


Critical Input from Young People

The information contained in our series of booklets was

compiled as a direct r esult of several years of informal

research, with input from more than 600 young people

worldwide. Young people played an integral role in the 

creation and editing of these booklets.

What to Keep in Mind When Reading this Booklet

The most important idea to keep in mind while using this

boo k l et series is that the key role of adults is to assist and su p-

port young peop l e . Young people are inheren t ly intell i gen t ,

coopera tive and cari n g. Wh en they are given space and

en co u ra gem en t , t h ey wi ll flouri s h . Ma ny adults have put

great ef fort into learning how to assist young peop l e . Th e s e

a re some guidelines that have been used ef fectively.
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A re s o u rce group is a stru ctu red meeting of peop l e
who listen and talk abo ut the things that matter to them .

As they get to know each other, this group can devel op :
• Understanding and appreciation for the tremen-

dous job each person does.

• A chance to learn from each other’s struggles and 
successes.

• Reliable information about ways that people

from different constituency groups can work effec-
tively together. For example, how adults and young
people can champion each other.

• Encouragement and skills with which to build
more effective support for group members and the
people with whom they work.

L i s tening is the corn ers tone skill that makes the
group ef fective . As people learn to listen to each other
well , the ben efits spre ad to their rel a ti onships wi t h i n

t h eir com mu n i ti e s .
You can learn to or ga n i ze and lead a re s o u rce

gro u p. Building ef fective su pport is an important and

exc i ting proj ect . It wi ll be a very pers onal ch a ll en ge :
yo u’ ll learn new things abo ut yo u rs el f and abo ut 
o t h ers . Yo u’ ll have the opportu n i ty to care ef fectively

for a whole group of h a rdwork i n g, ded i c a ted peop l e .
And yo u’ ll be in a po s i ti on to help people gain deeper
re s pect for them s elves and for each other.

Here is a step - by - s tep approach to or ganizing and
l e ading a re s o u rce gro u p. Th ere is no “m a gi c” in the
s tru ctu re set forth here , a l t h o u gh many ye a rs of ex peri-

en ce with people are the basis for these recom m en d a-
ti on s . The real key to an ef fective group is the qu a l i ty of
l i s tening that you are able to fo s ter within this stru ctu re .

Con sult this boo k l et frequ en t ly du ring your first mon t h s
as a leader to en su re that good listening practi ces are

e s t a bl i s h ed in your group from the start . Certain cultu ra l
h a bi t s , su ch as interru pting a spe a ker and of fering advi ce

or analys i s , wi ll creep into peop l e’s interacti ons in the
gro u p. It wi ll be your job to kindly and firm ly steer 
people back to foc u s ed listen i n g, so that real safety and

re s pect have a ch a n ce to devel op.

G a t h er intere s ted peop l e . To begi n , think abo ut
who you want to ga t h er. Who do you en j oy and want to

get to know? What people who are qu i te different from
you could you learn from? What people would en j oy
one another ’s com p a ny? In order to form a solid gro u p

you can learn with and from , yo u’ ll need to take yo u r-
s el f i n to con s i dera ti on . What size group would you feel
com fort a ble leading? Wh i ch fri ends of yo u rs wi ll yo u

i nvi te to assist you with this proj ect? Are there peop l e
who set your nerves on ed ge so qu i ck ly, that you know
you wo u l d n’t lead well with them in the group? Yo u r

a bi l i ty to learn as you take on this proj ect is of key
i m port a n ce . Set the group up so you can be a learn er as
well as a leader.

Choose people who can listen to others. Since
the group will have listening skills at its center, every
member should be able to offer respect and attention

to others. People who are constantly giving their own
opinions may “need” a resource group, but it takes a
confident leader to ensure that such members do their

share of listening. If you are new at this, choose your
first group carefully. When that group is solidly estab-
lished, you will have a base from which to reach out to

people who “need” it more, and who will present
more of a challenge to you as a leader.

