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Introduction 

Lƴ ǘƻŘŀȅΩǎ ǿƻǊƭŘΣ ǊŜǎƻǳǊŎŜ ƳŀƴŀƎŜƳŜƴǘ ǇǊƻŦŜǎǎƛƻƴŀƭǎ ŀǊŜ ƻŦǘŜƴ ƛƴǾƻƭǾŜŘ ƛƴ ƳŜŜǘƛƴƎǎ ǘƘŀǘ ŀŘŘǊŜǎǎ 
controversial issues. When diverse groups work on contentious issues, it is essential to minimize conflict 
and deal constructively with that conflict when it occurs. Managing a meeting that reduces conflict, 
enhances cooperation among stakeholders, and achieves its objectives in a timely manner is the goal, 
and this training is organized to demonstrate a collaborative process to help achieve that end. 
 
Collaboration is often cited as a good way to address coastal resource management issues, but the 
collaborative process is complicated, requiring a systematic approach. This course provides the skills and 
tools to design and implement collaborative approaches, whether one is embarking on a multi-year, 
multi-stakeholder process or planning a weekly team meeting. The skills will be useful even when 
attending, but not running, a collaborative meeting. 
 
The workbook is organized in three sections. The first section will cover the six steps of the collaborative 
process and useful information to assist with the process for each step. The second section will cover 
the facilitation skills necessary to run the collaborative process and individual meetings. These skills are 
woven throughout the process and the training, and are organized separately in the workbook for 
convenience and future reference. The third section presents tools that, again, can be used throughout 
the process and at individual meetings. References and job aids are included at the end of the 
workbook.  
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Section 1 ς Collaborative Process  

What Is a Collaborative Process?  
A collaborative process (also referred to as collaborative decision making, facilitated processes, 
consensus building, participative decision making, systematic problem solving, etc.) engages multiple 
stakeholders in cooperative deliberations in order to address issues and solve problems. The issues 
addressed may be internal to organizations or in the public arena. The collaborative process often 
improves the relationship of involved parties, encourages high quality input, and aids in the construction 
of mutually acceptable agreements. Public agencies use collaborative processes to build consensus and 
gain strong support for proposed solutions to public issues.  
 
When collaborative processes are conducted properly, participants obtain a clear understanding of the 
issue and have analyzed all relevant facts togetherτbefore jointly developing solutions that represent 
ǘƘŜ ǿƘƻƭŜ ƎǊƻǳǇΩǎ ōŜǎǘ ǘƘƛƴƪƛƴƎ ŀōƻǳǘ ǘƘŜ ƻǇǘƛƳŀƭ ŘŜŎƛǎƛƻƴΦ A consensus decision is reached when 
ŜǾŜǊȅƻƴŜ ǎŀȅǎΣ άL Ŏŀƴ ƭƛǾŜ ǿƛǘƘ ǘƘƛǎ ŘŜŎƛǎƛƻƴΣ ŀƴŘ L ǿƛƭƭ ǎǳǇǇƻǊǘ ƛǘǎ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴΦέ A collaborative 
process should be designed to get to this pointτeven if the consensus is that the group agrees to use 
one of the other decision-making methods to reach the final agreement. 
 

Decision-Making Continuum 
Meetings have many different purposes. Problem-solving and decision-making meetings may or may not 
need to be collaborative. Before engaging in a collaborative process, it is important to decide who will 
make the decisions, and how the outcome will be implemented. Once these matters have been decided, 
the information needs to be communicated to the stakeholders and the public so that all affected 
parties understand their roles. The decision-making continuum, shown in Figure 1, demonstrates who 
makes decisions and how decisions in the public sector might be made.  
 

¶ Inform: These are the most straightforward meetings where one member communicates 
information or a decision that interests or affects the participants. This meeting is not 
collaborative.  

¶ Consult: In this type meeting, the organizer or agency gathers input from stakeholders and 
makes the decision considering the input, or not. This meeting can be collaborative if the input is 
considered in the decision. 

¶ Discuss: In this meeting, the organizer or agency discusses the issue with the stakeholders and 
works with them to find solutions. The organizer or agency will then use the input to develop 
and implement the solutions. This meeting may be collaborative if the discussions inform the 
final decisions. 

¶ Collaborate: This is the most difficult type meeting, requiring that decisions be reached 
collaboratively, and implementation be a part of the process. The agency or organizer may 
delegate authority to the stakeholders, allowing them to conduct the collaborative process, and 
develop and implement the plan. The agency may have a seat at the table, but is considered an 
equal partner in the development and implementation of the solution. In some cases, the 
agency will hire a consulting company to conduct and implement the collaborative process.  
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Figure 1: Decision-making continuum 

 

aƻǎǘ ƻŦ ǘƘŜ ŎƻƭƭŀōƻǊŀǘƛǾŜ ǇǊƻŎŜǎǎŜǎ ŜƳōŀǊƪŜŘ ǳǇƻƴ ōȅ ŀƎŜƴŎƛŜǎ ŀǊŜ άConsultέ ƻǊ άDiscussέ ǇǊƻŎŜǎǎŜǎΦ 
Stakeholders are encouraged to provide input, and the input is used to a greater or lesser degree. 
Ensuring that stakeholders understand how the input will be used is central to minimizing contention.  
 

No matter where your process may fall on the decision-making continuum, managing stakeholder 
expectations is critical. When conducting a participatory process, the sponsoring agency must clearly 
explain from the onset how much influence participants have and exactly how participant input will be 
used in decision-making. Differing perceptions between participants and sponsoring agencies on 
participant control of the outcome can lead to poor public acceptance of the outcome and loss of public 
support for the agency. Being transparent about the process used to make the decisions is also critical.  
 

Processes Used for Decision-Making 
Choosing the most appropriate method before each decision-making session is an important part of the 
process. 
 

Spontaneous Agreement 
Occasionally, one solution is favored by everyone. These types of decisions are fairly rare and often 
occur with simple issues. 

Pros: LǘΩǎ Ŧŀǎǘ ŀƴŘ ŜŀǎȅΦ It unites the group, and there is no conflict. 
Cons: It may be too fast; the issue may actually need discussion. 
Uses: When issues are trivial ŀƴŘ ŘƛǎŎǳǎǎƛƻƴ ƛǎƴΩǘ ǾƛǘŀƭΦ When issues are simple and an in-depth 
ŘƛǎŎǳǎǎƛƻƴ ƛǎƴΩǘ ǊŜǉǳƛǊŜŘΦ 

 

One Person (or Subcommittee) Decides  
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The group decides to defer to one person who will make the decision on behalf of the group. Teams 
should recognize that ŜǾŜǊȅ ŘŜŎƛǎƛƻƴ ŘƻŜǎƴΩǘ ƴŜŜŘ ǘƻ ōŜ ƳŀŘŜ ōȅ ǘƘŜ ƎǊƻǳǇΤ ŀ ƻƴŜ-person decision is 
often a faster and more efficient way to get resolution. The decision maker canτand shouldτget advice 
and input from other group members before deciding. 

Pros: LǘΩǎ ŦŀǎǘΣ ŀƴŘ ŀŎŎountability is clear. 
Cons: ¢ƘŜ ŘŜŎƛǎƛƻƴ Ƴŀȅ ƴƻǘ ƘŀǾŜ ǘƘŜ ǎǳǇǇƻǊǘ ƴŜŎŜǎǎŀǊȅ ǘƻ ƛƳǇƭŜƳŜƴǘ ƛǘ ƛŦ ǘƘŜ ŎƻƴǎǘƛǘǳŜƴǘǎ ŘƻƴΩǘ 
respect or trust the person (or subcommittee) making the decision.  
Uses: ²ƘŜƴ ǘƘŜ ƛǎǎǳŜ ƛǎ ǳƴƛƳǇƻǊǘŀƴǘ ƻǊ ǎƳŀƭƭΣ ǘƘŜǊŜΩǎ ŀ ŎƭŜŀǊ ŜȄǇŜǊǘ ƛn the group, when only one 
person has access to the information needed to make the decision, or when one person is solely 
accountable for the outcome. 

 

Compromise 
A middle position is created (or negotiated) by incorporating ideas from both sidesτeither by finding a 
compromise when members are strongly polarized on opposite sides of a single option or by blending 
different ideas when multiple options exist. Because every side wins some points and loses others, the 
result is one that no one is totally satisfied with.  

Pros: It generates lots of discussion and creates a solution. 
Cons: It tends to become adversarial when people have a favored point of view. Everyone wins AND 
everyone loses. 
Uses: When neither of two opposing solutions is acceptable to everyone or the group is highly 
polarized. 

 

Multi-voting 
This is a priority-setting tool that is useful when a lengthy set of options exists. This allows the options to 
ōŜ ǊŀƴƪŜŘ ōŀǎŜŘ ƻƴ ŀ ǎŜǘ ƻŦ ŎǊƛǘŜǊƛŀ ǎƻ ǘƘŀǘ ǘƘŜ άōŜǎǘέ ƻǇǘƛƻƴǎ Ŏŀƴ ōŜ ƛŘŜƴǘƛŦƛŜŘΦ  

Pros: LǘΩǎ systematic, objective, democratic, noncompetitive, and participative. It minimizes feelings 
of loss. It is a fast way to sort through a complex set of options. 
Cons: LǘΩǎ often associated with limited discussion and, therefore, limited understanding of options. 
It may force people to choose an unsatisfactory option, because it appeared to be the best there 
was at the time (that is, all issues may not have been raised during the limited discussion). 
Uses: WƘŜƴ ǘƘŜǊŜΩǎ ŀ ƭƻƴƎ ƭƛǎǘ ƻŦ ŀƭǘŜǊƴŀǘƛǾŜǎ ƻǊ ƛǘŜƳǎ from which to choose or prioritizing a list of 
items. 

 

Majority Voting 
This method is used when clear choices have been identified; people must choose the option they favor. 
Detailed discussion and analysis of the options before voting always enhances the quality of the vote. 

Pros: LǘΩǎ ŦŀǎǘΣ ŀƴŘ ƘƛƎƘ-quality decisions may result if the vote occurs after a thorough discussion. 
Cons: Lǘ Ŏŀƴ ōŜ ǘƻƻ ŦŀǎǘΤ ƛŦ ǘƘŜǊŜ ƛǎƴΩǘ ŀ ǘƘƻǊƻǳƎƘ ŘƛǎŎǳǎǎƛƻƴΣ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ ǘƘŜ ŘŜŎƛǎƛƻƴ Ƴŀȅ ōŜ ƭƻǿΦ It 
can create winners and losers, and create competition between these groups. !ǎƪƛƴƎ ŦƻǊ ŀ άǎƘƻǿ ƻŦ 
ƘŀƴŘǎέ Ƴŀȅ Ǉǳǘ ǇǊŜǎǎǳǊŜ ƻƴ ǇŜƻǇƭŜ ǘƻ ŎƻƴŦƻǊƳΦ  
Uses: When there are two distinct options and one or the other must be chosen, and when 
decisions are needed quickly. 

 

Consensus 
Consensus seeks the consent of all participants. This method strives to reach an acceptable resolution, 
one that can be supported, even if not the άfavoriteέ of each individual. 

Pros: LǘΩǎ ŀƴ ƛƴŎƭǳǎƛǾŜ ŜŦŦƻǊǘ ǘƘŀǘ ǳƴƛǘŜǎ ǘƘŜ ƎǊƻǳǇΣ ŀƴŘ ƛǘ ŘŜƳŀƴŘǎ ƘƛƎƘ ƛƴǾƻƭǾŜƳŜnt. It is systematic, 
objective, and fact-driven. It builds buy-in and commitment to the outcome. 
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Cons: LǘΩǎ ǘƛƳŜ-consuming. It can produce low-quality decisions if it is done without proper data or 
information collection, or if members have poor interpersonal skills. 

Uses: When the decision will impact the entire group and buy-in is essential. When the importance of 
the decision is worth the time it will take to complete the collaborative process properly. 

 
 
Collaborative Process Framework 
The following steps provide a systematic structure for problem-solving and decision-making processes, 
ǿƘŜǊŜ ǘƘŜ ǎǳǇǇƻǊǘ ƻŦ ŀƭƭ ǇŀǊǘƛŎƛǇŀƴǘǎ ƛǎ ƛƳǇƻǊǘŀƴǘ ŦƻǊ ǘƘŜ ǎǳŎŎŜǎǎ ƻŦ ǘƘŜ ǎƻƭǳǘƛƻƴΩǎ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴΦ This 
consensual process provides a solid foundation for any group seeking to resolve important issues. This 
manual and the training are organized around this framework. When embarking on a collaborative 
process, it can be useful to think in terms of steps to be taken. 
 

The Collaborative Process 

 
 

Step I: Assess Collaborative Potential ς organizers determine if a collaborative process is the best 
way to resolve the issue. 
 
Step 2: Engage Stakeholders ς organizers analyze the stakeholders that will need to be engaged to 
build support for the project. 
 
Step 3: Understand the Issue ς representatives of the stakeholders discuss and understand the 
diverse perspectives on the issue. 
 

Step 4: Generate Alternatives ς representatives of the stakeholders generate several alternative 
methods to resolve the issue. 
 

Step 5: Select Alternatives ς alternatives are evaluated and prioritized. 
 

Step 6: Implement Alternatives ς selected alternatives are implemented. 
 

