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Introduction 

This "how-to-do-it" pamphlet is the third in a series of Hogg Foun
dation publications dealing with the organization and conduct of 
discussion groups on a large scale. The first booklet, Leading Group 
Discussions, was also written by Frank Cheavens and has proven 
especially useful as a primer for student leaders in workshops con
cerned with the discussion method. The fact that this booklet is 
already in its fourth printing testifies to a great amount of interest in 
the discussion group method of adult education. 

The second pamphlet in the series, Organizing Group Discussions, 
was written by Dr. Cheavens' colleague, Carl F. Hereford, who served 
as research director of the Austin Community Education Project in 
Parent-Child Relations. Based upon experiences in the Austin Project 
in which many hundreds of parents participated in scores of discus
sion groups, this booklet is addressed primarily to program chairmen 
concerned with the educational activities of their organizations. 

Developing Discussion Leaders in Brief Workshops completes the 
series by focussing upon the workshop training program itself, rather 
than upon the subsequent study groups or the problems of organiza
tion. As director of training in the successful Austin Project, Dr. 
Cheavens can speak with experience on how to train laymen to serve 
as discussion leaders in adult study groups. Although addressed 
mainly to the workshop instructor, this booklet has many suggestions 
of interest to the general reader as well. 

The final report of the Austin Project will appear early in 1963 
when Dr. Hereford's monograph is published by The University of 
Texas Press. This book is based on four years of intensive research 
made possible by grants from the Hogg Foundation and the National 
Institute of Mental Health (Grant No. 1377). In it will be found 
convincing evidence of the effectiveness of the discussion group 
technique for improving parent-child relations in a community. 

WAYNE H. HOLTZMAN 

Associate Director 
Hogg Foundation for Mental Health 
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A Note from the Author 

The Increasing Need for Discussion Leaders 

In many countries of the world there is an increasing use of the 
method of group discussion. As an educational tool it is effective, not 
because more information is imparted than with some of the more 
formal methods of education, but because members of discussion 
groups tend to use their learning more in daily living. There is also 
the advantage of a maximum exchange of ideas, which is stimulating 
to thought processes and an aid in problem solving. 

For the achievement of democratic action, maximum communi
cation between the members of a democracy is essential and is 
achieved in part by discussion methods. Discussion must precede 
group decision making, which is a means of maintaining high group 
morale and of giving a maximum sense of personal responsibility for 
the decisions. 

In view of the increasing use of discussion methods, there is also a 
growing demand for discussion leaders of the type who will not 
dominate but will lead groups to optimal satisfaction in meeting their 
needs. Because of this growing demand for skilled discussion lead
ers, this booklet presents an effective and economical method for 
their development. 

This method involves the use of a brief workshop and a skilled in
structor who can start with the raw material of potential discussion 
leaders and, through the workshop, give to the community people 
who have acquired the needed skills. Discussion moderators of this 
type are being used in many communities in a number of ways. In 
the project, described in the booklets footnoted below, originally 
lay leaders were used in leading series of discussions on the sub
ject of parent-child relations. Since the original project at the local 
mental health association has expanded this use to group dis-
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cussions with Alcoholics Anonymous and to delinquent boys, lay 
leaders are being used in many ways in many communities. The list 
of uses of skilled leaders and the roster of communities in which they 
function is much too long for inclusion here. 

If such a workshop is being planned, one would assume that there 
would have to be a planning committee. Such a committee would 
have much detailed work in preparation for a successful operation. 
For the mechanics of this planning, the reader is referred to two other 
monographs in this series.1 

One of the most important tasks of the planning committee is . that 
of selecting an instructor for the workshop. Without a competent in
structor, the workshop will not achieve its goal. 

Choosing the Workshop Instructor 

In almost every community, or somewhere within reach, is a po
tential instructor. He should usually be a person with a graduate 
degree that has equipped him to become an expert in the field of 
human relations-not only in the theory, but in the skills required in 
actually getting people to relate themselves better to one another. 

Some of these potential workshop instructors may be social work
ers, or educators, or psychologists, or psychiatrists. Still others may 
have come into mental health work through other avenues. Even 
those who are experienced in the area of human relations need con
siderable orientation before they can successfully conduct a work
shop to produce the type of leader needed for this program. It is 
hoped some of this orientation may be provided here. 

The real test of the success of the planning committee and the in
structor is what happens in the community after the workshop. The 
instructor should be a person who not only can train leaders, but who 
can also stimulate an action program for organizing discussion groups. 
This does not mean that the workshop instructor himself would 
direct the action program, but it does mean that he would gen
erate enough vitality through the workshop to interest a committee 
in organizing discussion groups. It also means that he should 

1 (a) Cheavens, Frank. Leading Group Discussions. Austin, Texas: The Hogg 
Foundation for Mental Health, The University of Texas, 1958. 

(b) Hereford, Carl F. Organizing Group Discussions. Austin, Texas: The 
Hogg Foundation for Mental Health, The University of Texas, 1961. 
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create among some of its members the expectation of becoming ac
tive in a community program, and in getting them ready to function 
in it successfully. When they are trained and ready to work, there 
should already have been initiated an action program in which their 
skills may be used. 

H the only instructor available should be lacking in this quality of 
initiating action, a supplementary person should be selected who can 
get such a program started. 

The instructor should meet people well, be interested in them, 
and have a friendly, outgoing personality. This means he will have 
sensitivity for the feelings of the workshop members, and will be 
able to accept these feelings, as well as to respond to diverse views 
with flexibility. The instructor should be able to couple his warmth 
with a great amount of objectivity. 