Here’s How 
To Set Up 
Your Group

Leading a
Youth

Worker
Resource

Group
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Are there any teenagers on your block who do child
care?”). If someone has other meetings or obligations

they need to attend to, help them think about where
they most need to be; if they decide to go to the other
group, you can tell them you’ll be glad to have them in

a few weeks when they can make it. You don’t have to
solve the problem for the person. Try to loan him your
confidence that a solution can be found when his own

reservoir of hope is dry.
Ap p roa ch others with approval and under-

standing. It’s important that you never blame some-

one who seems unable to solve scheduling problems.
Your encouragement and appreciation help someone
to keep trying. Blame or disappointment will only add

to his burden.
Dec i de how of ten you wi ll meet . This dec i s i on

is an important on e . Here is a su m m a ry of our ex pe-

ri en ce with va rious meeting frequ encies to help yo u
m a ke an inform ed dec i s i on :

• Wee k ly meeti n gs have many outstanding adva n-

t a ge s . At this pace , people get to know each other 
rel a tively qu i ck ly. Th eir sense of cl o s eness isn’t lost
bet ween meeti n gs . Th ey have the opportu n i ty to pee k

i n to each other ’s lives in a unique way, because the 
s i tu a ti ons they talk abo ut — going to co u rt with a yo u n g
pers on , dealing with sch ool probl em s , not being taken

s eri o u s ly by som eone on their boa rd of d i rectors — a re
f resh in their minds from week to wee k . Group 
m em bers begin to get a sense of the on going “s a ga s” of

e ach other ’s com mu n i ties and live s , with fresh wee k ly
ch a pters and su rprise outcom e s .

Your attitude

of respect for

each person 

is far more

important to

the success of

the group

than its size.
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L et the people you invi te know that you va lu e
t h em and would wel come their pre s en ce in the
gro u p. Think spec i f i c a lly of the strengths of e ach 

pers on , and let him or her know what you apprec i a te .
( “Wh en the young pers on you work with was sick , I
s aw how good you were with him. I think we co u l d

l e a rn from yo u .”“You have go t ten thro u gh some to u gh
times wi t h o ut giving up. I like that abo ut yo u . It wo u l d
be good to get to know you bet ter.” “You are su ch an

ef fective yo uth leader. I think it would be great to hear
m ore abo ut you and your proj ect .” )

St a rt with a small group if n ece s s a ry. Your atti tu de

of re s pect for each pers on is far more important to the
su ccess of the group than its size . Th ree or four peop l e
get ting toget h er reg u l a rly can become a very ef fective

re s o u rce gro u p. In this soc i ety, wh ere bi gger is alw ays
rega rded as “bet ter,” i t’s hard to rem em ber that you can
m a ke a significant differen ce in peop l e’s lives with a

s m a ll gro u p. As the people in a small group improve
t h eir rel a ti onships and ga t h er su pport for them s elve s ,
t h ey wi ll attract others and your group wi ll grow.

Be crea tive abo ut meeting times and place s . Ca n
the group meet ri ght after the city yo uth council meet-
ing? Are there en o u gh intere s ted people at your or ga n i-

z a ti on to do a group du ring lu n ch break? What abo ut a
l a te evening ga t h ering? You may be able to find unu su a l
s o luti ons to the probl ems of time and place , i f you 

con s i der all the po s s i bi l i ti e s .
L i s ten to people while they think thro u gh

a rra n gem ents they ’ ll need to make in order to
attend. For instance, it may take a parent some time
to come up with a child care strategy. Often, the first
strategy won’t be the one that works. Stay hopeful and

interested. (“I’m sorry your sister can’t help you out.
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• Bi - wee k ly meeti n gs can also all ow people to
devel op the familiari ty with each other ’s issues that

c re a tes close bon d s . At this pace , h owever, the sen s e
of con ti nu i ty is harder to establ i s h , because so mu ch
ch a n ges within two weeks in peop l e’s live s . In order

to build en o u gh shared understanding to make the
group ef fective , we recom m end that an every other
week group begin by meeting for four to six weeks in

a row. This “k i ckof f ” wi ll all ow everyone to reap the
ben efits of a wee k ly re s o u rce group within a re a s on-
a ble amount of ti m e .

• Mon t h ly meeti n gs can work , but we have fo u n d
t h em to be far less ef fective , e s pec i a lly if your gro u p
is com po s ed of people who are new to each other.

O n ce aga i n , i f you can on ly meet mon t h ly, begin by
holding wee k ly meeti n gs for four to six wee k s , s o
that people have the ch a n ce to build warm rel a ti on-

ships with each other.
Remind each member of meetings by telephone

a day ahead of time. Every person has long “to do”

lists floating in their minds at all times. Your call will
help them remember to make arrangements to leave
home, school or work for the meeting. Remember to

call in the spirit of “I can’t wait to see you tomorrow
night—it’s always so good to hear what you’ve been
doing!” It’s a quick opportunity to remind people that

you think their contributions are valuable.

Now that you’ve gathered your group, here are two
steps that are important to take at your first meeting.