It is the first two steps in this process that set it apart from the standard problem solving and decision 
making processes. Assessing the need for collaboration, and engaging the stakeholders is what makes 
this standard process collaborative.  
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Most coastal resource professionals know that facilitated, collaborative processes can be useful in a 
variety of situationsτfrom project planning to the development of resource management plans and 
strategies. Not all issues, however, can be solved using a collaborative process. Thinking through the 
issue and the stakeholders can prevent a false start down a path that will not work.  
 
When to Use a Collaborative Process 

¶ Issues are complex 

¶ Many parties are affected 

¶ There is a great deal to be lost or gained by some stakeholder groups 

¶ No single agency has clear or complete jurisdiction 

¶ No single agency has the resources and expertise to develop and implement a solution 

¶ No clear solution is evident 

¶ Issues are negotiable 

¶ Parties are willing to negotiate 
 
When Not to Use a Collaborative Process 

¶ Level of concern over the issue is not great 

¶ Basic values or principles are the focus of the problem 

¶ Extreme polarization prohibits face-to-face discussion 

¶ Time is not sufficient  

¶ Quick action is required 

¶ Funding for implementation is not available 

¶ Timing is not right for the stakeholders or the political environment 

¶ Relevant information is not available 

¶ Legal clarification is needed 
 
 

Meeting Roles 
Understanding and acknowledging the roles participants will play during a meeting allows everyone to 
prepare in advance, leading to a more efficient and effective outcome. This training will focus on the 
facilitator role, a role that is essential for the success of the collaborative process. Each of the following 
roles may be important depending on the type and the objective of the meeting you are planning.  
 

Facilitator 
The facilitator contributes structure and process (that is, the design of the meetings) to interactions 
so that groups are able to function effectively and make high-quality decisions. The facilitator has no 
stake in the issue and is trusted by all parties to be neutral on the outcome. A facilitator uses the 
process and delivery to support others and enable them to achieve their goals (related to the 
content). The facilitator moves the meeting along and keeps it focused. Learning to facilitate 
meetings is a valuable skill. άFacilitation Skillsέ can be found in Section 2 of this workbook. 
 
Leader 
The group leader serves as a team captain in meetings; the leader is often a content expert. Often, 
the leader provides meeting direction: purpose, goals and objectives, and desired outcomes or 
outputs. Typically, the leader convenes the meeting and is accountable for the outcome. 
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Facilitating Leader 
This is a difficult role given that the facilitator has no stake in the issue, and the leader is often a 
subject matter expert on the issue. When a leader is in the position of facilitator, that leader must 
find a balance that is appropriate for the situation or topic under discussion. In this dual role, the 
facilitating leader is not necessarily neutral on the issue; however, he or she must still follow all of 
the facilitation practices described in this workshop to promote effectiveness in meetings and 
progress toward ŀŎƘƛŜǾƛƴƎ ǘƘŜ ƎǊƻǳǇΩǎ Ǝƻŀƭǎ ŀƴŘ ƻōƧŜŎǘƛǾŜǎΦ  
 
Recorder 
The recorder documents the meeting: the process, decisions, actions taken (or to be taken), and 
outcomes. The recorder also documents the following implementation of any action plan that is 
established in the meeting. Documenting the information discussed without introducing bias in the 
notes is an important task for this role. Maintaining neutrality and trust will help with the process 
when participants perceive the process as fair. 

  
Participants 
The participants provide input, discussion, and feedback on the topics at hand (content) and on the 
process. Ensuring that the right decision makers and experts are present is an important planning 
step. 
 
Process Observer 
The process observer provides feedback to the facilitator and the team leader on the process to help 
fine-tune it. During the meeting, the observer may assess the process by asking questions such asτ
Is the pace appropriate? Are all participants involved? What roles are various participants playing? 
Are the decision-making tools appropriate? 

Strategies for Managing Meetings 
 

Managing Time 
Time limits are an essential part of well-run meetings. Although time limits can create nervousness or 
anxiety, participants will appreciate starting and ending on time more than they will resent the pressure 
of time limits. 
¶ Ensure that each activity on the agenda is given a specific amount of time and that the time is 

adequate to address the issue.  

¶ Establish time limits for speakers, discussion, and less structured activities. 

¶ Appoint a timekeeper and give that person authority to stop people when their time is up. Give 
people ample warning before stopping themτǳǎƛƴƎ ŀ άол-ǎŜŎƻƴŘ ǎƛƎƴέ ƻǊ ƻǘƘŜǊ ǎƻƳŜ ƻǘƘŜǊ 
signalτso that they can wrap up their point. 

¶ Have a clock that is visible to both you and the participants. Clocks with timers and alarms work 
especially well for this. At first, participants will find it distracting or annoying. However, after a 
few meetings that finish on time, the participants will learn to watch the clock, stay focused, and 
work within the established time limits. 

¶ Practice! Whether you are the trainer, facilitator, or leader, practicing your part before the 
meeting will help you to get a feel for how long different activities take. 

¶ Keep flexibility in mind when planning. As the facilitator or leader, know ahead of time what 
agenda items can be put off to another meeting, decided quickly, or delegated to a participant 
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or subcommittee to decide. Pre-meeting preparation is the key to knowing what topics must be 
covered immediately and what can be postponed, and it will allow you to tweak your agenda on 
the fly during a meeting. 

 
Coordinate with the Conveners 

¶ Agree on the primary goal of the meeting. 

¶ Determine what tasks need to be accomplished in this meeting.  

¶ Develop a list of issues to discuss. 

¶ Determine what issues need to be resolved at the meeting.  

¶ Determine how to resolve any issues. 

¶ Ensure that the appropriate people will be present to finalize decisions or make commitments to 
implement meeting results. 

 
Logistical Details 

¶ Determine where the meeting will be held.  

¶ Consider the kind of space, furniture, wall space (if needed), lighting, public address system, and 
acoustics the site has. 

¶ Arrange for food and beverages for meetings over 4 hours if possible. 

¶ Arrange for any necessary equipment (projector, computer, wireless, easels, etc.)  
 

Meeting Detail Checklist for the Facilitator 
This checklist is a guide to clarify meeting details for the facilitator. 
Å Will I be able to maintain neutrality? 
Å Will the participants consider me neutral and trust me to fairly facilitate the meeting? 
Å Who is organizing the meeting?  
Å ²Ƙŀǘ ƛǎ ǘƘŜ ƳŜŜǘƛƴƎΩǎ ǇǳǊǇƻǎŜΚ 
Å What do the organizers want as a result of this meeting? 
Å What is the history behind convening this meeting? 
Å What are the history, makeup, and relationships of the group? 
Å What is the expected size of the group? 
Å Who will be affected by decisions made by the group? 
Å Are there any underlying situations or problems that I, as facilitator, need to be aware of?  
Å Will any of the topics be highly contentious or difficult for participants to discuss? 
Å What is the time frame for preparing and conducting the meeting?  
Å If there will be a series of meetings to address the issue, what is the time frame for the entire 

process? 

Å What are the logistical arrangements for the meeting? 
Å Is it clear what I am responsible for (e.g., process design, agenda preparation, meeting summary, 

or facilitation)?  

Å What are the limitations or boundaries of my authority over the meeting? 
Å Is it clear who is in charge of other responsibilities (e.g., logistics, communication, background 

materials, or recording)? 
Å ²ƛƭƭ ǘƘŜ ƎǊƻǳǇ ŜǾŀƭǳŀǘŜ ǘƘŜ ƳŜŜǘƛƴƎ ǘƻ ŀǎǎŜǎǎ ƛǘǎ ǇǊƻƎǊŜǎǎ ƻǊ ǘƘŜ ŦŀŎƛƭƛǘŀǘƻǊΩǎ ǇŜǊŦƻǊƳŀƴŎŜΚ 
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Meeting Responsibilities 
 

These are some examples that can be used to clarify roles when working with a facilitator or a meeting 
convener. 
 
Facilitator Responsibilities 
Å Ensure an understanding of and a process to reach meeting objectives and outcomes.  
Å Review and make recommendations about the expected audience.  
Å Discuss any group dynamic issues that need to be considered.  
Å Suggest process tools to assist the audience in reaching meeting objectives.  
Å Provide a draft process agenda for the host to review, and modify as necessary.  
Å Provide a final process agenda and audience agenda before the event.  

Requestor Responsibilities 
Å Reserve and pay for all costs for the facilities necessary for the successful completion of the 

workshop or meeting (sufficient size, appropriate lighting, tables, and seating for participants 
and facilitators, and accessible electrical outlets), including accommodations for language 
translation or special needs participants, if required.  

Å Provide travel assistance for the facilitator, if necessary.  

Å Create and send out invitations to potential participants and handle the registration process, if 
applicable.  

Å Greet participants and provide them with a name badge. Orient the participants to the site and 
make them aware of emergency procedures, restroom locations, and any security procedures 
they should follow during the meeting. A brief time for the local host to present this information 
will be the first item on the process agenda.  

Å Provide the facilitators with hotel recommendations and obtain a block of hotel rooms for 
participants, if appropriate.  

Å Arrange for refreshments during break and lunch.  
Å Provide supplies as needed, e.g., an LCD projector, screen, self-sticking flip chart pads and 

easels, multi-colored dot stickers, index cards, flip chart markers, and tape approved for walls.  
Requestor and Facilitator Shared Responsibilities 
Å Develop explicit objectives for the event.  
Å Agree upon workshop outputs.  
Å Develop a detailed process agenda.  
Å Discuss all logistics, including room setup, supplies, and audio-visual equipment.  
Å Develop a list of appropriate participants.  
Å Identify who will fill what roles during the meeting (e.g., note takers, facilitators).  
Å Discuss project history, participant relationships, and issues that may arise during the event.  
Å Develop an action plan for follow-up activities after the event, including any transcribing of 

notes and writing of summary documents.  
Å Recruit additional small-group facilitators if the meeting process includes breakout groups. 
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Selecting a Facilitator 
The following are some traits to consider when selecting an outside facilitator:  
 

Confidence 
The facilitator must be someone the participants will trust and believe. The facilitator should be 
confident and competent in his or her ability, and the participants should be confident and 
comfortable with the facilitator. It is important that all parties trust the facilitator to serve in a 
neutral capacity with regard to the processτeven if the facilitator is employed by an agency or 
organization that has a stake or position in the situation. 
 
Positive Attitude 
The facilitator should be open-minded and expect the meeting to be successful. 
 
Effective Listener 
The facilitator must be able to give his or her full attention to the meeting and be able to clarify 
and confirm what transpires. Although the facilitator does not have to be a subject expert on 
the meeting content, it is helpful if he or she is familiar with the terminology, concepts, and 
ideas related to the topic that will be discussed. 
 
Coaching Ability 
The facilitator should possess strong observational skills. He or she should be comfortable giving 
direction, feedback, and meaningful suggestions for improvement. 
 
Enthusiasm 
A good facilitator has visible energy and intensity, good movement, and a strong voice. It should 
be obvious to participants that the facilitator wants to lead the meeting and make progress 
ǘƻǿŀǊŘ ŀŎƘƛŜǾƛƴƎ ǘƘŜ ƎǊƻǳǇΩǎ ƎƻŀƭǎΦ 
 
Action-Oriented 
The facilitator should be prepared to step in and take charge if the meeting begins to lag. A good 
facilitator is flexible enough to keep a meeting moving at a good paceτeven if there are sudden 
changes in the direction the group is taking. 
 
Good Organizational Skills 
The facilitator must be able to maintain control of the meeting, stay on key points, and make 
effective use of the meeting space, time, and tools (flip charts, audio-visual equipment, etc.).  
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Collaborative Step 1  Assess Collaborative Potential  
 

Is a Collaborative Process a Viable Option? 
Once an agency determines that it wants input from stakeholders and the public on an issue, that 
agency should ask a series of questions to determine if a collaborative process is the best method to 
resolve the issue.  
 

1. Is broad buy-in of stakeholders important to the success of the project? If implementation of 
the solution will cause stakeholders to lose something valuable to them, it may be important to 
give them an opportunity to understand why the solution was chosen, and even better to give 
them an opportunity to participate in the development of the solution. If stakeholders have no 
ground to lose, and no one really cares about the issue, then there is no reason to spend the 
time and resources required to conduct a collaborative process.  

2. Does a single agency have clear jurisdiction? If one agency has clear jurisdiction over the issue, 
the agency may decide to conduct a collaborative process or implement solutions without input. 
If multiple agencies are involved, collaboration will be necessary between the agencies, and they 
may choose to invite stakeholders as well. 

3. Are resources available to implement the findings? This question can be difficult to answer 
without understanding what the solution may be, but placing a budget on the solutions is a 
reasonable boundary for the process. If there is no budget to resolve the issue, a consultation or 
discussion may be a better method to determine what to do. Conducting a collaborative process 
to recommend a solution takes much time and effort, and participants will be disillusioned if the 
proposed solution is not implemented. 

4. Has the issue become so polarized that stakeholders are likely to reject working together? If 
the issue has a longstanding history of conflict, collaboration is not the answer. Collaborative 
processes require the stakeholders to be willing to work together to solve the issue. Issues that 
are based on value systems cannot be solved collaboratively.  

5. Is there sufficient time to be inclusive before implementation is necessary? Collaborative 
processes take a great deal of time: months to years. If implementation of the solution needs to 
be done quickly, as in the case of an emergency, collaboration is not the answer.  
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Decision-Making Options 
A decision-making options tree can be used to determine what meeting type will be most effective for 
the issue in question. With the questions described above and listed in the left-hand column, users 
should think about the issue they are working on, and answer as honestly as they can. Answers will lead 
by arrow to the next question and answer down the page, and so forth. The five ways to resolve the 
issue were discussed earlier and are listed at the bottom of the tree. Each path will lead to one of those 
meeting types. Thoughtful planning and facilitation skills are necessary for each of these meetings, and 
they become more important as more stakeholders are added to the decision. A collaborative process is 
a good way to resolve the issue if the answer to question 5 leads the to the άCPέ circle.  
 

