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Introduction 

Welcome! 

Facilitating group work, such as fun games, nature-based 

experiences, adventurous activities and reflections on the 

outcomes - is a really fun and effective way to engage with 

young people. It provides a rich learning environment and 

developmental opportunities that can result in life 

changing personal growth and empowerment.  

LǘΩǎ ǇǊŜǘǘȅ ƎƻƻŘ ŦƻǊ ǘƘŜ ȅƻǳƴƎ ǇŜƻǇƭŜ ǘƻƻΗ  

 

This training course is designed to:  

¶ place you, as a learner at the centre of the experience  

¶ expand and add value to your existing practice 

¶ be consistent with the principles and diversity of ideas represented in this manual 

¶ allow for the practice of group facilitation in a safe and supportive environment  

 

This manual is designed to be written and drawn in during the training course, with questions to 

consider for your own learning, and the hope that it will remain as a useful resource to look back on 

as your facilitation develops. It has evolved from the intensive training delivered by The Outlook 

(under various Queensland Government Departments), and remains an inspiring and effective 

course that serves to connect facilitators with the praxis of group work. 

 

Throughout this manual we have used the terminology of facilitator and learner to differentiate our 

roles in formalised group work, while acknowledging that we are all learners in the process. As 

facilitators, we must unlearn some key behaviours to be able to participate authentically in the life 

of the group, build an honest relationship with group members, and engage with the process of 

reflective practice so we can continue growing within ourselves. What a great place for us to begin! 

 

There is a real power and magic in group work, so we warmly invite you to join with us! 

 

You may wish to list ǘƘŜ ƴŀƳŜǎ ƻŦ ǘƘŜ ǇŜƻǇƭŜ ƛƴ ǘƘŜ ƎǊƻǳǇ ƘŜǊŜ ǘƻŘŀȅΧ  
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Hopes and Concerns  
 

What do you hope to gain from this training course? 

 

 

Expectations/Hopes Concerns/Fears 

What I want to happen! 

 

 

 

 

 

 

 

 

 

 

 

²Ƙŀǘ L ŘƻƴΩǘ ǿant to happen! 

Action:   How I will make this happen? 

 

 

 

 

 

 

 

 

 

 

Action:  How I will stop this from happening? 
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Understanding your strengths and learning preferences: 

 

How do you best learn something new? 

 

 

 

What do you remember the most from your education, and why? 

 

 

 

What are your key strengths in a team environment? 

 

 

 
Please rate your level of knowledge (from 1-10) or comment about: 
 
         Before this training       Revisit after this training     
 

Reflective Practice 

 

Locus of control  

 

Common Ground 

 

Needs and behaviour 

 

Working agreements 

 

Situational Leadership 

 

Stages of group development 

 

Adventure based learning 

 

Debriefing techniques 

 

Embracing conflict 

 

Co-facilitation 

 

Risk responsivity and management 

 

Program planning and evaluation  
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Foundations 
 
Window on the World 
 
Imagine that this square represents your view on the world.  

Place words or symbols inside the window to represent your core values and beliefs.  

 

 

 

Are there any non-core values you hold as being important in your work? 

 

How might your values and beliefs influence the way you see the world, and the people you 

associate with? 
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Reflective practice 

As facilitators, we must embrace and participate deeply in the process of critical reflection for 

ourselves, to become more aware of our biases, judgments and pre-conceptions, and how these 

may influence the situation and our relationship with the learners.  

An effective tool to help us explore this in more detail for ourselves, is the Johari Window.  

Spend time considering this to extend your window to the world on page 6.  

Perhaps you could invite a close colleague or supervisor to discuss this model with you, making 

notes on a page to replicate each of the relevant windowsΧ 

 

 

 

 

 

 

 

 

 

 

 

 

 

Being open to exploring new territory within ourselves - and using the techniques we will learn 

throughout this course - we can deepen our own personal skills and knowledge which will in turn, 

better serve the community of learners we work with. 

 

Changing perspectives can have three dimensions:  

¶ psychological (changes in understanding of ourselves),  

¶ convictional (revision of values and belief systems), 

¶ behavioral (changes in lifestyle and approaches).  