C l a rify the goals of the gro u p. You can do this in
wh a t - ever way is most com fort a ble for yo u . You migh t
just give a little introdu ctory inform a ti on du ring the firs t

m eeti n g, or sum things up on a flier you hand out .
In clu ded in this boo k l et is a on e - p a ge hando ut abo ut
re s o u rce groups that you may want to use or modify to

suit your situ a ti on . Even if you use wri t ten inform a ti on ,
people wi ll apprec i a te hearing you r re a s ons for starti n g
the gro u p. Af ter all , t h ey are there because of you r

i n i ti a tive and because of t h eir trust in yo u . So tell them
why you have taken this step. Th en , ask each pers on to
i n trodu ce himsel f and to talk for a minute abo ut why he

dec i ded to atten d . You wi ll then have en a bl ed the wh o l e
group to hear the particular goals of e ach mem ber, and to
d i s cover the com m on goals of a ll .

Over the years, we have found that an effective
resource group will:

• Give every pers on time to think, plan and probl em -

s o lve .
• Give every person dependable appreciation for

their efforts and successes.

• Help everyone to remember that their struggles
aren’t theirs alone.

• Help everyone build supportive relationships.

• Give group mem bers a safe place to work
through some of the tensions that burden them.

• Give group members a broader understanding of

issues from differing circumstances and backgrounds.

To put it briefly, we have found that successful

resource groups help people build relationships that
support their intelligence and caring.

The First
Meeting
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Set out guidelines for the gro u p. This re s o u rce
group is de s i gn ed to help you learn some new things

a bo ut listen i n g, and to make cl o s er con n ecti ons wi t h
o t h er peop l e . In normal convers a ti ons or in meeti n gs ,
we usu a lly listen casu a lly, jumping in to of fer our com-

m ents wh en ever we think of s om ething to say. We loo k
for what we want to know, and com m ent on our
t h o u ghts abo ut each topic of i n terest to us. This is fine

and of ten nece s s a ry as we carry on our busy live s .
The listening you are en co u ra ged to do here is differ-

en t , h owever. The idea is to listen in order to be of a s s i s-

t a n ce to the pers on talking. People ra rely have the ch a n ce
to examine their thoughts and ex peri en ce at their own
p ace . We spend our days filling the needs of o t h ers .We try

to solve probl em s , but sel dom have time to unders t a n d
why our soluti ons su cceeded or failed . The re s o u rce gro u p
is set up to give people precious time to think. We want to

devel op everyon e’s trust in their own intell i gen ce .
When you listen as a group member unfolds her

thoughts, it will be your job to protect her from inter-

ruption, interpretation and judgement. With your
attention, she will be able to examine her thinking
more closely. She’ll have the chance to sort through

her experience without the usual worry and rush. As
her listener, try to learn who she is and what she
thinks and feels, putting aside what you are curious

about or how your experience compares to hers. You
will be free to talk about yourself in detail when she 
listens to you in turn.

Here are some short guidelines to help you begin
to listen as an assistant to one another:

• Adopt an attitude of full respect for yourself and
for every member of the group.

• As sume that your listen i n g, b a s ed on re s pect and

c a ri n g, wi ll be of key sign i f i c a n ce to other mem bers of
the gro u p.

• Give your full attention to the person who is

speaking. Do not interrupt.
• Do not of fer advi ce . In s te ad , of fer an atti tu de of

trust in each pers on’s abi l i ty to think, ex peri m ent and

probl em - s o lve .
• Open ly praise the good you see in yo u rs el f and in

o t h ers .

• Keep the situations and feelings discussed in the
group STRICTLY CONFIDENTIAL. Don’t refer to
what someone has said in the group when it’s your

turn to talk, at the close of the group, or when you
meet on a social occasion.

Don’t end the first meeting after these steps. It will
be best if the people gathered have the chance to begin
their resource group immediately. If time is limited,

adapt the format so that each member at least gets to
say what’s going well for him, gets a short time to talk
about himself with group attention, and has a chance

to say what he appreciates ab out his earlier mini-
session partner.
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Each person

who comes

deserves a

warm

welcome 

from other

members of

the group.

This format wi ll fit time frames ra n ging from an
hour (i.e. a lu n ch hour) to a three-hour meeting ti m e .