 
Figure 2: Decision-making options  
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Collaborative {ǘŜǇ н  Engage Stakeholders In the Collaborative Process 
 

Analyze the Stakeholders  
Introduction to Stakeholder Participation, the NOAA Office for Coastal Management publication which 
can be found here, https://coast.noaa.gov/digitalcoast/training/stakeholder.html, provides information 
and job aids to assist with the selŜŎǘƛƻƴ ƻŦ ǘƘŜ ŀǇǇǊƻǇǊƛŀǘŜ ǎǘŀƪŜƘƻƭŘŜǊǎΦ ¢ƘŜ ǇǳōƭƛŎΩǎ ŀǘǘƛǘǳŘŜǎΣ 
perceptions, beliefs, and knowledge can have a profound effect on the success of coastal resource 
management. While science can serve as a rational foundation for management, in many cases it is 
those groups impacted by resource management decisions that decide how acceptable a decision is and 
influence how effective the ƳŀƴŀƎŜƳŜƴǘ ǿƛƭƭ ōŜΦ tŜƻǇƭŜǎΩ ŜȄǇŜǊƛŜƴŎŜǎ ŀƴŘ ŎǳƭǘǳǊŜΣ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƻŦ ŀƴ 
issue, and support of an agency can shape their support for and compliance with coastal resource 
management decisions and policies. 
 
Involving stakeholders in natural resource management decisions can accomplish the following: 

¶ Produce better outcomes or decisions 

¶ Garner public support for agencies and their decisions 

¶ Bring to light important local knowledge about natural resources 

¶ Increase public understanding of natural resource issues or management decisions 

¶ Reduce or resolve conflicts between stakeholders 

¶ Ensure implementation of new programs or policies 

¶ Increase compliance with natural resource laws and regulations 

¶ Help agencies understand flaws in existing management strategies 

¶ Create new relationships among stakeholders 
 
tǊŀŎǘƛǘƛƻƴŜǊǎ ƻŦ ǎǘŀƪŜƘƻƭŘŜǊ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ǿƛƭƭ ƧƻƪƛƴƎƭȅ ŘŜŦƛƴŜ ŀ ǎǘŀƪŜƘƻƭŘŜǊ ŀǎ άanybody who wants to 
beΦέ There is much truth to this broad definition. Stakeholders are generally those who have an interest 
in or are affected by a decision. Stakeholders are also those who have influence or power in a situation. 
{ǘŀƪŜƘƻƭŘŜǊǎΩ ƛƴǘŜǊŜǎǘǎ in an issue can be monetary, professional, personal, or cultural, and can arise 
from a host of other motivations. 
 
But knowing stakeholder categories ŘƻŜǎƴΩǘ ŀƭǿŀȅǎ ƘŜƭǇ ƛŘŜƴǘƛŦȅ ǘƘŜ ǎǘŀƪŜƘƻƭŘŜǊǎ ŦƻǊ ŀ ƎƛǾŜƴ ƛǎǎǳŜ ƻǊ 
resource. For example, broadly identifyƛƴƎ ǎǘŀƪŜƘƻƭŘŜǊǎ ƛƴ ǘƘŜ ƘŜŀƭǘƘ ƻŦ ǘƘŜ ƴŀǘƛƻƴΩǎ Ŏƻŀǎǘǎ ƛǎ 
particularly formidable because of the seemingly endless list of people who use coastal resources, either 
directly or indirectly. 
 

Understanding Positions versus Interests 
When working with a group of stakeholders with varying perspectives, understanding that each 
participant brings positions and interests to the table assists the facilitator in planning for the meetings.  

Issue -An issue is a topic to be addressed by participants in a negotiation or problem-solving process.  
Interest -!ƴ ƛƴǘŜǊŜǎǘ ƛǎ ŀ ǇŀǊǘƛŎƛǇŀƴǘΩǎ ǳƴŘŜǊƭȅƛƴƎ ƴŜŜŘ ƻǊ ŎƻƴŎŜǊƴΣ ǿƘƛŎƘ ƛǎ ƛƳǇƻǊǘŀƴǘ ǘƻ ŀ 
satisfactory outcome on a given issue.  
Position -A position identifies one way to meet the underlying interest. Reframing the question to 
address the interest can help to advance the problem-solving process. 

Once the facilitator understands the positions and interests each party brings, a general understanding 
of conflict can help guide the meeting planning and process. 
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Understanding Controversy and Conflict 
 

Conflict = Danger + Opportunity 
 

 
 
 

This old Chinese proverb is right. The /ƘƛƴŜǎŜ ǿƻǊŘ ŦƻǊ άcǊƛǎƛǎέ ƻǊ άcƻƴŦƭƛŎǘέ is made from the symbols for 
danger and opportunity. While conflict traditionally has a negative connotation, it is a naturalτand 
sometimes desirableτsocial process. There is a risk that conflict will drive individuals and groups apart, 
but the opportunity to create new solutions for dealing with problems can move society forward.  
 

The Opportunity ς Positive Outcomes of Conflict 
Produce better ideas 
Search for new approaches 
Resolve long-standing problems 
Force people to clarify their views 
Yield creativity and interest 
 
The Danger ς Negative Outcomes of Conflict 
Feel defeated or insulted 
Increase distance between individuals or groups 
Increase distrust or suspicion 
Promote self-interest 
Develop resistance, rather than teamwork and cooperation 

 
Key Strategies for Conflict Management 
Bring conflicts out into the open 
Reach positive, productive resolutions to conflict 
Develop honest, forthright, positive relationships with others 
 
Causes of Conflict 
Competition causes conflict when one person or group tries to beat another, and the others defend 
themselves.  
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Another common cause of conflict is lack of respect. Failing to appreciate or understand the experiences 
or views of another can escalate conflict.  
 
Emotions can escalate the conflict when people stop communicating, and hold tight to their positions.  
 
 
Diverse understandings of the problem can cause conflict. Misinformation, misconceptions, and false 
perceptions can escalate conflict by driving wedges between individuals and groups.  
  
 !ƴ ƛƴŘƛǾƛŘǳŀƭΩǎ ŜȄǇŜǊƛŜƴŎŜǎ shape a distinct set of morals and priorities, which may lead to conflict 
when these experiences differ from those of others.  
 
The Nature of Conflict 
Six primary areas of disagreement serve as sources of conflict.  

Facts and Data 
Having objective, reliable information is important. Different data sources, assessment methods, or 
interpretations can be a beginning point of conflict and lead to a battle of the experts. Beware of 
rumors, misinformation, and assumptions that may accelerate conflict in this area. 
Goals and Interests 
Understanding the goal of the meeting and an understanding of the issue is key to reducing conflict. 
Different parties may have different interests and objectives, which can cause conflict.  
Relationships and Structures 
If a relationship between parties is marred by distrust, conflict may be difficult to avoid or 
overcomeτespecially where parties see themselves as competition for limited resources. 
Methods and Procedures 
Even when parties agree on goals, they may disagree on the strategies for achieving those goals.  
Values 
Parties have more intense conflict when the contested issue affects core values. Moral issues are 
unlikely to welcome compromise. 
Sticks and Stones 
The old adage says that sticks and stones may break your bones, but words will never hurt you. 
However, this is not always true. Certain words may actually escalate conflict, especially considering 
the tone and context with which they are used. Some words to avoid include: 

You 
 But 
 /ŀƴΩǘ 
 Always 
 Never 
 Should have 
 Ought to have 
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Conflict Styles 

 
(adapted from Blake and others 1987) 

Compete 
Just do it! Life is a sport and there will be winners and losers. Go all out to win, even at the 
expense of others! ̧ ƻǳ ƪƴƻǿ ǿƘŀǘ ȅƻǳ ǿŀƴǘΣ ǿƘȅ ƛǘΩǎ ƛƳǇƻǊǘŀƴǘΣ Ƙƻǿ ǘƻ ǿƛƴΣ ŀƴŘ ǿƘŀǘ ǿƛƭƭ 
happen to the loser. 
When to use: When setting precedent or when basic rights are at stake. 
 
Compromise 
LǘΩǎ ǘƛƳŜ ǘƻ ǎŜǘǘƭŜΦ ̧ ƻǳ ŘƻƴΩǘ ǿŀƴǘ ǘƻ Ǌƛǎƪ ŀ ŎƻƳǇƭŜǘŜ ƭƻǎǎ ŦǊƻƳ ǘƘŜ ǿƛƴ-lose scenario, so settle for 
what you can live with. Sharing in the victory can make sense when you care about your 
concerns and the concerns of the other party. 
When to use: When your goals are only moderately important, when temporary settlements are 
needed, when fast solutions are required, or when destructive power struggles need to be 
avoided. 
 
Collaborate 
Working together, each party can solve problems and try to achieve greater results. Trust is 
essential to positive collaborative efforts. 
When to use: ²ƘŜƴ ǘƘŜǊŜ ƛǎ ƘƛƎƘ ŎƻƴŎŜǊƴ ŦƻǊ ȅƻǳǊǎ ŀƴŘ ƻǘƘŜǊǎΩ ƛƴǘŜǊŜǎǘǎΦ Merges different 
perspectives, and gains commitments. 

 
Accommodate  
Neglect your own concerns to help others achieve what is important to them. This may be a 
good choice when preserving a relationship is more important than winning a point. Lose the 
battle and try to win the war. 
When to use: When the issue is more important to others than you, or when you want to make 
a goodwill gesture. 
 
Avoidance 
Just stay out of it! This strategy may make sense when there is little chance to resolve a conflict 
because of personalities, timing, or the issue not being of interest to the group. 
When to use: When the issues are trivial issues, when confrontation may cause major damage 
to relationships, or when other parties can resolve conflict more effectively. 
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CƻƭƭŀōƻǊŀǘƛǾŜ {ǘŜǇ о  Understand the Issue  
 
A thorough assessment is required to define the problem in a way that allows a group to work together 
to address it. The assessment ǳǎǳŀƭƭȅ ƛƴǾƻƭǾŜǎ ǊŜŦǊŀƳƛƴƎ ǘƘŜ ǉǳŜǎǘƛƻƴ ŦǊƻƳ άǎƘƻǳƭŘ ǿŜκǎƘƻǳƭŘƴΩǘ ǿŜέ 
ǘŀƪŜ ǎƻƳŜ ŀŎǘƛƻƴ ǘƻ άƘƻǿ ōŜǎǘ Řƻ ǿŜ ŀŘŘǊŜǎǎέ ǘƘŜ ōǊƻader, common issue. 
 
The definition and framing of the problem may be crucial to whether some stakeholders choose to 
participate. The question needs to be framed in a way that allows the group to attack the issues, rather 
ǘƘŀƴ ŜŀŎƘ ƻǘƘŜǊΩǎ ǇƻǎƛǘƛƻƴǎΦ ¢ƘŜ Ǉroblem statement should interest all the stakeholders without biasing 
or polarizing them. Having all the stakeholders present is important so that all perspectives are 
considered when selecting alternative solutions. Once all the stakeholders are represented, the planning 
team will be working together to address the issue. The team members are likely to discover differences 
in positions as they work to develop the statement. Understanding group dynamics will assist the 
facilitator in moving the group though each of the team stages.  
 

Group Dynamics ҍ Conceptual Phases of Problem Solving 
 
 
 
 
 
 
 
 
 
 
 
 
 
Divergent Thinking 

During this phase, a number of different activities are going on, which broaden the perspectives and 
thinking of each participant. 

1. Surveying the territory: The participants are getting to know each other and learning about 
ŜŀŎƘ ƻǘƘŜǊΩǎ ƴŜŜŘǎΣ ƛƴǘŜǊŜǎǘǎΣ ŀƴŘ ǇŜǊǎǇŜŎǘƛǾŜǎΦ They are also learning about the context 
(political, legal, social, economic, etc.) in which the collaborative effort takes place. 

2. Defining the problem: They are also gathering information about the issues and trying to 
arrive at a common working understanding of the problem. 

3. Generating or expanding the number of possible solutions. 
4. Expanding the range of alternative solutions to be evaluated: Participants broaden the list of 

possible solutions because of their new knowledge of the issues and definition of the 
problem. 
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Integrating Perspectives, Issues, and Possible Solutions 
Between divergent and convergent thinking, lies the άgroan zoneέ (Kaner and others 1996), which is the 
phase during which participants struggle to understand and integrate what they have learned about the 
perspectives of others, the nature of the problem to be addressed, and the range of alternative 
solutions they have discovered or created. If this phase is proceeding well, discussions of the 
alternatives identified earlier will lead to a number of new developments.  
 
Before divergent thinking can become convergent thinking, participants must struggle to understand 
and integrate the new perspectives and the possible solutions they have discovered or created. (See the 
groan zone diagram on the previous page.) 

1. Understanding how the alternatives affect other participants: Participants will be building a 
shared understanding of how each solution affects the interests and needs of the other 
participants.  

2. Building trust that others are participating in good faith: In this phase of discussions, participants 
begin to gauge whether others in the group are truly seeking agreement in good faith (where it 
is possible), or simply seeking unilateral advantage. 

3. Building an informal sense of the acceptability of the alternatives: These discussions also build a 
sharedτand informal, at this pointτsense of what solutions might work for some, or all, of the 
participants. 