 

What are the pivotal changes that you have experienced in your life?  

http://www.totheedgecoaching.com/wp-content/uploads/2014/05/272202.3.jpg
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Dadirri, mindfulness and nature connection  
 

There is an Australian Aboriginal form of spirituality called Dadirri, which means inner, deep listening 
and quiet, still awareness. It is well worth researching more on this topic on the www. 
 
Dadirri recognises the inner spirit that calls us to reflection and contemplation of the wonders 
around us - it is a 'tuning in' experience with the aim to understand more deeply the beauty and 
connectedness of nature.  
 

 
 
Take time out to sit quietly in a natural place that is free of distractions. This is a powerful way to 
enhance connection with self and gain inspiration from nature.  
 
Undertaking mindfulness exercises in nature is rewarding, but sometimes can be a challenge to 
begin with. If you find it difficult to relax, try focussing on all your senses and your breathing as a 
meditation, do a sound map, or make insect observations to help you enter the space completely. 
Monkey brain is totally normal ς when persistent thoughts or feelings keep popping up, 
acknowledge them with gratitude for bringing up what may need more attention.  
 
Some people will prefer to undertake intentional solo time, often fasting and spending time in the 
same place to gain connection, while others get more from movement or free play in natural areas. 
Take yourself somewhere really specialΧ 
 
You will most likely experience: 

¶ Increased sensory awareness and insight, synthesis of ideas 

¶ Improved confidence, ability to learn and discovery of new thoughts  

¶ Increased attention span and ability to be fully present to a situation 

¶ Reducing stress and anxiety levels and increased resilience to emotional triggers 
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Presencing and discovering your Dharma 

Presencing is described as a process or journey (sensing + presence) leading us to a deeper source of 

knowing, similar to Dadirri. A U shaped diagram represents the process of letting go to ask deeper 

questions such as Who is our Self? What is our Work?  

As we connect with all our senses and letting-go (of our old ego and self), we allow a deeper source 

of knowing to emerge. The letting-come (of our future possibility: our Self) allows a resonance that 

emerges with clarity and we begin to operate with high levels of energy - often becoming an 

intentional vehicle for the future. ¢Ƙƛǎ άǊŜƭƛƎƛƻǳǎ ŜȄǇŜǊƛŜƴŎŜέ ƛǎ common to many traditions. 

 

 

Ancient Buddhist traditions refer to this process as discovering your Dharma - an inner wisdom, or a 

cosmic guidance that governs not only the individual, but the universe itself. Dharma aligns you with 

the cycles of nature, the energy of the universe, and the center of your Self τ your Being. 

A path to discover your purpose can be found by consciously taking steps, and the path itself will 

help you in the right direction. Walking this path is not about success, but about harmony τ with 

yourself, your thoughts, your words and in your actions. 

1. The Path of Joy ς learn to listen to your emotions, choosing actions for joy rather than fear  

2. The Path of Synchronicity ς watch for and follow guiding lights of coincidence to find your purpose 

3. The Path of Letting Go ς release everything that is non-essential to allow more to come in 

4. The Path of Practice ς make rituals of the healthy practices that serve you 

5. The Path of Being ς create space to connect with cycles of nature and your Self 

 

What stories do you know about the personal experiences of the community 

leaders that have inspired you with their Dharma? 
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Locus of control and empowerment 
 

How do you think the young people you work with experience their locus of control? 

 

How can we better create opportunities for people to share power, and have some control over 

their education? 

 

A fundamental principle of group work is that facilitators will find ways to share power with 

everyone in the group, not to hold power over them. While this can be very difficult to do initially ς 

eg. due to previous experiences, expectations or abilities - we must do our best to ensure learners: 

¶ feel a sense of belonging, and are well supported in their choices 

¶ experience taking responsibility for their actions, for better and worse 

¶ participate in group processes and consensual decision making 

¶ have the opportunity to share control of an important group process eg working agreement 

 

Creating circumstances that change or challenge the existing power base, and allow everyone the 

chance to experience autonomy, freedom and power of choice is at the heart of well-designed group 

work. This takes a real commitment to sharing power, not holding it.  As facilitators we work with a 

tension between; 

