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How Good Groups Tick - Effective Group Facilitation Workshop

Agenda

Objectives: Participants will examine:

· Establishment of group purpose

· Stages of group development

· Value of group activities

· Tasks and roles needed in a group

· The role of the group facilitator

· Marks of an effective group

· Analyzing effective group behavior

· Group leader self assessment

I. 
Introduction

· Expectations of workshop

II. 
Pre-Group Planning

· Aspects of Groups

· Goals and Values for Groups

· Establishing Group Purpose

· Stages of Group Development

· Before You Begin! Questions YOU Need to Answer First

III. 
Group Activity

· Value of Group Activities  

· Types/Categories

· Determining Activity Purpose

· Considerations for Choosing an Activity

IV. 
Role of Group Facilitator

· Role of Group Facilitator in Group Phases (Forming, Storming, Norming, Performing, Adjourning)

· Tasks and Roles Needed in a Group

IV. 
Evaluation of Group

· Marks of an Effective Group 

· Analyzing Effective Group Behavior

· Group Facilitator Self Assessment Exercise

V. 
Closing/Reflection

Workshop Facilitator Instructions and Activities

for 

Group Facilitation Workshop
Preparation: 

1. set tables up in a circle

2. place the Agenda and Workshop Reflection & Action Plan handouts at every seat

Materials:

Self-adhering chart paper

Markers

Large note cards

Handouts, copies for each person

Time: 3 hours

Workshop

Before we officially begin would you please fill out the “Pre workshop” section of your Evaluation & Action Plan handout. We will be Xeroxing them before you leave at the end of the workshop so 
both you and we have a copy of your action plan, which you can then implement back at work and we can help with follow up. (See handout at end of packet.)
Now I’m going to officially welcome everyone. I’m ________ and I ________. Today we’re going to dissect the way groups work together in order to help you increase your success as a facilitator.
Let’s start by you telling me what your expectations are for the workshop. (List them on chart paper.)

I’m going to put this on the side and we’ll come back to it at the end of the workshop so I can address anything listed that we didn’t cover and also take questions.

Let’s start by looking at the stages of Group Development

Stages of Group Development Activity Instructions
I want you to think of the best group you’ve ever been a part of. (work, social, creative, sports, etc.) (Distribute large note cards.) Number your card 1 through 5. I will ask a question and you will have a few seconds to write the words or short phrases that come to your mind 

1) List words that describe how you felt and what you observed on the first days? What words describe your relationship with other members of the group?  (Forming stage)
2) What were some of the feelings and observations you experienced when challenges or conflicts began to enter into this group? (Storming stage) 
3) At what point in time did your group rise above the challenges and start to come together? What was it like? What did you experience? What brought it together?  (Norming stage)
4) What was it like when your group became a cohesive unit? How did it fell? How did you know that your group had come together? (Performing)
5) All good things come to an end, what was it like when your group ended? How did it end? What do you remember feeling? (Adjourning)
(Note: Review activity. Process each question with responses from group.)

· Now let’s review stages of group development:
Tuckman described the four distinct stages that a group can go through as it comes together and starts to operate.  This process can be subconscious although an understanding of the stages can help a group reach effectiveness more quickly and less painfully.

· Stage 1: Forming

Individual behavior is driven by a desire to be accepted by the others, and avoid controversy or conflict.  Serious issues and feelings are avoided, and people focus on being busy with routines, such as team organization, who does what, when to meet, etc.  But individuals are also gathering information and impressions - about each other, and about the scope of the task and how to approach it.  This is a comfortable stage to be in, but the avoidance of conflict and threat means that not much actually gets done.

Supervisors of the team tend to need to be directive during this phase. The forming stage of any team is important because, in this stage, the members of the team get to know one another, exchange some personal information, and make new friends. This is also a good opportunity to see how each member of the team works as an individual and how they respond to pressure.