 
Convergent Thinking: Evaluating Alternative Solutions and Seeking Agreement 
During this phase, participants begin to narrow the range of possible solutions through evaluation or 
combination. 

1. Evaluating alternatives: Participants may more formally evaluate the alternatives they have 
been discussing.  

2. Seeking agreement: Using the understanding developed earlier and the evaluation of 
alternatives, participants will refine and strengthen the most promising alternatives and look for 
inclusive solutions (that is, ways to accommodate the needs and interests of all participants).  

 
As teams step through the phases of problem solving, they may find enthusiasm for the project affected 
ōȅ ǘƘŜ ƎǊƻǳǇ ŘȅƴŀƳƛŎǎΦ ¢ƘŜ ŦŀŎƛƭƛǘŀǘƻǊΩǎ ǊƻƭŜ ƛǎ ǘƻ ƳŀƴŀƎe the perspectives without allowing the 
participants to damage relationships. The stages the team will go through are described below. 
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Team-Building Stages 
 
Stage 

 
Characteristics 

 
Forming 
 

 
This stage starts when members are first brought together to address a problem 
or work toward a goal. Optimism and expectations are high, but so is anxiety. 
DŜƴŜǊŀƭƭȅΣ ǘƘƛǎ ƛǎ ǘƘŜ άƘƻƴŜȅƳƻƻƴέ ǎǘŀƎŜ, in which the group places a great deal 
of dependence on the leader and members want to be given a clear mandate, 
structure, and parameters. At this stage, a team establishes the rules or norms it 
will operate under.  
 

Storming 
 

!ǘ ǘƘƛǎ ǎǘŀƎŜΣ άǘƘŜ ƘƻƴŜȅƳƻƻƴ ƛǎ ƻǾŜǊΦέ Members begin to see a discrepancy 
between their initial hopes for the team and the realities of working together. 
Performance plummets. Storming can be due to interpersonal conflicts, lack of 
skills (particularly interpersonal skills), ineffective leadership, problems with the 
task, or problems with organizational barriers. Chances are good that at least one 
of these factors will cause any group to go through a storming stage. LǘΩǎ ƴƻǘ 
unusual for members to challenge or blame the leader at this stage. To survive 
this stage, a team leader or facilitator must know that it is a normal stage of team 
formation, and that a balance of assertiveness and neutrality is required to pull a 
team through. Encourage communicationτespecially active listening! 
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Norming; Groan 
Zone 
 

This is a transitional stage where the group moves from being a group to being a 
team. Team members confront and resolve their problems; the resolutions that 
they agree to become their new norms. Team members face their issues, accept 
feedback, and act on this information. Performance improves. Facilitators or 
leaders should help the group identify and solve their problems using facilitation 
and consensus-building tools. 
 

Performing 
 

The team enters into a stage of improved performance where everyone shares 
power by rotating leadership roles, the official leader is a valued member of the 
team, everyone is supportive, and all members canτand doτfacilitate. 
Productivity and morale increase. Members are committed and have bonded. 
The team continually evaluates and corrects. High-quality decisions are made. 
Time and resources are used efficiently. Conflicts are approached as healthy 
debates; they rarely get heated or emotional. The team may reject the leader or 
facilitator as it begins to function as a true team. 
 

Transforming 
 

!ǘ ǘƘƛǎ ǎǘŀƎŜΣ ǘƘŜ ǘŜŀƳ Ƴǳǎǘ ƪƴƻǿ άǿƘŜƴ ǘƻ ǎŀȅ ǿƘŜƴΦέ LŦ ŀ ǘŜŀƳΩǎ existence was 
planned to end when a particular project was done, it should disband once all the 
necessary tasks are completed so that team members can go on to solve other 
problems. The team should receive recognition for its accomplishments. 
Members should review what they learned and take this experience with them 
into future groups.  
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Once the planning team understands all stakeholder perspectives and what these stakeholders may lose 
if the problem is not resolved, it is time to develop a statement that describes the issue as it applies to 
all the stakeholders. Using the information from the perspective swap, the team should develop a 
problem statement that all the stakeholders can live with and support. The statement should be neutral, 
and can be used to explain what the team is trying to accomplish. . The problem statement is the 
description of the issue that is written without considering the positions stakeholders may hold. It 
should be unbiased and non-polarizing. This statement can also be used later to develop a marketing 
statement to engage the broader stakeholder community. 
 
The ideal statement will have these components: 

¶ The asset at the center of the issue 

¶ Where that asset is located 

¶ The impact of the issue on the community 

¶ The cause of the issue 
 
 
Engaging the Broader Community 
Now that the planning team understands the issue and has developed a statement describing the issue, 
it is time to consider engaging the stakeholders the team members represent. Members of the planning 
ǘŜŀƳ ǿƛƭƭ ƴŜŜŘ ǘƻ ǎƘŀǊŜ ǘƘŜ ǇǊƻōƭŜƳ ǎǘŀǘŜƳŜƴǘ ǿƛǘƘ ǘƘŜƛǊ ŎƻƴǎǘƛǘǳŜƴǘǎΦ LǘΩǎ ƭƛƪŜƭȅ ǘƘŀǘ ǘƘŜ ŎƻƴǎǘƛǘǳŜƴǘǎ 
will be wary of the information their representatives bring to them until they have a full understanding 
of the issue. Members of the planning team must understand how the problem may affect the 
constituents, and how the constituents feel about the impending change. Understanding the dynamics 
of change can help the team members guide their constituents through the process. 
 

Keys to Successful Planned Change 
Å Commitment and support from the primary stakeholders, in this case, the planning team 

members who represents their interests. 

Å Sufficient involvement of primary stakeholders in the planning and implementation of changes 
to ensure ownership for the outcomes. 

Å Recognition that the process of change is as important as the product or accomplishments.  
Å Inclusion of a competent change agent and one or more change champions. The change agent is 

the person coordinating, facilitating, or guiding change. A change champion is a group or person 
who will support and legitimize the change. 

Å Presence of perceived benefits and incentivesτboth positive and negativeτfor change must 
outweigh the reasons and excuses for not changing (Cyr and Meier 1993, page 34). 
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Dynamics of Change: The Transition Curve        
   
The transition 
curve (Scott and 
others 1990, 
adapted from Cyr 
and Meyer 1993, 
page 38) shows 
how change 
occurs over time. 
Change requires 
both an external 
and internal 
process. Initially, 
an organization 
or environment 
will deny that 
there is a 
problem that could benefit from change. As time moves on, the external forces become more accepting 
of the need for change organizationally, but individuals will resist the concept of change and must 
internally overcome this resistance. Once the individual accepts the idea that change is needed, the 
individual then begins to explore ways to change. In the final step, the ideas for implementing change 
are discussed openly, and the organization commits to the new concept through consensus. 
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Dynamics of Change 
(Scott and others 1990, adapted from Cyr and Meier 1993, page 39) 
 

 
 
 Stage 

 
 
 Typical Reactions 

 
 
 Effective Actions 

 
Denial 

 
*  Expressing shock 
*   Feeling threatened 
*   Immobilizing people 
*   Decreasing productivity 
*   Experiencing slowed thinking  
*   Lacking focus 

 
*   Giving visible support 
*   Providing new information  
*   Helping build networks 
*   Expressing feelings 
*   Communicating clearly 
*   Linking to benefits 

 
Resistance 

 
*   Expressing anger, loss, emotion, 
    or depression  
*   Attempting to hold on 
*   Maintaining familiar ways 
*   Returning to old methods 

 
*   Identifying desirable  
    attributes or values 
*   Showing how to let go 
*   Maintaining some elements 
*   Finding areas of stability 

 
Exploration 

 
*   Expressing grief over loss 
*   Acknowledging change 
*   Willing to listen 
 

 
*   Forming teams to explore  
    new options 
*   Using participation to make 
    decisions 
*   Supporting new behaviors 

 
Commitment  

 
*   Accepting new rules 
*   Increasing comfort and flexibility 
    with change 
*   Willing to take risks 

 
*   Implementing change and  
    pursuing new directions 
*   Supporting risk taking and  
 innovation 
*   Providing constructive  
    feedback 
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/ƻƭƭŀōƻǊŀǘƛǾŜ {ǘŜǇ п  Develop Alternatives 
 

Developing the Right Alternatives 
Once the planning team has conducted meetings to educate the stakeholders and possibly the public 
about the issue, how will alternative solutions be developed? Will the team develop the alternatives, or 
will the stakeholders be asked to assist? The team needs to understand that the stakeholders will have 
more buy-in to the solution if they help develop itτbut may feel disenfranchised if they are asked to 
help and their ideas are not considered. Everyone must understand how the planning team will make 
decisions and the reasons behind those decisions.  
 
Pros for developing solutions with the stakeholders or the public: 

¶ More buy-in 

¶ Potential for new ideas and better solutions 

¶ Easier enforcement when the stakeholders like the solution 

¶ Greater understanding of the issue and the chosen solution 
 
Cons for developing solutions with the stakeholders or the public: 

¶ Much more difficult and complex meetings  

¶ Skilled team of facilitators required to keep contention down and production up  

¶ If solutions are not affordable or practical, communicating which alternatives are chosen is 
essential 

¶ More time is required 

¶ May disenfranchise stakeholders if funding for the best solution is unavailable  
 

There are many tools for generating alternative solutions. Section 3 of this manual describes a 
participatory mapping activity that allows participants to place solutions directly on a map. 
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CollaboratƛǾŜ {ǘŜǇ р  Select Alternatives 
After the planning team has generated alternative solutions with the help of stakeholders, the team 
must decide which ones to implement. Will the team select the alternatives to implement, or will the 
stakeholders be asked to assist? The team needs to understand that the stakeholders will have more 
buy-in to the solution if they helped select it. Everyone must understand how the planning team will 
decide and the reasons behind those decisions.  
 
Pros for stakeholders or the public selecting the alternatives: 

¶ More buy-in 

¶ Easier enforcement when the stakeholders choose the solution 

¶ Greater understanding of the issue and the chosen solution 
 
Cons for developing solutions with the stakeholders or the public: 

¶ If there is not funding for the best solution, stakeholders may be dis-enfranchised. 

¶ If for some reason the alternative the stakeholders selected is not implemented, they will no 
longer trust collaborative processes and may sabotage projects in the future. 

 
Section 3 of this workbook describes several tools that can be used for selecting alternatives. Many of 
these tools can be used with large groups. 
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/ƻƭƭŀōƻǊŀǘƛǾŜ {ǘŜǇ с  LƳǇƭŜƳŜƴǘ !ƭǘŜǊƴŀǘƛǾŜǎ 
 
The planning team must finally develop an action plan to implement the selected alternatives. The plan 
should include these elements. (The Gantt Chart included in Section 3 is a helpful project management 
tool.) 

¶ What needs to be done? 

¶ Who will do it? 

¶ By when? 

¶ Are there projects that need to be completed before another can start? 

¶ What is the backup plan when a project gets behind? 

¶ How will each item on the list be done? 

¶ What is the process for modifying the alternative, if necessary? 

¶ Develop a communications plan to keep the participants in the process informed of progress. 
 
The team must spell out the specific steps that need to be taken to implement the solution, as well as 
specify how things should be done, when, and by whom. Performance indicators that answer the 
question, άIƻǿ ǿƛƭƭ ǿŜ ƪƴƻǿ ǿŜ ƘŀǾŜ ōŜŜƴ ǎǳŎŎŜǎǎŦǳƭΚέ can make it easier to evaluate the results later 
on. 
 
Troubleshoot the action plan.  
Team members must aǎƪΣ ά²Ƙŀǘ ŀǊŜ ŀƭƭ ǘƘŜ ǘƘƛƴƎǎ ǘƘŀǘ Ŏŀƴ ƎŜǘ ƛƴ ǘƘŜ ǿŀȅ ƻŦ ƛƳǇƭŜƳŜƴǘƛƴƎ ƻǳǊ ŀŎǘƛƻƴǎΚέ 
and ά²Ƙŀǘ Ŏŀƴ ǿŜ Řƻ ŀōƻǳǘ ŜŀŎƘ ƻŦ ǘƘŜǎŜ ǇƻǎǎƛōƭŜ ōƭƻŎƪǎΚέ 
 
Report on progress.  
The team must determine 1) a time when the group will meet back to report progress, 2) the form for 
the reports (written or verbal), 3) items that need to be reported on (only report on essential items), 4) 
people who need know ǘƘŜ ƎǊƻǳǇΩǎ ŘŜŎƛǎƛƻƴ ŀƴŘ ŀŎǘƛƻƴ ǎǘŜǇǎΣ ŀƴŘ рύ the way the group will 
communicate with them. 
 
Evaluate the decision process.  
Finally, the team must ask participants how they think it went. The process may need to be modified 
before proceeding, so getting their feedback is essential. Methods to gather this information are 
anonymous evaluation forms, exit surveys, or an open discussion. 
 
Celebrate a successful collaborative problem-solving process! 
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{ŜŎǘƛƻƴ н  Cacilitation Skills and Techniques 

Understanding how to use facilitation skills will improve every meeting a person attends, even when not 
facilitating the meeting. Facilitation is not magic, although it can appear to be when a difficult situation 
is resolved without the expected conflict. Facilitation begins well before the meeting occurs. The 
facilitator will assist the meeting conveners with the agenda, the logistics, the participant list, and the 
process and the tools that will be used in the meeting. Understanding how to facilitate includes knowing 
the facilitatorΩǎ ƛƳǇƻǊǘŀƴŎŜ, the traits of a facilitator, the dynamics of group discussions, and ways to 
recognize and redirect difficult behaviors.  
 
