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and community development work. The sessions have been designed to

help a

group acquire: increased sensitivity to the major factors

involved in the discussion process; understand the importance and
value of group discussion methods; develop skill in diagnosing the
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leading discussion, in order to build leadership skills; and
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This manual on interpersonal communication is based
upon the innovative and experimental study discussion and
training programs of the Fund for Adult Education.

("'Discourse Units in Human Communication for Librarians“3

This manual is a companion volume to Communications Management

of Human Resources and is designed to serve as a guide to
|ns¢rV|ce training in |nterpe sona] communlcatlon.
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INTRODUCT ION

The purpose of this manual is to provide a guide to the inservice
training of librarians for community liaison through the group work
process. The manual was developed for the supervi-or participants in
the Institute on Discovery Management for Superv Hrs of Library Branches
Serving the Undexrprivileged and Emerging Communit.es. This manual is a
companion volume to the institute papers, Communications Management of
Human Resources (Bookstore, University of Pittsburgh, 1971).

The Irstitute on Discovery Management, held July 26 - August 13,
1971 at the Graduate School of Library and Informatiocn Sciences, Uni~-
versity of Pittsburgh, was funded under a grant from the U.S. Office of
Education, Title II-B, Higher Education Act of 1965, P.L. 89-329 as
amended. A unique feature of the Institute was the requirement that
each participating branch libraxy supervisor hold a mini-institute for
leadership teams composed of branch librarians and neighborhood citizen
liaison leaders. It was for this purpose that the present manual was
developed.

This manual does not exist in conceptual isolation as do so many
of the texts in iibrarianship. While a practical guide to group ac-
tivity, it has been developed within the framework of a situation-
producing theory of communication for librarians (Communications for
Librarians. Bookstore, University of Pittsburgh, 1971). The manual
is a practical application of the conceptually interlocking system of
communications theory and communicative services which has been devel~
oped at the Graduate School of Library and Information Sciences, Uni~
versity of Pittsburgh. g ‘ S

Indeed without a systems.approach to communicative activit: ‘U

- is unlikely that the librarian's role as a change agent in the community
will ever be developed to provide informational and. program support as
well as for the. recruitment and training of minority group lay leaders
for the role of liaison between community and library. The purpoee  is
to enable citizens, especially from minority and underprivileged groups
to realize their full potential for changed behaviors, as well as their
jnvolvement in determining library policy.

Although this manual is within the traditions and principles of
library service, it asserts the importance of, and provides the basis
for demonstrating that a bold new approach is needed in library ad-
ministration. It is imperative that the library administrator be. adept
at group dynamics and skills, if he is ever to exert leadership in
~solving the problems facing librarians today. Group work is not mew
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in the library profession but since no theory of communication has
been available to librarians, group work has remained largely a polite
assemblage of individuals playing the parliamentary procedure game
within the rather rigid communications infrastructure kncwn as library
and information science.

It is not the purpose of this approach to communication to -deny
the value of and necessity for an expanded communications infrastructure
as represented by the systems and network approach to libraries and
information centers. Organized documents and indexed resources de-
1imit the environment or information space within which retrieval
searches can be made. However complex and extensive the infrastructure,
the information potential remains latent until a communications pro-
fession emerges which can create the conditions within which meaning
can be engendered within individuals, groups and communities.

As a result of the 1926 report to the American Library Association,
Libraries and Adult Education, and the training help provided by the
American Heritage Project, the 1 brary profession has had some experi-
ence with the discussion group process. But the discussion method can
scarcely be considered to have caught the imagination of librarians as
a major communicative device. The basic reason appears to be .a lack
of understanding and fear of group dynamics. The aim of this manual
is not to develop group dynamics traimers. The objective is to realize
the potential, however latent, in every professional librarian to de~-
velop innovative and experimental programs of interpersonal communica-
tiom.

While the book discussion me*’ 3ds ' geloped in the fliericau Heri-
tage Project are vialuable skilis te have, they are insufficient when
it comes to the rough-aud~tumble dynamics of encounter and confrontation
happenings. In extreme cases, any continuing and skillful followup
to an encounter interface resembles'more the therapeutic group dynamics
than it does thz limely exchange of ideas.in a library book discussion
designed to pomowote a liberal education. People should be accepted
where they arc, not where the librarian thinks they ought to be, Tra-
ditional traiming ira the infrastructure of communication has not made
librarians partdieulsrly perceptive of this problem.

The aim of this guide is to provide a training manual which will
lead rto comp=tence in group discussion methods and to an understanding
of the major problems associated with group activity and community de-
velopment work. DMore specifically, the sessions have been designed
to help a group acquire: S

Increzsed sensitivity to the major factors involved
_in the discussion process.

e
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Understand the importance and value of group discussion
methods. '

" pevelop skill in diagnosing the probleme which a group
iecader may handle.

Acquire experience in leading discussion, in order to
build leadership skills.

Understand the role of skillful interpersonal relations
as a technique for bridging the gap between the “passivity"
of discussion and the activism of community involvement.

This manual includes a number of separate topics whkich could be
‘covered in a shoit training program. The topics have been divided in
such a way as to permit the training group to concentrate attention
on :the importance aspects of group activity. All of these topics are
related one to another as the group progresses in a developmental
manner. When this manual is used as a guide to a shorter mini-institute,
the group leader may wish to combine some of the topics. The topics
in the manual may be divided into two major parts: the how and what
of group activity. ’

"HOW includes those topics whick deal with the processes
of ‘group work, the problems of participation and how it
is affected by leadership and by individual needs as well
as by content, i.e. section one. - . o .

WHAT includes those topics which deal with the problems
involved in communicating ideas, acquiring concepts and .

information as well as thinking, i.e. section two.: . -

o Librafiés werg_fodnq on the faith that their‘presence:makes the
cummuni;y?bgtter,?}L;Q;afi?na.accdmplish’thi$.obj¢ctive through the medium
of books and other materials for learning. By adding a group and commu-

1i£y'dimgn§i¢n tdgitaﬁpfbgréﬁ,:the;libfaryfcah_m6Ve,fromhbéiﬁg a pas~

sive community resourcd to!am active communications agent. Librarianme,
with theirvtraditions,,rgsburces;'and_educated personnc¢l are the appro-

priate and logical agency to sponsor group study. More particularly,

the group study program can deepen and enrich the group effectiveness
of the library staff. K B : S e

. In oxder to ihcreasé_knongdgélénd understanding df_the‘group
~ process, it is mecessary to change attitudes and increase appreciation.

" Communication must be understood as'well as the three major components
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of group activity, i.e. group, leadership, content. The how and what
of the group rrocess can be understood if the three major components
are examined in a number of different ways. Among the elements of a
communication strategy to be developed, the following are significant:

Describe the basic concepts essential for effective
leadership in a group discussion program.

Iliustrate as many concepts as possible in actual
group situations led by the branch librarian and
community liaison leader.

Provide an opportunity for members of the group (the
librarian-leader team who are being trained) to apply
some of these concepts in actual inservice training
situations.

Provide evaluative experiences in order to test the
extent to which these concepts have been understood
and applied by the members of the group.

Grovp activity is a process which is used in many different ways:
vo reach decisions around a conference table; to ccme to agreement on
a group action; or to provide an opportunity for individual members
of the group to learn. : Although the group is not the only situation
in which learning can and does occur, it is unique in one important re-
spect. In formal classroom situations, the individual and the matexial
from which he learns are the only components required. The learning

consists of direct transfers between the two whether or not communication

does occur. '

 In the group situation, on the other hand, many people are in-
volved.” Not only are there other members present but leadership of
some kind is also essential., While the person reading a book, &eeing

& film, or listening to a lecture ig interacting only with the ideas

presented, the member of a discussion group is also interacting with
others and with the leadex, Communication through discussion is a
faxr more complicated process involving cooperative effort as well as

covsiderable selfdiscipline.

Because of the complex nature of the group situation, it may he
helpful to look briefly at the total situation in terms of three of

its basic components: Croup; Leadership; and Content or Subject Matter.

Taken'together; these may be represented as the communicative matrix
of the group encounter. '

The group, leader and content are not the only influences on the

group situation. There are other elements cutside the group which

[
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affect the learning of the participants, such as the climate of thinking
in the community, as well as local and mational attitudes toward freedom




and inquiry. The group is made up of a number of individuals, each
of whom brings to the encounter situation different personalities.
These aspects of the individuals that make up the group set them
apart from eack other.

At the same time that each of these jindividuals differs from the
others, all of them have something in common. There is a common de~
sire to learn, an interest in the same subject, a preference for learn-
ing with others rather than by themselves as is evident when a group
of branch librarians and neighborhood leaders come together to dis-
cuss the role of the library in community affairs.

in any discussion group one of several individuais wmust be re-
sponsible for seeing that the leadexrship functions are performed. In
some prcgrams there is one leader who parforms this function for the
duration of the program. In other programs, two coleaders share major
responsibility. 1In still others there is one leader who has major
responsibility for the duration of the program. However, he tries to
involve as many different members in the group as possible as coleadexs
during the course of the program. WNo matter what the particular lead-
ership pattern may be in the program, the formal or designated leader
cannot perform ali of the leadership roles and funciions which are
required for an effective group learning situation.

As a program progresses or a session develops, it is important
that the leader must create situations -in which major differences between
him and the group members ave decreased. In such instances different
members of the group may assume some of those leadership roles which
come naturally to them. . Just as different individuals bring different
resources and personalities to the group expereince, so do leaders.
Leadership style depends largely upon the aititudes and personality
of an individual, but it is also determined to some extent by the de-
mands of the program itself, since different content and goals may
require different styles of leadership.

Every group :. organized around some specific content. The group
also has a learning and communications goal which involves that
content. If the group is really working toward its accepted goal,
then everything it does has some relevance to the .content. One way of
seeking this is to think about the group as within a particular fjeld
of cuntent which provides a focus for its efforc. To the extent that
subject matter makes different demands on both the leader and the group,
it is an important determinant of the effectiveness of the group effort.

Taken together, these three components of group, leader and con~
tent make up the major aspects of the group encounter situation, and
will serve as a convenient device for describing the way in which

g



library group activities develop and are maintained for communicative
purposes. It is of fundamental importance that a climate be created
within which communication can occur, such as the common study and
analysis of library~community concerrs and interests.

Group work is a communicative process .employed for such purposes
as to reach decisions, to come to agreement or group action, and to
provide a learning opportumity for individual participants. The group
procese is such a unique learning expexience because all participants
are involved in both the teaching and learning enterpriss.

Librarians may be adept at readers advisory and reference work -
where the individual reads a book, sees a film or listemns to a lecture
and where the quality of communication is determined by the intra-
perscnal learning skills of the reader.

in group work, the quality of the communicative process is pri-
marily determined by the leadership, the group and the content. There
are of course other elements outside the group and over which it has
no immediate control which also affect communication such as the cli~
mate of thinking in the community as well as local and rational atti-~
titudes towards freedom and inquiry. In any event, each of the major
components functions not in isolation but in a dynamic interrelationship
with one another.

Group activity is a process which is used in many different ways:
to reach decisions, to agree on an action program or to provide an
opportunity to communicate and learn. Librarians sponsor group acti-~
vity for all of these reasons. But since they also operate on the.
principle of taking people-where they are at any educatiomal or in-
terest level, the librarian's organized group activity may grow out of
"bull sessions' or the enjoyment of conversation or discussion for its
own sake. - T L R SR " ‘ »

Although the group is not the only situation in which learning can
and does occur, it is unique in one important respect. Iun formezl learn-
ing situations, the individual and the material from which he learms
are the only components required, and the learning consists of direct
comnunication between the two. 1In the group, on the other hand, other .
people are involved. WNot only are there other members present but
leadership of some kind is also essential. The person reading a book,
seeing a f£ilm or listening to a lecture, is interacting with others
" and with the leader. Communication through discussion is a far more
complicated situation, involving cooperative effort as well as self~
discipline. : : : : . ‘ '
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CLIMATE

HOW do INDIVIDUALS and Individual DIFFERENCES Affect

Behavior within a Group?

Practically nothing in terms of content consequence is achieved
during the first session of a group activity. Participants are much too
busy studying the people around them, measuring themselves against those
others, deciding how they like the leader, and trying in general to be-
come comfortable in the new surroundings.

The leader must, from outset, help to create a people's climate which
will permit individual members of group to assert their individuality and -
to realize that they are expected to participate as individuals. Members
of ‘the group must receive assurance and security (as well as common under-
standings and purposes) through sharing in and understanding of the goals
and limits of the program. The procedure.to be used in achieving these
'goals must also be given sufficient consideration.

To create the necessary climate and to provide for the fullest
participation, the leader should understand the extent of individual dif-~
ferences within the group both with respect tc motivations for joining,
as well as their interests and needs. The leader must realize the impor-.
tance of some flexibility in approach so as to permit an outlet for these
irdividual differences.

The leader must understand that individual members: do d1ffer with |
respect to values they get out of the group as well as motivations for ,
entering. There are-usually two different kinds of values: those relating
to.the stated reasons for increased knswledge and learning, and those re~
lating to more personal social values, There should be ‘an opportunity for
both kinds of values to develop i the program. » '

There are usually many reasons which motivate people to desert their
roles as solitary information seekers and - become parts of the group activity.
Such reasons may include the needs to belong to or- establish friendly social .

vrelationships. People may seek an opportunity for status, personal recog-
nition, or self-expre ssion.  In the: process of satisfying such motivations,

 the individual may learm to discuss in a rational and purposefull way, al=-
ternative . outcomes which can ‘be ‘used to contribute to effective. participation
in community 11fe and to perSonal growth.u R :

Although 1t is usual that everyone at most gatherings gets to know
everyone else, the process of initial introductions at a group activity
- serves a very:useful purpose. People once they know one another can main-
tain the 1nforma11ty and. pe“misS1veness which are important' elements in
free discussion. Even more important, perhaps, is the fact that properly

conducted 1ntroduct1nms can’ supply to the group two signiflcant kinds of
information about its members:

“. . e
o b
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Reasons people have f£or joining the group and therefore some clues
for what the discussions might focus on.

Experiences which people have had with the general subject to be dis-
cussed provide an indication of resources which the group can later
draw on.

Difficulties may arise in group activity because either the leader
or participants do not understand each other's roles. Members of the
group need to widen their experiences because role s are seldom fixed. Each
of the following activities will help participants appreciate the range of
factors which occur. Each participant should at some time perform the
following roles: : '

As participant he will be taking an aztive Dart in one kind of dis-
sussion or another, demonstation or pra=tice,

:As_observer he W&¥ be an observer, recoxrd what is going on, but mot
participate. '

As discussion leader be wili have an opportunity to lead a practice
discussion, followed by an evaluation by the group and himself.

As a result of participation in each of these roles, the librarian
should obtain a better rounded view of group activity both for the cogni-
;ive;-raticnallcritask processes.as well as for emotional or group main-
tainence processes. The group will begin to think analytically about the
group process and may develop standards for judging the effectiveness of
the discussion. - : o ' ' . S

"+ Leadership patterns vary by group from the "leaderless" onme. to the
highly structured formal p:bgram;typeithatﬁistcdmmpn i program planning.
Regardleés‘of~leadership,pattern,;any,dg$ighatgdfleader'wheﬁ_"meetingﬁ;he,
folks" cannot perform’all;cf,the,;eadé#ship’rblgs{éhd functions which are
required for an effectiVeHcommuhication*Situatibnl"HGWever,finitiélly'the
_'leaderwmusthreate'a;Situatiop in which major differences between him and .
”‘;the}ﬁértiéipaﬁtsferefdeQregsedfaﬂdfﬁhéfebY?d{fferehE~méﬁbef;{oflthé‘group
 >m$y7é$sﬁmé°some'6f‘the'léédéfEHi?”réles”Whiéhféomefﬁatﬁrally:tc%theﬂ.

7 In some respects assigned leadership may be congidered a temporary
hbétiﬁé;fun@tibﬁ}faS“it,se;sfthé*élimate*férQCQn?ivality;oﬁkébnversation.
Oﬁéé”thé,ébﬁversqtion”is”liﬁélyfand'éxhibitéépétférn950£wéiscu5510n tech-
niques; then assigned leadership slips into ‘the background and begins to

participate ag an equal in the exc1ting-pracess'it has helped to initiate.
In this function of Catalytlc'agent}”attentive;1istehingris,essential. The
following pgints‘may,sérvaas guides to the nevly assigned leadex:.-




'I'I..

Respect the opinions of all participants. Do not evaluate or criticize
any comments. Listen attentively to everything said.

Ask guestions. Do not answer questions. Redirect them to the group.

Allow people time to think. Ask a questicn and wait. Do not re-
phrase, or add to the question. Look interested and someone will an-
swer when he has had time tc frame an answer. :

Allow the group time to answer cne another. Deo n it makes a comment or
ask another question every time someone speakes,

Keep the group on the subject. If the discussion wanfi=rs, s=mind the
group of the question or topic. If you are workim; with am cn-the=~
spot reading, refer to this material frequently.

Wateh the group closely and coustantly to see who is n~eady *c comment.

Help people to say what they mean. Restate a comment i necessary
and ask, "Have I understood you correctly?', or ask =z guestiom for
clarification.

Nail down what has been said, Summarize before going on to another
phase of the topic. , .

- Probabiv Pvery participant but certainly every leader experiences
an initial dread or stage fright in ''meeting the folks' -in the group.
‘Depending upon experience, this reaction may -be vague or fairly well.
understood as the obvious reaction of inexperienced individuals- in a
group. The. following roles are what "come naturally" to people who
oneed help in recognizing and " in’ overcoming such . non-functional roles,
‘From time to time, more often perhaps- than anyone like to admit, people
behave An. nonfunctional waysrtnaf do not-help: and sometimes actually
-fharm the group and the work 4t is trying to do: " o T ,

. BEING AGGRASSIVE., Working for status by criticizing or blaming others,

. -showing - hostility -against the group or  SOme: individual deilati g the

ego or status of others. :

BLOCKING'Z interfering with the progress of the group by going off
on a tangent, citing. personal experiences unrelated to the problem,
.arguing too much.on a point reJecting ideas: W1thout consideration.