¶ intentional role modelling of values and 

¶ respecting the right of individuals to choose their own values.  
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Ubuntu and finding Common Ground 

 
A common philosophy of indigenous cultures around the world relates to the importance of 

interconnectedness and honouring each other άƻƴ ŎƻƳƳƻƴ ƎǊƻǳƴŘέΦ Southern African people refer 

to this as Ubuntu: 

άLǘ ǎǇŜŀƪǎ ƻŦ ǘƘŜ ǾŜǊȅ ŜǎǎŜƴŎŜ ƻŦ ōŜƛƴƎ ƘǳƳŀƴΦ ²ƘŜƴ ǿŜ ǿŀƴǘ ǘƻ ƎƛǾŜ ƘƛƎƘ ǇǊŀƛǎŜ ǘƻ ǎƻƳŜƻƴŜ ǿŜ ǎŀȅΣ 

Yu, u nobuntu; hey, so-and-so has Ubuntu. Then you are generous, you are hospitable, and you are 

friendly and caring and compassionate.  You share what you have. It is to say, my humanity is caught 

up, is inextricably bound up, in yours. We belong in a bundle of life. We say a person is a person 

through other persons. It is not I think therefore I am. It says rather: I am human because I belong, I 

participate, and I share. A person with Ubuntu is open and available to others, affirming of others, 

does not feel threatened that others are able and good, for he or she has a proper self-assurance that 

comes from knowing that he or she belongs in a greater whole and is diminished when others are 

humiliated or diminished, when others are tortured or oppressed, or treated as if they were less than 

ǿƘƻ ǘƘŜȅ ŀǊŜΦέ Desmond Tutu 

If our selfhood is defined by others, and manifested through our actions among family and within a 

school community, this is a deeply personal philosophy that calls on everyone to mirror our 

humanity for each other. It can be seen and felt in the spirit of willing participation, unquestioning 

cooperation, warmth, openness, and personal dignity. Each person has vital role to play, which must 

be held in balance, no one dominating the other.  

This world view, and way of being is described as finding ά/ƻƳƳƻƴ DǊƻǳƴŘέ ǿƛǘƘƛƴ ǘƘŜ ŦƭŜȄƛōƭŜ 

learning environment, and is very different to mainstream schooling in subtle but very powerful 

ways. This can be most evident in classrooms, staff meetings or any circle work, by observing when 

and how the power is held and shared with each other.  

Rather than being facilitator-centred, the group of learners on common ground are enabled as co-

facilitators of their own culture of learning. This requires work, patience, unconditional positive 

regard and careful strategies which are the core reason behind this training course. 

Facilitator - centred and directed Group - centred and facilitated 

Can be safe, supportive, full of belonging, 

learning, loving, engaging, fun, interesting ς 

depending on the skills of the facilitator 

Can be safe, supportive, full of belonging, 

learning, loving, engaging, fun, interesting ς 

depending on the skills of the facilitator 

Possible working agreement, dependent on the 

facilitator 

Strong working agreement held by the group 

Possible common ground space dependent on 

the facilitator 

Co-created common ground space with 

movement towards independence and 

sustainability. 

 

Which of these approaches do you think would be more sustainable? How have 
you experienced Common Ground in the past? 
 
  



Facilitators Manual 2018 

               Page 12 

Relationship-based Learning  

 

Consistent with common ground principles, Bishop (2017) maintains that in order to improve 

indigenous and marginalised learnerǎΩ ŜŘǳŎŀǘƛƻƴŀƭ ƻǳǘŎƻƳŜǎ we need to pay attention to: 

 

Creating a family-like context for learning by 

¶ wŜƧŜŎǘƛƴƎ ŘŜŦƛŎƛǘ ŜȄǇƭŀƴŀǘƛƻƴǎ ŦƻǊ ƭŜŀǊƴŜǊǎΩ ƭŜŀǊƴƛƴƎ 

¶ Caring for and nurturing the learner, including their language and culture 

¶ Voicing and demonstrating high expectations 

¶ Ensuring that all learners can learn in a well-managed environment so as to promote 

learning 

¶ Knowing what learners need to learn 

 