·  Stage 2: Storming

· Individuals in the group can only remain nice to each other for so long, as important issues start to be addressed.  Some people's patience will break early, and minor confrontations will arise that are quickly dealt with or glossed over.  These may relate to the work of the group itself, or to roles and responsibilities within the group. Some will observe that it's good to be getting into the real issues, whilst others will wish to remain in the comfort and security of stage 1.  Depending on the culture of the organization and individuals, the conflict will be more or less suppressed, but it'll be there, under the surface. To deal with the conflict, individuals may feel they are winning or losing battles, and will look for structural clarity and rules to prevent the conflict persisting.

Supervisors of the team during this phase may be more accessible, but tend to remain directive in their guidance of decision-making and professional behavior. The team members will therefore resolve their differences and members will be able to participate with one another more comfortably. The ideal is that they will not feel that they are being judged, and will therefore share their opinions and views.
· Stage 3: Norming

· As Stage 2 evolves, the "rules of engagement" for the group become established, and the scope of the group's tasks or responsibilities are clear and agreed upon.  Having had their arguments, they now understand each other better, and can appreciate each other's skills and experience.  Individuals listen to each other, appreciate and support each other, and are prepared to change pre-conceived views: they feel they're part of a cohesive, effective group.  However, individuals have had to work hard to attain this stage, and may resist any pressure to change - especially from the outside - for fear that the group will break up, or revert to a storm.

· Stage 4: Performing

· Not all groups reach this stage, characterized by a state of interdependence and flexibility. Everyone knows each other well enough to be able to work together, and trusts each other enough to allow independent activity.  Roles and responsibilities change according to need in an almost seamless way.  Group identity, loyalty and morale are all high, and everyone is equally task-orientated and people-orientated.  This high degree of comfort means that all the energy of the group can be directed towards the task(s) at hand.

Supervisors of the team during this phase are almost always participating even though the team will make most of the necessary decisions. Even the most high-performing teams will revert to earlier stages in certain circumstances. Many long-standing teams go through these cycles many times as they react to changing circumstances. For example, a change in leadership may cause the team to revert to storming as the new people challenge the existing norms and dynamics of the team.
· Stage 5: Adjourning

· This is about completion and disengagement, both from the tasks and the group members.  Individuals will be proud of having achieved much and glad to have been part of such an enjoyable group.  They need to recognize what they've done, and consciously move on.  Some authors describe stage 5 as "De-forming and Mourning," recognizing the sense of loss felt by group members.
· Stages of group development - Bruce Tuckman (1965) developed a 4-stage model of group development. Tuckman added a 5th stage 10 years later:

    Why are Stages important for effective groups? Tie into the Goals and values for group:

· Relationship Building: What does this mean?

· Giving and Receiving social support? Why is this important?

· Feeling normal by sharing similar experiences? What kind of experiences might make this happen

· Decrease loneliness or isolation How might someone feel lonely in a group, how can we counter that?

· Learn new information or skills : related to the purpose of your group

· Opportunity to talk about feelings and concerns – why and how can we facilitate this?
· Safety, trust and acceptance – why important, how can we establish this?
· Development of social skills - what social skills and how can we help develop this?
+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

Group Purpose Activity 

Let’s start the activity by imagining the funding fairies have just given you money to start a new group at one of your institutions. But you must use the money to create a new group for young people. You are creating a new internship program for young people. 

Within your group you will define on your handouts (the next page):

· What concern will your group address? Need
· What do you hope your group to accomplish together and experience as individuals? Purpose
· What types of young people will you target for your group and how will you choose a facilitator for this group? Composition
· What logistical arrangements do you need to set up to run this group? Structure
· By what means will you get the group to accomplish the group and individual goals? Content
· How will you select the right participants for your group? How will they be prepared? Pre-Group Contact
· How might your institution affect the facilitator and the new group you are forming? Agency Context
· What external system influences (community, local, global) might influence the function of your group? Social Context
· Groups 

When the group members finish their handouts, review answers.

Groups fail when a clear purpose is not established and when there is no buy in from the participants. When forming a group, you should think overall about:

Why are the members in the group?