»SELF-CONFESSION: using a group as a sounding board, expressing
,personal -nongroup-oriented feelings or points of view. -

COMPETING~ vying Wlth others to produce the best idea, talk the
most play ‘the most roles, gain favor with the leamer.

?
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SEEKING SYMPATHY: trying to irduce other group members to be
sympathetic to one's own problems or misfortunes, deploring one's
situation, or disparaging one's ideas to gain support.

SPECIAL PLEADING: introducing or supporting suggestions related to
one's own pet concerns or philosophics, lobbying.

HORSING AROUND: clowning, joking, mimicking, disrupting the work c*
the group.

SEEKTNG RECOGNITION: attempting to call attention to one's self by
loud or excessive talking, extreme ideas, unusual behavior.

WITHDRAWAL: acting indifferent or passive, resorting to excessive
formality, daydreaming, doodling, whispering to others, wandering
from the subject.

These nonfunctional roles are expressions of emotional needs which
people try ocut in an effort to achieve satisfaction. The desire for
satisfaction (homeostasis) includes at jeast four wishes or needs: security,
new experiences, status {recognition) and emotional response. Needs such
as these are expressed variously by different individuals. Some people
only feel secure in dominating others. Others find security in being
dependent. Some individuals express their need for recognition by talking
constantly about themselves; others have strong drives for achieving titles
or position. o ' '

People tend. to develop behaviors which meet their needs and cling to
them regardless of whether they make other people uncomfortable or not.
0f course the initial group leader cannot .directly help people out of their
‘emotional difficulties. .He remembers however that the individual by be-
coming a group participant has implicity declared another purpose: the
avoved aim of learning more abnut the subject content, increasing his ability
to think, or improving himself in some other way. . .

' ‘fThesehtwofbﬁquseSfmé&jbompIemEﬁt“oﬁe another, but they may also
come intbudbnflict;f,sinbg:thé”ihdividual,sharés_his'communicative'gﬁns
with other participants; each membethf‘;hévgroupfneedslgpfupde:stand‘
what others are saying.. A11 pértic{pants,wantxto”havé‘anloppprtunity
to develop or. challenge an idea and expect that persons who. continuously
impede effective thinking will be dealt with. Consequently the initial
_ leader has considerable support in helping to create the climate for

maximum participation. ‘ ‘
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The function of the initial leader is to transfer as rapidly as
pOSSlble leadership to various participants. In the very beginning with
a new group, the leader will probably place major emphasis 5n creating a
climate which will stimulate participation and bring out as many members
as possible. The following methods include the kinds of guestions and
the manner of statement which are designed to aid the most reluctant mem-
ber in making a contribution:

Ask questions which do not tend te put people on the .spot by check-
ing the amount or type of information that they have .on a particular
peint. (Questions which put people on the spot will draw out only
the members of the group who have a store of facts and information
and will inhibit the others).

Use questions which do not merely call for a 'yes or no' or '"agree
or disagree" answer. "Yes or no' questions do not stimulate discus-
sion and merely set a pattern whereby members of the group feel that
their role is one of being led, or misled, by the leader.

Ask questions which are simple, clear and concise rather than wide-
open so that members of the group know what you want them to discuss.
This will avoid confusion and will stimulate general participation.

In the beginning of the program select questions which deal with
‘experiences which any member of the group might discuss or with opinions
about some subject emphasizing that everyone's opinion is of interest or
importance. At the very outset of a program it may be well to go entirely
around the table in soliciting opinions or experiences of group members,
In this way everyone in the group will make some contributicn (no matter
how small) and will have the experience of participatlng. Since the" first
attempt to say somethlng ‘is frequently the most difficult, ‘this procedure
provldes 2 bullt-in method wh1ch permits everyone to take part.

In stlmulating part1c1pat10n it is especially 1mportant that the
leader accept the contributions made by all of the members. He should try
to tie them'lnto the general trend. of the dlscu551on. "He should also give
‘each member the fooling that he really has contributed something to the
thinking of the group.‘ This will be efféctive not only in letting all of
the members- “feel that 'they haVe made a worthwhlle contribution but also
'it will help to set a climate of acceptance which will" stimulate further
parx 1c1pat10n, and the developm nt of 10g1ca1 reasoning and effective
learning.’

Ly G 1
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First call participant by name, and then
state the question...

OR

State the question first - pause - and
then call neme of participant.

//Cf%ﬁﬁ> - Look at participant you expect
= to answer the question...
0N Ck&(
TN =
| :%; AR OR

33
. ¥

Look at any or all group members

£
7 ;%{ /\ when stating a question.

r

Do you .accept the first correct answer,
and reply that it was correct...

~OR

Do you "throw" back correct answers as
well as wrong answers ‘to other participants
to comment om: - SR
: : Do you use "yes' or "no" questions.
He ‘has a' 50-50 chance of being
correct...
© . nis this-a mill file?"
"is a'mill file used for smooth
.surfaces?" o

OR

' Do you use the 'thought'" quest-
ion? This answer requires
thinking.

"Jhat kiud of file is this?"
"if it is a mill file, what's

its use?"
B L I
:.[:RJ}:‘ " We learn im pfopoxticn as we are able to think.

17
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LEADERSHIP

How does LEADERSHIP and Leadership STYLES Affect Par-

ticipation and Effectiveness in a Discussion Program?

Many forces which influence participation can only be recognized and
dealt with to a limited extent, The individual needs which group
members bring with them, and the content of the discussion, once deter-

mined, are both factors which ons can do little to change. There is,
however, cne very important influence on group participation which can be
changed and that is leadership. The leader does have control over his
own behavior which determines the participation of the group. He can do
something about it.

The leader must create the climate and take the initiative to see
that, as many members of group as possible actually take part in discus-
sion. The attitude and style of the leader is the most important factor
in the beginning of a program in permitting and facilitating such partici-
pation.

The leader is also responsible for seeing that particlpation is
measured not only in teims of the number partic1pating but also in texrms
~of the quality of participation. The leader's responsibility therefore
is not only one of permitting members to participate but also of ensuring
that participation leads to thinking, learning and the sound development
of ideas. : .

The kind of participation and its quality are directly affected by
the kind of leadership style adopted by the leader. A highly demanding
style may stimulate attention but it also develops tensions and arguments,
‘A highly permissive style may stimulate. wide participation and a fzeling
of ease but it also results in more relaxed and less intense participation,
~ The leader must, therefore, fit his style into the demands of the subject=
. matter and to the changlng status and needs of group,

.- To.be cnmpletely effective the- 1eader must be selfronscious about
. his: 1eadershjp and - the impact of it on the members of the group. This
seLfconsciousnesq can be achieved by continuously being sensitive to the
group as well as by the use of observation and partic;pat1on sheets.

Often 1he maJor anxiety which plagues discusslon 1eaders is a con-

- cern for getting everyone to talk. It arises Lrom the idea that the dis-
‘cussion is a failure if everyone is mot participatlng actively and often.
But participation car be silent. The silent member may be getting a great
deal out of the discussion. The leader, then, can best encourage maximum
participation not. by . making sure that everyone is talking, whether he
wants to or not, but by doing everything possible to create the cenditions
which make people feel free to come in when they want to. In attempting
to develop effective-participation there are several considerations:

18
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Quality of participation is more important than quantity of partici-
pation, Participation can probably best be measured in terms of the kinds
of contributions made by members of the group: the extent to which there
js a flow of one idea to another; the degree to which members of the group
are applying the content to their own interests and concerns; and the
extent to which they are furthering the thinking and understanding of the
group. All of these are more important then a mere check on the number
of contributions that an individual does or does not make.

Kind of participation may well change as a program develops. 1In the
beginning, participation may well be stimulated by the leader, primarily
to ensure that group members know that their contributions will be wel-
come and to underline the fact that differing opinions will be accepted.
This kind of participation is a demonstration that the members of the
group have an obligation to help to carry the program. Also, it may be
important to lock for simple situatione which will permit the more shy and
retiring members of the group to talk, so that they may have the satisfac-
tion and security of knowing that they can participate.

In the beginning of a program it is also to be expected that member
participation will be more in terms of responses to, and ideas aimed at,
the leader. This is the traditional way that most people have acted in
the past in learning situations. As the program develops, however, par-
ticipation should grow and develop so that more and more of the contribu-
tions are made directly by members themselves. As the program develops,
more and more participation by menmbers will be in terms of assuming some
of the leadership roles and less in terms of the old school-room "student-
to-teacher" relationship. The contributory roles include:

GATEKEEPING: trying to make it possibike for another member to make

a contribution to the group by saying "We haven't heard anything

from Jim yet," or suggesting limited talking time for everyone so that
all will have a chance to be heanrd.

STANDARD SETTING: expressing standards for the group to use in
choosing its content or procedures or in evaluating its decieions;
reminding the group to avoid decisions which conflict with group
standards, . . T e

FOLLOWING: going alohg with dggisibﬁs of the group, thoughtfully
accepting ideas of‘others, serving as an audience during group dis-
cussion. ' PR C ‘ '

EXPRESSING GROUP FEELING:‘ summafizing what group feeling is sensed
to be, describing resections of the group to ldeas.
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Effective and intelligent listening as a means of participation can-
not be over-emphasized. To participate verbally it is first necessary to
participate by listening to what is going on and to understand what is
being discussed. Only by intelligent listening will a contribution fur-
ther the discussion and work towards the goals of the group.

Different people contribute in different ways. Participation by all
mewbers canmot be uniform or standard, Some members of the group partici-
pate most helpfully when the group is bogged down, others when things
are going smoothly. Some can act best as authorities and resource people,
others as persons who raise doubts and questions. The same pergon may not
even participate in the same way on two different days. Effective partici-

. pation is engendered in a variety of ways: '

No one is permitted to monopolize discussion.

Discussion is for the most part carried on among members of the group
rather than just between members and the leader.

The group does not break down into cliques or sub-groups which tenc
to impede or complicate general discussion.

- High level of ?3ftiCiPati°n_iS‘éVident rather than"an,eﬁphaéié’on
participation merely for its own sake. ‘ e

- An air of objectivity is maintained--that is, discussion i3 focused
on ideas, not on personalities.

Membexs §re_é£tentiYéZanddféépqctful of contributions of all members
(including direct member to member discussion rather than relying solely
on the leader to maintain order and .attention. o

Members understand the importance of listening to others and under-
‘standing'what'they say as a prerequisite for active participation
- themselves. . : : : : . P

‘thffibﬁtibns and éugge;ﬁiéns'bjjgroup members‘afevaccepted and utilized
in an adult and friendly manner both by the leader and other members
of the group. ' e

Differing opinions, points of view, experienées, and backgrounds are
accepted and valued, rather than frowned upon or rejected.

Contributions of all members are accepted on the basis of  heir value
or pertinency xather than on the basis of the social status of the
person making the contribution. ;

RERE RY Y :3
»¥ : ’



Pointers for the Group Leader

There are no iron~clad rules, no pet formulas, no easy slogans that will
insure you of success in & discussion group.

The following suggestions, however, will assist you at the beginning:

1. . Be your natural self - it is said that
even a child can sense an artificial
pretense ~ then surely your adult
’partic1pants can.

2, Enthusiasm is contagious - show enthusiam
in your leadership, and a genuine interest
in every participant.

3., Use the language your participants can
understand - don't use technical, occu-
pational, or professional expressions
until they are explained.

"4, Tie in the new with the old - only when
we can understand a relatlonshlp between
the new experlence and an old exper1ence -

“do we learn.

5, Are’ you getting your point across? Group
participation ‘(including the timid souls)
is one of the easiest ways to f1nd out

. if your Point has been made.

6. Use the’ three F's - always be fair,
.+ congruent and friendly in your relation-
*f_fship with group members. N ,,:

7. Be informal but business 1ike - adults
_ecan learn and W111 learn when at ease
sfin the group._

Fedededededodededededodededodede

Critism is like advice - easy to give and hard to take!
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Accounts of personal experiences are encouraged and permitted only
ingofar as they are relevant to the discussion.

Members assume or share various leadership functions with the leader:
helping the leader and each other by clarifying various points made;
pushing for facts and data underlying expressed opinions; carrying

‘discussion forward toward agreed-upon goals; dealing with troublesome.

members.. ‘ .

Measuring the quantity and direction of participation of a group will
give you only limited data concerning many of the points just listed. It
is, however, useful to keep a sharp eye on the participation level. Wnile
it may have little significance taken by itself, it can ring a warning
bell on some major difficulties. For this reason it is sometimes a good
idea to have one member chart. the number of peoplé participating, the
amount of talking done by individuals, and the extent to which. attention
is general rather than directed to the leader. '

Demonstration Discussion:

A demonstration should consist of a discussion, led by the leader,
which will givgfthe‘gfoupfgnj6pportunity to focus on differences in
leadership styles and their effect on participation. The evaluation
sessibnwfolldWingf;he.discussién_éhould_consider} ' o

Good and bad features of the discussion.
Analysis of the 1eader$hip stylés demonstrated.

Analysis of participation; telating observed differences to leader-
'ship'sty}e;""“= SR L - L by S

Ll

"one'way of evaluating a discussion is to diagram it as it goes on,
noting how many pgoplef;a;k;thWjbﬁﬁgnﬁthey;talk;fand;whgﬁta;ks_tp whom.

1f leader behavior does have a sighnificant effect on participation, such .

a-diagram should reflect differences between one leader and another, or
between one kind of leadership style and another. : S

_ ' A member of'thejgréﬁﬁféhould‘bg’rééﬁésﬁed‘tb adﬁiaé én.éﬁsérver:ddr—__
ing the demonstration. He will not” participate in the discussion but
will assume responsibility for charting the flow of communication on.a
chart. L R ] ’

23 |
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He should be instructed to draw a diagram of the seating arrangements,
identifying each member by a number; note each statement made by members
and leaders; and record: who said it, and to whom it was directed.

This kind of diagram reveals only one aspect of a discussion process.
it tells how people participated. But it says nothing about the quality
or the content of the discussion. One could conceivably have a spirited
and well-conducted discussion in which only inanities were spoken. There
are a number of differences in leadership style:

sp e . . -
Flexibility in adapting to &

»

nterests of the group.
Degree to which the members feelings are accepted.

Degree to which the free expression of ideas and feelings are en-
countered.

Extent and manner of participation in the discussion (gulde, arblter,
authority). :

This session will help to sharpen the focus on the relation between
the actions of the leader and the participation of group members. The
trainer has the job of modeling two sharply different leadexship styles
for the group and helping them to evaluate the differences between them
in terms of how the group responded. The session also constitutes an intro-
duction to an overall view of participation, and a method of analyzing
and evaluating it. :

Merely knowing the effects of leadership on participation is not
enough for real understanding. The impact of leadership must be experi-
enced to be understood. This demonstration is an attempt to give the
group ‘a ''feel" for the basic differences in highly demanding. and permissive
styles of " leadership by relating feelings as’ group members to the two kinds
of leadership provided. The demonstration also encourages ‘the view
that personality or habit do not necessarily fix people's behavior. It can
be changed by them if they see the need for change..' ’

Another point which must be made with the group is that the inexperi-
enced leader, in striving to be "permissive," often abdicates responsibility
for leadership entirely and lets the discussion drift helplessly. The
trainer can usefully raise this problem at several points, and particularly
at the end of the session during evaluatlon of the practice discussions.




1f the group becomes involved in the demanding discussion, tension
will increase, and irritability may occur or lack of objectivity, raised

voices and even refusal to talk. You may also find yourself under con-

siderable strain. If the atmosphere becomes too emotionally charged,

break off the dissussion and go right into the analysis.

By analyzing this immediate experience, the group should be able
to gain a real feel for the reactions of people to leadership. Since
‘his evaluation period is brief, the trainer should keep the discussion

focused on the training group experience and not permit sidetracking to
/ other outside experiences.
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Examplé of a Participation Chart
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INSTRUCTIONS TO OBSERVER

The job of the observer will be to chart the flow of discussion, noting
who talks (leader or group member) and to whom (leader, narticular
member, group as a whole). Even though your group may sit at a square
or oblong table, a circular form makes it easjer to put in the arrows.

Directions:

After leader's opening remarks, begin recording each contribution made.
Praw an arrow from the circle representing the speaker to the person
addressed if leader or group member. If a remark is addressed to the
group as a whole; draw an arrow to the center of the circle to indicate
that the remark was directed to the group rather than to an individual.
Also tally individual contributions separately as indicated in the sample
diagram ©o #facilitate analysis. o Co

Following thke analysis of leadership style by’tﬁé gioup, you‘Will be -
asked to report on group participation on the basis of your diagrams.
Report to the following questions:

1. How freely ddd members participate? Did'e&égjb@dy_c6ntribute?
Did just a few members contribute? Did most membq:s'cdntribute?