Interacting within this family-like context in ways we know promotes learning by; 

¶ 5ǊŀǿƛƴƎ ƻƴ ƭŜŀǊƴŜǊǎΩ ǇǊƛƻǊ ƭŜŀǊƴƛƴƎ 

¶ Using Formative assessment: Feedback 

¶ Using Formative assessment: Feed-forward 

¶ Using Co-construction processes 

¶ Using Power-sharing strategies 

 

Monitor learƴŜǊǎΩ ǇǊƻƎǊŜǎǎ ŀƴŘ ǘƘŜ ƛƳǇŀŎǘ ƻŦ ǘƘŜ ǇǊƻŎŜǎǎŜǎ ƻŦ ƭŜŀǊƴƛƴƎ ōȅ ŀǎǎŜǎǎƛƴƎ how well 

learners are able to: 

¶ Goals: Set goals for their learning 

¶ Pedagogy: Articulate how they prefer to learn 

¶ Institutions: Explain how they prefer to organise/be organised in their learning/learning 

relationships and Interactions 

¶ Leadership: participate in leadership roles and functions 

¶ Spread: Include others in the learning context and interactions 

¶ Evidence: provide evidence of how well they are progressing and what progress they are 

making 

¶ Ownership: take ownership of their own learning. 
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Group Work  

 

What groups are you currently a part of? 

 

Think, draw and/or write about the purpose and operation of these groups in different situations: 
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Human needs  

 

What are some examples of basic unmet needs that are likely to contribute to learner behaviour? 

 

What cultural elements could affect participation in group activities? 

 

How do you select individual learners to be involved in your intentional group work? 

 

 

 

 

 

 

 

 

 

 

 

  Pseudo                 Wi-fi, charged battery (!) 

 

 

Our behaviour is a direct reflection of how well our needs are being met ς in order to facilitate well, 

we must learn to recognise what are the deeper needs being felt or expressed by ourselves and 

others. 

Having this framework of recognising needs, and conducting a needs analysis: 

Á Informs our intent and affects program design  

Á Deepens understanding of learner behaviour 

Á Informs our responses and creates effective options 

Á Assists in separating the individual from the behaviour 
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Six psychological needs  

 

Consider how each of these needs are being met for yourself and for learners within your workplace. 

 

Certainty: 

¶ relates to the need for comfort and safety, in both our relationships and our physical 

environment 

¶ our experiences of certainty and security can influence our risk taking behaviour and societal 

roles 

Variety:  

¶ relates to the need for change and diversity which challenges us and provides opportunities 

for emotional and physical growth   

¶ our experiences of variety ach person is different and can influence daily routines and the 

way we seek learning and development opportunities  

Significance: 

¶ relates to the need for our life to have meaning and significance, most often met through 

work or relationships 

¶ Our desire and experience of significance and can influence our ethics, standards and 

relationships with others 

Love and Connection:  

¶ relates to the need to be cared for and cared about, as well as care for and about others.  

¶ desire for love and connection can result in variety of ways we seek to experience 

meaningful connection with other human beings. 

Growth: 

¶ relates to our desire to develop emotionally and intellectually - as well as physically.  

¶ desire for growth and learning is a powerful motivator 

Contribution:  

¶ Relates to a need to give back or make a difference to the world.  

¶ Contributing to a cause greater than oneself can result in a range of beliefs and behaviour. 
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Experiential learning 

Experiential learning (EL) can be defined as a process of άƭŜŀǊƴƛƴƎ ōȅ ŘƻƛƴƎ ǘƘǊƻǳƎƘ ǊŜŦƭŜŎǘƛƻƴέ   

The experiential learning cycle identifies four phases: 

DO 

REVIEW,   

ANALYSE 

PLAN 

 

 

 

 

 

 

 

 

 

Success! Because each cycle is cumulative 

and has different results, it is sometimes 

thought of as a ǎǇƛǊŀƭΧ ƻǊ ŀ ǇƻǿŜǊŦǳl spring! 