The planning committee may not be able to find an accessible 
person who fulfills all these requirements. It is sometimes difficult to 
locate an instructor with all these qualities. This description rep
resents an ideal and the planning committee must realistically solve 
its problem with what is available. Sometimes the person with ob
jectivity lacks warmth. The reverse may also be true. Or the accept
ing, tolerant person cannot ready people for action. The person who 
may promote action may be blunt and insensitive to the feelings of 
the group. Again, let it be emphasized that in the selection of an in
structor, the planning committee will avail itself of the best person 
at hand, and, if he has deficiencies, take the necessary steps to make 
up for them. 

The work of the instructor in the workshop is educational. Even 
though some of the professional people chosen as instructors may be 
skilled in group therapy, this technique in its clinical connotations 
plays no part in this program. This is a positive educational method 
leading toward the development of skills in leading effective group 
discussions. While the work of the instructor is educational, the free
dom of the discussions allows for the expression of emotion. This 
expression is therapeutic in the same sense as is any other free com
munication of thought and emotion between people, even a conver
sation over the backyard fence. 
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Functions of the Instructor 

Process and Product 

Specifically, the community need considered here is for a number 
of people who have the attitudes and the skills to lead discussions 
successfully. Consequently, the objective of the instructor will be to 
develop these attitudes and skills in a group with whom he will work. 

Since all learning is apparently the result of experience, the in
structor would, therefore, design a series of experiences to bring 
about the desired results. These could be provided in a brief work
shop, usually followed by other productive, planned activities. As a 
result of the workshop and other activities, the instructor would ex
pect to supply the community with the needed leaders. 

In one way of looking at it, at the beginning of the workshop, a 
certain amount of raw material is available. The objective of the 
workshop instructor is to provide a social process by which this raw 
material may be refined to the point where it will become more use
ful to the community in a specific way. All the traits, potentialities, 
and skills of the workshop members are what might be called the 
actual. Existing in the mind of the instructor and those who work with 
him to design the workshop are the developmental objectives, which 
might be called the ideal. The social process of the workshop begins 
with the actual and progresses toward an approximation of the ideal. 

Before going further, it might be well to discuss the type of people 
desired for the workshop. Their qualifications, in general, are some
what the same as those of the instructor-outgoing, friendly and ac
cepting of others. A "good talker" is not objectionable, provided he 
also can shift into the role of a "good listener," perceptive of the feel
ings of others. The one set of qualifications in which the workshop 
member might differ from the instructor is in his background of pro
fessional training. Most of the workshop members will be lay people 
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not professionally trained. Certainly the professional person would 
be acceptable as a member of a workshop with a view of later serving 
as an instructor for workshops. In some instances professional peo
ple-social workers, psychologists, and medical doctors-have enthu
siastically attended workshops and have served effectively not as 
instructors, but as discussion leaders. This requires a rigorous restric
tion the professional must impose upon himself. He must virtually 
abdicate his position as an authority. If the group attempts to force 
him into his role of authority, he must remind them that he is there 
to promote a good discussion rather than authoritatively to answer 
questions. The latter would soon put a stop to all discussion. 

For this reason many instructors feel that the lay person makes a 
better discussion leader than the professional. So few professionals 
can shift to the role mentioned above. Most lay people perhaps prefer 
not to be authorities, but to function as moderators of discussions. 

Another practical reason is that there are too few professionals. 
Many lay people can function adequately as moderators of discus
sions. They constitute a huge, almost untapped reservoir of po
tentially useful community leaders. 

Considering the workshop as a series of experiences designed to 
produce discussion leaders, it becomes clear that, as often happens, 
some of the workshop members may have had some of these experi
ences prior to the workshop. This fact constitutes a great advantage, 
since these members who already have some of the desired experi
ences tend to accelerate the progress of the entire workshop, at the 
same time that the workshop reinforces their former experiences. 

The type of discussion the instructor might train the graduate of 
the workshop to lead may be one of a variety. However, this booklet 
will describe the kind which evolved during a four year experimental 
project having to do with parent-child relations. It proved to be 
particularly effective in changing parents' attitudes and behavior. 

The atmosphere of such discussions is one of great freedom of ex
pression. The permissiveness of the leader, his understanding and 
acceptance of the group members, establishes this atmosphere. In 
such an atmosphere the group members are free to express not only 
their divergent ideas, but their feelings also. They seem at home in 
discussing their problems openly-how they have solved them, or how 

2 Cheavens, op. cit. p. 2. 
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they have failed to solve them. Through the interchange of ideas and 
feelings they gain reassurance, insight, and release from tensions, re
sulting often in improved attitudes and behavior patterns. 

In our culture one of the areas of greatest need is in parent-child 
relations. If the instructor succeeded only in developing leaders who 
could successfully lead groups of parents to the resolution of their 
most serious problems, the dividend would be large for the time and 
energy invested. 

The task, however, is a much broader one. In order to achieve the 
maximum good for all people, free discussion in all phases of living 
must be a continuing process, and ever-increasing in scope. 

What are those workshop experiences which may be provided by 
the instructor to bring about the greatly desired end? Briefly, these 
experiences fall under several general classifications-demonstration, 
participation, process analysis, practice, and planning. 

Demonstration 

Practically all successful instruction uses the tool of demonstra
tion. The instructor will provide many demonstrations during the 
workshop, as the following will show. 

One instructor using a film as stimulus material in a session of the 
workshop demonstrated how to introduce the film. His introduction 
was not too long, but was long enough to create interest, and perhaps 
to raise several questions. 

The film, which has been used effectively in many workshops, was 
entitled, Parents Are People, Too. It shows a man who is a junior high 
school teacher leading a class of students to discuss their relationships 
with their parents. 

The instructor said in his demonstration, 'We are about to see a 
film which touches upon the problems of many families, since it deals 
with the early teenager. Perhaps you will be interested in this teach
er's method of conducting the discussion. Does he do it in such a way 
that these youngsters express their real feelings, or merely what the 
teacher wants them to say? What about the problems of these teen
agers? Do our children have these problems? Let's see the film and 
we shall be interested in your reactions afterward." 