2. Did some people do more talking than others?  Did anyone. talk to
too much? : N v TR o T '

3. Are the most loquacious peopié;éiftingitogéthéﬁfaﬁd'thé rela-
tively silent ones also? R -

4. Did members talk mostly to the leader? . (notice how the lines
' . converge) : ; B : e IS !

5. Was talking direéféd“;diﬁafﬁicylé}'@éﬁbefs‘réﬁhérlﬁhahfto the
group as a whole? - ° = T R B

6. Was thé;e any pairinngr.evidence of cliques?
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OBSERVATION SHEET

Participation

1. To what extent did the group concentrate its efforts on the assigned
discussion task?

were at work most of the tim=
worked, but some timme spent in talking abeout other things
spent a good deal o time on other things

2. If there were times when the group did not work well, what may have
been thz reason?

_were fighting over irrelevancies
were being sociable, joking, etc.

got off om irrelewant personal experienc=s
were frustrated

3. Most of the talking was done by

group as a whole
a few members
the leader

4. So far as guiding the discussion is concerned, the leader

shared guidance with the group
_____managed it mostly himself
provided no guidance

5. lefering pointslof view wefe

acknowledged and considered impartially
acknowledged, 'but not considered objectively
neither acknowledged nor considered

6. Members participat d in ways which helped make the dlscussion pro-~
ductive

by encouraging other members to contribute

by calling attention to points of agreement or disagreement
by summarizing

by attempting to clarify

by introducing new points for consideration

by bringing the group back to the subject

trying to resolve conflicts

28
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6. Members participated im ways which heiped make the discussicmn pro-
ductive,

_by encouraging other members to contribute
by calling attentiom to points of agreement or diszgreement
{ ' by summarizing
" by attempting to clarify
- by introducing mew points for consideration
: . by bringing the group back to the subject
l _ by trying to resolve conflicts

7. The goals of the discussion were

clearly set by the leader

developed by leader and members oi the group
indefinite and uncertain

8. The general climate during the discussion was

rather temse, péople.not at ease
quite relaxed, people quite at ease
fairly relaxed.

p T ' . ’ g .
such that few people were stimulated to participate
2 —  such that participation and involvement came mnaturally and
genexally. .

p

b

ind

£
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PARTICIPATION

How are INDIVIDUAL WORDS AND Individual ROLES Important
in Cresting Effective Discussion Groups?

The groomp is composed of individuals, each of whom brings to the
communicsiwve situation motivation, background and personality character-
istics that are unique and different. Although each individual differs
in some way from the others, all participants have something in common,
an area of common purpose which has initially drawn them together. There
may be a common Jdesire for communication, an interest in the same subject
matter, a preference for Lezrming among others rather than as a solitary
individual in the library.

Leader must understanc whe underlying needs of the individuals in
the group if he is to d=al effectively with the manifestations of
these needs as evidenceid by the '""silent member,'" the "monoplizer,”
the "cbstructionist," cr the 'tangential talker."

Leader must understand and appreciate how different kinds of questions
call for, and determine different kinds of discussion and analysis.
Some simple rules for creating a desired climate can involve the
members in discussing various methods of phrasing and asking of
questions., ' ‘

Effective discussion and the climate necessary for productive think-~
ing require that a number of different roles must be performed by
members of the group, as well as by the leader. An analysis of the
roles and situations which assist or obstruct the work of the group
should be made.

There are many roles which people play in the life stream of any
comnmunity. These roles are related to the social values and ethics of
the social entity as well as the individual's perceived self-relation to
that society. The roles people play are in response to the social rules
which maintain that society and which become dramatized amnd individualistic
versions of the mores.

The rules of the social game are sometimes referred to as etiquette,
a polite version of the deeply imbedded socialization which has taken
place in the individual. Communicative activity in a group situation
heightens the necessity of social rules as well as places an imperative
upon each participant to practice them effectively. Each member of the
discussion group is constantly engaged in dealing with two kinds of
problems:

G
o
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Efforts to achiiew= ::is conscious purpose for being there--learning
to appreciate Iizizusture, become a more knowledgeable citizen,
sharpen his thimiksisg.

Efforts to resocilwe nis hidden problems of adaptimg to other pc-.le,
of anxiety abouc Wit other members think of him, and subduing incli-
nations towards Eliyzint.,

One main purpose: «f the individual, that of adapting to the other
members in ways which n#tsisfy his emotional needs, gets handled on a
level which is difficuls Sor the discussion leader to influence. People
tend to develop behav:r== which meet theix needs and then cling to them,
whether they make othi=: zeople unbhappy or not and. whether they get in the
way of constructive wmz¥" ar not.

But the individu=i _ms a second purpose: his identified purpose of
learning more about scm= subject, increasing his ability to think, improv-
ing himself in some way. These two purposes may complement each other
but they may also come in conflict. Satisfying some emotional need may .
jnterfere with the achievement of a self-educationsl aim.

Since the individual shares his educational aims with other members
of the group, it is useful to think of the group also as having needs,
needs for certain kinds of behavior necessary to accomplish its work. For
example, each member of the group needs to understand what other members
are saying. All members expect to have an opportunity to challenge ox to
help develop an idea. AT members expect that persons who continually
impede effecéive thipkireswill be dealt with and that a climate will be
created which will permitt them to paxticipate.

In this view of perricipation, then, one can think of any indiwvidual
contribution to the dimcussion as satisfying one of two different kinds
of needs. Both indivifisal and group needs are met by some action of an
ijndividual. Such actioms are roles which people play in a group. ‘

An'indigidual,wemntionai need of'ahé'of the members may,ffor ex-
ample, he to gain status, qr,to_find seeurity by dominating.

A group need for‘accomrlishing the work neééssary to reach a common -
goal may for example, be the harmonizing of different points of view
or the clarification of a confusing situation.

Anything the leader does to reduce those elements in the group which
create anxieties will decrease to some extent thet behavior which is an
expression of irrelevant individual needs. A permissive, friendly,

HRN A
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accepting climate will, paradoxically, inclease the ability of the group

to concentrate on the problem at hand. The leader can very often use the
irrelevant expressions which occur as an incicator of the state of the
discussion. A puzzling ur disruptive contribution by one member may really
be an expression of the way the whole group feels at that time.

A hot argument which the group permits to continmue mzy signal some

«-+ of frustratiom felt by the group and be taken out by it in general
enjoyment of the fight. 1In the same way, an irrelevant remark may indi-
cate that the group is not clear about what kind of contribution is appro-
priate at the time. A confused contribution may mean that the group has
really no clear idez of its purpose in going into a particular phase of
the discussion. The leader can help the discussion over mmany rough spots
if he is alert to the significance of individual behavior for the feelings
of the entire group.

In any group onhe can expect to find a number of different zoles being
played. Some of them coincide with the group's need to get the job done,
and therefore help the discussion (the harmonizer, the encourager, the
clarifier). Other roles serve only individual needs without coinciding
with the group need, and tend to hinder the discussion (the aggressor,
the special interest pleader). During the discussion try to be alert to
the character of the roles being played by the participants, but act, your-
self, as you normally do in a discussion.

The dead silence is the most gemeral, and often the most anxiety-
producing problem. The awakward silence is a complete absence of partici-~
pation. - It is important for the leader to realize that this probably
reflects a wish on the part of the members to be prodded and relieved of
responsibility. This is precisely what the leader should aveid doing.
While there is no 'right'' way to handle such silences, there are a few
wrong ways. The leader should not try to prod individuals into talking,
or remain silent hemseif so that the situation turns into a contest of
wills. : S o — ot ‘ ' :

The leader can wait and see whether someone starts off, using his
own judgment as to just how long a wait is sensible. Encouraging remarks
can break the ice such as "There are probably soime different points of
wiew on this that would be interesting to get out on the table." 1If it
persists, it is a good idea to turm attention to the problem of process
by asking: "What seems to bz blocking us?" or '"Maybe we had better find
out what the txrouble is?"

S v
NS ‘
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The over-talkative member talks all the time or goes on endlessly.
If permitted, he will monopolize the discussion. Usually a person
who talks compulsively has a need to dominate. 1f you recognize this
need, you will probably be less irritated by the behavior and better able
to handle the situation. Since the group must be protected from domination
by any one member, the leader should intervene if the group does not try
to prevent it.

If a participant is monopolizing the time which should be shared
among the other members, the jeader can interrupt, acknowledge the contri-~
buticn, and suggest that "we hear from some other members who, I am sure,
alsc have something to say about this." Usually consistent intervention
of this kind will be sufficient to make a member aware of what he is deing
and better able to control his mneed to talk. When the problem cannot be
resolved satisfactorily, it can be discussed with the whole group in an

evaluation session avoiding reference to any particular member.

The silent member is usually shy and fearful. He is afraid of being
put on the spot, or being forced to participate, If he is pressured
jnto taking an active part, he will rightfully feel resentful., . It ‘'is
wise never to force, but rather to let him take his time about contributing.
You can, however, continue to observe silent members to detect signs of
readiness to speak. ' : ' ' ‘ , '

If a member seems to be on the verge of speaking, an encouraging
glance or friendly nod may be all he needs. Sometimes a brief chat after
the meeting will let a member know that the group is' intexested in hear-
ing from him when he is ready. This can help make him feel freer to par=
ticipate the next time. There is no one way of encouraging participation.
Occasionally, silence may reflect boredem or lack of interest. 1f you are
fairly sure that this is the case, you might wish to draw out the partici-
pant‘py ask1ng‘him a provocative and-challenging question.

Asking questions tends to stimilate participation and brings out many

members of the group. The leader will want to ask ‘the kind of questions.

and state ‘them in such a manner that even the most reluctant member of the
group will feel that he can make a contribution. As the program develops .

‘and such a climate has been developed, the leader will probably think

more of using questions which will stimulate intelligent ‘and logical think-
ing. Certain kinds of questions help to stimulate maximum participation:

Ask questions which do not put people on the spot by checking

the amount or type of information that they have on a particviar
point. Questions which put people on the spot will drag out

only the members of the group who have a store of facts and infor-
mation and will inhibit the others.



31

Use questions which do not merely call for a "yes or no" or '"agree or
disagree' answer. ''Yes or no'" questions do not stimulate discussion
and merely set a pattern for members of the group who feel that their
role is one of being led or misled by the leader.

Ask questions which are simple, clear and concise rather than vague
and wide-open so that members of the group know what you want them

to discuss. This will avoid confusion and will stimulate general par-
ticipation.

Select questions which deal with experiences which any member of the
group might discuss or with opinions about some subject emphasizing that
everyone's opinion is of interest or importance. At the beginning of

a program it may be well to go entirely around the table and solicit
opinions or experiences of group members., In this way everyone in the
group can make some contribution (no matter how small) and will have

the experience of participation. Since the first attempt to say some-
thing is frequently the most difficult, this procedure provides a
built-in method which permiis everyone to take part.

In stimulating participation it is especially important that the leader
accept the contributions made by all of the members. He should try to
tie them into the general trend of discussion and give each member

the feeling that he really has contributed something to the thinking

of the group. This will be effective in letting all the members feel
that they have made a worthwhile contribution.. Tt will also help to
set a climate of acceptance which will stimulate further participation,
and the development of logical reasonlng and effective learning.

Relatlng these rules to the needs  of 1nd1V1dua1 members of the group,
it is .important for the leadex at .least in the beginning, to ask questions
which relate to, and satisfy the individual emotional needs of the members.
As the program progresses and members feel that they belong to the group
and have become a part of it, the leader can- ask increasingly the kinds of
questions which relate to group needs for accompl shing the work necessary
to reach a common goal. : .

The effectlveness of a dlscu351on group depends on the roles which
members £ill whether these be helpful or obstructive. The purpose of this
analysis helps in distinguishing roles from personalities. If, instead of
thinking about "‘problem people,” you concentrate on how certain kinds of
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behavior contribute or do not contribute to the discussion, your own action
as a leader is likely to be more objective and therefore, mcre effective.
People do not, in any event, play the same role at all times in a group,
although we have a tendency to stereotype people in such roles. '

Demonstration Discussion:

Proceed with any discussion which has been scheduled. But be careful
as you do this session. When you think of a role which was present, do
not think of the person who played it as always playing it. After the
demonstration discussion, the group should individually fill out the rat-
ing sheet, checking the roles which they think were present.

Read the statement given in the chart, 'Role Description," of each
role. Check whether you feel it was present or absent in the demonstration
discussion which you have just gome through. You will find that some of
the roles always assist the group, that others consistently hinder the group.
On the other hand, watch especially for some roles which at one point seem
to hander the work or development of the group (because of a different
situation at that time.)

Now proceed to the chart, '"Role Description,' and check those roles
which were present. If the role was performed by the leader alone, enter
an ‘L' in the appropriate column. If the role was performed by a member
of the group, check with a 'G'-and if by both enter 'GL' in the appropriate
place. Do you feel that the group was successful in accomplishing its
major tasks during this discussion?

Were any important roles missing which, if they had been present,
would have helped the discussion? .

Were the various important roles fairly well shared by leader and
group or were most of them performed by one or the other?

Were voles present which you think the group would have done better
without? '

Is it possible that the same kind of role can assist the group at one
point and hinder it at another? Why?

How can you, as a leader, make sure that the roles which you recog-
nize as needed get filled in .the group?
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GROUP ROLE BEHAVIORS
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OBSERVATION SHEET

L]

. During the Practice Discussion, what proportion of the time was spent
on

work and discussion which concerned itself with the question
raised by the leader and the major aims of the discussion?

efforts to resolve hidden problems of adapting to people,
anxiety about relationships. and the like?

2, Wére the questions as presented in the Manual and interpreted by the
leader such that

they clarified the area o6f discussion and pointed up the
problem to be discussed?

they presented a "loaded' questions which called for a certain
kind of answer?

they were fuzzy and indefinite so that considerable time had
to be spent deciding what the discussion should really be
about?

3. Most of the talking was done by
the group as a whole
a few members.
the leader,
4..So_far>as guiding the‘diééugsion is concerned, the leader
sharedAguidaﬁce with the group.
managed it mostly himéélf.
provided no guidance.
5. Were most of the importént leadership roles filled
by the leader?
by members of the group?

by neither of them?
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" 6. The goals of the discussion were
clearly set by the leader.
developed by the leader and the members of the group.
indefinite and uncertain.
7. Were the individual needs of group members
recognized in any way by the leader?

rejectad by the leadex?

Explain mannes> in which leader handled or did not

8. Were there any specific instances in which either the leader or the
group dealt with any 4iffinsul: member roles during the discussion?

If <0, give examples
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CONTENT AND MATERTIALS

How do Content and Subject-Matter Affect Leadership and Membership?

The content and nurpose orovide a focus for the group effort.
Every group is organized around or within some specific content and
has 8 goal which involves that content for some vurpose. 1f£ the
group is really working toward an accepted goal, then infcrmation has
some relevance to all of its deliberations. Informetion may make
different demands on both the group and its initial leaders, and as

such it is an impurtant determinant on the effectiveness of the group
effort:

Effective results occur in any group situation when

the leader permits the group to concern itself with
both the "work" and "non-work" aspects of the situstion.
Social (non-work) needs must be fulfilled as well as
Content (work) needs in any group.

ILeader must be sensitive tc the non-work needs of a
group and should permit outlets for such needs to achieve
the basic goals of learning and thinking.

Subject areas (factual as compared to opinion) call
var different kinds of leadership styles and respon-
sibilities, as well as different kinds of member
participation., The leader must understand the various
content and subject matter sufficiently to £it his
style to the demands of program. '

Even though librarians have always maintained that their role is
one of information supply, their professional activity exhibits a
lack of dynamic interface. Conceived as a simple transfer process,
data is supplied to the individual reguesting it or = display is
arranged that is presumed to relate to the interests of the group.
Rarely is information considered as the dynsmic interface of develop-
mental counseling cr of grcup development. The potential of both

the American Heritage and Library-Community Projects remains largely
unrealized in the profession.

Irn addition to these roles which help to strengthen and maintain
group life and activities, there are other roles which relate to the
other major compoaent of cammunicative activity in the group: con-
tent. The Plow of information (i.e. the surprise value of content)
has to be presented and monitored until it engenders a teachable
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moment in the group. Content "care and feeding" requires a great
deal of skill. There are few participants and librarians especially
who 2o not need extenslve practice in the following task roles:

INITIATING ACTIVITY: proposing solutions, suggesting
new ideas, new definitions of the prowlem, new approaches
to the problem or a new organization of materials,

SEEKTNG INFORMATION: .asking far clarification of
suggestions, requesting additional information or facts,

SEEKING OPINION: looking cor an expression of feeling
about something from the wembers, seeking clarification
of values, suggestions or ideas.

GIVING INFORMATION: offering facts or generalizations,
relating one's own experilence to the group problem
to illustrate points.

GIVING OPINION: stating an opinion or pelief concerning
a suggestion or one of several suggestions, particularly
concerning its value rather than its fectual basis.

ELABORATING: clarifying, giving exsmples or developing
meanings, trying to envision how a proposal might work
if adopted.

COORDINATING: showing relationships among various ideas or
suggestions, trying to pull ideas and suggestions together,
trying to draw together activities of various sub--groups or
members.

SUMMARIZING: pulling'together related ideas or suggestions,
restating suggestions after the group has discussed them.

Bvery group is studying something be it only themselves or
the process in which they are involved in a counseling or psychiatric
session. In healthy, selfactualizing groups the something being
stidied is subject content itself or subject content in relation to
some problem, or situational context. In any event, the content is
always unique to the group discussing it and to the things which the
leader or the group ought to keep in min? for doing an effective job.

The "work" of a study-discussion group as distinguished from
any number of other kinds of groups is the production of a climaste in
which the understanding of each individual sbout a particular problem
or subject is increased. Other kinds of groups discuss in order *o
arrive at grour decisions which must be carried out. Their work is
decision-making which is & very complicated business. But no less
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complicated is the work of the study group working to achieve knowledge
or understanding.

The rroblems which arise when thinking is done in a group, in-
stead of by an individual, are similar to the problems of doing
any kind of work in 5 group. A group of men who decide to build a
community tennis court, for instance, have first of ail agreed on a
certain crder to work. A1l of these activities, including the reach-
ing of agreements of various sorts, are work. They move the group
along toward the goal of a finished tennis court.