With a short time all o tm en t , su ch as an hour, the gro u p
wi ll su cceed best with ei ght people or less. In gen era l ,
groups of over ten people should be split into two small-

er groups as soon as a second leader can be tra i n ed .
Ye a rs have been spent ex peri m en ting with form a t s

that en h a n ce peop l e’s own probl em - s o lving abi l i ties and

m i n i m i ze advi ce - givi n g. This is our recom m en d a ti on :
Wa rm greeti n gs . E ach pers on who comes de s erve s

a warm wel come from other mem bers of the gro u p. At

f i rs t , it takes the leader ’s initi a tive to set a tone of p l e a s-
u re in each pers on who com e s . The group mem bers’
w a rmth tow a rds each other wi ll incre a s e , as they

become con f i dent that they are wel come and that it is a
s a fe place to be them s elve s . Af ter the first several meet-
i n gs , wh en people in the group know each other bet ter,

the leader can of fer hu gs wh en greeting mem bers . Th i s
kind of accept a n ce and wel come does a great deal to
i n c rease the safety of the gro u p.

Wh a t’s going well ? Wh en all mem bers have arrived ,
e ach pers on is asked for a bri ef account of wh a t’s goi n g
well in his life . This simple way of opening a re s o u rce

group helps shift their focus from their unsolved prob-
l ems to their vi ctori e s , wh i ch are all too of ten ign ored . It
s ets a tone of su ccess and en j oym ent that helps peop l e

break aw ay from their worries for a ti m e . Wh en time is
s h ort , give a gentle rem i n der that each pers on has abo ut
a minute to tell one piece of good news .

Wh en som eone reports that he has had a terri bl e
wee k , and can’t think of a nything good at all , l et him talk

a bo ut difficulties for a mom en t . Af ter a bri ef account of
h ow bad it’s been , ask aga i n , “Well , what happen ed this
week that wasn’t a ll b ad ? ” or “What was good abo ut how

you handl ed the situ a ti on ? ” E n co u ra ge him to keep
re aching for some bri ght spot of ex peri en ce that sits out-
s i de the puddle of u p s et . You are not trying to jolly him

o ut of feeling bad . You are working to help him balance
his pers pective . For the group to be an ef fective probl em -
s o lving envi ron m en t , e ach pers on must be able to

rem em ber, at least bri ef ly, that his life has its good
m om en t s , too.

As time goes on, the people in your group will

become better able to notice their successes and to
appreciate their own skills. Don’t worry if you get sto-
ries of success that are heavily frosted with accounts of

current problems. (“All of the people in my youth
group were fighting terribly this week. I got angry at
them, but I did remember not to yell at them.”)

Sometimes, the successes buried deep in difficulty are
those which are most significant to the person talking.

Mini-sessions. Group members pair off into twos

(or threes if necessary) to exchange listening time.
Listening turns, or “mini-sessions” should be at least
five minutes each way. This one-on-one time helps

each person to sort through a few of the many issues
and events that he hasn’t yet talked about enough. In
this time, a person can choose to ramble over many

top i c s , or focus on on e . It’s also an important 
relationship-building time between people. The sense
of safety in your group comes, in part, from these 

personal listening relationships, short as they may be.
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We find that people listen far better during group
time when they’ve had this chance to sort and think

aloud with just one other person. If your group is
blessed with a long meeting time, or if only a few peo-
ple have come, you can extend the mini-sessions to

ten or even fifteen minutes each way. As leader, you
get to keep track of time, and tell people when to
switch roles during their mini-sessions.

Group attention for each person. This is the core
of a resource group. The po int of allowing each
person to talk is not to get problems solved, although

it works surprisingly well toward that end. The point
is to give everyone something valuable that’s not 
easily available in daily life: the opportunity to think

t h o u gh his own though t s , with the su pport and 
attention of others. When people simply pay attention
to one person at a time, listening well and caring, but

not interrupting, the group soon becomes a safe place
for pe ople to talk about and tackle the pe rsonal 
challenges before them. You, as leader, can acquire a

great deal of skill in listening and supporting people’s
problem-solving abilities. Here are the basic things
you’ll need to know as you begin.

E qual ti m e . It is important that each pers on be
given the opportu n i ty to use the atten ti on of the gro u p.

It is also important that the times all o t ted each pers on
be approx i m a tely equ a l . This “equal ti m e” pri n c i p l e
keeps a group from falling into the patterns alre ady

e s t a bl i s h ed in our soc i ety, wh i ch grant more atten ti on
to people who talk a lot, and less atten ti on to peop l e
who hesitate to speak or who think before they spe a k .

As leader, you are to see that the group of fers its full
re s pect and re s o u rce to each pers on , rega rdless of h ow
easy or difficult it is for him to talk. Wh en you sti ck to

this pri n c i p l e , people in your group wi ll build re s pect
and affecti on for each other, de s p i te differen ces wh i ch
m i ght otherwise tend to divi de them .