After the film, the instructor again gave a demonstration-this time 
of how to start a discussion. Although there are a number of ways of 
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doing this, this confident instructor merely asked, "What were your 
reactions to the film?" This put the ensuing discussion on a very spon
taneous basis, and there was no difficulty getting it under way. 

Or, if he had wished to know the feelings of the group about their 
own teenagers, he might have asked, 'Were these teenagers like 
yours? How do yours behave? Or, if he had wanted the group to con
sider techniques of discussion leadership he would perhaps have put 
the question: "What did you think about the leader? Was he success
ful, and if so, to what do you attribute his success?" 

In one workshop the stimulus material for the discussion was to be 
role-playing ( sociodrama). The instructor actually showed the group 
how to put on a sociodrama. He asked for five volunteers. He said: 

"We've all got something of the 'ham' in us if we only had a chance 
to get it out. Role-playing gives us this chance. The whole perform
ance is impromptu, off-the-cuff. No one has a chance to rehearse. One 
ad libs all the way through. These five people will have a brief plan
ning meeting. First, they will select a problem and each member will 
know what character he is to play. 

"For instance, you might choose the problem of the teenage girl 
who was supposed to come home from the dance at eleven and 
still hasn't shown up at one o'clock. The characters would be the irate 
and worried mother and father, perhaps a grandmother, the teenage 
girl's younger sister, the teenage girl herself and her chum who is 
going to spend the night with her. How will the family muddle 
through this problem? This is an example of a problem. Our five 
members may use this or another one of their own choosing." 

While this group was planning its sociodrama, the instructor dis
cussed with other members of the group the various types of ma
terial that could be used to stimulate group discussions. Well selected 
recordings, brief reviews of articles or books, or relevant current 
events, would all be effective as background material for discussions. 

In about ten minutes the sociodrama group returned and put on 
its act, which both actors and audience enjoyed. Mter the socio
drama, the leader again demonstrated how to start a discussion with 
the sociodrama as a basis. He said. "What did you think about the 
mother's way of handling the harshness of the grandmother?" This 
gave the discussion a push in the direction of family relationships. If 
the leader wanted rather to have the discussion go along the lines of 
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the effectiveness of the sociodrama as stimulus material, he would 
have said, "What were your feelings as you watched the sociodrama? 
Did you identify with any of the characters?" 

Another profitable demonstration is what is called "Brainstorm
ing" or the "Wild-Idea" session. 3 In the strict sense of the word this 
is not discussion, but is a device to get a rich flow of ideas, to break 
through needless restraints, and to get people to express themselves. 
It is well worth describing and might be useful to discussion leaders. 

The group may select a problem on which to work-one in which 
they are interested. The leader explains that for a certain length of 
time, say 15 minutes, every one in the group will give out any ideas 
he may have about the problem and how to solve it. Half-baked 
ideas, fragments-anything and everything that a person thinks-is 
acceptable. All judgment of ideas is temporarily suspended. There 
is to be no criticism. After one person has an idea and expresses it, 
another may build on it, and still another, and so on. 

The entire group works on the problem. Each person may see a 
slightly different facet of the solution. On the other hand, another 
person may have a completely new and different approach. The ob
jective is to get ideas flowing freely and plentifully. 

Under the above conditions, group members who felt they were 
almost without original ideas are sometimes surprised at how many 
good ideas they have. 

Usually, a record is made of the "wild-ideas," and they are later 
evaluated for their practicality and usefulness. 

As can be seen, the instructor leans heavily upon demonstration 
as a teaching device. Any films on discussion leadership are, of course, 
also demonstrations, either of the way to conduct a discussion or the 
way not to conduct a discussion. 

Demonstration is not limited to the official workshop alone. Work
shop members who may have previously attended a series of dis
cussions conducted by a competent leader may find that all the 
demonstrations witnessed in the past become valuable as the present 
workshop experiences reinforce them. 

The instructor, by his own attitudes and methods, becomes the 
most valuable demonstration of all. Ideally, attitudes and methods 

8 Osborn, A. F. Applied Imagination. New York: Charles Scribner's Sons, 
1953. 
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should be cut out of one piece of cloth. It will be recognized, of 
course, that attitudes are always inferred from some type of observ
able behavior. 

The workshop members observe how the leader functions. By this 
close observation they begin to know how to conduct a group dis
cussion-how to start it, keep it going effectively, and bring it to an 
end. They learn from watching the leader how to respond to the 
group's thoughts and feelings, how to accept them with understand
ing, and how to pull the ideas of the group together from time to 
time. In nearly all learning, imitation plays a major part. With work
shop members, this is not a slavish, mechanical thing. Each member 
uses the model of the instructor as a basis for beginning to work out 
similar methods that carry the different stamp of each individual 
leader. 

Participation 

In the learning process there is considerable evidence that in order 
to bring about changes in attitudes and subsequent changes in be
havior, factual information alone will not do the job effectively. To 
put it another way, information alone rarely results in a marked 
behavior change. This is in no way a reflection upon facts or informa
tion as such, for certainly these are indispensable, and under certain 
favorable conditions may result in behavior change. 

However, the question is not so much whether workshop members 
have the information, but whether they are actually able to lead dis
cussions acceptably. The probability is that they will not be able to, 
if the only instruction has been the giving out of fact and information. 

The attitudes and skills required to become an effective discussion 
leader go beyond merely having the information. Participation in the 
process itself, being a part of a number of good group discussions, 
communicating with the members of the group, and beginning to re
late positively with them, are all much more productive than being 
able to name off, one by one, or write down completely, and in logical 
order, the elements that go to make up good discussion leadership. 