At times the working group may get tired znd start kidding a-
roundi. Or, two members who have a private fued may have an argument
that not only keeps them from working but stops the work of the
whole crew. Or, they may all just knock off for a well-deserved
beer and exchange sociable opinlons about which team has the best
chance in the world series. During all these pericds whether the
lapse is necessary or unnecessary, the group is not working, but do-
ing something else: socializing, fighting, escaping, or whatever you
want to call it. Discussion groups, in a rether more complicated
fashion, can be looked at in the same way. If the group is talking
about what it ought to do or how it should go sbout doiwng it, or is
actually exploring problems it has agreed to consider as a group,
it is working:

No matter how well-motivated the group is nor interested in the
topic at hand, there will always be same periods when it is not
working but is letting off steam, relaxing or dealinrg with per-
sonal and eumoctional problems.

Periods of not working are necessary and essentisl to the fur-
ther development of a group. They deal with the personal; social,
and. emotional needs which are bound to develop in a permissive
gituation.

If a group is not working at a particular time there is a reason
for this behavior. The leader must try to understand the reasons
underlying this flight from work and be sensitive to them: 1)
Do they have different understandings of what they are trying
to do? 2) Is the particular discussion over their heads and

" sre they unsble to cope with it? 3) Is the group frustrated
over the behavior of some member and does it feel that it is un-
able to deal with this member adequately? L) Or, have they
just been sitting so long that their minds are unable to absorb
more than their seats can endure?
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Leader must try not to recall the members too sternly to the
task. He cannot too rapidly try to change their behavior fram
one which is probably necessary and important at t+he time. It
is his task to understand what is causing the nonwork situstion
and to work with the members of the group to eradicate the cause
(frustration, weariness, irritation) rather than deel with the
wanifestation (the joke, the srgument) directly.

Group activity is always focused on something. Encounter, transac-
tignal or integrity groups may be used for clinical and therapeutic
purposes and as such have "psychological' content as cpposed to the
subject content of the librarian sponsored group. The interest of
the group may center upon a wide variety of content: novels or other
works of the imagination, essays or opinion oriented material, factually
oriented sciences, and the exposition of conceptual material. In any
event, libraxrians are adept at least humanistically iIn the content
analysis of materials. However important ccmtent analysis may be initially,
it is not of itself sufficient for communication. The content of the
work will need to be analyzad for its potential value in promoting dis-
cussion. :

The problems which the leader faces in order to help the group
solve its work problems asre shaped by the kind of work to be done
as well as by the kinds of questions posed by the content being dis-
cussed. A group of librarisns trying to put togzther s radio show
give a very different impression at their work from that of the
library board at an annual meeting. Their tasks are campetely dif-
ferent and meke different demands on them in order to get the work
done. Similarly, a discussion of the library in the community will
be different, at least to the person lesding it, from s discussion of
United States foreign policy. Not only is the way in which the group
must work different, but the way in which it does not work will tend
to differ =lso.

Group A is involved in a discussion of family and parent-cnild
relstionships. The problem of parent~-child relations is so close tgo
hone that all members of the group can personalize the discussion.
They will talk in terms of opinions and sttitudes more than in terms
of rigid facts or detailed information. They carmot help but beccme
personally involved.

In this situstion the leader will work to build an stmosphere of
acceptance and a strong group feeling which will provide acc¢eptance
for emotional stetements and far personal feelinzs, which are bound
to arise in such s discussion. He will probably permit considerable
freedam, checked primarily by the group itself, so that group members
can discuss what is really of concern and of interest to them.

a4
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Group B is discussing problems of iibrary-community relations.
The problem of library-community relations is, they realize, a serious
one but few of them will personalize it. It will probably became
apparent that there is a need for more facts and information, that
opposing positions and points of view which are generally held
and sctusl occurrences which have taken place must be further studied
before useful and intelligent opinions and points of view can be
arrived at or defended.

Tn this situstion the leader will, of course, be concerned about
an accepting and permissive atmosphere, but he will also be concerned
sbout ensuring that the members of the group check their ideas and
opinions against facts, that they seek.to document their statements,
and that they refer to sources of information. The leader's role in
this discussion will, of necessity. be much more one of challenging
unsound ldeas znd .upressions and of probing for, and demanding,
facts and informastion than in the previous more opinion-centered dis-
cussion.

Demonstration Discussions:

The first part of the demonstration discussion is a brief discus-
sion by the entire group of the branch library's role in the neighbor-
hood, i.e. Group B above. The important thing about this question is
that there is a professional answer to it. To discuss it in a group
helps everyone correct "mistaken" notions he has, and helps everyone
understand the "limits" of the librarisn's role. But it is not, ul-
timstely, a matter of opinion even though to some extent, professional
answers may have to be mediated by neighborhood conditions.

Considersble time, therefore, must be spent by the group on
isarning eand understanding the relationships which operate. The use-~
fulness of the discussion will depend on how closely the group keeps
to the materials provided. Of course personal experience has its
place, but in this kind of discussion it is important to realize the
limitations of single cases.

The leader should take care to see to it that the group does not
dash too hurriedly into srguments over opinions without looking first
at the facts of the situstion. Or he may, in snother group, face the
problem of everyone settling down to a deasd-level consideration of
facts only, which is boring for many members. The boredom may be
expressed in horseplay, irrelevancies, or other forms of non-work and
emot ional activity. A change of pace may be necessary, or for an ex-
change of more personal experience. The following guestions may be
used for analysis:
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What special kind of responsibility was the leader
called upon to perform?

How close did ths group stay to the material?
How interested and involved was the group?

What proportion of time was spent on "work" and
what proportion on "non-work" during the discussion?

Did the group have enough facts to warrant their
decisions?

How much disagreement and conflict was theret Due
to what?

The second part of the demonstration should be a brief discussion
of an issue in which opinions and values are of great importance.
Many discussion programs are designed not to settle arguments or in-
crease understandings of the meaning of certain facts, but to excite
discussion, provoke inquiry, and inspire critical thought. This dis-
cagsion therefore is similar to that of Group A identified above.

Here the greatest danger is that the discussion might easily beccme

a kind of bullsession, or devote itself to the unloading of opinions
by everyone in the group without critical examination of any of them.
Very often it beccmes s matter of venting "'tis" against"" 'taint".
Because there is a .wide range of views on the issues under discussion,
a preliminary exploration of the whole range of opinion or values on
the question is probably better than settling down immediately to the
discussion of extreme views.

This kind of encounter can be very dlsturblng for a group which
is not conscious of a very deflnlte goal for its discussion. The
leader may have to keep the group continually aware of whether it is,
at some glven tlme, ‘doing what it really intended to so 1n the dis-
cussion. In this type of dlsﬂusq1on, when the group is notawarking"
it is likely to be fighting. The issues under dlscu531on often strike
deeply at people's political or moral. values.  The leader might have
to consider changing the actlvity (coffee breaks, time out) for a
while. The following questions may be used for enalysis.

In what ways did group participation differ from

the previous discussion (in terms of how interested
people seemed to be, their use of perscnal experience,
the amount of conflict, or how close the group stayed
to material)? '
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What proportion of the time was spent in the
"work" and "non-work" aspects ot discussion?
Was there any significant difference in this
respect between this snd the last discussion?

In what ways did the behavior of the leader
differ? (How much direction did he feel he had
to give; how much did he participate; were the
kinds of questions he asked different)?
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OBSERVATION SHEET

During the practice discussions, what proporticn of the time was
spent

on "work'" aspects
on ''mon-work' aspects

Do you feel that too much or too little time was spent on the
"non-work' aspects of the meeting?

____ clearly set by the leader

_____devaloped by the leader and the members of the group
indefinitevend uncertain

During the practice session did the lesder

permit fairly free and general discussion of opinions
and ideas

_hold the group rather specifically and rigidly to the content
of the reading '

Did you feel that the leadership style and the climate was
appropriate for the kind of content being discussed?

In what ways might the lesdership styles have heen more appro-
priate for the content and subject matter?__ _

Did you feel that the practice discussicn

made sufficient use of factual material available

e not enough use of factual material

was tied too closely to factusl material
Most of the talking was done by

group ag a whole

a few members

the leader
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So far as guiding the discussion 1is concerned, the leader
shared guidance with the group

____managed it mostly himself
provi.ed no guldance

Were the questions as presiented in the Manuesl end interpreted
by the leader such that

they clarified the ares of discussion and pointed up
the prokiem to be discussed

they presented a '"loaded" question which called for a
predetermined answer

they were fuzzy and indefinite so that cmnsiderable time
had to be spend deciding what the discussion should really
be about

Were there any specific instancas in which either the leader or
the group dealt with any difficult member roles?

If so, give examples

49



SECTION * TWO

The WHAT of group activity includes those topics which deal
with the problems involved in communicating ideas, acquiring
concepts and information as well as thinking.

Communicat ion

Stfategy

Tactics
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COMMUNICATION

What Can be Done to Improve Communication?

The previous elements of the group process (leadership, group,
content) have focused on the methods which the leader and partici-
pants could use to increase the quality and gquantity of participation.
Of necessity, greater attention has been given on how things were
being said and on how feelings and relations were developed in the
group. Major attention has been paid to the climate of the group,
+he leader-g- oup relations and the interrelations among group members.

However . the central problem of communication in group activity
must also be considered. What are participants saying aud how does
this saying contribute to the communicative process? No one parti-
cipant can think with another person unless he understands the other
person's meaning. In order to do so, each participant must practice
the "leadersh p" functions to the vest of his ability.

Members of the group must be willing, and able to
listen to and understand esch other if any effective
communication is to be developed in the encounter
program. The leader must help to initiate specific
functions to ensure that meaningful cammunication is
present.

Leader must consciously provide situations which test
the degree of communication so tiat members of the group
con be conscious of the importance of 1istening and
understanding. One major task of the leader and of the
group must be the improvement of communication within
the encounter activity.

Members of the group must be will:ing not only %o listen
but also to make their contributions in terms and in
language which can be understood by others, to relate
their contributions to the subject under discussion
and to explain apparently unrelated ideas ant¢ contri-
butions. The leader can make use of other group members
to observe the effectiveness of communication and to
" 11 for clarification where there is a ”ck of under-’
standing.

Librarians since they so cften limit their professional services
to individuals need ertensive experience in supplying information to
a group and in monitoring its flow in the communicativa encounter.
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Group work should become o daily activity of the librarian in order

to improve his professicaal helpfulness not only to groups but also

to the individual. As important as the group maintenance and task
roles are, there are others which ccmbine these skills. The follow-~
ing leadership roles are most often practiced initially by a designated
leader until various participants can undertake them:

EVALUATING: submitting group decisions or accomplishments
to comparison with group standards, measuring acccmplish-~
ments against goals,

DIAGNOSING: determining sources of difficulties. appro-
priate steps to take next and analyzing the main blocks
to progress.

TESTING FOR CONSEN3US: tentatively asking for group
opinions in orde: to find out whether the group is nearing
consensus on a decision or sending up trial balloons to
test group opinions.

MEDIATING: harmonizing, conciliating differences in points
of view, making compromise solutions.

RELIEVING TENSION: drasining off negative feeling by jesting
or pouring oil on troubled waters, or by putting a Tanse
situation in wider context. '

A simple failure to listen is a frequent cause of misunderstanding
in any encounter group. People get so preoccupied by their own thoughts,
os by what they want to say next, that they really do not pay attention
to the person who is talking. The leader can help by paying close
attention himself thus presenting a good model for the others, and by
pointing out the difficulty when one person begins to answer what
another has not said.

Probably the greatest difficulty in communication, though, is
simply the language we speak. It is a rich language, but its very
richness means that it is full of double meanings, subtle meanings, and
emotional over tones. Unfortunately, people tend to feel thnat tue words
they use have fixed meanings which are the same for everybodyf But the
meaning which people attach to such words as "worker' or "employer', for
example, depend a great deal on.their cwn individual experience with the
reality signified by words, i.e. the contextual referent.

The leader can help in clarifying apparent or real conflict in
the group by making certain that ths wards people use have the
same general meaning for everyone in the group. He should not hesi-
tate to quéstion a group member to find out what he really means, or
to ask him to explain more concretely if there is any doubt as to
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his meaning. This is a Tairly simple prescriptiou for a complicated
problem. The difficulty lies not in knowing what to do but n knowing
when it needs to be done.

The English language permits us to move from very concrete oOb-
jects (that cow named Bessie) o livestock, to farm assets, to wealth.
Sametimes we get so abstract that we can carry on a fine discussion
about a word like "freedom” without even knowing what kind of "free-
dam" everyone has in mind. Do we m=an freedom from stone walls and
bars? Or freedam to start a business and run it without intz2rference?
Or the Preedam of anyone to buy a five million dollar newspaper? Or,
the freedom of everyone including millionairesz, to sleep on park
benches.

One of the constant tasks of the discussion leader is to clarify,
to be alert to statements that seem meaningless, confused, off the
point, or smbilguocus. A common symptom of fuzziness can be recognized
when two or three people, one after :iie other, say essentially the
same thing, in a way that indicatcs that they are unaware that it has
already been said. This may merely @Xpress the desire to get into
the act, but it may also indicate a Tailure to listen or a continu-
ous Failure to uave points made clear and understandable.

The leader may try to help, in these cases, by restating what the
pzrson has said, or by pointing out similarities in a number of state-
ments and suggesting what is common to them. But, there is a danger
lurking in such a procedure. Be careful that you do not put ideas
into other people's heads. If you are not sure that you have caught
the essence of a confusing statement, ask the person to clarify in-
stead of trying to state it in your own terms.

Many peonle have difficulty in communicating to one ancther when
their basic values, what they think is good or bad, and right or
wrong, are Sharply different. When values are held emotionally, and
are bound to feelings, people may bezome defénsive as their wvalues
are questioned or challenged. Keeping the discussion on a relatively
objective level beccmes very difficult. It is important for the
leader to recognize value conflicts and urge the group to examine the
consequences of holding the various values under question, rather than
continuing to state and restate tnem. When the group's difficulty
seems to involve a problem of communication, it may be that: ‘

People are not paying attention to what is being said.
They may be using the same words to mean different things.

Trey may be applying tne same abstract term t¢ diffesent
realities.

.
‘cr
»
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They may not be making themselves clear.

There may be a fundamental difference in the
values they hold.

Demonstration Discussigon:

This demonstration will consist of two separate discussicus, led
by the trainer. One of them is designed to drematize the difricuity
of listening well encugh to really understand teople. The second is
intended to demonstresce the need of using abstractions cesrefully.

The material for the encounter activity in this sess: . involves
a question of fundament=l] values, a question on which people have
very different feelings. Discussing a problem involving value Jjudge-
ments will provide experience for the group in handling same of the
communication difficulties which are likely to rrise out of differences
in attitude. Discussion which gets down to the level of basic values
will give the whole group an opportunity to practice cicar thinking.

Listen carefully, and ask members to clarify their meaning
when it is not clear what meaning is intended. For exauple, the
questions of an advocacy roire for the branch librarian or of lay con-
trol of the branches should illustrate very well the tendency to be
literally "deaf" to what other peovle are saying, because one 1s so
busy preparing a reply or preoccupied with his own line of thought.
Probably half of the complaints which discussion leaders have about
a discussion "mot getting anywhere", or "being so confused", would
vanish if people really paid attention to on¢ another.

This demonstration is a game to dramatize that one of the major
sources of cammunication difficulty is a failure to listen carefully
enough to what other people are saying. Although the rules of the
game--restating in your own words what the previous rerson speaking
has said before you can say enything-~-is likely to make the discussion
cumbersome and wili ‘slow it down considerably, the device has dramatic
learning value.

For this discussion the group is to play a game, which has only
one rule: Before any member of the group can make a statement or ask
a question, he must first state, in his own words, the pcint mede by
the person who spoke befc.e him, to that person's satisfaction. Ten
minutes of discussion should be sufficient to make the proint. Unless
the group is eager to continue, discussion should probabkly be cut at
this time to prevent undue frustration:




How helpful do you think this exercise was in
aiding you to understaid one another?

Is there any way in which this kind of experience
might be applied to yeur <wi group to improve
caonmunicat?ion?

This part of the session is designed to demonstrate, thet if
sufficient care is taken during a discussion to seek clarification of
abstractions, communication among the group may be considerably en-
hanced. Webster defines "abstract" as "used without reference to a
thing or things; expressing a quality apart from any obJject; general
as opposed to particular.”

The danger of such abstract terms as "advocacy" is unot that they
are abstract, but that they are often not explained by the mvents or
things in the real world to which they refer. The following ex-
change helps to isolate and examine some of the difficulties which
commonly arise from discussing abstractions. For example:

What do you mean by advocacy?

Advocacy means the preservaticia of human rights.

What do you mean by rTightu?

By rights I mean those privileges God srants all of us--
I mean man's inherent privileges.

Such as?

Liberty, for example.

What do you mean by llberty?

Religious and political freedom.

And what dces that mean?

Religious and political freedom is what we have when
librarians work as advocates for people.

The job of the observer during this discussion is to make sure
that the group is not operating with abstractions which mean different
things to different members of the group. He is to backstop the leader,
to make sure that this coursc of misunderstanding, at least, is con-
stantly clarified. The directions for the= observer included:

Interrupt and ask for concrete examples of all abstract
terms, such as ''needs of society", "advocacy", when they
seem to be creating problems or misunderstanding. Maxe
gure that the group is certain about the particulars of
the abstractions they are dealing with.
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If people are talking on what seems to be different lievels of
abstraction, suggest that the leader find out whether this is
true, and whether he can get the group to agree oOn precisely
what trey are talking about.

During the encounter the observer for the group will assist the
leader hy acting as a "pwackstop'. As an observer, his job will be to
watch for abstract terms which are causing, or might cause, confusion.
He will have the authority to break into the discussicn at any woint
and ask people to make clear the meaning of abstractions they are
using. After the discussion session, the following questions may be
raised for analysis:

Eow helpful to the discussion was the observer?