! ŦŀŎƛƭƛǘŀǘƻǊ ōŜƭƛŜǾŜǎ ǘƘŀǘ ŜǾŜǊȅƻƴŜΩǎ ƻǇƛƴƛƻƴ ƛǎ ƻŦ equal value, regardless of rank or position. People are 
more committed to the ideas and plans that they have helped create, so providing them with the 
opportunity to create the plan will increase buy-in for the project. Lastly, the facilitator believes that the 
processτif designed well and honestly appliedτcan be trusted to achieve results. 

 
Leading or facilitating a meeting has a number of potential perils and pitfalls, however, particularly when 
any portion of the meeting calls for a group discussion. The list below includes some of the difficulties 
that occur in any discussion involving more than two people.  

 
Potential problems in group discussions:  

¶ Adequate meeting preparation has not occurred.  

¶ ¢ƘŜ ǇǳǊǇƻǎŜ ƻŦ ǘƘŜ ƳŜŜǘƛƴƎ ƛǎƴΩǘ ŜǎǘŀōƭƛǎƘŜŘ ƻǊ ŎƭŀǊƛŦƛŜŘΦ  

¶ Participants lack confidence or trust in the leader.  

¶ Participants do not feel free to express themselves.  

¶ Alternatives are not considered adequately.  

¶ The group strays off task.  

¶ Language is too technical or has too much jargon for the participants. 
 
Ways to improve group discussion: 

¶ Leaders practice good facilitation skills. 

¶ The meeting and processes are well thought out and planned. 

¶ Participants understand the purpose of the meeting.  

¶ The participants are kept on track.  

¶ Ground rules are established and participants are held to them.  
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Process versus Content 
 
Although neutral on content, the facilitator is a champion of the process. It is important to understand 
the difference between process and content.  Process and content are the two dimensions of any 
interaction between peopleτwhether the interaction is one-on-one or in groups.  

Process 
The process is the structure, framework, methods, and tools used in all interactions between 
people. These include interactions that are formal (meetings and professional) and informal 
(personal). Process also refers to the climate or spirit established in meetings, as well as the style of 
the facilitator. 
Content 
The content is the topic or subject being discussed at the meeting. Content includes the task, agenda 
items, decisions made, and issues explored. 

 
The content of any meeting is what is being discussed. Content is expressed in the agenda, and in what 
is said at the meeting itself. Because content is the verbal part of any meeting, it is obvious and typically 
consumes the attention of participants. 
 
On the other hand, process deals with how things are being discussed, including methods, procedures, 
format, and tools used. It also includes group dynamics and the meeting climate. Because process is 
nonverbal, it is more difficult to pinpoint and is often ignored while participants focus on the content.  
 
A team or group leader who participates in the discussion is acting as a content expert or content 
leader, while a leader or an outside neutral person who manages the process and orchestrates the 
actions is acting as the facilitator. 
 
An orchestra provides a good analogy to this way of approaching meetings. The participants are the 
audience, and the team leader is the lead violin. The facilitator serves as the conductor, organizing and 
directing the process, but never plays an instrument. The facilitator, like the conductor, orchestrates the 
action and guides the outcome with his or her direction, but never contributes to it directly. More 
information about developing process agendas can be found in Section 3 of this workbook, άCŀŎƛƭƛǘŀǘƛƻƴ 
ToolsΦέ 
 

 
Content: The What 

 

 
Process: The How 

 

¶ Subjects for discussion 

¶ Task 

¶ Problems being solved 

¶ Decisions made 

¶ Agenda items 

¶ Goal 

 

¶ Methods and procedures 

¶ Relations (and their maintenance) 

¶ Tools being used 

¶ Decision process 

¶ Rules or norms set 

¶ Group dynamics 

¶ Climate 
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Facilitation Skills 
 

Basic Skills 
The following list of skills are necessary when facilitating a meeting. Practicing these skills is the best way 
ǘƻ ƳŀǎǘŜǊ ǘƘŜƳΦ  wŜƳŜƳōŜǊ ǘƘŜ ǎƪƛƭƭǎ ōȅ ǘƘŜ ŦƛǊǎǘ ƭŜǘǘŜǊ ƻŦ ŜŀŎƘΤ ŀ ƎƻƻŘ ŦŀŎƛƭƛǘŀǘƻǊ ƳŀƪŜǎ ŀ ά{t[!{Iέ ƛƴ 
the meeting! 
 
Stay Neutral on Content 
Facilitators focus on the process role and should avoid the temptation to offer opinions on the topic 
under discussion. Because the facilitator is typically standing at the front of the room, it is easy for 
participants to attribute a leadership role to the facilitatorτespecially if they recognize the facilitator as 
a content expert. If the facilitator participates in the content discussion, he or she may impede the free 
Ŧƭƻǿ ƻŦ ƛŘŜŀǎ ŀƴŘ ƻǇŜƴ ŜȄŎƘŀƴƎŜ ƻŦ ƛƴŦƻǊƳŀǘƛƻƴ ŀǎ ǇŀǊǘƛŎƛǇŀƴǘǎ ŘŜŦŜǊ ǘƻ ǘƘŜ άŜȄǇŜǊǘΦέ For this reason, 
facilitators who change roles must immediately explainτclearly and explicitlyτwhy they are stepping 
out of the facilitation role and into a participating role (and let people know when they return to the 
facilitation role). 
 
 How Neutral Can a Facilitating Content Expert Really Be? 

Having the content expert in the decision-making meeting facilitate the meeting is a difficult 
challenge. The group members may expect ideas and suggestions but also need to know that 
their input will be considered. The facilitating leader should let the group know when he or she 
is stepping out of the facilitation role to provide content. It is important for the participants to 
understand when the facilitator is contributing to the knowledge base, rather than facilitating, 
so that they can trust the facilitator to accurately record, and later utilize, the participant input. 
Lƴ ǎƻƳŜ ŎƛǊŎǳƳǎǘŀƴŎŜǎΣ ŦŀŎƛƭƛǘŀǘƻǊ ǇŀǊǘƛŎƛǇŀǘƛƻƴ Ŏŀƴ ƴŜƎŀǘƛǾŜƭȅ ƛƳǇŀŎǘ ǘƘŜ ƎǊƻǳǇΩǎ ōǳȅ-in to the 
decision. This is particularly true in a regulatory agency, when the meeting output will feed into 
a regulatory process. In these circumstances, organizations should consider using an outside 
facilitator who does not have a stake in the outcome. 

 
Paraphrase 
This technique involves repeating what has been said, using different words. It allows the facilitator to 
clarify what is being said and test understanding. Paraphrasing will also allow the participants to hear 
the point a second time, from a different person, stated a little differently. Paraphrasing also provides an 
opportunity to ascertain if the facilitator has correctly heard or interpreted what was said. 
 
Listen Actively  
Facilitators should look people in the eye, use attentive body language, and let them know their ideas 
are heard and understood. Body language should be neutral, without showing support or disapproval of 
any suggestions, comments, or ideas. Neutral body language can encourage open communication. 
Facilitators should face the speaker and take a step toward the individual to show interest. Use the 
other facilitation skills to encourage full participation. 
 
Ask Questions  
Questions test assumptions, invite participation, gather information, and probe for hidden points. 
Facilitators should ask open-ended questions to encourage thorough discussion of all ideas presented. 
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Summarize  
After listening attentively to all that has been said, a facilitator should offer a concise and timely 
summary. Summarizing is a good way to revive a discussionτor to end one when things seem to be 
wrapping up.  
 
Hold Up a Mirror 
The mirror technique involves ŜȄǇƭŀƛƴƛƴƎ ǘƻ ǘƘŜ ƎǊƻǳǇ ǘƘŜ ōŜƘŀǾƛƻǊ ŦǊƻƳ ǘƘŜ ŦŀŎƛƭƛǘŀǘƻǊΩǎ ǇŜǊǎǇŜŎǘƛǾŜ ǎƻ 
the participants can interpret their actions and make corrections. This is particularly effective for 
ŘǊŀǿƛƴƎ ǘƘŜ ƎǊƻǳǇΩǎ ŀǘǘŜƴǘƛƻƴ ōŀŎƪ ǘƻ ǘƘŜ ǘŀǎƪǎ ŀǘ ƘŀƴŘ ƻǊ ŘŜŀƭƛƴƎ ǿƛǘƘ ŘƛǎǊǳǇǘƛǾŜ ōŜƘŀǾƛƻǊǎΦ The 
ŦŀŎƛƭƛǘŀǘƻǊ ƳƛƎƘǘ ǎŀȅ ǘƻ ŀ ƭƻǿ ŜƴŜǊƎȅ ƎǊƻǳǇΣ ά¸ƻǳ ŀƭƭ ƭƻƻƪ ƭƛƪŜ ȅƻǳ Ƴŀȅ ƴŜŜŘ ŀ ōǊŜŀƪ.έ 
 
Synthesize  
The facilitator works with the group to build on ideas and combine diverse concepts to create new 
concepts. This builds consensus and commitment. 
 
Ping-Pong  
²ƘŜƴ ǎƻƳŜƻƴŜ ŀǎƪǎ ŀ ǉǳŜǎǘƛƻƴΣ ǘƘŜ ŦŀŎƛƭƛǘŀǘƻǊ Ŏŀƴ άōƻǳƴŎŜέ ǘƘŜ ǉǳŜǎǘƛƻƴ ǘƻ ŀƴƻǘƘŜǊ participant. This 
allows participants to converse with each other and provides the opportunity for the facilitator to avoid 
ōŜŎƻƳƛƴƎ ŀ ǇŀǊǘ ƻŦ ǘƘŜ άŎƻƴǘŜƴǘέ ŘƛǎŎǳǎǎƛƻƴ ŀƴŘ ƭƻǎƛƴƎ ƴŜǳǘǊŀƭƛǘȅ ōȅ ŀƴǎǿŜǊƛƴƎΦ  
 
Label Sidetracks 
The facilitator should tell the group when it gets off track. The group can decide if it wants to pursue the 
sidetrack, or get back to the agenda. 

 
Dock It in the Marina (also known as the Parking Lot) 
When the group is off task, or an individual asks a question that is not on the agenda, the facilitator should check 
in with the group to determine how important the sidetrack is. The group may decide to continue the discussion in 
lieu of the agenda or save it for a later meeting. When the group decides to save the item for a future meeting, the 
ŦŀŎƛƭƛǘŀǘƻǊ ǎƘƻǳƭŘ ƴƻǘŜ ǘƘŜ ƛǘŜƳ ƻƴ ŀ ŦƭƛǇ ŎƘŀǊǘ ƭŀōŜƭŜŘ άaŀǊƛƴŀ.έ  
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Facilitating Participants ς Stealth Facilitation Techniques 
In a meeting without a facilitator, some facilitation techniques may help make the meeting more 
productive. These are techniques any participant can employ.   

¶ Ask for a round of introductions if there are people in the group who do not know each other. 
This engages the participants, and encourages them to speak. 

¶ Ask for clarification of the objectives for the meeting. This will help everyone recognize when 
the meeting is off track. 

¶ Offer to take notes. Note takers can control the speed of the conversation, clarify points, 
summarize, and ensure that everyone has heard the comments the same way. 

¶ If the discussion seems to be getting off track, suggest that the topic be placed in the άaŀǊƛƴŀέ 
for discussion at a later time.  

¶ Suggest a round-robin if there are several people who are not contributing. 

¶ At the end of the meeting, ask for clarification on the decisions that have been made and the 
action plan. 

¶ Provide an organizing framework. For example, put the ideas on a timeline, or group them on a 
white board or flip chart to get everybody on the same page (this also acknowledges different 
learning styles in the group). 

¶ Ask questions that will lead the group into a clearer direction.  

¶ If the meeting is getting off track, provide an intervention (see interventions below) 

¶ Suggest a break. 

¶ When two parties disagree, restate each perspective for everyone to hear.  
 

Dealing with Disruptive Behaviors 
 

Motivating Factors for Different Personalities 
When dealing with different personalities, it helps to reflect on the motivating factors that drive the 
actions of these individuals. Understanding what is motivating a difficult behavior assists the facilitator 
in redirecting that behavior. Personalities can range from passive to assertive and from people-focused 
to task-focused. The illustration below 
(Brinkman 1994) shows the motivating 
factors that relate to these greater 
character traits.  
 
Task-focused assertive people are 
concerned about finishing the task at hand, 
at all costs. They can overwhelm other 
participants, and dominate the 
conversations. The facilitator can assure 
them that the task will be completed and 
that all perspectives need to be 
considered. Building trust is an important 
milestone for the facilitator so that this 
type of person can let go of the need to 
focus solely on the task. 
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Task-focused passive ǇŜƻǇƭŜ ŀǊŜ ǇŜǊŦŜŎǘƛƻƴƛǎǘǎ ǿƘƻ ŘƻƴΩǘ ǿŀƴǘ ǘƻ ƳŀƪŜ ŀ ŘŜŎƛǎƛƻƴ ǳƴǘƛƭ ǘƘŜȅ ƘŀǾŜ ŀƭƭ ǘƘŜ 
information and have considered all the options. The facilitator can assure them that they will have an 
opportunity to hear the known information and that the decision will not be made until all perspectives 
have been considered. Remind them that a decision does need to be made, regardless of whether there 
is enough information. 
 