It is important that tu rns be kept approx i m a tely
equ a l , even wh en the issues before one pers on seem to
be overwh el m i n g.A pers on who feels overwh el m ed has

been glu ed to his own load of d i f f i c u l ti e s . Wh en he is
i nvi ted to listen to others , his atten ti on is drawn aw ay
f rom his immed i a te tro u bl e s , on to other people and

o t h er situ a ti on s . This can help re s tore his pers pective ,
and help shift his probl em - s o lving abi l i ty into ge a r
a ga i n . O n ly in a tru ly ex tra ord i n a ry situ a ti on should

the leader of the group ask the gro u p’s perm i s s i on to
devo te a larger porti on of time to one pers on in the
gro u p. A group wi ll not work well if most of its atten-

ti on is devo ted to the people who feel the wors t .
Divide the available time equally between the

group mem bers . In clu de yo u rs el f a lw ays . For

instance, if you have an hour for group attention and
seven people including yourself, allow about eight
minutes for each person to talk. You can appoint a

person in the group to keep track of time, or have
people take turns doing this.
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The leader assumes the role of the “up-front”
listener, who sits next to each person as he speaks. It is

the leader’s job, first of all, to model good listening. It
is a trem en dous rel i ef to som eone simply to be
allowed to talk for some time without interruption.

Simple listening provides an extra amount of aware-
ness for the person’s own thought process. It lets him
notice the feelings that accompany his thoughts. It lets

him trust the people in the group at his own pace.
He’ll talk a little more freely each time about how his
life really is and what his struggles and victories are.

The first and most important thing the leader can do
is to listen well, with approval and interest.

The role of the group mem bers is at least as impor-

tant as that of the leader. Mem bers of the group are to
p ay warm , rel a xed atten ti on to each pers on in tu rn . It’s
t h eir job to convey re s pect and accept a n ce to the per-

s on who is spe a k i n g. You may want to make it clear to
everyone that they are ex pected to give as mu ch inter-
est and eye con t act to the pers on talking as they wo u l d

i f t h ey were listening to that pers on on e - on - on e .
As the group becomes safer (usually after a few

meetings of good liste ning), group members w ill

begin to experience the feelings that keep them from
enjoying their life and achieving the goals that they
want to achieve. If someone begins to laugh or to cry

during his turn, it is usually okay for members of the
group to laugh or cry while listening, as long as they
continue to pay close attention to that person and his

issues. Sometimes, because of hurtful experiences, the
person talking will be made uneasy by the laughter or

tears of others, interpreting laughter as ridicule or
tears as an immediate signal to cover up feelings and

take care of someone else. When this is the case, the
leader needs to remind group members simply to lis-
ten during that person’s turn, in order to maintain the

safety he needs to concentrate on his own issues.

Talking helps a pers on sort thro u gh her ex peri en ce
and make sense of t h em . Being all owed to think freely

and talk gradu a lly en co u ra ges each pers on , i n c re a s i n g
h er re s pect for her own intell i gen ce and good n e s s . Th e
group also ex poses her to the best ef forts of o t h ers ,

c re a ting an understanding of h ow mu ch all people care .
If l i s tening guidelines are fo ll owed , the group wi ll
become a place wh ere it’s safe not on ly to talk abo ut 

d i f f i c u l ti e s , but to heal from them as well .
Wh en som eone laugh s , trem bl e s , pers p i re s , yawn s ,

or cries as she talks, a natu ral healing process is at work .

These physical signs signal a release of the ten s i on the
pers on has been talking or thinking abo ut . The full er
and lon ger the pers on can release ten s i on in these ways ,

the less ri gid his beh avi or wi ll become in the area of
d i f f i c u l ty he was ad d re s s i n g. We su rmise that a pers on’s
ri gi d i ties—the re s ponses that don’t work well bec a u s e

t h ey are re acti on s , ra t h er than fresh soluti on s — a re a
re sult of e a rl i er em o ti onal hu rt and inva l i d a ti on . For
i n s t a n ce , an adult who verb a lly insults the young peop l e

he works with wh en he is under stress usu a lly had 
similar insults hu rl ed at him as a teen a ger. His hu rt feel-
i n gs , wh i ch were never cri ed and trem bl ed aw ay, h ave lef t

t h eir mark on him in the form of a beh avi or pattern that
t a kes hold wh en stress overcomes his abi l i ty to think.
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Here is an example of h ow the healing proce s s
m i ght begi n . Perhaps som eone is talking abo ut her

worries abo ut a shy teen a ger. She talks for awh i l e , a n d
t h en says , “I know what it’s like to be that shy. I was
h oping that no one would have to go thro u gh what I