Principles of EL 

Experiential learning enables the construction of knowledge, skill, and value from direct experiences; 

and to facilitate it well, we need to understand the following principles: 

¶ EL places emphasis on the learner being an active agent in their own learning process.   

¶ Authentic learning tasks are set that engage learners intellectually, emotionally, socially, 

soulfully and/or physically, requiring them to take initiative, make decisions and be 

accountable for results. 

¶ Relationships are developed and nurtured: learner to self, learner to others and learner to 

the world at large. Exploring our own values forms the basis for future experience and 

learning. 

¶ Experiences are structured and supported by reflection, critical analysis and synthesis, while 

also focussing on spontaneous opportunities for learning. 

¶ The facilitator and learner may experience success, failure, adventure, risk-taking and 

uncertainty, because the outcomes of experience cannot totally be predicted. 

¶ The design of the learning experience includes the possibility to learn from natural 

consequences, mistakes and successes. 

  

Describe

REVIEW

What?

Question

ANALYSE

So What?

Apply

PLAN

Now what?

Experience

DO

Action!
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Group facilitation  

 

What is facilitation? 

 

 

What makes a good facilitator? 

 

 

Does this differ from leadership? 

 

 

Group work is often conducted under what is sometimes known as contractual facilitation ς that is a 

person is nominated in the role of group leader. There may be other natural leaders in the group 

who may assist or support the process ς they can also be acting as facilitators. 

 

Facilitation ƳŜŀƴǎ άǘƻ ƳŀƪŜ ǘƘƛƴƎǎ ŜŀǎƛŜǊέΦ Some of the key micro-skills and elements of facilitation 

include 

 

Role clarity and group purpose is important to be overt, so everyone in the group is clear about 

what each person is there to do and why. Facilitation of introductions and hopes and concerns is 

honouring and usually is the best way to start a group formation process. 

 

Commitment is invited from all group members to guidelines or principles that are best developed 

co-operatively. Challenge by choice means that learners have the right to participate at different 

levels in activities or discussions, selecting their own ways of getting involved in the experiences. ά5ƻ 

ȅƻǳǊ ōŜǎǘέΣ άL ǊŜǎǇŜŎǘ ȅƻǳǊ ŎƘƻƛŎŜέ ŀƴŘ άL ŎƘƻƻǎŜ ǘƻ ōŜ ŎƘŀƭƭŜƴƎŜŘΗέ ŀŦŦƛǊƳs individual choices. 

 

Participation by all group members helps to enable and deepen key learning in the group, Allow for 

a range of levels and styles of participation that respects any individual choices.  

 

Single speaking is a sign of group respect. Having one person speak at a time ensures an opportunity 

to hear what is being said. Ask the group how they would like to ensure this can occur. 

 

Positioning and comfort if group members are in a circle, it allows everyone to have eye contact, see 

facial expressions and body language. Co-facilitators can stand or sit opposite each other to pick up 

any non-verbal cues from each other and the learners, as well as alleviate a sense of ΨǘƘŜƳ ŀƴŘ ǳǎΩ. 

  

Asking permission of the group or an individual empowers and respects. The rule of thumb is if in 

doubt, ask permission.  

   

Make it fun and remain flexible - fun is a great learning tool and has potential to engage and 

involve. Fun and enthusiasm can help maintain group energy and motivate a group to complete a 

task. If the program or activity you planned is not working, change it up and move on. Never stay 

locked into something that is not meeting the needs of the group.  
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Clear communication skills are essential to clearly and succinctly provide information, guide 

conversations and invite others to share ideas. Remember OARS as an acronym to help maximise 

your communication style:  

Open Questions ς ƛƴǾƛǘŜ ƻǘƘŜǊǎ ǘƻ ΨǘŜƭƭ ǘƘŜƛǊ ǎǘƻǊȅΩ ƛƴ ǘƘŜƛǊ ƻǿƴ ǿƻǊŘǎ ŀƴŘ ƭŜŀǾŜ ǘƘŜ ŘƻƻǊ 

open for better answers. Begin with words such as "what" and "how" or phrases such as 

"What do you think about . . ." Open-ended questions should lead participants to think 

analytically and critically. Ultimately, a good open-ended question should stir discussion on 

the program. 
 Affirmations ς use of statements and gestures that recognise strengths & 

acknowledge behaviours that lead in the direction of positive change, large and small 
 Reflective Listening ς listen with open ears and heart. Be interested in what a person has 

to say & be engaged. E.g. repeat or rephrase; paraphrase to help clarify meaning; reflect 

feeling. 
 Summaries ς part of reflective listening and useful at transition points. Helps with 

clear communication & can provide stepping stone toward change. 