What application might this kind of vigilance have
to your own groups?
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OBSERVATION SHEET

Members paid attention to what others were saying

clways
frequently
- . scmetimes
rarely
never

Members understocd one anocther

wreTrtr We 1

rairly well
very little
not at all

During the practice discussion

members usually were talking on the same levels of
abstraction

members were frequently talking on very different levels of
abstraction

the level of abstraction varied considerably

The leader

usually brought the group back to a consideration of ab-

stractions by asking for a definition of terms used

made little, rr no, effort to clarify abstractions

tried to clarify abstractions but was not very suctessful
did very little in this regard, but members of the group

called for clarification of abstiactions.

This practice discussion

_ was more clear-cut and there was less fuzziness and lack
of understanding than in previous discussions
was less clear-cut and more fuzmzy than previosus discussions

was Jjust about the same

During the pructice discussion what proportion of time was
spent

on "work" aspects
on "ivon-work" aspects

How did this compare Lo the previous session?




If there were times when the group 4id not wark well, what may
have been the reason?

___Wwere fighting over irrelevancies
were being sociable, joking, etec.
got off on irrelevant personal experiences
were frustrated

Members participated in ways which helped make the discussion
productive

by encouraging other members to contribute

by calling attention to points of agreement end dlsagreement
— by summerizing

by attempting to clarify

by introducing new points for consideration

by bringing the group back to the subject

by trying to resolve confl 1cts

frergrpnsge 4
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STRATEGY

What Can Be Done to Clarify THINKING and To Stimu-
late More Effective Communicative Strategies?

Conflict can exist at any onme i several levels. It is helpful for
the leader to try to identify these levels during the encounter. A
conflict may be on the superficial level of opinion or attitude. It
may be on the level of evidence, or the meaning of facts which support
the differing opinions. It may be on the deeper level of values or pre-
ferences. One difficulty to watch for occurs when a group operates
at the same time on various different levels and is unaware of doing so.
One person may be arguing that democracy is a wonderful thing, another
person that democracy will not work.

f,eader must understand the extent to which the phrasing of questions
and the sequence of questions will determine the kind and level of
interaction, and must plan questions in accord with his strategy for
discussion. How do questione move discussion from opinions to under-
lying values and principles?

Leader must be prepared, and able to probe behind the statements of
group members to determine the principles and values underlying the
statements. The leader also must probe behind apparent areas of
agreement (and disagreement) to determine the extent tc which real
agreement orx disagreement actually does exist.

The purpose of this session is to make clear the relationship between
the opinions people express and the principles from which they reason.
in order to do this it is necessary to continually probe beyond opinions
or conclusions to premises or reasons and still further to the principles
upon which these premises are grounded. The manner in which the selec-
tion and sequence of questions can be used to clarify group thinking
should be discussed. The hypothetical question selected for the demon-~
stration should make it easier to uncover these starting principles.
Since the group may not see¢ the sense in discussing a question which
has no reality basis, it :is important to point out the value of hy-
pothetical questions: they are one way of getting people to examine dif-
ferent alternatives and the consequences of each, without having to assess
the validity of f£acts.

Much group activity gets into trouble right at the beginning by
ignoring the need to locate precisely what issue it is they are talking
about. 1If the discussion is about the adequacy of United States
foreign policy, for example, there is not much sense in retreating be-
hind the usual positions and arguing away.

ﬁféﬁ ' ESE;



The problem of stwategy is half solved when this first step has been
given enough attention, because there can be nothing quite so confusing
as to talk about a number of overlapping issues as though they were the
same. Once the group agrees on the issue it is discussing, the problem
becomes one of exploring differing opinions. At this point confliict can
be expected. Whether the conflict is tramslated into a comstructive
learning experience or deteriorates into a snarl of personal antagonisms
will depend to a great exteat on the quickness and skill of the leader.
The group needs first to determine:

Whether it is useful to discuss what appear to be the basic assump-
tions behind present policies, or some specific examples of the
application of policy.

1f the former, what criteria should be used to judge the assumptions,
and in what sequence should they be discussed?

1f the latter, what specific case can be accepted by the group as a
typical one?

Conflict generally starts at the level of opinion with members of the
group stating widely different points of view. The most common problem
is that of starting with conclusions. One person may statz that we
should relax our trade barriers with the Soviet Union. Another may be
convinced that such a course is unwise. If the reasons which support
each opinion are not stated with the opinion, they must be asked for.
1f each person is forced to state his position fully (and given a
chance to do so) the group can then assess how reasonable the positions
are.

Two generally encountered blind alleys are arguing about facts and
arguing about values. It is mnot vexry useful to argue about facts. Yet
people spend a wearisome amount of time doing it. If people emerged from
a subway station and began to argue about whether they were at 45th
atreet or 50th Street, we would consider them idots fox mot looking up
to read the street sign. One can discuss the significance of a fact,
or whether it makes any difference, or its possible meaning. But if
the fact itself is in question, one caa only agree on a way of finding
out whether it is correct or not, or agree that its correctness cannot
be determined.

vValues are a different problem. Values are personal preferences.
They range from minor tastes to beliefs in a certain concept of God,
from a minor irritation with the man who doesn't open doors for a
woman to a determination to destroy anyone who believes in a different

.
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STRATEGY

What Can Be Done to Clarify THINKING and To Stimu-
late More Effective Communicative Strategins?

conflict can exist at any one of several levels. It is helpful for
the leader to try to identify these levels during the encounter. A
conflict may be on the superficial level of opinion or attitude. It
may be on the level of evidence, or the mcaning of facts which support
the differing opinions. It may be cn the deeper lev«l of values or pre-
ferences. One difficulty to watch £or occurs when a group operates
at the same time on various different levels and is unaware of doing so.
One person may be arguing that democracy is a wonderful thing, another
person that democracy will not work.

Leader must understand the extent to which the phrasing of questions
and the sequence of questions will determine the kind and level of
interaction, and must plan questions in accord with his strategy for
discussion. How do questions move discussion from opinions to under-
lying values and principles?

Leader must be prepared, and able to probe behind the statements of
group members to determine the principles and values underlying the
statements. The leader also must probe behind apparent areas of
agreement (and disagreement) to determine the extent to which real
agreement or disagreement actually does exist.

The purpose of this session is to make clear the relationship between
the opinions people express and the principles from which they reason.
In order to do this it is necessary to continually probe beyond opinions
or conclusions to premises or reasons and still further to the principles’
upon which these premises are grounded. The manner in which the selec-
’ tion and sequence of questions can be used to clariiy group thinking
should be discussed. The hypothetical question selacted for the demon-~
stration should make it easier to uncover these starting principles. =
Since the group may not see the sense in discussing a question which
has no reality basis, it is important to point out the value of hy-
pothetical questions: they are one way of getting people to examine dif-
ferept alternatives and the consequences of each, without having to assess

the validity of facts.

Much group activity gets into trouble right at the beginning by
jignoring the need to locate precisely what issue it is they are talking
about. If the discussion is about the adequacy of United States
foreign policy, for example, there is not much sense in retreating te-
hind the usual positions and arguing away.

-
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The problem of strategy is half solved when this first step has besn
given enough attention, because there can be nothing quite so confusing
as to talk about a number of overlapping issues as though they were the
same. Once the group agrees on the issue it is discussing, the problem
becomes one of exploring differing opinions. At this point conflict can
be expected. Whether the conflict is translated into a constructive
learning experience or deteriorates into a snarl of personal antagonisms
will depend to a great extent on the quickness and skill of the leader.
The group needs first to determine:

Whether it is useful to discuss what appear to be the basic assump-
tions behind present policies, or some specific examples of the
application of policy.

if the formner, what criteria should be used to judge the assumptions,
and in what sequence should they be discussed?

1f the latter, what specific case can be accepted by the group as a
typical one?

Conflict generally starts at the level of opinion rith members of the
group stating widely different points of view. The most common problem
is t+hat of starting with conclusions. One person may state that we
should relax our trade barriers with the Soviet Union. Another may be
convinced that such a course is unwise. If the reasons which support
each opinion are not stated with the opinion, they must be asked for.
if each person is forced to state his position fully (and given a
chance to do so) the group can then assess how re -onable the positions
are.

Two generally encountexed blind alleys are arf 1g about facts and
arzuing about values. It is not very useful to : 'gue about facts. Yet
people spend a wearisome amount of time doing it. TIf people emerged from
a subway station and began to argue about whethe they were at 45th
Street or 50th Street, we would consider them id ts for mot looking up
to read the street sign. One can discuss the siguificance of a fact,
or whether it makes any difference, or its possible meaning. Buc if
the fact itself is in question, one can only agree on a way of f£inding
out whether it is correct or not, or agree that its correctness cannot
be determined.

Values are a different problem. Values are personal preferences.
They range from minor tastes to beliefs in a certain concept of God,
from a miner irritation with the man who doesn't open doors for a
woman to a deteérmination to destroy anyone who believes in a different

62
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kind of social order. An argument about whether our schools are doing

a good job, for instance, might dissolve very quickly into conflicts

of value about whether education ought to train peoples' minds, or prepare
them for the useful and practical tasks of life,

vValues present problems for group activity. There is a very little
to be gained by arguing about preferences. Peoples' values can change
in a group Situation, but only when the group can agree on a standard to
which it can apply pressure to conform. We catch most of our values
when we are very young, and from people who are very important to us
emotionally. While it is mnot very useful to argue about values, it is
highly desirable to think through their consequences. 1f you like green
apples, it is useful to know that stomach 2ches sometimes follow the
eating of green arples.

It is important for other reasons that people know and undexrstand the
wide range of values which exist around them. It may not change their
own beliefs, but in a complex civilization like ours it exerts 4 calming
influence and often represents the difference between a naive and a
sophisticated view of the world.

By his selection of a question for discussion and the sequence in which
these questions are asked, the leader can predetermine the kind of dis-
csussion which will follow. He can by choice of question determine whether
the discussion will deal with an examination of facts, with an inter-
change about values, or with a free-wheeling analysis of the opinions
held by the group. By the sequence of questions he can also decide
whether discussion will move from facts to values and then to opinions
which grow out of these values; or whether, in reverse, discussion will
start at the point of opinions and then push back to values and facts
underlying those opinions.

Although it is true that by his selection and phrasing of questions
the leader can do much to determine the direction of the discussion, he
must also reckon with the desixes of the group. He may well decide
that he wan:s to move discussion from opinions back to values and facts
but the group might decide that they first want to discuss facts. If
they have been meeting together for some time they may well take the
discussion away from the leader.

Consequently, the leader should discuss with the group his plan of
action and his strategy of discussion. 1In many cases it is wise for the
leader to point out that he plans to move from facts to opinicns or vice
versa, and to sound out the group on their agreement to the procedure.
1f, for good reason the group disagrees and wishes to revexrse the
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procedure, it will be better to move with the group rather than have
the leader and group work at cross-purposes, The following principles
should be considered in phrasing questions:

Before the discussion is started, decide what the strategy cf zhe
discussion should be. Should it concern itself primarily with
opinions, with values or with facts? Should it move from one level
to another, and in what direction?

Haviw.g decided on the basic strategy for the discussion, select
the questions to be included as well as the sequence of the questions.

Test each question to make surc that it really does deal with only
one level and that the participants know what kind of discussion
is called for. Avoid questions which are fuzzy and whichk permit
each member of the group to place his own interpretation on the
kind of discussion to be raised.

Make sure that the questioms are not '"loaded.'" There should be no
pretermined. answer built into them. Test the question to ensure
that widely differing points of view (if it relates to opinions

or values) are called for; and that, by the phrasing of the questiom
judgments are nct already made as to what values and opinions avre
acceptable,

In questions which attempt to get at facts, be sure that the kinds
of facts are made clear. Do not suggest the answer in the ques-
tion, but do state very clearly in what area or areas answers are
desired.

In selecting questions, the leader or any participant can move in
two directions: either from facts and values to opinions; oxr from
opinions back to the values and facts on which the opinions are based.
If you start at opinions, however, therxe is very little that is truly
educative if you don't help to move the group back to consideration of
underlying. facts:.and wvalues (unless you .are merely conducting a public
opinion poll).

Demonstration Discussion:

This demonstration aims to reveal, as quickly and completely as
possible, the roots of principle below the surface of opinion. Every-
one has opinilons and draws comrclusions about the world. Many of the
things he forms opinions about he has had little experience with. How
does he form them then? Sometimes he takes another's word--the colum-
nist, the radio newscaster, the weekly magazine, or Joe the bartender
at the cornei tavern.
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Very often, man makes up his mind, consciously or not, by appeal
to some principle which he has accepted long age. To take a very
simple case: 2 prim librarian upbraiding a child at the circulation
desk. The svmpathy of the bystander will be with the child because at
least two common principles vag ely recognized by most Americans have
come into play--sympathy for the "underdog” and "fair play.' Suppose the
boy has just visciously hit a small girl over the head with a book? The
bystander does not know, and usually he does not care to find out.

On a more complicated level, for example, of the good and bad in art
or in public issues, the principle is less visible to the person who
holds it. Omne who says, "I don't know anything about art, but I know
what I like," generally has a principle lurking somewhere which he uses
to judge what he likes. It may be something like "Good art xeflects a
recognizable and real world" or "Good art has a little sentiment to it'"';
but it is an artistic principle just the same.

I+ is a good indicatiou that underlying principles are operating
in ¢ iscussion when all sides seem to have an equally valid set of
facts to back up their opinions. Menbers of the group can then hurl the
facts at one another for a considerable veriod of time without getting
down to the real root of the issue. This is precisely why the following
discussion question provided for the demonstration is an unreal, or
hypothetical one. There are no facts to dispute at all and therefore,
if there are differing opinions on the question, the group will have
to differ on the level of principles to which they appeal.

Whether or not people believe that right and wrong are valid con~
cepts on a desert island depends on the principles from which they de-
rive their values. Conflicting points of view, in order to be fully
understood, must be analyzed in terms of the principles to which they
appeal. For example, a person arguing that right and wrong are meaning-
less in isolation from society is appealing to the primciple of social
convention. An individual who maintains that right and wrong are valid
concepts independent of time, place, and persons is appealing to ab-
solute moral standards. People who express the same views, as well as
those whose views conflict, may be appealing to different principles.

The group, for iunstance, may agree that right and wrong are only
relative terms; some on the grounds that survival justifies what
ordinarily might be considered wrong (principle of survival), others
because they feel that right and wrong have different meanings tc people
depending on their particular orientation and experience (principle of
individual differences). The purpose of this discussion is to demonstrate

3 B85
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the relation! between the points of view people express and the principles
to which they are appealing. It is essential to keep pushing back from
opinions or conclusions to principles. Once these are made clear, the

basis for judgments can be understood and the bare bores of the argument
anaiyzed.

If the above question about xight and wrong seems irrelevant to the
purposes of library group activity, the lztters to the editor selection
in almost any issue of American Libraries will yield many questions which
are just as hypothetical. The following questions may be used for analy~
sis of the discussion and the observer's report:

What were the principles involved in the different points of view
on the question?

Did different principles always lead to different conclusions?

Is there any value in pushing back to principles when people ex-
press the same conclusion?

What conflicting principles were evident in the group? How were
these differences handled by the leader and group? (Make sure that

the discuasion does not remain on the level of opinion hut keeps
pushing back to principles.)

[
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OBSERVATION SHEET

1. During the practice discussion

did the leader attempt tc clarify the major issue for
discussion?

did the group share in the attempt to clarify the issue?
this function was not performed adequately by either.
2, To what extent did

the leader attempt to arrive at a definition of the terms used
in the discussion?

the members aesist in .securing such definitions?
neither assist in this role?
3, Members understood one another
____ very well N very little
___ fairly well not at all

4, Members drew out one another and asked questions to clarify the con-
tributions of others

always rarely
: frequently L ____mever
sometimes

5. Attempts were made to clarify ideas and thinking by probing for
reasons behind opinions

5 always _______never
frequently by members

% sometimes by leader

. rarely

2 Q « ) . . o
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6. Attempts were made to examine the thinking which people used to jus-
tify their opinions

always never
frequently by members
sometimes by leader
rarely

7. Evidence citel *o support members' opinions was examined -

__always oo Dever
frequently by mexbers
sometimes _____by leader
rarely

8. Were the questions ac used by the leader
_such that they clarified the area of discussion?

B

such that the group was in doubt about the maJor issues. for
discussicn?

g. As far as the sequence of questions is concerned

did they push the discussion from opinions back te facts and
values?

did they move the discussion from facts and values on to
opinions? :

was the d1rection of the dLSCUS810n appropriate for the sub-
ject: belng d18cussed9 , : :

. ‘10, Most of the,talking was done)ty_ )
group as a whole  ::-4
;;;p few members -
the 1eader

Was there less general partlclpation in this session than in previous
ones? :

1f there was any change in Lbe amount of participation to what do you
attribute it? .

€8
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TACTICS

WHAT Can Be Done to Make Discussions More LOGI-
CAL and To Eliminate Fallacies of Reasoning?

Tactics or the process of reasoning has been studied for several
thousands of years and a great deal of thinking about thinking has
accumulated, This is not a treatise in logic, although the interested
discussion leader will find the principles of logic helpful. Briefly
described below are some of the more common errors which confuse en-
counter and debate and which the leader can learn through experience to
avold,

Leader has a difficult, but important responsibility for stimulat-
ing logical and intelligent reasoning. Leader must be aware of,
and point out faulty reasoning such as those which occur in moving
from facts to conclusions and from priciples to opinions.

Leader and group members must understand basic principles of logic
as applied to discussion,

Leader must be able ¢ o illustrate the manner in which individual
differences and varying backgrounds of group members bring about
differing interpretations and conelusions fram identical facts and

data,
One of that proceedings in law gfe so complex is that
the courts ~f L Long and honorable trarf 'tion, insist on paying

close attentiun Lo the neture of every piece of .evidence which is
admitted to consideration. Such care is mainly for the protection of
the individual under charge. Opinions or ideas offered in a discus-
sion should not be convicted or acquitted either, without a careful
look at the evidence on which they are based. Watch for whether:

Féctsioffered justifyvthe concluSioﬁ or are insufficient or ir-
relevant. '

Use of an authority as evidence .is justified by the qualifications
-of the gauthority., Is he in a position to know or interpret the.