went thro u gh .” The mem ory of h er own difficulties as
a teen bri n gs her to te a rs , and she cries very qu i et ly. S h e
is working on her own stru ggl e s , wh i ch have made her

too worri ed to be of h elp to the young woman wi t h
wh om she work s . You might put an arm around her,
re ach out to hold her hand, or em brace her gen t ly, to

s ee if ad ded con t act all ows her to cry more fully. Yo u
prob a bly need not say mu ch . She is doing the most
ef fective thing she can do. She is crying aw ay the 

ten s i on that bl ocks her abi l i ty to think. Your role is to
l i s ten well while she cri e s ; your pre s en ce and aw a ren e s s
m a ke the healing process po s s i bl e . If you are busy try-

ing to “do” s om et h i n g, you are likely to have your atten-
ti on on what you are d o i n g , ra t h er than on h er.
L i s tening has a qu i et kind of power.

Handling “Urgent” Unsolved Problems
Every resource group is made up of people who do

well and at the same time struggle with things in their
lives. Some people are likely to come to the resource
group feeling overwhelmed and urgently in need of

advice. You must do your best not to give advice, no
matter how tempting it is or how much they think
they need it.

The heart of the probl em of the overwh el m ed 
pers on is that he cannot think well any lon ger. His feel-
i n gs are in the driver ’s seat. He is unable to learn from

his attem pts at soluti ons as long as his feel i n gs are in
ch a r ge . Your most ef fective move as a listen er wi ll be to

m a ke it safe en o u gh for him to release the ten s i on that
has en g u l fed him, so he can think and learn for himsel f

a ga i n . Here is an incorrect (but typical) re s ponse to an
anxious and fru s tra ted group mem ber:

Pers on Spea k i n g : “The young pe ople have be en

goofing of f a lot lately and never se em to get anyt h i n g
d o n e . We have this big training to pre sent to the middl e
sch ool stu d ents next week and they are tot a lly unpre-

pa red . I get so fru s tra ted that they are not wo rking on it
that I re a lly want them to fail in front of the group and
te a ch them a lesson or two. I know that’s not the best pl a n ,

but I don’t know what to do!”
Listener: “I know how it is. When my group was in

a similar situation I decided that they needed to…”

(long description of the listener’s story).

The listen er has fall en ri ght into the plea for advi ce .

He has stopped listening and su pporting the pers on’s
own intell i gen ce . It’s hard to side - s tep a direct plea for
advi ce — we for get that our goal is not to solve the 

probl em , but to re activa te the pers on’s powerful intell i-
gen ce , so he can try new soluti ons and learn as he goe s .
Here are a few much more constructive responses.

Listener: “Tell me more about what you have
tried.” (This helps the person to go over the history of
the problem, to study his attempts toward a solution,

and how they worked or didn’t work.)
Listener: “What are you afraid of, if they continue

like this?” (This directs the person’s attention to the

underlying tension that drives his urgency.)
Listener: “What do you wish you could say to the

teens?” (This calls up the person’s thinking and feel-

ings for the young people he works with.)
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Listener: “Take a minute to show us how frustrated
you get.” (This directs the group member to stop

m odera ting his beh avi or, and to fully show his 
feelings. Often, a person is too embarrassed to let his
real feelings show, but will laugh and/or perspire as he

plays out the deeper tensions inside. The listener
may need to provide encouragement by cheerfully
modeling a frustrated youth worker, then asking the

person to try it.)

Give Simple Information When Necessary
Th ere is a place in the re s o u rce group for solid 

i n form a ti on and rem i n ders abo ut human natu re and
the natu re of the healing proce s s . Some basic approach-

es to building good rel a ti onships with other peop l e ,
yo u n ger people and on e’s peers are out l i n ed in boo k l et s
p u bl i s h ed by Yo uth on Boa rd .

You need to give inform a ti on now and then
because all people for get very basic truths abo ut them-
s elves and the people in their live s . Th ey for get that they

a re good and loving peop l e . Th ey for get that upsets can
become very con s tru ctive ti m e s , i f people listen 
t h oro u gh ly to the laugh ter, te a rs or tantrums of o t h ers .