If the workshop members have previously been a part of an effec
tive discussion group, they will have had numerous experiences in 
participation. This background, just as with the demonstration ex
periences mentioned above, constitutes an advantage, for as this ex-
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perienced person becomes a workshop member, he understands the 
process of involvement better, and will make a greater contribution 
to group interaction than if he had never previously been through 
the experience. 

Both with the more experienced person, and with those who have 
no experience, it becomes the function of the workshop instructor to 
provide those workshop experiences through which group members 
participate to their maximum in the total process. Only in such a way 
will their learning become optimal in the sense that attitudes and be
havior may undergo desirable changes. 

The mistake is sometimes made of equating only verbal expression 
with involvement. Great emphasis is placed on "getting everybody 
to talk." It is true that verbal communication is important. Without it, 
in the context which we are here considering, there would be no 
group discussion. However, a person may talk without becoming 
much involved with the group, or he may talk little and become 
deeply involved. In the experience of workshop instructors, some
times a member who talks very little, but who feels with and for the 
group members, and becomes well liked by them, may develop into 
an excellent discussion leader. 

The involvement considered here as necessary for the development 
of good discussion leaders begins with establishing satisfactory rela
tionships with other group members, including the instructor. The 
initial step in this direction is for the instructor to familiarize the 
group with the names of every other person. There are various meth
ods for doing this. The time consumed in getting everyone acquainted 
with everyone else, which would include a knowledge of the names, 
is time well spent. 

As important as it is, knowledge of names is a somewhat superficial, 
mechanical type of learning. Other learning is more important and 
more subtle, and brings about increasing involvement. 

As the leader demonstrates that he is able to accept divergent views 
from different members and that he recognizes and accepts their 
emotions, the group members become freer in their expressions. Al
though in such circumstances one would not necessarily say that the 
person completely expresses his real self, certainly more and more 
of that real self is revealed. As this occurs on the part of different 
members, each responds more to others in the group. Each person 
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gives more of himself and receives more from others. It is this affec
tive interaction which constitutes involvement. 

Actually the instructor is officially in a place of authority, which 
in itself is a threat to some people. If the person in the place of au
thority does not use his influence to dominate any individual, to "shut 
him up," or "show him up," or "get him told," threat is removed from 
the situation, resulting in a general feeling of relaxation and ease. 
Thus, threat-reduction becomes a definite function of the instructor 
and is essential to effective involvement. 

When threat is reduced, establishing satisfying relationships with 
others becomes easier. The process of becoming friends is accelerated. 
In a successful workshop, great cohesiveness is developed, consider
ing the short time the people are together. For these leaders-in
training to experience this quickly maturing cohesiveness enables 
each of them to provide the same satisfying experiences for the 
groups which they will be leading later. This kind of belonging is 
affectional, a reciprocal regard and consideration. Perhaps the group 
discussions conducted by the leaders developed by the workshops 
will fulfill no greater office in the lives of the participants than this 
relationship of true belonging. 

People often walk through life unknown by others, even those with 
whom they have the closest contacts. Likewise, they live unknowing 
of others. The real person lies hidden away, fearful of revealing him
self. 

In the freedom of group discussions, the opportunities for the real 
person to show himself are greater than in ordinary meetings. He 
reaches out tentatively and timorously at first, then sees that the in
structor responds acceptingly. Not only the instructor, but others, too, 
accept his deepest feelings. This free expression becomes contagious. 
All begin to see that there are common elements in these once hidden 
feelings. There arises a sense of kinship and understanding. The 
group member feels he belongs in a true sense, in that his inmost 
feelings, his irksome and persisting problems, his inner needs, his 
hopes, his aspirations, are much the same as those of his fellows. He 
has found brothers and sisters. The positive learning from this in
volvment is great. 

Essential to this involvement, and a function of the instructor, is to 
keep verbal communication lines clear. The arrangement of the work-
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shop seating should be such that communication becomes easy. The 
person feels at home talking, or he feels at home remaining silent. 
Face to face seating is important in that it facilitates not only con
versation, but communication in all the other subtle ways people com
municate, by facial expressions, gestures, a meeting of glances. A cir
cle, with the leader seated side by side with other members, is usually 
practical, or in the case of large groups, two circles, one inside the 
other. 

Through involvement in the total process of the workshop, the 
leader-in-training develops understanding of the atmosphere he is 
to help create and the methods by which it is created, when he later 
becomes a discussion leader. 

Analysis of Process 

While the learning from demonstration and participation, as has 
been stated above, is an essential part of the design of the workshop, 
it may not be entirely new but may have been experienced in group 
discussions prior to the workshop. If so, members are strengthened 
by experiencing demonstration and participation again. 

However, it is doubtful whether any of the members, unless they 
have received some professional education in the applied side of so
cial psychology, will ever have received any training in process analy
sis. For the purposes of the workshop, the more technical process 
analysis of the professional social psychologist is unnecessary. 

The process analysis should not be confused with a summary of 
the group discussion. The summary largely has to do with the con
tent of the discussion. 

Process analysis, for the development of the lay discussion leader, 
consists of a critical examination of the group discussion to determine 
what actually went on between members of the group, including the 
instructor. If the discussion was profitable and satisfying, why was 
this so? If it failed at some point, what was the reason for failure? 
What was the role of the instructor and what did he say or do to 
bring about certain results? What was the response of the group to 
him and what were their reactions to each other? 

In some workshops this activity has been called "discussing the dis
cussion." This is quite an accurate name for it. This period of analysis 
is usually carried on in the same way as the rest of the meeting-dis-
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cussion with maximum participation by members. There are some 
differences, however, which will be touched upon later. 

One of the dangers of "discussing the discussion" is that the group 
may become too self-conscious of what it is doing. This group intro
spectiveness may act as an inhibitor. For this reason, in most of these 
workshops, the period of analysis, particularly at the first several 
meetings, is very brief and comes at the end of the meeting. Never
theless, even from a brief analysis, group members come to observe 
more keenly what is going on and why. 