- faets by reason of-. background knowledge,- or experience? Does

.+ he have a. opeCial interest, concealed or open? Is his statement

. _supported by evidence or based only on opinion?

viExamples offered as eVidence are valid in terms of their rep-
resentativeness (one semple of almost anything is meaningless)
and their relation to the issue under discussion,

o
O
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Most conclusions and opinions are based on underlying premises,
which are often imperfectly stated and can easily lead te¢ confusion.
For example, a person who is opposed to the giving of foreign aid by
the United States may well deflect discussion off onto the question
whether inflation lowers the standard of living. It is remarkable
bow often a group will permit itself to be diverted onto such a
tangent. What it really ought to be looking at is the question-of
whether foreign aid will cause inflation, which was the original
person's unvoiced premise. Watch out for:

Giving of an opinion without reasons to support it. There is
otherwise no basis for forming a judgment.

Ready &nd unaminous agreement on a controversial issue. It
is easy to agree on conclusions for significantly different
reasons.

Logic is not concerned with the truth of statements; it is con-
cerned with whether they relate consistently to one another. Many
‘people would be surprised if they know how often they used the often
they use the syllogism. The critic of @ political appointee who
says that: "Smith, like all Ccmmunists, believes in desegregation.
Therefore, he is a Communists," ig using a sylloglsm, although a
faulty one:

All Communists believe in desegregation.
Smith believes in desegregation,
Therefore Smith is a Communist.

In the syllogism there is glways a major premise or general
proposition, a minor premise or particular case, and a conclusion or
inference drawn from the relationship between these two, What would
make this correct as a sylliogism? If the major premise were to be
changed to "Only Communists believe in desegregation,” the conclusion
would logically follow. However, that it is only logically true.

Its truth depends on an ability to prove both the minor- and the major
premise. :

‘ Loglc always says, IF- such-and -such is-true, THEN: something or
,.other ‘follows, It Works the other way ardund, too. ~Instead of
atarting W1th a genergl prog081tlon as above - one can start with
 particular cases and tiry to generallze from them in an attempt to
establish a general law, ‘This process, ‘called induction, is sub-
ject: to many errors although it has proved a valuable way of pro-
ceedlng for both the phvs1ca1 and social sciences. It is also the
process which people misuse when they say things like: "A Jew shoved
me in the bus today, Arer't they the most awful people!"
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Conclusions may be "valid" because they correctly follow from a
general proposition., But they might not be correct if the
general proposition itself is false.

Generalizations may be based on questionable or incamplete data.

Whenever you use a familiar image or experience to explain
another more difficult idea, you make the assumption that the two
things are alike enough to enable you to transfer meaning fram one
to the other, For example, Carlyle's argument against representative
govermment points out that govermment is bound to fail because a
ship could never be taken around Cape Horn if the captain were ob-
liged to consult the crew every time before cheanging course.

Even if the generalization is true {(that the sharing of power in-
volves a lack of efficiency), the obvious difference between a ship
and a govarmment are so great that caution is necessary., It would be
simpler to make the argument without using the analogy. One can make
a case for denying the use of analogy in discussion. Analogies caan
mislead but they can also be a powerful stimulant to imaginative
thovght. Perhaps it is enough to consider the Following cautions in
the use of analogy as to whether:

The two circumstances compsred are really similar,

The analogy disregards fundamental dlfferences and stresses only
superficlal polntn of similarity.

A general rule is based on an analogy from 5 single example.

Scmeone has pointed out that there is a clogz at~* i~ relation-
ship between the salaries of Presbyterian ministe: deo. ..ausetts
and the price of rum in Havana, Does the one cause the other? Lots
of’ thlngs vary in the same direction and at the samé time, but there
need not be ‘any causal reJatlonshlp betveen them The leader needs
to be tough about this element cf the d;scus51on by raising a ques-
clon, “whenever a group member does not about any blandy stated
causal connectlon as to Whether°'lf _‘~

- The asserted caucal connect;on can be rea11" aemenetreted.
The cause” is vfflclent o produce the effect, The expart of po-
tatoes from Maine can ac+ua11y have very little to do with the

'frequency of H-bcmb tesLs,'”

There’ are nLher factiors operating which might be a more im-
: portant cause thdn 1he asserted one.

wy 71
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To help group deliberation, the leader at various times may have
to mske sure that p:ople distinguish between fact and opinion in the
arguments advanced, as well as the following csutions:

Opinions are neither accepted nor dismissed without careful

consideration of the reliability of the evidence, and the logic

or illogic of the reasoning.

People should state all the premises from which they are arguing.

Analogies are used and weighed with caution.

Cause and effect relationships stated or implied are examined
critically.

The group continues to push back to causes.
Each point of agreement aud disagreem=ut: is noted snd clarified

as the discussion moves along.

Demonstration Discussion:

This is an exercise in the difticuity <f reaching group agreement
on conclusions even when the group star:: out with the sesme data.
It is also an exercise in making a consclous effort to limit conclu-
sions to the data given. This is not a test of inferentisl reasoning
ability. It is an opportunity to examine reasoning processes operat-
ing in the group. It is essential to stress the need for giving
‘reasons so that reasoning can be examined.

Let us supn0se that the IF statement involved in a process of
reasoning is only & guess, or an asgumption, For example, "The
public’ 11brary is probably preparing to take over all. informetion
sources in the cqmmunlty. 'IF this is true, THEN the community agen-
cies should take the following steps.;.:' In this case you are in
double trouble. You must be careful that the conclusions you - come
to in the final part of the sentence are consistent with your assump-
tion. The truth of the entire statement depends on your ability to
prove the originsl assumptlon the Ivaart of the propQS1tion.

However .great the dlfflculty, reaSOnlng very often must proceed
from assumptions which are not subject to immediate 1nvestigation or
proof. The reasoning process is scmewhat clesrer, though, if the
basis for the reasoning is an indisputable fact. The question of how
valid the original assumption is does not then arise., That is why
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the material for the following demonstration discussion can be drawn
fram an easily verified source, The group, without argument can
accept the graph given as true. It can squarsly face any difference
in the conclusions drawn from the graph as due to differences in the
way members of the group are reasoning. ‘

The exercise should also emphasize the importance of sticking %o
precise data without bringing in what seems to be relevant personal
experience which may actually serve to lead the group astray. The )
material below is set up so as to permit each member of the group to
do a series of interpretations of the data given, Mark each of the
statements which follow the graph with one of the five possible Jjudg-
ments provided.

Tn deciding which statement to mark, base your judgment only on
the actual data which is contained in the chart. Also read the state-
ment carefully to determine whether the data in the chart will sup-
port the chosen statement completely. Remember that this exercise
does not involve guesswork nor informed predictions, but rather a
decision based on reasonable inference from factual data available
to you in the chart.

73
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The graph below gives some data about hourly wages in the
automotive industry and the average cost of automobiles per
pound. Some additional spformation is given below the graph.

PERCENTAGE FELATI
7O THE YEAR /(925

/20 ,
//0 y
100 _— HOURLY WAGE
00 /\\

80 N

70 N,
60 \h__ CAR PRICE PER LB.

40 : -
/925 26 27 28 29 30 3f 32 33 3B 35 36 37
YEARS

Hourly Wages are given for the years after 1925 a8 percént
of the hourly wage of 1925. -

The price per pound of cars is given for the years after 1925
as percents of the price per pound in 1925.

Instructions for Marking the Statements are given below. The data
- given in this graph are :

T -~ sufficient to make the statement  true.
PT - sufficient to indicate that the statement is probably true.
T .- not sufficient to indicate whether there is any degree of
) truth or falsity in the statement.
! PF - sufficient to indicate that the statement is probably false.
F - sufficient to mske the statement false.

\)‘ ‘ ‘{ :.-‘i
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Statements:

1. Fram 1934 to 1937 hourly weges increased while car prices per
pound remained about the same.

2. Tn the airplane industry the relation of hourly wages and the
price per pound of the finished products has been similar to
that of the automobile industry.

3. Hourly wages will be higher in 1940 than in 1933.

4. The autcamobile industry made less profit in 1937 than in

1925.-
5, Hourly wages were higher in 1924 than in 1937.
6. Hourly wages decreased each year fram 1925 to 1933.

7. The total earnings per worker for the year 1937 were higher
than for the year 1925.

8. The autamcbile manufacturers raised hourly wages in order
to enable iheir employees to buy more goods.

9. During the period shown on the chart car prices per pound
and hourly wages reached their lowest point in the same

year.

10, The aver.’® ‘.ciw.ll,  r.ce of cars was aigher in 1925 thsn in

1937.

Scme general problems of drawing conclusions from given fzrote and
assessing the reliability of the evidence on which conclusion® #re
baset , form the material for this session. The important conzep s to
pe mamumicated are the need to examine the soundness of the meagoning
whizh involves finding out why people think as they do, and tie need
to question the reliability of the facts or information cited in
support of an opinion in order to determine how valid the opinicn or
conclusiom is.

The material for this discussion has provided an opportuniicy for
the group to practice the skill of reasoning within a fairly Timited
Prame-work so that tlke steps can be easily seen. The followiw
quesiions may be used for snalysis and discussion:

Report how you merked each of the items listed under "Stetiements".
In any case vhere members of the group marked an item diZferently,
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discuss the ressoning process wherehy the judgments were msde.

How much sgreement was there among the group?

What kinds of reasoning problems seemed to account for differences
of opinion?

Did the group experience any difficulty in sticking to the dats
in making judgments? If so, why?

76
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OBSERVATION SHEET

1. During the practice discussion did any of the following situations
occur?

Controversial issues were readily agreed to without any
testing of the basis for concensus.

Opinions were frequently given without any testing of
the reesouns tc support the oplinious.

Were sny conclusions arrived at by the group unjustified
in terms of the facts and data presented?

Were exsmples and authorities which were cited 1o provide
evidence for arugments or points of view valid and
reliable?

. In situstions such ss those stated above

Tid the leeder make any conscicus attempts to overcame
or test the fallacies in reasoning?

- To what extent was he successful?

How might he have been more effective?

Did group members help to eliminate instances of false
reasoning?

3. Were there any instances during fhe discussion where
Anslogies were used effectively?
Anelogies were used fallaciously?
Causal relafionships Were”uséd étrréctly?'
Caucal relationships were used fallaciousiy?

L, To what extent did the group concentrate its efforts on the
assigned discussion task? : ”

Were et work most of the time
Worked, but some time gspent in talking sbout other things

Spent a good deal of time on other things

77
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Most of the talking was done by
Group as a whole
A few members

The leader

Members participated in ways which helped make the discussion

productive

by encouraging other members to contribute

by sumarizing

___by sttempting to clarify

by introducing new« points for ccnsideration

by Lringing the group back to the subject

by trying to resolve conflicts

Members paid attention to what others were saying

always

frequently

scomet imes

rarely

\

never

Members understood one ancther

__very well

|

fairly well

very little

not at all

78
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9., Members drew out one another and assked questions to clarify
contributions of others

glways
___ __ frequently
_______scmetimes
______rarely
______never

10. Attempts were made to clgrify ideas and thinking by probing for
ressons b2hind opinions

alwvays
frequently
sometimes
rarely
_never

by members
by leader

11. Attempts were made to exsmine the thinking which people used to
justify their opinions

always
frequently
somet imes
rarely
never

by members

by leader

79
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SECTION THREE

v ‘EValuatiqn'ESfthé.Ufinalﬁgdomhgnent:Qf:the;group
Vprocess‘1sressential:tovimproveaparticipahts‘understanding

~.of ‘group dynamics, . the factors which contribute to effective .
_participation, and communication as well as.creative and = .

critical thinking. Evaluation as a term has_been widely used

~ and often rather loosely.. This is ‘understandable since there
_are a number of different kinds of evaluation which can be
“used for different purposes. = o T
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PLANNING AND EVALUATION

WHAT can be Done to PLAN Local Programs and
to IMPROVE the Program?

The proof of program development, training and evaluation can be
made only in terms of what librariams accually do when they organize
and operate group programs. Realistic evaluation will be in terms of
how they go about organizing and setting up a program, how they select
materials and questions within the program, how they create a climate
w#hich permits participation and discussion and how they ave able to
move discussion toward more effective communication reasoning.

The purpose of this "last'" evaluation is to help the librarian
build a bridge from a training or ''theoretical" situation to the very
practical and realistic one which confronts any librarian actually
ready to start setting up a mini-institute. It is up to each librarian
to consider the situation in his community, the groups that he can
work with, the materials which are available, and then to dec:de ‘what
materials he wants to bring together with what ways.

There are no formulae to use 1n this process. No one person has
an answer which will serve equally well for all leaders and for all
communities. There are, however, certain steps which must be gone
through before you can get a prngram under way. p to now we have
been talklng about what to do and how to do it once the program begins.
Now. we must turn our attentlon to the preliminaries:; how to gather a
group and prepare them for the first meetlng." This is neither a demon-
stration nor, a practlce dlscusslon. ‘This is a d1scussion for the pur-
pose of plannlng and making decisions ‘and’ for comparlng notes about
plans and decisions.

To facilitate this discussion, a series of questions are presented
which parallel the required steps in organizing a program. Each librar-
ian is asked to review these questions and to answer them in terms of
hiw own situation and plans for the future. After each librarian has
recorded his own answers they will be discussed by the entire group so
that everyone has a better picture of where we go from here. The
following questions may be useful for analysis and planning: -

What are the f1rst steps you would take 1n settlng‘up
a group for the program? : )

'Do you know of any groups “that are already organlzed who
.might be intexested? Who are they?

81
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1f you do not know of already organized groups, where
would you start to recruit members for a group? B

In trying to set up a program, either through an already -
existing group or through contacts with individuals, what .
would you emphasize primarily in terms of stimulating

interest in the program? ~

What do you think about the various general methods which Z
have been suggested for recruiting participants, e-g.
lay control, the coffee house facility, the street librarian?

Where do you think you will plan to hold your programi
private home, library, or elsewhere? Why? .

What aids will you want in getting your program organized
and under way? (materials, consultant, brochures, lists,

etc.)

To arrive at a definition of evaluation, it is necessary to re-
late evaluation to the purposes of group activity in the library as
well as in relation to community development. Nor is it ‘possible to
ignore the work of the librarian to the individual. Actually, it is

_necessary to take a systems analysis approach to the public services )
of libraries. s

In order to increase the sensitivity of the leader and group
members to the degree to which program goals are being accomplished,:
the leader must use a variety of devices to evaluate the program during :
its progress. It is important to understand the use of observatiom by
group,members;'reaction;sheets;'Observation'sheets and the more in-
formal evaluative and feedback techniques as a continuing means of
keeping the program on track and achieving its major goals. The ele-
ments of mature group encounter include: ' : E

Emgtional,climate--éreate a natural,finformal'atm¢3phere.

ot

Physical‘séttingQ-all group members should be able to
see and hear each other. :

Individuality--each person does his own thinking. :

Careful listening--so as to understand the other
person's point of view. o ‘ S

. Shared participationf-everyqne‘has a chance to participate.

Aruitoxt provided by Eic:
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Reading, viewing, listening--preparation on the topic by
all members of the group.

Understanding-~good communication among all members.

Friendly disagreement--group members explain proposals,
rather than argue,.

Learning~-emphasis is on effective individual and corporate
understanding.

Accomplishment--ih2 ms-m phases of the problem are covered
and the discussior resz=lts in a semse of accomplishment.

Tize leader must involve the group in the final ewaluation. It
is nece=ssary to know the degree to which a program has accomplished its
specifiz objectives so that he —an improve the mext program in which
he participates. The public services of librarias occur in contexts,
i.e. situations which have been produced so that communication can take

place. The following points-may serve for the evaluation of the librar-

ians performance in the group context: -

Was the group leader's introduction brief, impartial
and- interestlng? :

Was the group. 1eader s open1ng question, des1gned to locate
the interest of the group-in the topic for discussion?:

~.Did- the leader follow-up and develop the interest of the
. group in. the top1c for. discussion? :

iWas partic1pat10n Well d15tr1buted7

: Were various sides of the question brbught:out?
'Were the ltader s questions stated 1mpart1a11y/
-D1d the dLSCUSulon stay on the subJect7
Was anyone permltted to dominate the dlscu531on?

- Did the encounter exﬁend the present 1ntmrest of. th reup
in: the top1c or problem for dlscuss1on?

Was the group talklng and worklng together in explor ng
the problem? ' :

Depth of,enecunter: was there adequate development of the
topic in relation to the amount. of time available?

P8 g3
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Communication is a process whereby certain desired changes are
brought about in the behavior of individuals or groups. Changes in
behavior include changes in thinking, feeling and acting. 1In all of
these programs there are certain goals and objectives which reslate to
desired behavioral changes in persons who participate. Sound program
evaluation is a process which attempts tc 4etermine the extent to
which these stated changes in behavior hav : .& fact been brought about
during the process of the program.

No attempt will be made tc develop an =labe—ate ~utline of tech-
niques for a complicated and involved proces:s off evaluating each of th=
programs that you will ever run. The proposs=i essentisl steps are
simple ones that any good leader can apply im hi= own -group and that
will be effective in helping him to improve luis merformance in running
subsequent programs. The following points may z:~ovide a general outlime:

A clear cut statement of program gamals -and abjectives is
the responsibility of the leader to empimasiize and . discuss with the
participants in the beginning, so that there= is common agreement
on the kinds of behavioral changes (not mecessarily defined in
those tevms) which the program is aiming at. It is important
that participants, as well as the leader, be aware of these
desired goals.