People-focused assertive people want to make sure that everyone is participating and comfortable with 
the process. They are less concerned with completing the task than with the comfort of all the 
individuals. The facilitator can assure them that they will make sure everyone is heard and all the input 
is considered.  
 
People-focused passive people are uncomfortable with tension. They are unconcerned with the 
completion of the task as long as everyone is getting along. The facilitator can assure them that although 
different perspectives are being discussed, and that it will get a little tense when people disagree, it is 
important to have the conversationτand that the facilitator will not let any member damage his or her 
relationship with the others. 
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Interventions 
When behavior begins to disrupt a meeting, the facilitator should be prepared to intervene. An 
ƛƴǘŜǊǾŜƴǘƛƻƴ ƛǎ άŀƴȅ ŀŎǘƛƻƴ ƻǊ ǎŜǘ ƻŦ ŀŎǘƛƻƴǎ ŘŜƭƛōŜǊŀǘŜƭȅ ǘŀƪŜƴ ǘƻ ƛƳǇǊƻǾŜ ǘƘŜ ŦǳƴŎǘƛƻƴƛƴƎ ƻŦ ǘƘŜ ƎǊƻǳǇΦέ  
 
Regardless of its length and complexity, an intervention is always an interruption. The facilitator must 
stop the discussion and draw attention to an aspect of the process. ¢ƘŜ ŦŀŎƛƭƛǘŀǘƻǊΩǎ Ǝƻŀƭ ǎƘƻǳƭŘ ōŜ ǘƻ 
minimize the interruption by resolving the situation as quickly as possible.  
 
The facilitator should be cautious about intervening. If a facilitator intervenes every single time tƘŜǊŜΩǎ ŀ 
distraction or problem with any member of the group, there may be too many interruptions. Repetitive, 
ƛƴŀǇǇǊƻǇǊƛŀǘŜ ōŜƘŀǾƛƻǊǎ ǘƘŀǘ ŘƻƴΩǘ ǎŜŜƳ ǘƻ ǊŜǎƻƭǾŜ ǘƘŜƳǎŜƭǾŜǎ ƴŜŜŘ ǘƻ ōŜ ŎƻǊǊŜŎǘŜŘΦ LŦ ǘƘŜ ǎƛǘǳŀǘƛƻƴ 
corrects itself after a minute or two, then no intervention is necessary.  
 
Before conducting an intervention, the facilitator should ask themselves the following questions: 

¶ Is the problem serious? 

¶ Will it go away by itself in a few minutes? 

¶ Is the problem jeopardizing the output of the meeting? 

¶ Will the intervention be more disruptive than the problem? 
LŦ ƛǘ ƛǎ ǎŜǊƛƻǳǎΣ ŘƻŜǎƴΩǘ Ǝƻ ŀǿŀȅ ǉǳƛŎƪƭȅ, and is hurting the ability to reach the outcome of the meeting, 
the facilitator should proceed with a planned intervention. 
 
The 3-Step Intervention Strategy 
Interventions need to be worded carefully so ǘƘŜȅ ŘƻƴΩǘ make the situation worse. Practicing 
interventions in different situations will allow the facilitator to master the skill and use it when 
necessary. There are generally three distinct components to an intervention statement: 
 

1. Hold up a Mirror. Describe what is happening in the room. ¢Ƙƛǎ ƛǎ ƴƻƴƧǳŘƎƳŜƴǘŀƭ ŀƴŘ ŘƻŜǎƴΩǘ 
attribute motive. LǘΩǎ ōŀǎŜŘ ǎƻƭŜƭȅ ƻƴ ƻōǎŜǊǾŀǘƛƻƴǎ ƻŦ ŀŎǘǳŀƭ ŜǾŜƴǘǎΦ 

2. Make an impact statement. Tell members how their actions are affecting the process and other 
people. Base this on actual observations.  

3. Redirect the behavior. Direct the group back to the next item on the agenda and continue 
through the process. If the intervention created tension in the group, consider giving 
participants a break.  

 
Special note: Step 2 can be omitted if the impact statements might increase contention.   
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Recognizing Difficult Behavior Types 
Facilitators must manage difficult behaviors in meetings using skills that will not alienate others, or 
inhibit productive conversations. In the Star Wars movieΩs famous bar scene, the personality of the zany 
character was apparent by the appearance. Each character had a distinctive look. Yet in meetings, 
facilitators will have no idea about the group of characters with whom theyΩre dealing. 
 
ThatΩs because ǇŀǊǘƛŎƛǇŀƴǘǎΩ normal outward appearances can belie troublesome behavior. In the 
following section, strategies for dealing with the crazy cast of characters are categorized by behavior. 
The key is to identify stereotypical behavioral patterns and understand the suggested responses so that 
the facilitator can help participants move through the meeting under challenging circumstances. The 
following pages are some suggestions for dealing with these stereotypical behaviors. 
 
Please note: No animals were harmed in the making of this workbook. 
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Complaining or Negative Crab 
Motivation ς passive, task-focused and wants to get it right 
 
The complainer can come in many forms: whiner, critic, or obstructionist. 
Crabs are passive and task-focused, and they want to get it done. Despite the 
negative connotation, this person is often motivated by perfection. Negative, 
complaining people may seem to object to everything, asserting that ideas 
proposed will not work or are impossible. The complainer may completely 

deflate any optimism others express for a project and may block others from accomplishing goals. Crabs 
gripe and do little to improve the situationτeither because they feel powerless or because they refuse 
to bear the responsibility for an imperfect solution. Less 
  

Gentle Intervention 
Stay Neutral: 
άL ƪƴƻǿ ȅƻǳ ǾŀƭǳŜ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ ǘƘŜ ǎƻƭǳǘƛƻƴǎ ȅƻǳ ŘŜǾŜƭƻǇΦέ 
  
Ask clarifying questions; ask for the specifics that focus on the content: 
ά/ŀƴ ȅƻǳ ŘŜǎŎǊƛōŜ ǘƘŜ ǊŜŀǎƻƴ ǿƘȅ ǘƘŜ ǇǊƻǇƻǎŜŘ ǎƻƭǳǘƛƻƴ ƛǎ ŦƭŀǿŜŘΚ tŜǊƘŀǇǎ ȅƻǳ can suggest a way we 
ƳƛƎƘǘ ƛƳǇǊƻǾŜ ƛǘΚέ 
 
Write the complaint on easel chart; refer to it when the person repeats it: 
ά[Ŝǘ ƳŜ ŎŀǇǘǳǊŜ ȅƻǳǊ ŎƻƴŎŜǊƴǎ ƻƴ ǘƘŜ ŎƘŀǊǘ ǎƻ ǘƘŀǘ ǿŜ ŀƭƭ ǳƴŘŜǊǎǘŀƴŘ ǿƘŀǘ ǘƻ ŀǾƻƛŘΦέ 
  

Firm Intervention 
Reflect what you see:   
ά/ǊŀōōȅΣ LΩƳ ōŜǘǘƛƴƎ ȅƻǳ ƘŀǾŜ ƘƛƎƘ ŜȄǇŜŎǘŀǘƛƻƴǎ ŦƻǊ ǘƘƛǎ ǇǊƻŎŜǎǎΦέ 
or 
ά¸ƻǳ ǎŜŜƳ ŘƛǎǎŀǘƛǎŦƛŜŘ ǿƛǘƘ ǘƘŜǎŜ ƛŘŜŀǎΦέ 
  
Describe the impact: 
ά! proposed solution from you will allow the meeting to move forward and then we can consider all 
viable solutions.έ 
or 
άbŜƎŀǘƛǾƛǘȅ Ƴŀȅ ōŜ ŘŜŦƭŀǘƛƴƎ ǘƘŜ ƻǇǘƛƳƛǎƳ ƴŜŜŘŜŘ ǘƻ ŎŀǊǊȅ the group forward and obstructing our ability 
ǘƻ ǊŜŀŎƘ ǘƘŜ ŘŀȅΩǎ ƎƻŀƭΦέ 
  
Redirect the behavior: 
ά[Ŝǘ ƳŜ ŎŀǇǘǳǊŜ ȅƻǳǊ ŎƻƴŎŜǊƴ ƻƴ ǘƘŜ ŜŀǎŜƭ ŎƘŀǊǘ ǎƻ ǿŜ Ŏŀƴ ƳƻǾŜ ƻƴ ǘƻ ǘƘŜ ƴŜȄǘ ƛǎǎǳŜ.έ 
or 
ά¢ƘŀǘΩǎ ŀ ǳƴƛǉǳŜ ǿŀȅ ƻŦ ǎŜŜƛƴƎ ǘƘƛƴƎǎ /Ǌŀōōȅ. hǘǘŜǊΣ ǿƘŀǘ Řƻ ȅƻǳ ǘƘƛƴƪ ŀōƻǳǘ ǘƘŀǘΚέ 
or 
ά/ŀƴ ǿŜ ŀƎǊŜŜ ƻƴ ǘƘŜ ƭŀǊƎŜǊ ƛǎǎǳŜ ŀƴŘ ŦƭŜǎƘ ƻǳǘ ǎƻƳŜ ƻŦ ǘƘŜ ŘŜǘŀƛƭǎ ŀǘ ŀƴƻǘƘŜǊ ǘƛƳŜΚέ 
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Dominating or Hostile Shark 
Motivation ς aggressive, task and efficiency focused 

Sharks are aggressive and focused on efficiency and the task. They can be 
hostile and dominating and might try to intimidate and bully people. They 
make cutting remarks or throw temper tantrums when they do not get 
their own way. Some hostile individuals will be task-focused and want to 
get the job done while maintaining control. These individuals will 
generally have a more focused attack on the failure of others to complete 

a specific task or take necessary actions. Others may explode and attack other people in a more random 
fashion, which is typically done to command attention. Less 
  

Gentle Intervention 
Be firm, but not threatening; be friendly: 
ά{ƘŀǊƪȅΣ L Ŏŀƴ ǘŜƭƭ ȅƻǳ ŎŀǊŜ ŘŜŜǇƭȅ ŀōƻǳǘ ǘƘƛǎ ǘƻǇƛŎΣ ŀƴŘ L ǿƻǳƭŘ ƭƛƪŜ ǘƻ ŎŀǇǘǳǊŜ ǿƘŀǘ ȅƻǳ ƘŀǾŜ ǎŀƛŘ ƛƴ ǘƘŜ 
ǇŀǊƪƛƴƎ ƭƻǘΣ ŀƴŘ ǘƘŜƴ ƘŜŀǊ ǿƘŀǘ ƻǘƘŜǊǎ ǘƘƛƴƪΦ [ŜǘΩǎ ǳǎŜ ŀ ǊƻǳƴŘ Ǌƻōƛƴ ǘƻ ƘŜŀǊ ŦǊƻƳ ƻǘƘŜǊǎΣ ŀƴŘ ǇƭŜŀǎŜ 
save ȅƻǳǊ ƴŜȄǘ ƛŘŜŀ ŦƻǊ ǘƘŜ ƴŜȄǘ ǊƻǳƴŘΦέ 
  
Listen activelyΣ ƎƛǾŜ ǘƘŜƳ ǘƛƳŜ ǘƻ ǾŜƴǘΣ ŀƴŘ ǳǎŜ ǘƘŜ ǇŜǊǎƻƴΩǎ ƴŀƳŜ ǘƻ ƎŜǘ ǘƘŜƛǊ ŀǘǘŜƴǘƛƻƴΦ ¢ƘŜƴ ǳǎŜ ǇƛƴƎ 
pong to engage others in the conversation. Call the name, pause, call it again and again until Sharky 
pauses, then jump in with your intervention: 
ά{ƘŀǊƪȅΣ {ƘŀǊƪȅΣ {ƘŀǊƪȅτthank you for your knowledge and your perspective, it is important 
ƛƴŦƻǊƳŀǘƛƻƴ ŦƻǊ ǳǎ ǘƻ ŎƻƴǎƛŘŜǊΦ /ƭŀƳƳȅΣ Ƙƻǿ ŘƻŜǎ ȅƻǳǊ ǇŜǊǎǇŜŎǘƛǾŜ ŎƻƳǇŀǊŜ ǘƻ {ƘŀǊƪȅΩǎΚέ 
  

Firm Intervention 
Reflect what you see: 
ά{ƘŀǊƪȅΗ ¸ƻǳ ŀǊŜ ƘŀǾƛƴƎ ǎǳŎƘ ǎǘǊƻƴƎ ǊŜŀŎǘƛƻƴǎ ǘƘŀǘ ώŜȄǇƭŀƛƴ ǿƘŀǘ ȅƻǳ ǎŜŜϐΦέ 
 
Describe the impact: 
άhǘƘŜǊ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ƻǇǘƛƳƛǎƳ ŦƻǊ ǘƘƛǎ ǇǊƻŎŜǎǎ ƛǎ ōŜƛƴƎ ŘŜŦƭŀǘŜŘΦέ 
 