Because of this danger of becoming over-introspective, the group 
should discuss something with content which has nothing to do with 
the techniques of group discussion in the initial meetings. However, 
this content should be something of vital interest to the members to 
give them the experience of participating in a lively, satisfying group 
discussion. 

In developing leaders for parent-child relations discussions, the 
content of the discussions was actually parent-child relations rather 
than beginning by talking about what goes to make a good discussion 
leader. 

Toward the end of a first meeting, in about the last five to ten min
utes, the instructor said, "I am reluctant to stop such a good discus
sion, but we should, for a few minutes, consider what has happened 
here and why. If we had a good discussion, why did we? If the dis
cussion fell short of its mark, why did it? Who has an idea about this?" 

A member spoke up, "I think we were made to feel at home by the 
way we were introduced. I've been in the same club with Marjorie 
for years and I've found out more about her in this short time than 
I have in four years." (Laughter) 

Another said, "It didn't seem hard to get started. You seemed to be 
interested in what we had to say." 

And still another, "I had a feeling everybody was friendly. I think 
one of the aims of the meeting was friendliness." 

Or another, "When I saw that you accepted Edward's worries 
about his children as being perfectly natural, I wasn't afraid to talk 
about my worries. I thought I was the only one that worried so much. 
Now, I feel better because it seems we're all anxious about our chil
dren. I don't feel so alone." 

The instructor then summed up these observations with: "You felt 
at home because of the way we were introduced. You knew some-



thing personal about everyone here. The leader's interest in what you 
had to say encouraged you to say more. He accepted your feelings, 
including your anxiety, and that made you freer to talk about your 
feelings." 

As one can see, this is no technical analysis, which is not called for, 
but only a down-to-earth clarification of what happened and why. 
Process analysis, in the sense used by the experimental social psy
chologist, would be irrelevant to this situation. 

As the workshop goes on, more and more time is devoted to analy
sis. For the first three meetings or so, just a few minutes at the end 
of the meetings is sufficient. By the fourth meeting, the period could 
be lengthened to 15 or 20 minutes. If there are six meetings, it may 
be that devoting a full half hour to analysis at the last two meetings 
would be justified. 

In some of these periods of process analysis the instructor may 
deem it necessary to explain certain elements of the process more 
fully. He becomes more an "expert" as he tries to give a clear picture 
of all that goes to make for good discussion leadership. Yet the meet
ing remains free with much give and take. Participation is still the 
method. Group members have many questions. These questions keep 
cropping up again and again. Sometimes they are answered to satis
faction only when the member has had a number of field experiences 
in leading discussions. 

If the right professional person can be found, a process analyst is 
a valuable addition to the workshop. This person should be trained 
in group processes, but able to talk and write on a non-technical 
level. He should take notes on all meetings from beginning to end. 
These notes are invaluable to the instructor, even if many of them 
do not become available to workshop members. 

The process analyst may take over at the end of each meeting for 
the period of "discussing the discussion." He may also furnish to mem
bers written reports that will greatly aid them in their understanding 
of the elements of a good discussion, and what constitutes good lead
ership. 

Usually at the last two meetings of the workshop, films that present 
material directly related to leading or organizing discussions are pre
sented. There are several films of this kind.' 

' See page 23. 



While the emphasis here has been on the non-technical aspects ·of 
process analysis, in certain cases with leaders-in-training who mani
fest an interest, an introduction to the more professional aspects of 
process analysis might be justified. This can be done in part by giving 
to interested members a bibliography of the relevant literature. 5 

It might be profitable also to introduce the group to certain func
tional roles that group members assume. Members may certainly 
originate their own names for these functions. The names, as far as 
possible, should be self-explanatory. Sometimes supplying a list may 
alert members to this method of analysis. The following check list 
will serve to suggest some of the more common roles. A member may 
function in several during a meeting, or he may always assume only 
one. 

Initiator 
Information Giver 
Fact Seeker 
Coordinator 
Summarizer 
Humorist 

Evaluator 
Peacemaker 
Objector 
Recognition Seeker 
Encourager 

There are a number of advantages accruing from such an identifi
cation of the definite part or parts each member may take. The leader 
begins to observe the behavior of members more objectively. Knowl
edge of the relation of each member to the group increases under
standing of the character discussions may assume. The leader is thus 
prepared for various turns of the discussion. 

An example of this lies in identifying a member who is consistently 
an objector. By this identification the leader may diminish any feel
ings of threat members may feel from the objector. The leader ac
cepts the objector, but treats his constant objections casually as a 
natural part of the discussion. Where it is possible, he may even point 
up the validity of the objections. 

The identification of roles may be considerably expanded beyond 
the list given above. But the instructor should keep in mind that the 
purpose of the workshop is to produce good discussion leaders, not 
technical experts in group dynamics. For this reason, this part of 
process analysis should be kept brief and simple. 

5 See Bibliography, page 27. 
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Practice 

In learning any skill or set of skills, there is no substitute for prac
tice. For development of discussion leaders, opportunities must be 
provided for practice. Some of these experiences can take place right 
in the workshop, with the result of developing both skill and confi
dence. 

One of the advantages of the permissive type of group discussion 
is that a member may become an emergent leader. In one workshop 
session Mr. B made a statement, "It seems that all of us are agreed 
that any discipline that is too harsh isn't good." 

Mrs. C said, "That's true, but I still believe a good spanking now 
and then clears the atmosphere." 

Mr. B, "You're against harshness, but you think a spanking that 
isn't too harsh may do good." 