Where do you want them to go now that they are in the group?

What will membership do for each individual in the group?

I have posted here 8 areas to address before the start of your group. Review Chart paper 

Before You Begin

Questions YOU Need to Answer First!

It is important to identify the why and wherefore of having a group at all and the planning that needs to happen ahead of time.

Need? 

  Is there a true need for the group?

Purpose
  What do you want the group to accomplish?

Composition     What are the characteristics of a group and the facilitator?

Structure
   Is the space conducive?

Content: 
   What are the activities and the means to accomplish them?

Pre-Group
   Will there be recruitment, applications, interviews, requirements, etc.?

Organization
    Do you have agency buy in? If not, how will you handle that, if necessary?

Social Context    What is happening in the greater environment as a whole (ex. green technology)

Logistical Steps   What things to you need to put in place and accomplish beforehand?

+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

Group Activities:
I mentioned Content as an important aspect of planning a group that will lead your group to accomplish the group and individual goals.

For me, I do this by Activities: Why do you think activities might be important?

Review Values of Use of Activities on chart paper

There are various types of categories that you can use in structured group activity that are like tools. You choose the best one for the task that you want to accomplish.

Review Using Structured Group activity on chart paper

When I am thinking about group content, I categorize my activities into 4 basic groups:

Disclosure: allow the group to share information about themselves and establish group norms or things in common. Range from low to high risk.

Collaboration/Problem Solving: provide opportunities for a group to tackle a problem or situation in which everyone needs to contribute

Goals and Communication: focus on feedback, roles, strengths, interaction. Helps groups find ways in which they can perform better.

Recognition: Allow the group to recognize their achievements and growth.
+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

Group Tasks and roles:
Within our jobs, families, friends, we all share a common experience but do we do not all have the same role or function.
What are some roles that you or other individuals have within groups that you are a part of? Brainstorm on chart paper.

Chart “Tasks and Roles needed in a group”

Review each one with participants

+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

Role of a facilitator:

We have been focusing a lot on the group itself and not as much on the importance of the leader of the group.

We are going to review the role of the leader throughout the beginning, middle and end of a group.

Review Chart paper

+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

Group Assessment:
We all already know the importance of assessment and evaluation right? So how do we know that are groups are functioning correctly. 

Review marks of an effective group and rate yourself from 1— 4, with 4 being the highest.

Marks of an Effective Group 

· An effective group continually clarifies its purpose and goals

· Chooses its procedures with a willingness to change when needed but develops customary ways of operating

· Works towards developing trust among its members

· Makes decisions efficiently and effectively

· Finds an appropriate balance between working towards individual goals and towards group goals

· Shares leadership responsibilities towards the group’s tasks and needs

· Is cohesive

· Makes intelligent use of skills, interests, experiences, motivations and abilities of its members

· Is not dominated by any member or group of members

· Focuses on what is happening in the group and how well it is operating as a group

Another aspect of our group that can give us a temperature of what is happening is the involvement and behavior of the members of the group:

Indicators Effective Group Behavior

· Membership

· Participation

· Decision making

· Influence

· Task function

· Expression of feelings
· Makes intelligent use of skills, interests, experiences, motivations and abilities of its members

· Is not dominated by any member or group of members

· Focuses on what is happening in the group and how well it is operating as a group

The last aspect of assessment is looking at your function as the facilitator of the group. It’s always good practice to reflect on your involvement in the group and see how it compares to the role that you want to have within the group.
+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

Self Assesment as Group Leader:
I have a sample facilitator self assessment that we can complete to get a better idea of our group leadership skills, direction, attitude, and facilitation in general. Afterwards we’ll debrief about what you discovered that you might not have realized before. (Distribute handout, which is the next page.)