 

Be comfortable with silence - provide time for participants to think things through, or formulate a 

response. Some participants, often the quiet or introverted, need extra time to think. As a facilitator 

this can be quite challenging, but with practice you can learn to use it strategically. 

  

Deflect questions from learners back to the group (unless it relates to instruction or safety). 

Answering questions for the group takes responsibility away from learners. If the group asks for 

feedback about how they went in an activity, deflect it back to them by asking them.  

 

Schedule time to reflect on experiences. Debriefing styles can depend on the maturity, needs and 

abilities of the participants. Sequence debriefing and choose your moments so they can grow and 

engage learning. 

  

Trust your own personal facilitation style ς take every opportunity to learn from others and 

experiment, but stay true to your own ideas and approaches. Be open to feedback and evaluation. 

 

Monitor frustration levels ς challenges and conflict can precipitate a group to progress, but it can 

also be unnecessary and destructive. Call meetings or time out if necessary. 

 

Manage facilitator involvement - refrain from being solely responsible for making things happen 

and avoid rescuing the group if they are struggling. There is often a fine line between helping a 

group develop and taking over. If in doubt watch and wait to see what happens next. 

  

Ethical issues - prepare to deal with issues of confidentiality, 

discrimination, sexuality, power, values differences, environmental 

concerns and individual needs versus group needs. Facilitation requires 

protecting everyone in the group by relating discussion to the working 

agreement, trust the process! 
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Deepening group work facilitation 

 

Intentional groups that continue through time, can reach new levels in autonomy, trust and 

communication, based on their shared experiences and growth. As a facilitator on common ground 

you may find opportunities to help others journey through the "U" (refer to page 9) using the 

personal experience that you have had. Guide them to: 

 

Holding the space: listen deeply to what is being said, or what the situation calls for you to do (listen 

to oneself, to others and make sure that there is space where people can talk ...) 

Observing: attend with your mind wide open (observe without your voice of judgment, acknowledge 

and let go of your history of thoughts and feelings) 

Sensing: allow your heart to open in the process of finding interconnections and holistic meaning 

Presencing: connect to the deepest source of your self and emergent will  

Crystallizing: access the power of intention through your actions and a group of key people that also 

commit to the purpose and outcomes 

Prototyping: integrate head, heart, and hand (allow for action without interference, over -reaction, 

too much analysis, etc.) 

Performing: Co-ordinating the group (enable autonomy and natural leadership to grow and be 

shared) 

 

tŀȅƛƴƎ ƛǘ ŦƻǊǿŀǊŘ ƛǎ ǿƘŀǘ ǘƘƛǎ ǿƘƻƭŜ ŘŀƴŎŜ ƛǎ ŀōƻǳǘΣ ŀŦǘŜǊ ŀƭƭΧ 
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Co facilitation 

 

What is important to consider when working closely with someone? 

 

Think of an experience of co-facilitation, what happened and why? 

 

Following a similar process you would conduct for any group formation can really help to develop a 

strong co-facilitation team:  

¶ make time to meet and connect with each other 

¶ share your purpose and vision of what is being accomplished 

¶ explore individual strengths, preferences, needs, hopes and concerns  

¶ develop your own working agreement before the program 

¶ focus on mutual support, honesty - build trust and experience working together 

¶ expect that there may be conflict, so plan for that openly 

¶ support each other to take time out for a short period each day if needed 

¶ ongoing check ins such as a team meeting at beginning and end of each day 

¶ let the group know when you are meeting and why 

¶ have fun, congratulate each other and celebrate your successes! 