Some device or techniques should be used to detexrmine whether
the goals have been achieved. Such a device may consist of a
" questionnaire  or form which. is worked out to test the extent to
which the objectives have been achieved: an objective multiple
choice test, an essay ox & free~-response questionnaire. Or it
might consist of small group discussion, during the last session,
of the extent to which different program objectives have been
achieved. Observers can help in keeping an eye on the discussion
and attempting to interpret which' of the ‘objectives have been
effectively achieved. ‘ '

Analyze the results of evaluation and use them in improving
the next program. - After reviewing and discussing the ‘evaluation
with the participants; much help can be secured from them in
suggesting how the goals might be beiter zchieved next time.

Participants axe in the best position to suggest what material
has been most helpful, what techniques were most productive, and
what kinds of discussions helped to achieve the goals. Based

on the analySiS”bywthe“groﬁp, reactions from observers and the
experience as well as insights gained by the evaluation of the
leadex, it should then be possible to plan for improving the
program. C R
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A frequent reaction to the subject of evaluation is that it is too
complicated, too pedantic, and too theoretical. Many people -ay,
"Je know how good the program is by the reactions of the parcicipants,”
'Je can tell how the course is going by the number of people who show
up," or "Any good leader can tell whether the program is suc ~essful ox
not." All of these statements are certainly true in part. .t the
same time it is pretty hard to tell mereiy by intuition what -the parti-
cipants have got out of the program or how it can be improved .

Demonstration and Analysis:

During this session, the trainer has the responsibility to see
that members of the group have some understanding of the term as well
as the purpcse and the essential elements of evaluation. Once he is
convinced that the group understands that evaluation is a method for
determining behavioral changes rather than merely the £illing in of a
questionnaire, he can move on to the evaluation of this program. The
procedure for evaluating this program serves a multi-purpose function:
that of helping group members review the major concepts and ideas that
they have gathered during the pwvogram; permitting group members to take
part in a demonstration of a method that they, themselves, can use in
evaluating the programs led by them; securing valuable data which can
be used in improving this particular program. '

The total group should be divided up into four subgroups and each
subgroup is assigned one of the for evaluation outlines. The leader
tells them that they will report back to the entire group on findings
of each subgroup. Each-subgroup reviews the evaluation outline assigned
to it and discusses questions contained in it.  The subgroups attempt
to reach consensus on questions. However, where there is no agreement,
the area of disagreement should be reported.
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EVALUATION ODUTLIWVE

Group One

Objective to be Analyzed: Extent to which the program has been
effective in '""Increasing sensitivity to the major factors involved in
a discussion program.” - '

Based on the discussion in this training program, what are
are the major factors which must be present in any effecitive
discussion program?

What new or different insights did you get from this training
program with respect to the major factors in any discussion
program?

In what ways do you feel that this objective might have been
better achieved? :

With respect to this particular objective, what parts of the
program do you feel were: . )

Most helpful?
Least helpful?
‘As far as the entire. program is concarned:

What did you‘feel was most stimulating to you and what -
was most helpful practically?

What portions of the program were least helpful and might
well be eliminated from thiis program in the future?
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EVALUATION OUTLINE

Group Two

Objective to be Analyzed: Extent to which program has beer
effective in "Increasing understanding of the importance and value
of group discussion'.

Based on discussion and readings in this program, summarize
briefly what your group feels are the major values of group
discussion aud why you feel it is important.

What new or different insights, knowledge or understanding did
you get from this program with respect to this objective?

In what ways do you think this objective might have been
better achieved?

With respect to this objective, what parts of the program deo
you feel were:

‘Mosgt helpful?
Least helpful?
As far as the entire program is concerned:

What did you«feel3wa3'm03t stimulating to yoi, and what
was most helpful practically?

; ' What portions of.theprogram were least helpful and might
| be eliminated in the future?

w87
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EVALUATION OUTLINE

Group Three

Objective to be Analyzed: Extent to which program has "Increased
skill in diagnosing problems which a leader must handle",

pased on discussions in this program, what do you feel are
the major problems which you, as a leader, will have to cope
with in your groups? In what ways can you become sensitive
to, and aware of, these problems?

What new or different insights or understandings about problems
in working with groups did you get as a result of this program?

With respect to this objective, what parts of the program did
you feel were:

Most helpful?
Least helpful?
As far as the entire program is concermed:

What did you feel was most stimulating to you, and what
was most helpful practically?

What protions of the program were least helpful‘and
mightvbe eliminated from this program in the. future?
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EVALUATTION OUTILINE

Group Four

Objective to be Analyzed: Extent to which program provided
"Experienee in leading discussion in order to build leadership skills'.

Do you feel that the actual practice sessions in discussion
leadership were aided and enriched in any way by the theoretical
material presented and by the demonstration discussions? If
not, explain why these theoretical presentatioms did not heip.

In what specific ways, if auy, were your skills improved through
the experience of leading a practice discussion? Was the ‘actual
experience itself most helpful, or the observation and analysis
which followed the practice discussion?

In what way dc you ﬁhink this objective might have been
.better achieved?

With respéct to this objective, what parts of the program do
“you feel were: :

:Most -helpful?
Least helpful?
‘As far as the entire program is concerned:.

- What did you feel was most stimulating to you, and
‘what was most helpful practically?

Whatzportions:df thé ﬁrogrAﬁ were 1east helpful and
might be eliminated from this program in the future?
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OBSERVING GROUPS AT WORK

1. How far did the group progress towverd its gosl for this meeting?

None A little Halfway Much All the way

Comment

. To what exteat did the members understand whay they were trying to do?

Nobody A few Half did Most All diad

C omment

3. How weli did they understand how they were trying to do this?

Nobody A few Half did Most Al]l did

Comment

k. To what extent waes the group stymied by lack of knowledge?

Badly o Half the time - Not much

Comment

5. To what extent did the members seem to be interested in what the group
was trying to do?

Nobody A few Half were . Most . All were

Comment

6. Would you say . that interest lasgge@ or held up?

Lagged bedly , o Help up pretty well - Held up 8ll the time

C omment

7. To what extent were members able to subordinate individual interests to
common goal?

Seldom Half the time - A11 the time

Comment
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Would you say that the general atmosphere of the group wes:

Hostile Half & Half Friendly

Formel Half & Half Informal

Competitive Hal¥ & Half Cooperative
Comment

How many of the members participated in the discussion?

A few IL.ess than half Half Most All

Comment

How often were the members' contributions off the beam?

Most of the time - Hzlf the time Seldam

Comment

Did ~ontributors indicate Earefully listening to what others were saying?

A few did Half did Most did

Ccomment

Did contributors seem to be tied to preconceived positions, or did they
consider matters under discussion with an open mind?

Most were preconceived Half & Half Most open-minded

Comment

How well did those in special rbles_serve the gr oup?

Leader
Poorly Fairly well Very well
Observer ‘ o - :
Poorly _ Fairly‘well Very well
Comment
-
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GROUP SELF-EVALUATION )
Do members and leader prepare well for the discussion,'by: ;]

) reading the entire selection at least once?

( ) selecting main points in the reading for discussion? -
)
)

=

looking for a hierarchy of problems in the reading (i.e. those 'i
points which focus on the author's main objective)? ‘
gathering examples from the text to support the choice of main -
issues?

o, Does the group concentrate its efforts and focus on the main problems
or issues in the readings:
( ) working together most of the time?
( ) worked, but some time was spent on other things?
( ) a good deal of time was spent on other things? -

3. If the group does not work well together, what are the reasons? -
) deadlocking over irrelevancies whether personal or otherwise?
3
) being too sociable, joking ete.?
3 3
) some members were frustrated?

NN N

4. Who did most of the talking: -
( ) the group as a whole? :
( ) a few memhers? L.
( ) the leader? . B
5. re differing points of view: i

" acknowledged and considered impartially?
acknowledged, but not considered objectively?
neither acknowledged or considered?

~e~~
et et s (D
H

6. Are morale problems discussed, such as lack of interest, conflicts and -
anxieties: o '
( ) never openly face those problems?
( ) leader helps the group to face and resolve such problems? .
() members raise and try to resolve these problems?. . , . ‘ {

7. Do members participate in ways which help to make the discussion pro-
ductive, by: o
(") encouraging other members t¢ contribute and cutting down personal
" comments in order to give them:time? :
) introducing new points for consideration?
) calling attention to points of agreement ordisagreement?
) bringing the group back to the subject.end summarizing? .
)
)

et

Bsmr oy

trying to resolve conflicts and clerify points of view by drawing
person out? '

PR,

examining the thihkiﬁg}whichﬁbthérslGSé'tO“jUstifyTtheir opihions
(i.e. probing for reasons behind opinions)? ‘
) citing evidence in the reading to support every opinion?

P——

e

is performance to the leader?

) have never brought this up?

) leaders encourage the members to discuss their leading performance?

) members take responsibility for expressing themselves about the
leadership performance?

(
(
(
(
(
8. Does the group freely commﬁnicéte its feelings end expectations about
h
(
(
(

92
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SELF-EVALUATION

‘Category A .Sessions
Mon Tue Wed  Thur Fri

I made preparation
by reading the material for
the session; bringing any
necessary materials to
session properaly organized

=N b
o G
=N
N G

Add all circled numbers: .

Total:
Category B
I was attentive 5 5 5 5 5
to the leadér; to my 4 4 4 4 4
fellow . group members or 3 3 3 3 3
consultants. 2 2 2 2 2
1 1 1 1 i
Add all circled numbers:
Total:
-Category C
I co-operated 5 5 5 5 5
by getting to sessions on 4 4 4 4 4
:time; folloWLng directions; 3 3 3 3 3
keeping my-remarks on'the 2 2 2. 2 2
subject; -taking notes or 1 1 1 1 1

-reporting 'if I were.asked.
' ’ ‘Add .all -cireled numbers:

Total:
Category. D
‘I contributed to the discussion 5 5 5 5 5
by making relevant remarks, one 4 4 4 4 4
point. at a time; speaking 3 3 3 3 3
‘briefly; making myself clear; 2 2 2 2 2
using brief and pertinent 1 1 1 1 1

.examples.
Add all circled numbers:
Total:
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Category E

I involved myself in the group
by developing a.concern for
the objectives of the group,
and the problems of others,
even if it meant restrain-
ing my personal concerns;
by encouraging others to
speak, and cutting down
my own comments to give
them time; by helping
others to clarify their
points; by helping others
to stay on the subject.

Sessions -
5 5 5 5 5
4 4 4 4 4
3 3 3 3 3
2 2 2. .2 2
1 1 1 1 1

Add all circled numbers:.
Total: =~

g qarbaris

tmd Y0y
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Place a dot representing. the’total number.for each category
on the chart below: and connect the cGots . with:a line..

NNNNN
=N W b

b b N
TN~ WO

e
O N W&

PRI 7 N R

Category -

On the previous pages is a list of 5 categories. Grade yourself
in each category for each se551on on a scale of 5.

1 2 3 4 ‘ 5

poorly on the  well enough = well enough = well in most well in all
" whole. - =~ * in some © . in some respects respects
S respects - ‘respects

iiy{i-k E)ES‘
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INVENTORY OF PERFORMANCE

What Your Score Means (in three parts)

The growth‘profile'for each category, A B CDE

1f any of the lines connecting.the circled numbers in each-category

g0 up steadily you have_ been exerting real effort to learn, and have

been profiting by the experience of each session.

If the lines are jagged, but still on the upgrade, you must ask
yourself why. It may be that one category Tepresents a special
problem for you, that you have done as well as you coclid. It could
mean that you did not put forth consistent =z=ffort.

If any of the lines go down--straight or jagged--you may have a
problem of lack of cowmmitment, inability to —omcentrate, or lack
of understanding of the program T course gt §ectives.,

The total of each category.

Category A If your score is:

between , you have oune highly desirable attribute for

~ group work--you take it seriously enough to make careful preparation.

You will be a better group member than some people who may have
more experience and skill than you do.

between , you have done fairly well, but you heed'to think
about consistent, careful preparation. You have not yet indicated
that you are an entirely dependable group member, Or pOSSess

necessary ingredient for leadership.

between , you may have to do some serious thinking about
this. Unless you change your attitude, plan your time better, and
take greater responsibility for preparation, you will never be the
asset to a group that you can be. ,

Category B If your score is:

between , you will probably learn whatever you set out to
learn. You will be a welcome addition to a group. Your atteuntion
will encourage others, and will save them the time and trouble of
having to recall you to the business at hand. You will be the one
in the group most likely to understand what is going on, and,
probably, among the most interested.

i
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between » you are about .average, and cmn expect to. get
average results from group participation.. You are clase enough
te. a superior rat1ng to make it worth your while ' to concentrate
on the kind of attentiveness that pays real dividends.

between , have you consideresd what some of the:causes of
inattention are? . Perhaps you need & physical checkup, or more
sleep. .If the reasons for your mind's wandering are not physical,
perhaps you have not schooled yourself to shut out d1stractlons,
or to focus on one stimulus at a time.

Category C  If your score is:-

between » you are performing as a satisfactory'group member,
Co-operation alone will not make you one; but, without it, nothing
else will.

between » you have failed -in.an essential that is that
result of willingness, not skill. Think carefully about what.
would happen to any group if most of the members were careless
in this. category.

'Categorx D If your score is:

betﬁeen | N probably you. have some natural skill and some ex-
perience. You are arhighly desirable: group- member, with the
capacity . to become an: expert 1n group work

between _you: ‘have done well: If group work is not part of
your everyday - experlence, you have done: very well indeed. You are
conscious. of the fact :that you are working as’ a group member, not
entirely as an individual. You have- brought your. intelligence;
self-control and command of the language to the JOb

between. § L your performance is’ abou ‘average for a person
who does- not: part1c1pate in group discussion too. often, and has not

given it a great deal: of thought You have'a good ba51c for develop-
ment.

between , ask.yourself--is my reticence owing to shvness,
excitability, or reserve? Is it cloudy thinking? Is it related
to inattention or to lack of involvement in the group? Review
the good contributions you have made. What prompted them? Why.
were they good?

97
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Category E If your score is:-

between » you probably have high scores in all categories.
You have the essential attitude for group work, and the potentiality
for real leadershlp.

betuween ’ . you .are a d351nab1? group member, and have na
doubt . profited by this meeting in diTect ratio to. your success in
this category. Your awareness of the group is a gaod basis for
further study and practice in.group work.

between’ , you are just begxnnlng to get the point of workimg
in groups. You need to ask yourself--why are we doing this as a
_group? What is my responsibility hare?

between , perhaps you have mot cultivated the axt of

locking outs *de yourself, nor identifying yourself with other people's
needs and 1ﬁterests. There is a certain justice in the #£act that

(by concentrating on your own Lnterests) you have probably not

learned as much from this experience as you might have.

I11. The over-a11 profile.

If the line is fairly straight, you need only note your level of
performance and work toward a higher one. '

If the line is markedly drregular, try to see relationships among
the highs, and among the lows, in order to se1ect a plan for
1mprovement :

' E. g-5. h1ghs in A,B,C, and lows in the other categorles may indicate
_ good attltudes but undeveloped ,kllls.

E.g., hlghs in D and E ‘and’ 1st in the other categorles may 1nd1cate
a certain skill unaccompanled by real commitment.

E. G., h1ghs in all but E may 1nd1cate commltment and a certain
skill, but not enough knowledge of the group process or practice in
it as yet.

a8
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SECTI1ION FOUR

Appendix

No attempt has been made in this guide to presiant the subject
content of group encounter. Content ranges al’ over the
deweyized collection and can be easily: retrlevhd by any com~
petent l:brarlan to meet any particular group's interests.

Library science or library economy as it is sometimes called

is largely preoccupied with the infrastructure~of communicatiom
rather than with communication itself. Since iibrary litera-
ture has |gnored human communication, the follcwung publicatioms
are listed in the event that some few librarians may wish

to become involved with the communicative encounter.

Communncatlons Manageme Nt of Human Resources 243 p. $3.00

»'.Communlcatlon for lerarnanslu»w 185 p. - ‘§2"50

,Advusory Cou1seﬂ| g for lerarlans:_f 179 p., $2 00

'*ln*erV|ewugg‘fer Couns:!or and Reference lerarlans 137 p $2 00

*QFloat ng lerarlans in’ the Communlty nm
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SOME BASIC DISCUSSION PROBLEMS

The Monopoliskt:

The leader might say
"“While we are on this point, let's hear from some of the other members."
"you hmve r=imed some inteTesting points Mr. . Would anyone
else like to comment?"
"aAre there others who would like to comment on this point?"

Ask the monopolist to summarize what he has said, so that he will draw
his point to = close, Or, 3% some other group member to re-phrase the
points.

"=a §ilent Members:

Many silent members attend discussion meetings regularly. They enjoy
the discussions, follow the trend of the discussion closely, do the reading
and therefore bermefit tremendously, However, discussion leaders should en-~
courage the quiet person to talk, and look for opportunities for him to parti-
cipate. But never put a silent &mber on the spot by asking him a direct
question unless you know he is réidy to speak. When the silent pexson indi-
cates a desire to talk but does 1not have a chance to get into the discussion,
you might say:

“John, isn't this in line With your work? Based on your e€xX erience,
P
what do you think abotit the-...;"

Get to know the silent membets of the group. Engage in a friendly con-~
versation with them beforas the gésgion begins. If the silent member has
difficulty in expressing himself, helP him to clarify his statement:

"1 wonder if what you are s2ying ties in with our subject someting

like this..." ‘ :

Off the Track:

The leader might say :
"Your point is an interestiny one. However, perhaps we shouls get
" pack to the subject." Then, as leader, restate your original question.
"Could .you save your point Until latexr?" ' ' '
"How does your point relate to the supject? Will you explain further?"

Too Much Agreement Within the GzOup:
"Is there another side to this question?"