Redirect the behavior: 
άtƭŜŀǎŜ ƘƻƭŘ ȅƻǳǊ ŎƻƳƳŜƴǘǎ ŦƻǊ ŀ ŦŜǿ ƳƛƴǳǘŜǎ ǎƻ ƻǘƘŜǊ ǇŜƻǇƭŜ Ŏŀƴ ŜȄǇǊŜǎǎ ǘƘŜƳǎŜƭǾŜǎΦέ 
or 
άwŜƳŜƳōŜǊ ǘƘŜ ƎǊƻǳƴŘ ǊǳƭŜǎΣ ƻƴŜ ǇŜǊǎƻƴ ǎǇŜŀƪǎ ŀǘ ŀ ǘƛƳŜΣ ŀƴŘ ǿŜ ƴŜŜŘ ǘƻ ǊŜǎǇŜŎǘ ŜŀŎƘ ƻǘƘŜǊΦ bƻǿ 
ǿŜΩŘ ƭƛƪŜ ǘƻ ƘŜŀǊ ŦǊƻƳ ǎƻƳŜƻƴŜ ŜƭǎŜΦ 5ƻƭǇƘƛƴ ǿƘŀǘ Řƻ ȅƻǳ ǘƘƛƴƪΚέ 
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Talkative and Chatty Blowfish 
Motivation ς assertive, people person, wants everyone to get 
appreciated 
 
Blowfishy is a very chatty, assertive άpeople person.έ Blowfish want 
everyone to feel comfortable and positive about the process. They have 
a tendency to be overly talkative (almost compulsively) because they 
are enthusiastic, want to show off, or are well-informed and eager to 
ǳǎŜ ǘƘŜƛǊ ƪƴƻǿƭŜŘƎŜΦ .ƭƻǿŦƛǎƘ Ŏŀƴ ŘƻƳƛƴŀǘŜ ǘƘŜ άŦƭƻƻǊ ǘƛƳŜέ ŀǘ ǘƘŜ 
expense of other group members. While they frequently have good 
ideas and strong contributions to make, they also ramble, monopolize 

the discussion, and do not give others an opportunity to express their thoughts. Less 
  

Gentle Intervention 
[ƛǎǘŜƴ ŀŎǘƛǾŜƭȅΥ άLΩŘ ƭƛƪŜ ǘƻ ŎŀǇǘǳǊŜ ŀƭƭ ȅƻǳǊ Ǉƻƛƴǘǎ ƻƴ ǘƘŜ easel chart and then get the other participantsΩ 
feedback as well. Help me make sure I capture your thoughts correctly. Your first point is [pause for 
response]?έ 
  
[ŀōŜƭ ǎƛŘŜǘǊŀŎƪǎ ŀƴŘ ƛƴǘŜǊǊǳǇǘ ǘŀŎǘŦǳƭƭȅ ōȅ ŎƭŜŀǊƭȅ ǎŀȅƛƴƎ Ƙƛǎ ƻǊ ƘŜǊ ƴŀƳŜΥ ά.ƭƻǿfishy? Blowfishy? 
Blowfishy? Is this comment related to what we are discussing or should it go onto the marina [parking 
lot]?έ 
  

Firm Intervention 
Reflect what you see: 
ά.ƭƻǿŦƛǎƘȅΣ ȅƻǳ ŀǊŜ ŀŘŜǇǘ ŀǘ ŜȄǇǊŜǎǎƛƴƎ ȅƻǳǊ ǘƘƻǳƎƘǘǎ ŀƴŘ ƛŘŜŀǎΦέ  
or 
άL ŀǇǇǊŜŎƛŀǘŜ ȅƻǳǊ ŜƴǘƘǳǎƛŀǎƳ ŦƻǊ ǘƘƛǎ ǘƻǇƛŎΦέ 
 
Describe the impact: 
ά[ŜǘΩǎ ǳǎŜ ŀ ǊƻǳƴŘ-Ǌƻōƛƴ ǘŜŎƘƴƛǉǳŜ ǘƻ ŀƭƭƻǿ ŜǾŜǊȅƻƴŜ ŀƴ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ ŎƻƴǘǊƛōǳǘŜΦέ  
or 
έ²Ŝ ŀǊŜ ŎƻƭƭŜŎǘƛƴƎ ƛƴŦƻǊƳŀǘƛƻƴ ŦǊƻƳ ŜǾŜǊȅƻƴŜ ǊƛƎƘǘ ƴƻǿτit is essential to hear other opinions and 
ƛƴŦƻǊƳŀǘƛƻƴΦέ 
 
Redirect the behavior: 
ά¢Ƙŀƴƪ ȅƻǳ .ƭƻǿŦƛǎƘȅΦ bƻǿ ƭŜǘΩǎ ƘŜŀǊ ŦǊƻƳ ǎƻƳŜƻƴŜ ŜƭǎŜΦέ 
or 
άIƻƭŘ ǘƘŀǘ ǘƘƻǳƎƘǘ ŦƻǊ ƴƻǿΣ ŀƴŘ ƭŜǘΩǎ ƭŜǘ /ƭŀƳ ŦƛƴƛǎƘ Ƙƛǎ ǘƘƻǳƎƘǘΦέ   
or 
ά[ŜǘΩǎ ŀǎƪ ǎƻƳŜ ƻǘƘŜǊǎ ǿƘŀǘ ǘƘŜȅ ǘƘƛƴƪ ώǇƛƴƎ ǇƻƴƎϐΦέ 
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Shy and Quiet Clam 
Motivation ς passive, tasked focused, wants to get it right 
 
The clam is shy, passive, and task-focused. Clammy wants to get it right. Shy 
individuals may be reluctant or afraid to express their ideas in a group setting, 
so they may appear to be unresponsive. Less 
  

Gentle Intervention 
If intervention is necessary, consider communicating with the clam individually. ¦ǎƛƴƎ ǘƘŜ ŎƭŀƳΩǎ ƴŀƳŜΣ 
ask for his or her thoughts: ά/ƭŀƳƳȅΣ Řƻ ȅƻǳ ƘŀǾŜ ŀƴȅ Ǉƻƛƴǘǎ ǘƻ ŀŘŘ ǘƻ ǘƘŜ ŘƛǎŎǳǎǎƛƻƴΚέ 
  
Allow Clammy time to answer, even if it takes longer than is comfortable: 
άtƭŜŀǎŜ ƭŜǘ /ƭŀƳƳȅ ǊŜǎǇƻƴŘέ 
or 
ά/ƭŀƳƳȅ Ƙŀǎ ǘƘŜ ŦƭƻƻǊΦέ 
  
Use anonymous input techniques that make participation easy. Record all answers given: άtƭŜŀǎŜ ǿǊƛǘŜ 
your answer to the following question on an index card, and hand it to me.έ 
  

Firm Intervention 
 
Reflect what you see: 
άLΩƳ ƎǳŜǎǎƛƴƎ ȅƻǳ ƘŀǾŜ ŀƴ ƛŘŜŀ ƻǊ ǘƘƻǳƎƘǘ ŀōƻǳǘ ǘƘƛǎΚέ 
or 
άL ƴƻǘƛŎŜŘ ǘƘŀǘ ώάȅƻǳǊ ƳƻǳǘƘ ƻǇŜƴŜŘΣέ άȅƻǳǊ ŜȅŜǎ ƭƛǘ ǳǇΣέ άȅƻǳ ƭŜŀƴŜŘ ŦƻǊǿŀǊŘΣέ άȅƻǳ ǿǊƻǘŜ ǎƻƳŜǘƘƛƴƎ 
Řƻǿƴέϐ when that was mentioned and thought you might have something to add.έ 
  
Describe the impact: 
ά²Ŝ ǿŀƴǘ ǘƻ ǳƴŘŜǊǎǘŀƴŘ ȅƻǳǊ ǇŜǊǎǇŜŎǘƛǾŜ ƻƴ ǘƘƛǎΦέ 

 
Redirect the behavior:· 
άtƭŜŀǎŜ ǎƘŀǊŜ ǿƘŀǘ ȅƻǳ ŎƻƴǎƛŘŜǊ ƛƳǇƻǊǘŀƴǘ.έ 
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Entertaining and Diverting Dolphin 
Motivation ς assertive, people focused, wants to be appreciated 
 
The dolphin is assertive and people-focused and will entertain the 
group to keep tension down. Dolphins want everyone to be 
comfortable and understand their contributions. Dolphins may just 
want to keep the conversation light, or they may be uninvolved in the 
substance of group efforts; instead, they make unrelated jokes and 
comments. Entertainers may divert attention from the subject under 
discussion with distracting antics that focus attention on them. 

However, they also can play a constructive role when group discussions become tense and stressful for 
group members. Less 
  

Gentle Intervention 
 
Ask Questions:  
LƎƴƻǊŜ ǘƘŜ ƘǳƳƻǊƻǳǎ ǊŜƳŀǊƪ ŀƴŘ Ŧƻƭƭƻǿ ǳǇ ǿƛǘƘ ŀ ǎŜǊƛƻǳǎ ƻƴŜΥ ά5ƻŜǎ ŀƴȅƻƴŜ ƘŀǾŜ ǎƻƳŜǘƘƛƴƎ ǘƻ ŀŘŘ 
ŘƛǊŜŎǘƭȅ ǊŜƭŀǘŜŘ ǘƻ ǘƘŜ ǘƻǇƛŎΚέ 
 
!ǎƪ ǘƘŜ ŘƻƭǇƘƛƴ ǘƻ ǊŜƭŀǘŜ ǘƘŜ ǎǘƻǊȅ ǘƻ ǘƘŜ ǘƻǇƛŎ ōŜƛƴƎ ŘƛǎŎǳǎǎŜŘΥ ά5ƻƭǇƘƛŜΣ LΩƳ ǳƴŎƭŜŀǊ Ƙƻǿ ȅƻǳǊ ƛƴǇǳǘ 
ǊŜƭŀǘŜǎ ǘƻ ώǘƘŜ ǘƻǇƛŎϐΦέ 
 
Paraphrase:  
Restate the input using your own words to refocus the discussion: ά5ƻƭǇƘƛŜΣ ƛŦ L understand your point, 
you are trying to express the idea that [paraphrase input].έ 
  
Write comments on an easel chart: ά5ƻƭǇƘƛŜΣ ƘŀǾŜ L ŎŀǇǘǳǊŜŘ ȅƻǳǊ ǎǳƎƎŜǎǘƛƻƴ ƘŜǊŜΚέ 
  

Firm Intervention 
Reflect what you see: 
ά¸ƻǳ ŎŜǊǘŀƛƴƭȅ ƪƴƻǿ Ƙƻǿ ǘƻ ŀŘŘ ŀ ƭƛƎƘǘ ǘƻǳŎƘ ǘƻ ǘƘŜ ŘƛǎŎǳǎǎƛƻƴΦέ 
or 
άL ŀǇǇǊŜŎƛŀǘŜ ǘƘŜ ǊƻƭŜ ƘǳƳƻǊ Ƙŀǎ ƻƴ ƪŜŜǇƛƴƎ ǘŜƴǎƛƻƴ ŘƻǿƴΦέ 
 
Describe the impact: 
έLƴ ƻǊŘŜǊ ǘƻ ŀŎŎƻƳǇƭƛǎƘ ǘƘŜ ǘŀǎƪ ǘƻŘŀȅΣ ǿŜ ŘƻƴΩǘ ǿŀƴǘ ǘƻ ƛƴƘƛōƛǘ ƻǘƘŜǊǎΩ ŀōƛƭƛǘȅ ǘƻ ǊŜƳŀƛƴ ŦƻŎǳǎŜŘ ŀƴŘ ƻƴ 
ǘƻǇƛŎΦέ 
 
Redirect the behavior: 
ά5ƻ ȅƻǳ ƘŀǾŜ ŀ ŎƻƳƳŜƴǘ ǘƘŀǘ ŘƛǊŜŎǘƭȅ ǊŜƭŀǘŜǎ ǘƻ ǘƘŜ ǘƻǇƛŎΣ ƻǊ ǎƘƻǳƭŘ L ƳƻǾŜ ƻƴΚέΦ 
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Under-Participator, the Apathetic Flounder  
Motivation ς passive, people person, wants everyone to get along 
 
The flounder is a passive person who wants everyone to get along. 
Flounders may be uninterested in the topic or not comfortable sharing 
their perspectives. The under-participator does not appear to be engaged 
in the group or its formal discussions but may say more during breaks at 
meetings. The group member who remains under-involved may be 
introverted, an exceptional listener, a deeply reflective individual with 
wonderful ideas, or someone who is simply detached from the subject. 
Less 

  

Gentle Intervention 
Note: If intervention is necessary, consider communicating with the flounder individually. 

 
Ask questions:  
UǎŜ ǘƘƛǎ ǇŜǊǎƻƴΩǎ ƴŀƳŜΦ  
Wait through an awkward silence, and if other participants feel compelled to speak, ask them to please 
hold their comments until the flounder has had a chance to offer his or her opinion or reaction. 

 
Paraphrase: ǊŜǎǘŀǘŜ ǘƘŜ ŦƭƻǳƴŘŜǊΩǎ ŎƻƳƳŜƴǘǎ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ŜǾŜǊȅƻƴŜ ƘŜŀǊǎ ǘƘŜƳΣ ŀƴŘ ŀŎƪƴƻǿƭŜŘƎŜ 
the contributions. 
 