¶ organise organisational support for debriefing and evaluation 

 

The Belbins team roles questionnaire at the back of this manual (p111) is a useful tool to use since 

there is a variety of roles required of a facilitation team.  

Often a lead worker is nominated, usually based on prior experience and willingness to take 

responsibility for decisions when needed. Effective teams are those which have knowledge of each 

ƻǘƘŜǊΩǎ ǎǘǊŜƴƎǘƘǎ and preferences, are aware of how to support each other, and actively use this 

knowledge within the team. 

 

How does your co-facilitator like to be supported? 

 

How do they have their cuppa? 
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Working Agreements 

 

What sort of things do you think should be presented as non-negotiable? 

 

What do you think is important for a group to negotiate about? 

 

Facilitating the establishment of a working agreement is the next crucial step in the establishment of 

a group. The working agreement, also known as a group deal or guidelines, is a negotiated contract 

that arises from the process of discussing how the group want to work together.  

Beginning by outlining any non-negotiables and any existing group objectives, the discussion can 

move on to negotiated principles that will presumably be relevant for the life of the group. Usually 

created as a visual document or symbolic item that the group carries with them; an important 

element of the working agreement is to discuss and agree on what will happen when the agreement 

is breached. Rather than being seen as a failure, these are learning opportunities that can serve to 

strengthen the agreement ς it will be referred to and revisited regularly ς even able to be amended 

through consensus decision making.  

 

Common principles that can help to guide a healthy working agreement discussion include: 

¶ Participation 

¶ Respect 

¶ Honesty  

¶ Safety 

¶ Legal 

 

When everybody is satisfied with the agreement, it can be signed by everyone.  

 

Thumb prints, hand prints, tags or signatures are effective ways to demonstrate commitment. 
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Ideas for creating a working agreement 

 

What sort of working agreements have you seen in the past and how 

well have they operated? 

 

Five-Finger working agreement 

A quick and easy way to start developing a set of group values - 

everyone can immediately start using non verbal signals to remind 

ŜŀŎƘ ƻǘƘŜǊΧ 

Thumbs up: What does this represent? Encouragement? Good job? [ŜǘΩǎ ŎŜƭŜōǊŀǘŜ ǘƘŜ ǇƻǎƛǘƛǾŜ 

ŀǎǇŜŎǘǎ ƻŦ ǿƘŀǘ ǿŜ ŀǊŜ ŘƻƛƴƎ ǘƻƎŜǘƘŜǊΧ 

Pointer Finger: Lets be honest and point out things that are not safe ς ǿƘŜǘƘŜǊ ƛǘΩǎ ǇƘȅǎƛŎŀƭ ƻǊ 

emotional. We want to look out for each other and point out any ways things could be better. 

Middle Finger: {ƻΣ ǿƘŀǘ ŘƻŜǎ ǘƘƛǎ ǊŜǇǊŜǎŜƴǘΚ ²Ŝƭƭ ƛǘΩǎ the opposite to that so this represents respect, 

ƭŜǘΩǎ ǊŜƳƛƴd each other to be respectful, eg not "put down" each other, talk over someone or use 

inappropriate language. What will respect look like? What else would be disrespectful? What would 

be a respectful way to point out someone is not following our agreement? 

Ring Finger: this represents commitment. Are we willing to commit to this together? Like any 

marriage its never going to be perfect, but it can work if we talk for real about things that happen. 

Pinkie: this finger is vulnerable so it represents the need for us all to watch out for each otherΣ άƭƻƻƪ 

ŀŦǘŜǊ ǘƘŜ ƭƛǘǘƭŜ ƻƴŜέΦ It could be you ς or me or anyone here at different times. 

 

Creative working agreement eg. painting flags or chalk on the floor 

Use of a range of artistic mediums that can create fun and bring life, colour and meaning to a 

working agreement that the group has pride in. You can allow the creative element or details to 

evolve over time ς revisit regularly and work on it.  

 

Symbolic object working agreements 

Footballs, backpacks, picnic rugs, hats and canoe paddles have all been used (eg written on and 

carried around) to create interesting and effective working agreements that have symbolic meaning 

for the group.  

 

  