"ret's look at the other side of the coin. Has anyone thought about
this phase of the problem,,.?"

JRIS!
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The Discuse  “30gs Down:

if wou :rve somewhere near a halfway point, ask the group members if

. they would @ Zixe to take a short recess. This will give you time to collect

your thozzht= sbout the subject and to think of a few questions on a differ-
ent aspect <5 the topic.

Leader's Jat

Open discussion - set the stage with a brief introduction

(a) B=im.croup - discover issues.

(b) EFozmu: discussion - don't direct

(c) &% me natural question - play by ear

(d) Ko ‘when to step in - have sense of timing
(e) Bs :mpartial - respect opinions of all members
(£) Dez = force participation

(g) Cr===e a friendly and accepting atmosphere

(h) Be patient and provide balance

(i) Keep group on track

(j) Be flexible - shape questions out of the discussion itself.
(k) Examine area of disagreement

ART OF LISTEMING ATTENIIVELY
When you lead a discussion

Respect whe opinions cf all participants; do not evaluate or
critici=es: comments.

Ask questions. Do not answer qﬁestions - redirect them to the group.
Allow people time to think. Ask a question and wait. Do not rephrase,
or adit o the question. Look interested, and someone will answer when

he haz had time to frame an answer.

Allow the group time to answexr one anothgr."Do not make a comment
or ask another question every time someone speaks.

Kéep the grouﬁ on the subject. If the discussion wonders, remind
the group of the question or topic. If you are working with an ou-
the-spot reading, refer to this meterial frequently.

Watch the group closely and coustantly to see who is ready to comment.

[
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Help people to say what they mean - restate a comment if necessary and
ask, "Have I understood you correctly?", or ask a question for clari-
ficatign«

Nail down what has beeir said - summarize before going on to ancther
phase of the topic.

MAINTAIN GOOD COMMUNICATION

Communication about issues lies at the heart of good
discussion. In lesding the discussion try to help all the
members of the group realize.their fullest potentiliallity; try
to draw out the best from each participant. Encourage clear
expression of ideas and loglcal thinking. Clarify “fuzzy"
language, abstractions, and faulty reasoning without putting
the participant on the spot. Avold the "define your terms®
sznd "justify your position" statement. Remember that
discussion is a method of Working and talking together so
as to achieve understanding. 1t 1s not an exerclse in logic
or semantics.

One of the main fuanctions of the discusslon learfer is to
meintain good communication: to clarify statements, to be
sure everyone understsnds what is being salid. Consequently,
beware of -=-

"Fuzzy Language'

Mr. Jones: "I believe in free speech" :
Leader: "Could you:glve us an examble of your point

Abstract Terms

(Such words as - freedom, democracy, Jjustice, conservative,
true, etc.)

“in what,way‘are.you using the .weord, frecedom? I wonder
if you might give us an example of what you mean?"

Lbl 102
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Indefinite References

"They say that.."

YAS we all know.."

"Business legders know...!

"All intelligent people knowe.."

The leader might ask: "Who or what group are you re~
ferring to? Who are They?"

“Snarl® Words

(Such words as - war monger, reactionary demagogue, wsl-
fare state, bureaucrat)

The leader might ask: "I am not sure I understand what

you mean, wlll you clarify it
for us2?n .

ASKING QUESTIONS -

Purpose of Asking Questions

l. To stimulate discussion.
2. . To Point up and focus on issues,
3s To clarify contributions.

k., To promote progression, transition, and balance in dis-~
cussion.

Method of Asking Questigns

l. Address your questions to %the group as a whole, not to
any one individual. Toss it out to the group and then
" try to develop and follow-up the interests of 1lthe group.
Don't be bound by a list of questions. Know the topic
and 1ts subdivisions well enough to develop the discussion

into whatever area of the topic the group may wish to
discuss,

{ oz
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2. Ask the right question at the right time. Develop a
sense of timing: know when to step in and ask a question,
and when to listen. Remember that discussion is not Just
& serles of questions and answers. It is a method of
sharing and exchanging ideas,

J» Don't be afraid of silence. After you have tossed g
question out to the group, gilve the participants time to
collect their thoughts. Wait thirty seconds - the gears
are grinding!

4. Shape gquestions out of the discussion itself; the natural
questlon is the one that evolves from a previous con-~
tribuntion.

Characteristics of Good Questions

1. Questions should be brief, impartial, and clearly phased,

Examples: Have government regulations stifled private
enterprise?
Is freedom of thought dangerous?
Are pressure groups essential in a demo-
cratic soclety? - _
What has led to the present conflict?

2, Phrasing - Questions should be stated in an impartial and
open-ended way; the first few words of your guestion are
important. v

To what-eitent 1s government responsible for...?

How many, if any, of these principles are....?

- So you agree or disagree that our foreign
Policyesee? '

What, in your opinion, 1ls the most reasonable

method O0feocess ?

3. Types of questions:

Zxploratory questions - obpening questions designed to
locate the general interest of
- : ~a group in a topic.
Clarifying questions - questions designed to clarify con-
tributions.
Data questions - questions designed to bring out needed
information.
Progression questions - questions designed to help the
group move forward.,

'ngiﬁi I(PQ
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Questions which zre Barriers to Good Discussion

1. Long, involved questions.

2. Direct questions which tend to create a teacher-pupil atmosphere.

3 Questions which can be answered with a yes or no answer.

4. TFactual questions - (Don't let the discussion bog down. Have sameone
lock up the facts while the group goes on with the discussion.)

5 Loaded questions which express the bias of the leader:
"Don't you agree...” "As we all know...." "Shouldn't we..,."
"Don't you believe..." "Ought we..." "In my opinion..."

6. Indefinite guestions:

"Do you think the next Congress will be as bad as the present one?"”

PHRASING AND USE OF QUESTIONS TO STIMULATE DISCUSSION

‘The Issue

Make sure that you have a clear understanding of the issue. (themes,
definitions, issues). This is of first importance if you are to make
it meaningful to others.

Think about the issue in terms of -- Who? Why? When? Where? and
How? . »
Decide which type of question best fits the issue ~- open-ended opinion

guestion, explaratory guestion designed to locate the interest of the
group in the issue, question designed to bring out needed information.

The Open Ended Opinian- Question (This type of question leaves the partici-
pants free to offer any idea or opinion on the issue they may think of. They
are not asked to make their comnents conform to one of several ideas which are
already outlined for them. Their comments are free and open; the open-

ended question sets no deflnlte alternailves ) What is your opinion about
war?

Keep it within reasonable boundaries. An open-e¢nded question can
be too broad and leave the participant as free as the birds to give
opinions from every direction and in every dimension.

S0 as to extract all the thought you can on the subject, it may be
advisable to follow up this type of question with a probing question.

Try to assess the stage of development of the discussion. If opinion
is well crystallized or falls into definite patterns, the open-ended
question may be a waste of time. .

Two-Way Question (The_two—way gquestion is one which is designed to suggest
two possibke alternatives. Approve or disapprove and why; for and against
and why; favor and oppose and why.)
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Consider whether there is a reasonable middle-ground position which
some participants might take.

Give condideration to the mildness or harshness of alternate

questions. The stronger the feeling implied by the alternatives,
the less response there will be. ’

Other Types of Questions

Double-barreted questions deserve to be split into separate questions.

The "or what?" tag at the end of a question is not as effective as
either an open-ended or a two-way question.

Wording Questions

Avoid questions which have the appearance of "talking down" or otherwise
insulting the intelligence of the perticipants.

Word your questions according to principles of good usuage but don't
make it sound stilted.

Use as few Vords as possible. Make your questions gpecific without
‘meking them over-elaborate. You can ask most questions in twenty
words or less.,

Loading Questions 4

Citing the status guo will, to some extent, inhibit perticipants
from expressing minority opinions. S

‘The first few words of your question are impartant. Consider the
“effect’ of such words as: should, could, and might. The should
wording brings up the moral issue. The could wording poses the issue
of possibility. The might wording moves to the issue of probabilty
(should - moral; could - possible; migic - probable.)

Introduction of examples may divert attention from the issue to the
examples. If an example or illustration is necessary tc make the
idea clexr, be sure it fits the situstion. .

Avoid questions which express the bilas of the leader. An expression
of -opinion by the leadér will often iphibit some of the members of the
group from expressing an opposing opinion. Example: ....don’t you
agree? ...don't you'believe? ...ought we? ...as we all know
...shouldn't we? ete.

The Me jor Prineivle .

Before asking any question to promote the development of discussion,
ask yourself, "what am I taking for granted?"

{01106
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Avoid implied alternatives. No fault can be found with stating the
alternatives while some harm may result from leaving it to be carried
by impliecation.

State both sides of the issue when i.2cessary. The "or not" ending
may not be enough to give the other eside a fair shake. In most cases,
it is advisable to state the question so that the participants know
the major pro and con sides of the issue.

QUESTIONS TO CONSIDER IN APPRATISING AND REVIEWING BOCKS

Despite their professional nreparation in content analysis, not
all librarians are as adept at ‘‘reading a book technically" as they
will need to become in order to prepare themselves for group work
activity. The following questions arranged by broad areas in knowledge
supplement Mann's techmiques of reading a document technically (Intro-

duction to Cataloging and Clsssification. AIA, 1943):

Bibliography

1. Does the book give the full life of the subject, or is one part
emphasized more than another? What justification is there for either
treatment? o

2. What is the point of view of the author? How has he known the sub-
ject? Personally,? Through research? ' '

3. tre idiosyncracies and weaknesses omitted, treated adequately or
ovarplayed? v

4. How is the biography organized--chronologically or in journalistic
fashion with "who, where, when, what and how'" approach?

5. 1Is the tregtment superficial or does the author show extensive
knowledge of subject?

6. How does this treatment compare with others and what makes it
different from others?

History

History and biography are much alike. Many of the questions for

reviewing it are also applicable to history. In addition, the following
may be used: ‘ :

1. What kind of training has the author had for this kind of writing?

Does he know his subject, and can he write? How have the public
and the critics reacted to previous works of his?
2. What seems to be the point of view of the authox?

e gz. REPRe
(115107

PR

JT—

Jimasmnmient y
4 ;
[ pe—

AR A TR e At o b4




| Aalicoried 3

Q

ERIC

Aruitoxt provided by Eic:

103

3. Is the style essentially that of reportorial writing, or is there
an effort at interpretive writing?

4, TFor what group is the book intended?

5. Does it emphasize traditional subject matter such as wars, rulers,
etc., or is it social history?

6. Will the book soon be out of date, or is it written to stand the
test of time?

7. What are the visual aids used--pictures, maps, charts, etc.? Are
‘they of value in understanding the period written about, or are they
merely decorative?

Contemporary Thought

Books on contemporary thought include current books on economics,
government, religion, philosophy, sciences, etc. These are similar to
speeches and essays and can best be reviewed in the. same way that public
speeches are reviewed in the public press. The opening sentences should
include the gist of the book's content, including all the mzjor concepts.
This can often be found in the author's introduction or in his concluding
paragraphs, Then one section or concept can be used for fuller analysis.
The following questions may be used:

1. 1If the intrcduction or first chapter states explicitly the purpose
"of the author, does such a statement enable the reader ° "place"
the book in relaticen to a particular school of writing, or to a
particular point of view concerning society? ‘
2. I£ the purpose of the author is not explicitly stated, it is possible
to infer such purpose from the contents? Does either the first
or last chapter summarize the author's hypotheses or .conclusions?
Are there summary paragraphs at the end of each chapter which give
a quick view of the author's conclusions?
3. If ‘there are not easily found statements in the text, does the table
of contents throw any light on the author's scope or treatment,
or aspects of the problems which seem important to him?
4. What kinds of evidence are used? Does he indicate how he established
authenticity or reliability of his evidence? Has he used primary
or secondary sources, or both? Can you think of any type of evidence
which ‘he ‘might have used but has not?
5. Has he ‘borrowed the point of view, the concepts, the theories, or the
mcthods .of any discipline other than ? 1f so, what? Has
‘he over-extended -the significance or the certainty of ‘such borrowings?
6. What -educational level must ‘a reader have reached in orcer to read
the bodk With comprehension and enjoyment? Is the book likely to
‘be read only by those who will be able to criticize its validity,
or is it likely to appeal to readers who habitually accept anything
the author says? 1Ir the latter case, the librarian must exercise
greatest care; whereas the mature and critical reader may be safely
left to carry on his own argument with the author.
7. Can you estimate the range of reader appeal this book will have, and
. for what type of library it is a suitable purchuse?

il
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Travel snd Adventure

Within its limits, a review in this field should be a travel article,
interesting in itself, and capable of standing entirely on its own fee?. ,
Many of the foregoing questions may prove useful as well as the following:

1. How does the author accomplish his purpose? Does he emphasize the
exotic or use the exotic for sensationalism or to show truths?

2. What is new or different about this book? What specific contributions
does this volume make to man's knowledge of geography, govermment,
economics, etc.?

Fiction

There are four essential elements to the novel: characters, setting,
tiie plot oxr theme, and style. Chapters 1, 2, 11, What's in a Novel by
Helen Haines (Columbia U. P., 1942) are good for background reading. A
few questions which may be asked about novels include the following:

1, Where does the author get his characters? Are they historical,
or based on persons the auvihor has known, or figments of the
imagination? .

2. What is his attitude toward his characters? Does he look upon them
with pride, with sympathy, or is his attitude one of hostility
and belittlement?

3. What is the locale and time of tae story? 1Is its primary interest
regional, historical, or are these only incidental to some other
purpose?

4, How are .the various elements of plot handled: introduction, suspense,
climax and conclusion? To what extent is accident employed as a
complicating or resolving force? Is fate used?

5. 1Is the style of writing important enough to bring out? Does the
author use exaggeration, understatement, vivid description, etc.,
to make his points? Does he use vulgarity? What is his choice

\ of word?

Reader Interest and Usege

1. Treatment in book reviews.

2. Other books to which this one is related.

3. Of interest tc: adults, young people, students, teachers, specialists,

etc,?

4. Values for the rezder: information, contribution to culture, stimu-
lation of interests, recreation, entertainmment, etc.?

5. Recommended for: public library (main, branches, deposit statioms,
pay collection), college library, university library, school library,
special library, etc.,"

Question for study and discussion:

What is book evaluation and appraisal based on: best literature?
literary quality (which many recent and useful books do anot have)? or
the intentions, qualifications and skill of the writer in meeting his
objectives?




Q

ERIC

Aruitoxt provided by Eic:

105

ARRANGING DISCUSSION FOR IMAGINATIVE WORKS

Discussion patterns using works of the imagination or other records
of human experience suggest that there is a sequence important for.its
psychological implications which needs to be established in discussing
-7alues. The sequence should provide for the following steps.

A retelling of what occurred in the story itself. The incidents,
feeling =nd relationships under consideration should be identified. It

_is sometimes possible to read aloud the passage that shows a particular

point. At other times, it helps to ssk someone to tell in his own words
the incident which illustrates a particular point, or the leader can do
this retelling.

With persons inexperienced in discussion, response to the questions:
"What -happened in this story?" may bring a fiood of incidents that do
not have relevancy to human relationships. The leader may need to ask:
"What do you think the authcr meant to tell us in that incident?" This
first stage of discussion focuses on meaningful recall and prepares for
the next step.

Stimulation to identify similar incidents in the. experience of

-participants or from other works of the imagination. This step gives

an opportunity to describe incidents of similar emotional content and
to generalize about them. This gives validity to the unconscious
awareness that .fiction, drama or biography do extend experiemce. Such

. questions are helpful: '"Have you ever seen something like this happen?
.When? Where? How was the incident you describe like or different

from this?"

“Probing into what happened in feeling, invshiftiof relationships
and change .of behavior., This aims at making more vivid the "identification

'with the feilings of the characters in books. It is fostered by the use

of such questions as: ''What .did the character do? Why did he do this?
In what ways did he show his feelings? How do you feel about what he
‘did? ‘How would you have felt had you not been in his shoes?"

"FExploring consequences cf certain behaviors of feelings., = Participants
need. a chance to recapitulate what happened in a given:relationship as
a.result of some specific behavior or consequences. Such questions ave
helpful: "Inuwhat ways did 's feelings or behavior make a
difference? Who in the story had a happier or more difficult time because
this happened?"

"‘Developing some: tentative. generalizaticns about the consequences of

- certain ‘behaviors or feelings. The reader mneeds an opportunity  to deter-

mine whether or not certain situations, behaviors or feelings foster
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better human relationships, growth and happiness. Questions such as the -
following facilitate arriving at tentative conclusions: "What kind of :
behavior, feeling or arrangement makes the situation better for people?

1f you could relive one of your erperiences, what would you do diZferently?

Why? How can we help people to choose what will foster the best human
relationships? What would you do to make the situation different?

Tentative generalizations about behaviors or feelings serve as issues
for continued discussioa. An imaginative author communicates through
images, incidents and characterization; whereas the author of an
an expusitory style communicates through concepts, Discussion groups -
need experience with all forms of communication. Works of the imagi-
nation may serve as a bridge between the highly visual presentation of
film and the comceptual language of exposition.
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Sample Discussion: Shakespesre's 116th Sonnet

Let me not to the marriage of true minds
Admit impediments. Love is not love
Which alters when it slternation finds,
Or bends with the remover to ramove:
O, no! it 1is an ever-~fixed mark,
That looks on tempests and is never shaken:
It 1s the star to every wandering bark,
Whose worth's unknown, although his height be
taken.
Love's not Time's fool, though rosy lips ard
cheeks
Within his bending sicklet!s compass come;
Love alters not with hils brief hours and weeks,
But bears it out even to the edge of doom.

If this be error and upon me proved,

I never wrlt, nor no man ever loved.

What does +the author say?

What does the author mean?

How is thils significant today?

Will you rephrase what Mr. ..... has just sgid?

112