Mrs. C, "Yes, I do." 
Mrs. X, 'Tm against spankings. They're an admission of failure." 
Mr. B, "You have a different point of view. Your experience is that 

there are better ways than spanking." 
Mr. B is serving an excellent purpose here. He shows that he has 

caught on to the way to respond to people to bring them out. Spon
taneously, he has assumed the role of leadership. He is already prac
ticing what he has learned. In an atmosphere of permissive discus
sion, he has temporarily emerged as a leader. 

In any free discussion, this leadership emergence usually takes 
place with many members. This is particularly true in discussions 
conducted by an official discussion leader who tries to promote direct 
verbal exchange between group members, rather than having all re
marks addressed to him alone. The group members "talk across" to 
one another. 

After discussions are started in the community, leaders may be on 
the lookout for these emerging leaders as prospects to attend the 
workshops. The community discussions become feeders for the work
shops. 

This emerging type of leadership is a kind of practice that may 
occur in any good group discussion, but other necessary practice be
comes possible only through the workshop. 

The instructor must plan specifically distinct experiences in which 
a member may consciously practice as a discussion leader. Beginning 



at about the fifth session, a brief film may be shown (length 10 or 11 
minutes) . Following this, the larger group of about 30 may be di
vided into three sub-groups of ten each, which go to separate places 
for short discussions. The instructor may appoint the leader for each 
group, usually selecting those that have shown the most promise. 
After the sub-group meetings all groups meet together again to dis
cuss the results of these smaller discussions under leaders-in-training. 

In such a way, six leaders will have had the experience of leading 
discussions before the workshop is over. These sessions are a part of 
the gradual process leading to practice apart from the workshop. 

There is a distinction between these sub-group meetings and what 
is generally called a ''buzz session." Usually, the buzz session is much 
briefer and for a more superficial function, such as getting quick opin
ions, or making quick and perhaps not-too-important decisions. Many 
times the buzz session is leaderless. 

As was stated earlier, there should be a definite plan of action 
which is to follow the workshop. If 30 people have stayed through 
the workshop, a certain percentage of them will wish to participate 
in actually leading discussions in a planned program in the commu
nity. Others will have discovered in the workshop that they do not 
want to lead discussions and that they have some other function. 
Others may wish to apply their learning in some organization to 
which they belong, such as a club or a class they teach-a valuable 
community service. 

Whatever number wishes to get into a program of discussions in 
the community should have further opportunities for practice. If this 
action program in the community has already been planned and an
nounced, the motivation of the leaders-in-training will be stronger 
during training, since they will be preparing to do something definite. 
Leaders should be kept informed about progress in the community 
action program. 

At the end of the sixth workshop meeting most of these prospec
tive leaders will not be quite ready to go into action. A few will. It 
is usually necessary for the instructor to have from three to five ad
ditional meetings. Even the leaders who feel they are ready for com
munity discussions, as a rule, also wish to attend. Particular ques
tions of discussion leadership are presented by the members. Most 
of these questions have to do with emotional barriers which must be 
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removed before the leader-in-training is willing to attempt to lead a 
discussion outside of the workshop. 

If during this period any leaders who are actually in the process of 
leading discussions can make reports, they will make a contribution 
to the less experienced leaders-in-training. Their mistakes will be the 
occasions for more learning, and their successes will be stimulating 
and encouraging. 

With most beginning leaders, it is desirable first to let them lead a 
"one-shot" meeting, a single meeting in contrast to a series. Fre
quently, the program committee of a local organization would like to 
have a film presented, followed by discussion. Here the leader has 
a chance to try his wings. After two or three of these efforts, he will 
be ready for a series. 

The discussion in series seems to hold greater promise for helping 
people than single meetings. If the same group meets with the same 
leader for six discussion periods, people and leader come to know 
each other and develop the cohesiveness that is desirable. Sometimes 
such groups may organize and continue to meet indefinitely. 

As leaders go out for their first experiences, usually it is reassuring 
if one good friend from the workshop can go with them. This person 
can serve to "pick things up," if there comes a lag in the discussion. 
This lag usually does not occur, but the new leader thinks it might oc
cur and would like to have help close by-just in case. 

After an action program is under way, leaders will wish to have 
periodic meetings to share experiences, and to learn from each other. 
Usually, they like to have their original instructor with them, if pos
sible. 

The Action Program 

It may become the direct responsibility of the workshop instructor 
to stimulate an action program. The action program of fostering 
group discussions in the community does not just happen. Usually a 
committee with a chairman who has considerable know-how in pro
moting such meetings, begins to make contact with churches, P. T .A.' s, 
and other organizations which might wish to sponsor a series of 
group discussions. The instructor may help to get such a committee 
started. 

The planning of this committee has to be far ahead because the 



meetings must be well-advertised to be well attended. Most volunteer 
discussion leaders are busy people and must schedule such a large 
required segment of their time far ahead. 

Films that are desirable for the discussions must be carefully se
lected and reserved weeks, or even months, in advance. Some states 
have film libraries which furnish free films to any group which will 
pay the return postage, or at most a small rental fee. 

The action program in some communities has become so large that 
the local mental health association, usually in a large city, has em
ployed a full-time or part-time secretary to schedule meetings and 
supply these meetings with leaders. Most communities carry on ac
tion programs through volunteers who do the planning and make the 
contacts. 

In planning the action program, it is advantageous for the com
mittee to have a definite design for advertising the group discussions. 
One of the simplest and most effective ways is to pass out carefully 
designed publicity material at the public meeting of the organization 
that will sponsor the group discussions.6 Apart from the advertising, 
a committee or an individual will have certain initial contacts to 
make. 

The following concrete example of the contacts made to secure a 
series of group discussions, and the results, will be the most construc
tive way of helping the workshop instructor, or the committee dele
gated to this duty, know how to get the job done. 