Th ey have a hard time rem em bering that their families,
f ri ends and all the people in their lives need lots of
a pprec i a ti on just for being them s elve s . People for get

that they can be thoro u gh ly pleased with them s elve s
and the people around them , no matter how messy and
difficult things seem at the mom en t . This kind of b a s i c

i n form a ti on is best kept simple, and fo ll owed up wi t h
a t ten ti on to the pers on’s upset . For instance :

L i s ten er: “Your of f i cem a te may be angry at you , bu t
u n d erneath that she cares about you and doe s n’t want to be

a cting that way towa rds you . What makes you want to shut
the door on him wh en he gets mad? What makes you take
his upsets so perso n a lly ? ”

L i s ten er: “The te ens aren’t trying to make your life
h a rd , t h ey are just asking for more atten tion than you’ve
got ri ght now. Do you rem em ber what they did that firs t

made you re sen tf u l ? ”
Listener: “Everyone needs lots of appreciation and

positive feedback. What makes it hard for you to appre-

ciate the people you work with?”

As re s o u rce group leader, you wi ll need to be 

vi gilant abo ut giving simple inform a ti on , not advi ce ,
and abo ut paying atten ti on to the pers on’s ten s i on
ra t h er than to the immed i a te soluti on of his probl em .

A simple guideline is, i f yo u’ve said more than three
s en ten ces at one time du ring a pers on’s tu rn , yo u’re
prob a bly headed down the wrong track !

At the close of a re s o u rce gro u p, ask each pers on to
of fer a specific apprec i a ti on of s om eone in the gro u p.
It’s important that no one go home having been left out

at apprec i a ti ons ti m e , so you might ask that peop l e
a pprec i a te their mini-session partn er, or apprec i a te
s om eone who hasn’t yet been apprec i a ted , or the 

pers on to their ri ght or lef t .
Help group members kee p their appreciations

“clean” by asking them not to mention what a person

worked on during his turn. Examples will help people
catch on. A “clean” appreciation is: “Kathleen is such a
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Here are a couple of re s o u rce group sch edu l e s , m od-
i f i ed to fit the nu m ber of people and the amount of ti m e

ava i l a bl e . You should fo ll ow these su gge s ti ons cl o s ely at
f i rs t , u n til you know how your group functi on s .

For a one-hour group of seven,
including the leader:
10 minutes: Greetings, what’s going well with each

person
12 minutes: Mini-sessions, 6 minutes each way for

two-way sessions and 4 minutes for each

person in a three-way session
35 minutes: 5 minute turns for each person, using

group attention.

5 minutes: Q u i ck apprec i a ti ons and som et h i n g
they’re looking forward to

For a two-hour group of eight,
including the leader:
10 minutes: Greeting, what’s going well with each

person
20 minutes: Mini-sessions, 10 minutes each way, 6

minutes in a three-way session

20 minutes: One person presents some of their think-
ing on a particular issue that would be of
interest to the group, and leads discussion

around it (don’t let this session go over
the time allotted for it, even though it’s
tempting to do so.)

60 minutes: 7 minute turns for each person, using
group attention

10 minutes: Appreciations and good-byes 21
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brave woman. I love how she takes on challenges,” or:
“Ron’s laugh is fantastic! And I lov e his sense of

humor.” Here are examples of appreciations that slide
into an attempt to work through issues: “Graham is
amazing. If I had to deal with all the stuff he has to

deal with, I’d have gone bonkers by now. I could never
do what he does, working and raising four kids. Two
kids is too much for me!” or: “I think that Christine is

a good example to me because I never did know how
to take care of myself, and I see her getting out and
exercising, and I wonder how she gets this energy that

I don’t seem to have.” The difference is important.
Everyone will benefit from being required to appreci-
ate each other without put-downs or comparisons

that undermine their own self-respect.
Apprec i a ti ons are not some form of deciding wh o’s

“be s t .” We do apprec i a ti ons at the close of a gro u p

because people have gone out on a limb to talk abo ut
t h em s elve s . Th ey may have braved discom fort to do so.
E ach pers on wi ll ben efit from hearing that his good

qu a l i ties shine thro u gh as he con cen tra tes on his work .
People simply never get en o u gh apprec i a ti on for all of
the work that they do. Ra rely do they hear what others

l i ke abo ut them . This is a time to help correct this 
s erious def i c i ency in peop l e’s live s .
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As leader and learn er, you wi ll functi on bet ter if yo u
ask one of the group mem bers to be your assistant. P i ck

s om eone you like and tru s t . It wi ll be his job to listen to
you think aloud abo ut what happen ed in the gro u p
a f ter each meeti n g, or as soon as it is conven i ent for

both of yo u . Talk on the tel eph one if n ece s s a ry. But do
talk abo ut the details of the meeti n gs : h ow each pers on
s eems to be doi n g,h ow each one is using his time in the

group (though you don’t need to discuss con ten t ) , h ow
the listening tu rns wen t , what worked well , and wh a t
you want to do for the next meeti n g.