Group Leadership Skills and Attitudes

Self-Assessment
Directions
Consider a group or team that you lead. Rate yourself on a scale from 1 to 5 on each item (with 1 being rarely or never and 5 being very frequently or almost always). Place an X on the scale showing the way you usually operate. Put a circle (O) on the scale to indicate the point at which you would like to operate. (If the two are at the same point, circle the X)

Please note: The expectation is not to be a "5" in everything—perfection is not the goal of the assessment; it’s to identify your challenges.
I feel responsible for what is going on at all times. 

1


2

3

4

5

I am alert to what is being discussed – decisions or plans being made – and feel responsible for the quality of the results. 

1


2

3

4

5

I make contributions that are clear on a subject, if my contributions are not clear, I clarify my reasons for making them. 

1


2

3

4

5

I put considerable effort into thinking about and trying to suggest ideas, solutions, and so forth on the topic under consideration

1


2

3

4

5

I try to make sure the group has the information and understanding needed to make whatever decision is under consideration – whether I support it or not.
1


2

3

4

5

I make sure others know where I am in the process of forming my opinion on any subject under consideration – even when I have not formulated my opinion 

1


2

3

4

5

I try to make sure that I and others understand the points of view being expressed by myself and others.

1


2

3

4

5

When I sense it would help the group, I summarize what has been discussed, what still needs to be discussed and where the agreements and disagreements are in the discussion

1


2

3

4

5

When I sense the group is ready to make a decision, I check out the areas of agreement and press for a decision. 

1


2

3

4

5

I am warm and friendly. I listen to others and let them know I hear what they are saying.

1


2

3

4

5

I am aware of my own needs and feelings while in the group and openly express them when appropriate.

1


2

3

4

5

I help members of the group to explore their differences, see similarities, and openly express them when appropriate. 

1


2

3

4

5

I sense when there is too much tension in a group and do something to reduce it.

1


2

3

4

5

I am willing and able to recognize when my own strong opinion or defense on my status is making it difficult for the group to move ahead. I can offer a compromise or do whatever is necessary to help the group move ahead.

1


2

3

4

5

Even though I disagree with what another says or does, I still accept the person and try to create an accepting climate.

1


2

3

4

5

I am concerned about what is happening with all individuals in a group. I do what is appropriate to make sure that everyone feels that their presence and opinions are wanted and valued. 

1


2

3

4

5

I suggest that the group examine how well it is operating – both in getting its work done and meeting the personal needs of the members. 

1


2

3

4

5

+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

Plan of Action:
Before we end, let’s return to the list of expectations from the beginning of the workshop to make sure we addressed everything you wanted. Also do you have any questions?

As we get ready to close, let’s do a quick reflection go around: One thing that you found helpful about this workshop and one way you plan to use it with your own program

Lastly, PLEASE before you leave return the Evaluation & Work Plan handout and complete it and we’ll copy it for ourselves and give them right back.
Workshop Reflection and Action Plan
How Good Groups Tick - Effective Group Facilitation
We want you to leave this workshop with an actual plan that will help you use this information in your own practices. We will Xerox it before you leave and return your copy to you so you can take it home and use it for your planning.
Name:




Organization:
Title:

PRE WORKSHOP

What question would you like answered by the time you leave this workshop? (If we do not address it in the workshop, we will make sure to get back to you with the answer.)
POST WORKSHOP

1. The most important concept(s) I learned today that I would like to take back to my interns is(are)… (for those who do work directly with interns see below
)

Because …

Three steps I’ll take to do this are:

1.

2.
3.
2. The question(s) I have after this workshop is/are…

Because…

Which makes me realize…

3.    I plan to use the materials/resources I received today.

1


2


3


4



Completely Disagree  
 Somewhat disagree
         mostly agree
   Agree completely

Please EXPLAIN your answer to number 3 here:

Please add what type of assistance you could use moving forward after your experience today, for instance, for us to contact you about your action plan to fine tune it. (If you would like assistance, please leave your contact information.) 

Comments:

Thank you for your thorough and thoughtful answers. We take them seriously and are always looking to improve our work.



� If you do not work directly with interns, please tell us how you plan to share this information. 