In one particular case the workshop instructor had assumed the 
full responsibility for initiating the action program. Later the carry
ing of the work was done by a committee. The instructor telephoned 
the principal of a large elementary school, informed him that he had 
nothing to sell, nor represented anything commercial, but rather was 
a part of a program having to do with bettering parent-child relations. 
He also informed the principal that this program was sponsored by 
the local mental health association. He asked the principal for an ap
pointment when the program might be explained more fully, par
ticularly what it had to offer to the schools. 

In the subsequent interview with the principal, the instructor ex
plained the program in detail, including the information, if the school 
decided to sponsor a series of group discussions, that the school would 

8 Hereford, Carl, op. cit., p. 13. 
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have no extra expense other than the services of the custodian one 
night a week, and perhaps some paper for advertising. Also, the in
structor showed the principal the type of advertising that would go 
out to bring the parents to the meetings. 7 

Next, a meeting was arranged with P.T.A. officers, where the in
structor repeated everything he had told the principal. The P.T.A. 
decided to sponsor the series as their official "study course," which 
requires six two-hour meetings. They then proceeded to plan the se
ries in detail, in conjunction with the instructor, including the follow
ing: light refreshments, someone to operate the projector, someone 
to mimeograph or ditto the advertising, and a committee to see about 
babysitting facilities. 

Churches also like to sponsor group discussions. Arrangements are 
made in much the same way as with the school. Advertising may be 
passed out by ushers following weekly services. In many churches 
young parents like to organize and hold periodic meetings in which 
they discuss their mutual problems. 

There are many ways discussion leaders can be used in communi
ties. Leaders developed in the workshops are now leading discussions 
of police officers concerning the problems confronting them in their 
work. Leaders are also being used in Alcoholics Anonymous. The 
area of parent-child relations is apparently the most popular. 

More and more people are finding the multiple advantage of group 
discussions. Skilled moderators will continue to be in demand in a 
growing variety of discussions, as an enjoyable and essential part of 
our coming of age as a democracy. 

Planning the Two-Hour Workshop Sessions 

Although the workshops we are here considering are spontaneous, 
free-wheeling meetings, this does not mean that careful planning is 
not needed. The instructor should have well-thought-through plans, 
preferably written on a card in order that they may be followed on a 
time schedule. 

Usually the meetings run about two hours. It is difficult to accom
plish much in a shorter period. A longer one becomes tiresome. 

In the following pages an instructor's plans for an entire workshop 
will be outlined. The reader will notice a gradual change in the nature 

7 Op. cit., pp. 11-13. 
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of these meetings. In the beginning, participation and demonstration 
consume the most time, and process analysis the least. Toward the 
last, practice and process analysis take nearly all the time. 

January 12-Time: 7-9 P.M. First Meeting. 

7: 00--7: 10 Explain methods for the meetings, general objectives. 

7:10-7:25 Introductions-pair everybody off and have each person in-
troduce his partner and tell something interesting about him. 

7 :25-7 :30 Introduce film, "Preface to a Life." 

7:30-7:50 Film. 

7:50 Start discussion. 

8:30-8:40 Coffee break. 

8:40-8:50 Continuation of discussion. 

8:50-9:00 Analysis of meeting. 

January 19-Second Meeting. 

7:00--7:05 Brief review of purposes, plans, particularly for new mem
bers. 

7:05-7:15 Introduce new members. Have everybody review names of 
everybody else. See if anyone will try to call off everyone's 
name. Perhaps others will call off eight or ten. 

7: 15-7: 18 Introduce film, "Parents Are People, Too." 

7:18-7:36 Film. 

7 :36 Start discussion. 

8:12-8:15 Brief summary of discussion. This will demonstrate summary 
technique by leader. 

8:15-8:25 Coffee break. 

8:25 Continue discussion. 

8:40-8:50 Process analysis. 

January 26-Third Meeting. 

7:00-7:10 Work on names! Everybody should know all the names! 

7:10-7:13 Introduce film, "The Fears of Children." 

7:13-7:38 Film. 
7 :38 Start discussion. 
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8:12--8:18 Summary of discussion by the group. This demonstrates a 
different method of summarizing. 

8:18--8:28 Coffee break. 

8:28 More discussion. 

8:40-8:50 Process analysis. 

February 2-Fourth Meeting. 

7 :00-7 :05 Work on names. 

7:05--7:08 Group member introduces film, "The Feeling of Rejection." 

7:08-7:38 Film. 

7:38--8:12 Discussion. 

8:12--8:18 Summary from notes of one member who was requested to 
summarize. This is still another technique of summarizing. 

8:18--8:28 Coffee break. 

8:28-9:00 Process analysis. 

February 9-Fi#h Meeting. 

7:00-7:05 Divide into 3 groups from 8-10 each. Appoint 3 leaders. 

7:05--7:10 Groupmemberintroducesfilm, "Shy Guy." 

7:10-7:21 Film. 

7:21-7:50 Three group discussions led by 3 workshop members. 

7: 50-8: 00 Coffee break. 

8:00-8:30 Film, "How to Conduct a Discussion." 

8:30-9:00 Discussion of film and reports from the three groups. 

February 16-Sixth Meeting. 

7: 00-7: 05 Name leaders for 3 groups. 

7: 05--7: 10 Group member introduces film," Anger at Work." 

7:10-7:25 Film. 

7:25--7:55 Three group discussions. 

7: 55--8: 05 Coffee break. 

8:05--8:35 Film, "How to Organize Discussion Groups." 

8: 35--8: 50 Discussion of film and discussion leadership techniques. 