In particular, set up a listening partnership with
your assistant, so that you can address how you feel
about the people in the group and the job you are

doing. You have stepped out to do some new and
important work, so strong feelings are likely to arise.
Feel i n gs wi ll su rf ace because you are caring as 

thoroughly as you can, and your effort flushes out
hurts that you haven’t yet had the chance to address in
your life. Tell your assistant or your listening partner

what leading is like for you. Examine any frustration,
impatience, sadness, tiredness or other feelings that
are triggered by the group or by an individual. Most

important of all, be sure to challenge any feeling that
tells you that you aren’t doing well enough. It’s true
that you may have things to learn, but don’t believe

any feelings that tell you that you are less than an
intelligent, caring, powerful person!

It would also be smart to make an all i a n ce wi t h

a n o t h er re s o u rce group leader. Aga i n , use listen i n g
tu rns to pay close atten ti on to each other ’s thinking and
i s su e s , so that you don’t find yo u rs elves agreeing wi t h

e ach other ’s upsets or pretending that the job is easy so
the other pers on wi ll think well of yo u . If you caref u lly

Appoint an
Assistant
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We have found that the group wi ll functi on best if
g u i delines rega rding con f i den ti a l i ty are stri ct ly ob s erved

by each mem ber. What a pers on discusses in the gro u p
is not to be referred to again by any group mem ber,
ei t h er in the gro u p, a f ter the gro u p, or in any social 

s i tu a ti on , i n cluding convers a ti ons with fri en d s , rel a-
tive s , co - workers , or acqu a i n t a n ce s . This guideline is
vi t a l . Wi t h o ut it a pers on can never be su re who wi ll

hear abo ut his stru ggles and his uncen s ored though t s .
Every pers on needs a safe haven , wh ere it’s okay not to
h ave the answers , o k ay to be upset and to show it, o k ay

to show that he needs some help som eti m e s . People also
n eed to know that let ting down their guard in order to
i m prove their abi l i ty to think and probl em - s o lve wi ll

not be held against them . Con f i den ti a l i ty is the way we
s et up this safe haven .

Yo u , as leader, must be vi gilant on this poi n t . Wh en

you hear a group mem ber begin to casu a lly discuss the
con tent of a n o t h er ’s tu rn (for ex a m p l e , “I know wh a t
you mean abo ut dom i n eering bosses! Sounds like yo u r

boss and my boss were cut from the same cl o t h .” ) , k i n d-
ly but qu i ck ly interru pt with a firm rem i n der, su ch as
“ Excuse me, but please don’t refer to Ca ro l ’s tu rn after

the gro u p.” Af ter a few slip-ups, m em bers of your gro u p
wi ll learn not to depend on what they hear in listen i n g
tu rns as handy topics for casual convers a ti on .

C o n f i d e n t i a l i t y
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trade listening ti m e , you wi ll be able to learn from each
o t h er ’s thinking, and assist each other in the learn i n g

proce s s . You do need time simply to com p a re notes and
i de a s , but this discussion wi ll go mu ch bet ter if yo u
of fer each other listening time firs t , so it becomes safe

not to “h ave it all toget h er.” The first and most impor-
tant step in learning is to iden tify what you don’t know.
L i s tening tu rns make that step a mu ch easier on e .

You are a pioneer in an important effort to build
effective support for people. The idea of the resource
group is very new. Our aim is to have solid resource

groups become as firmly established for people as
markets are for grocery shoppers. We want adults and
young people to be prepared with tools, information

and personal support that will help them to be as
effective in their work and their lives as they want to
be. Building a network of effective resource groups is

one step in building a society far more respectful
toward the lives and value of people, of all ages and
backgrounds. Enjoy the challenge!
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YOUTH ON BOARD RESOURCE MATERIAL

• 14 Points: Successfully Involving Youth 

in Decision Making

• Youth on Board: Why and How to Involve Young

People in Organizational Decision-Making    

• Your Guide to Youth Board Involvement and the Law   

• Tips from Young People on Good Youth/Adult

Relationships

• Get the Word Out!

• Leading a Youth Worker Resource Group

• Listening to Young People

• Understanding and Supporting Young People

• Special Time

• At the Table: Youth Voices in Decision Making

Youth on Board also offers individualized training 

and consulting services.

Youth on Board • 58 Day Street • 3rd Floor • P.O. Box 440322
Somerville, MA 02144 • 617 623-9900 x1242

http://www.youthonboard.org • youthonboard@aol.com
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