8:50 Announcements of plans for action program with discussion 
leaders and follow-up meetings for those interested. 
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Sources for Mental Health Films 

(Nearly all State Deparbnents of Public Health also have mental health 
fihns). 
Anti-Defamation League of B'nai B'rith, 515 Madison Ave., New York, 

10,N.Y. 
Coronet Instructional Films, 6.5 E. Water St., Chicago 1, Ill. 
Dynamic Fihns, 112 W. 89th St., New York 24, N.Y. 
Encyclopedia Britannica Films, 1150 Wihnette Ave., Wihnette, Ill. 
Health Education Council, No. 10 Downing St., New York 14, N.Y. 
International Fihn Bureau, 57 E. Jackson Blvd., Chicago 4, Ill. 
McGraw-Hill, 330W. 42nd Street,NewYork36, N.Y. 
Mental Health Fihn Board, 267 W. 25th St., New York 1, N.Y. 
Mental Health Motion Pictures, Public Health Service Publications, Super

intendent of Documents, U.S. Government Printing Office, Washington 
25, D.C. 

The National Association for Mental Health, 10 Columbus Circle, New 
York 19, N.Y. 

The National Conference of Christians and Jews, 43 W. 57th St., New 
York 19, N.Y. 

The National Education Association, Dept. of Audio-Visual Instruction, 
1201 Sixteenth St., N.W., Washington 6, D.C. 

The National Fihn Board of Canada, Canada House, 680 Fifth Ave., New 
York 19, N.Y. 

The National Woman's Christian Temperance Union, 1730 Chicago Ave., 
Evanston, Ill. 

The New York State Youth Commission, State Campus Building, 2, Albany, 
N.Y. 

Teaching Film Custodians, 25West43rd St., New York 63, N.Y. 

Films on Group Discussions: 

All I Need is a Conference--30 minutes-Henry Stauss & Co., New York. 
Buzz Session-22 m.-United Auto Workers, Detroit. 



Discussion in Democracy-11 m.-Coronet. 
Group Discussion-12 m.-McGraw-Hill. 
How not to Conduct a Meeting-IO m.-General Motors. 
How to Conduct a Discussion-24 m.-EBF (Encyclopedia Britannica 

Films). 
How to Organize a Discussion Group--21 m.-EBF. 
Let's Discuss lt-29 m.-IFB (International Film Bureau). 
Let's Talk About Films-18 m.-IFB. 
Room for Discussion-24 m.-EBF. 

Films on Role Playing (or Sociodrama>: 

Role Playing in Guidance-13 m.-University of California. 
Role Playing Human Relations Training-27 m.-NEA. 

General Mental Health Films 

ENCYCLOPEDIA BRITANNICA Fn.Ms 

Belonging to the Group--15 minutes 
Don't be Afraid-12 m. 
Don't Get Angry-12 m. 
Mental Health-12 m. 
Personality and Emotions-13 m. 
'T'l-ie Son-28 m. 

INTERNATIONAL FILM BUREAU 

Adventure in Maturity-22 minutes 
Anger at Work-21 m. 
Angry Boy-32 m. 
Farewell to Childhood-24 m. 
Fears of Children-29 m. 
First Lessons-20 m. 
Retire to Life--22 m. 
Roots of Happiness-24 m. 
Someone Who Cares-23 m. 
Ulcers at Work-26 m. 

McGRAW-HILL 
Borderline--27 minutes 
Breakdown-40 m. 
Family Circles-31 m. 
Feeling of Hostility-27 m. 
Feelings of Depression-30 m. 
Feeling of Rejection-23 m. 
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The Golden Age-30 m. 
Having Your Say-6 m. 
High Wall-32 m. . 
Making Life Adjusbnents 
Nation's Mental Health-18 m. 
Over Dependency-32 m. 
Shyness-23 m. 
Stress-11 m. 
To Serve the Mind-25 m. 

NATIONAL FILM BOARD OF CANADA 

Breakdown-42 minutes 
Child Guidance Clinio-23 m. 
Stress-11 m. 
What's On Your Mind-11 m. 

FILMS FROM v ARIOUS SOURCES 

A Family Affair-31 minutes-Mental Health Film Board. 
In a Strange Land-27 m.-The Hogg Foundation for Mental Health. 
Mental Hospital-20 m.-Oklahoma State Deparbnent of Health. 
A Place to Live-25 m.-Dynamic Films. 
Preface to a Life-29 m.-National Association for Mental Health. 

McGraw-Hill Mental Health Films About Special Age Groups 

AooLESCENCE 

Meaning of Adolescence-16 minutes 
Meeting the Need of Adolescents-19 m. 
Age of Turmoil-20 m. 
Facing Reality-11 m. 
Discipline During Adolescence-16 m. 
Emotional Maturity-20 m. 
Toward Emotional Maturity-IO m. 
Social Acceptability-20 m. 
Social Sex Attitudes in Adolescence-22 m. 
Who's Delinquent-16 m. 

AGES AND STAGES 

He Acts His Age-13 m. 
The Teens-26 m. 
Terrible Twos and Trusting Threes-20 m. 
Frustrating Fours and Fascinating Fives-22 m. 
From Sociable Six to Noisy Nine-22 m. 
From Ten to Twelve-26 m. 
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CHILD DEVELOPMENT SERIFS 

Children's Fantasies-21 m. 
Children's EIDotions-22 ID. 
Sibling Rivalries and Parents-11 ID. 

International Film Bureau 

FILMS ON AooLESCENCE 

Who is Sylvia-27 minutes 
Joe and Roxy-27 ID. 
Howard-27 ID. 

JUVENILE DELINQUENCY FILMS 

Boy with a Knife-20 minutes-IFB 
A Criminal is Born-21 ID.-Teaching Film Custodians 
Families First-18 m.-New York State Youth Commission 
Juvenile Delinquency-27 m.-McGraw-Hill 
Right or Wrong-10 m.-Coronet 
That Boy Joe-18 ID.-National WCTU 
Who's Delinquent-16 m.-McGraw-Hill 
Step by Step-20 ID.-IFB 
Frightened Child-19 ID.-IFB 
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