Firm Intervention 
Reflect what you see: 
άCƭƻǳƴŘŜǊΣ LΩƳ ƎǳŜǎǎƛƴƎ ȅƻǳ ǘƻƻƪ ǘƘŜ ǘƛƳŜ ǘƻ ǇŀǊǘƛŎƛǇŀǘŜ ōŜŎŀǳǎŜ ȅƻǳΩǊŜ ƛƴǘŜǊŜǎǘŜŘ ƛƴ Ƙƻǿ this issue is 
ǊŜǎƻƭǾŜŘΦέ 
or 
άLΩƳ ƎǳŜǎǎƛƴƎ ȅƻǳ ƘŀǾŜ ŀƴ ƻǇƛƴƛƻƴ ŀōƻǳǘ ǘƘƛǎΦέ 
 
Describe its impact: 
ά²Ŝ ǿƻǳƭŘ ōŜ ƛƴǘŜǊŜǎǘŜŘ ƛƴ ƘŜŀǊƛƴƎ ȅƻǳǊ ǇŜǊǎǇŜŎǘƛǾŜ ƻƴ ǘƘŜ ǎƻƭǳǘƛƻƴǎΦ ¢ƘŜ ǎƻƭǳǘƛƻƴǎ ǘƘŀǘ ŀǊŜ ǎŜƭŜŎǘŜŘ 
will be more robust if all the interests are ŎƻƴǎƛŘŜǊŜŘΦέ 

 
Redirect behavior: 
άtƭŜŀǎŜ ǎƘŀǊŜ ȅƻǳǊ ǇŜǊǎǇŜŎǘƛǾŜ ƻƴ ǘƘŜ ƛǎǎǳŜΦέ 
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 Argumentative Jellyfish  
Motivation ς aggressive, tasked focused, wants to get it done 
 

The jellyfish is task-focused and aggressive. They are confrontational 
and want to finish the job their way. The jellyfish is another version of 
the hostile, aggressive, domineering type. With their stinging remarks, 
jellyfish tend to be blunt and argumentative. Jellyfish enjoy a good 
fight and find debating and intellectual games challenging and 
rewarding. Less 
  

 
 

Gentle Intervention 
Stay neutralΥ άWŜƭƭȅŦƛǎƘΣ ǘƘŀǘΩǎ ŀƴ ƛƴǘŜǊŜǎǘƛƴƎ ǇŜǊǎǇŜŎǘƛǾŜ.έ 
  
Paraphrase what this person is saying using a soft voice and patient, reasoned statements: άWŜƭƭȅŦƛǎƘΣ 
you have a concern about the proposed solutionτlŜǘΩǎ ōǊŜŀƪ ǘƘŀǘ Řƻǿƴ ƛƴǘƻ ǳƴŘŜǊǎǘŀƴŘŀōƭŜ ǇŀǊǘǎ.έ 
  
!ŎƪƴƻǿƭŜŘƎŜ ǘƘƛǎ ǇŜǊǎƻƴΩǎ ǇƻǎƛǘƛǾŜ ŎƻƴǘǊƛōǳǘƛƻƴǎ: ά¢Ƙŀƴƪ ȅƻǳ ŦƻǊ ǘƘŀǘ ǎǳƎƎŜǎǘƛƻƴΣ ƭŜt me capture that 
for reference.έ 
  

Firm Intervention 
Reflect what you see: 
άWŜƭƭȅŦƛǎƘΣ ȅƻǳ Ƴǳǎǘ ŦŜŜƭ ǾŜǊȅ ǎǘǊƻƴƎƭȅ ŀōƻǳǘ ǘƘƛǎ ƛǎǎǳŜΦέ 
or 
άwŜƳŜƳōŜǊ ƻǳǊ ƎǊƻǳƴŘ ǊǳƭŜ ǘƘŀǘ ŜǾŜǊȅƻƴŜ Ƙŀǎ ǘƘŜ ǊƛƎƘǘ ǘƻ ǾƻƛŎŜ ǘƘŜƛǊ ƻǇƛƴƛƻƴǎΦέ 
or 
άwŜƳŜƳōŜǊ ǘƻ ōŜ ǊŜǎǇŜŎǘŦǳƭ ƻŦ ƻǘƘŜǊ ǇŀǊǘƛŎƛǇŀƴǘǎΦέ 
 
Describe its impact: 
άLΩŘ ƭƛƪŜ ǘƻ Ǉƻƛƴǘ ƻǳǘ ǘƘŀǘ ȅƻǳǊ ŀǇǇǊƻŀŎƘ ƛǎ ƪŜŜǇƛƴƎ ǳǎ ŦǊƻƳ ŀŎŎƻƳǇƭƛǎƘƛƴƎ ǘƘŜ ǇǳǊǇƻǎŜ ƻŦ ǘƘŜ ƳŜŜǘƛƴƎΦ 
tƭŜŀǎŜ ƳŀƪŜ ƻƴƭȅ ŎƻƴǎǘǊǳŎǘƛǾŜ ŎƻƳƳŜƴǘǎ ŀƴŘ ƳŀƪŜ ǘƘŜƳ ƛƴ ŀ ǊŜǎǇŜŎǘŦǳƭ ƳŀƴƴŜǊΦέ 
or 
άtƭŜŀǎŜ ǊŜŎƻƎƴƛȊŜ ǘƘŀǘ ȅƻǳǊ passionate response may frustrate other participants and compromise their 
ŀōƛƭƛǘȅ ǘƻ ŎƻƴǘǊƛōǳǘŜ ōȅ ǇǳǘǘƛƴƎ ǘƘŜƳ ƛƴ ŀ ŘŜŦŜƴǎƛǾŜ ǇƻǎƛǘƛƻƴΦέ 
 
Redirect behavior: 
άLΩŘ ƭƛƪŜ ǘƻ ǎǳƎƎŜǎǘ ǘƘŀǘ ǿŜ ƳƻǾŜ ƻƴΣ ŀƴŘ L ŀǎƪ ǘƘŀǘ ȅƻǳ ŀƭƭ ōŜ ǊŜǎǇŜŎǘŦǳƭ ŀƴŘ ǊŜƳŜƳōŜǊ ǘƘŜ ƎǊƻǳƴŘ rules 
ōŜŦƻǊŜ ȅƻǳ ǎǇŜŀƪΦ /ƭŀƳƳȅ ǿƘŀǘ ƛǎ ȅƻǳǊ Ǉƻǎƛǘƛƻƴ ƻƴ ǘƘŜ ƳŀǘǘŜǊ ŀǘ ƘŀƴŘΚέ. 
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The Know-It-All, Arrogant Sea Lion 
Motivation ς assertive, people focused, wants to get appreciated 
 

 
Sea lions are assertive and need the group to accept their expertise, and 
they can become know-it-alls when questioned. They believe that they 
have more credibility than has been acknowledged and want everyone 
to understand and agree with them. The sea lion knows a lot about the 
topic but does not contribute in a way that sits well with other 
participants, sometimes using his or her credentials, age, length of 
service, or residency to disparage an idea. With cockiness and an inflated 

ego, the sea lion can be condescending, imposing, pompous, or arrogant toward others. In all likelihood, 
this behavior will make others feel as though there is no point in contributing. Less 
  

Gentle Intervention 
Listen to sea lions and acknowledge what they say, allowing them to be experts: ά¢Ƙŀƴƪ ȅƻǳ ŦƻǊ ȅƻǳǊ 
expertise, sea lion; let me make suǊŜ L ŎŀǇǘǳǊŜ ǘƘŀǘ ŎƻǊǊŜŎǘƭȅΦ bƻǿ LΩŘ ƭƛƪŜ ǘƻ ƘŜŀǊ ŦǊƻƳ ǎƻƳŜƻƴŜ ŜƭǎŜΦέ 
Ping pong the conversation to other experts in the room: ά/ƭŀƳƳȅΣ Ŏŀƴ ȅƻǳ ōǳƛƭŘ ƻƴ ǿƘŀǘ sea lion had 
ǘƻ ǎŀȅΚέ 
  

Firm Intervention  

Reflect what you see: 
ά²Ŝ ǳƴŘŜǊǎǘŀƴŘ ǘƘŀǘ ȅƻǳ ŀǊŜ ƻƴŜ ƻŦ ǘƘŜ ŜȄǇŜǊǘǎ ƛƴ ǘƘƛǎ ŀǊŜŀΦέ 
or 
άL ǘƘƛƴƪ ȅƻǳ ƘŀǾŜ ƳŀŘŜ ȅƻǳǊ ǇƻƛƴǘΣ ǿƘƛŎƘ ƛǎ ώǇŀǊŀǇƘǊŀǎŜ ǎŜŀ ƭƛƻƴΩǎ ŎƻƳƳŜƴǘǎϐΦέ 
 
Describe its impact: 
άwŜƳŜƳōŜǊ ǘƘŀǘ ǿŜ ƴŜŜŘ ǘƻ ƘŜŀǊ ŦǊƻƳ ŜǾŜǊȅƻƴŜ ƛƴ ǘƘŜ ƎǊƻǳǇ ƛƴ ǘƘŜ ŀƭƭƻǘǘŜŘ ǘƛƳŜΦέ 
or 
άbƻǿ ǿŜΩŘ ƭƛƪŜ ǘƻ ƘŜŀǊ ŦǊƻƳ ƻǘƘŜǊǎΦέ 
or 
άL ƴŜŜŘ ǘƻ ƳƻǾŜ ǳǎ ƻƴΦέ 
 
Redirect behavior: 
ά¢Ƙŀƴƪ ȅƻǳ ŦƻǊ ȅƻǳǊ ǾƛŜǿΤ ƴƻǿ LΩŘ ƭƛƪŜ ǘƻ ƘŜŀǊ ŦǊƻƳ ƻǘƘŜǊǎΦέ 
or   
ά/ƭŀƳƳȅΣ Ŏŀƴ ȅƻǳ ŀŘŘ ǘƻ ǘƘƛǎ ƛƴŦƻǊƳŀǘƛƻƴΚέ 
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Affable, Eagar Sea Otter 
Motivation ς passive, people person, wants everyone to get along 
 
The sea otter is a passive άpeople personέ and wants everyone to get along. 
Sea otters are super agreeable, overly positive people who are optimistic, very 
reasonable, sincere, and supportive. They are people-oriented and aim to 
please those nearby (for inǎǘŀƴŎŜΣ ōȅ ŀƭǿŀȅǎ ǎŀȅƛƴƎ άȅŜǎέύΦ ¢ƘŜȅ ǎŜŜƪ ŀǇǇǊƻǾŀƭ 
by giving approval. They may cause difficulty in group situations because they 
overcommit or are unreliable. Less 

  

Gentle Intervention 
Ask probing questions that will make honesty easy: ά²Ƙŀǘ ƴŜŜŘǎ ǘƻ ōŜ ŘƻƴŜΚ Iƻǿ ƭƻƴƎ ǿƛƭƭ ƛǘ ǘŀƪŜΚέ 
  
Ask specific questions about what it will take to fulfill commitments: ά²Ƙŀǘ ƻǘƘŜǊ ǇǊƻƧŜŎǘǎ ŀǊŜ ȅƻǳ 
ǿƻǊƪƛƴƎ ƻƴΚ 5ƻ ȅƻǳ ƘŀǾŜ ŀƴȅ ƻǘƘŜǊ ƛŘŜŀǎ ŀōƻǳǘ Ƙƻǿ ǿŜ Ŏŀƴ Řƻ ǘƘƛǎΚέ 
  
Paraphrase so sea otters are aware of what they are saying: ά5ƻ ȅƻǳ ƘŀǾŜ ŀƴȅ ƻǘƘŜǊ ƛŘŜŀǎ ŀōƻǳǘ Ƙƻǿ 
ǿŜ Ŏŀƴ Řƻ ǘƘƛǎΚέ 
  

Firm Intervention 
Reflect what you see: 
ά¸ƻǳǊ ŜƴǘƘǳǎƛŀǎƳ ŀƴŘ ǿƛƭƭƛƴƎƴŜǎǎ ǘƻ ƘŜƭǇ ŀǊŜ Ƨǳǎǘ ǿƘŀǘ ǿŜ ƴŜŜŘΦέ 
 
ά¸ƻǳ ƘŀǾŜ ŎƻƳƳƛǘǘŜŘ ǘƻ ǎƻƳŜ ǇǊŜǘǘȅ ōƛƎ ƛŘŜŀǎ ŀƴŘ ǘŀǎƪǎ ƘŜǊŜ ώŎƛǘŜ ŜȄŀƳǇƭŜǎϐΦέ 
 
Describe the impact: 
άLŦ ȅƻǳ ǎƛƎƴ ǳǇ ŦƻǊ ǘƻƻ ƳǳŎƘΣ ƛǘ Ƴŀȅ ŘŜƭŀȅ ŦƻǊǿŀǊŘ ǇǊƻƎǊŜǎǎΦέ 
 
Redirect behavior: 
άLΩƳ ǎŜƴǎƛƴƎ ǎƻƳŜ ŎƻƴŎŜǊƴ ŀōƻǳǘ ǎƻƳŜ ƻŦ ǘƘŜǎŜ ƛŘŜŀǎ ōŜƛƴƎ ƻǾŜǊƭȅ ŀƳōƛǘƛƻǳǎΦ ²Ƙŀǘ Řƻ ƻǘƘŜǊǎ ǘƘƛƴƪΚ 
ώǇƛƴƎ ǇƻƴƎϐΦέ 
or 
ά¢ƘŜǊŜ ŀǊŜ ǎǳōǎŜǉǳŜƴǘ ǎǘŜǇǎ ǘƘŀǘ ǊŜƭȅ ƻƴ ǘƘŜǎŜ ǎǘŜǇǎ ōŜƛƴƎ ŎƻƳǇƭŜǘŜŘΣ ǎǳŎƘ ŀǎ ώŎƛǘŜ ŜȄŀƳǇƭŜǎϐΦέ 
or 
ά¢ƘŜǊŜ ŀǊŜ ǇŜƻǇƭŜ ŎƻǳƴǘƛƴƎ ƻƴ ǘƘƛǎ ōŜƛƴƎ ŀŎŎƻƳǇƭƛǎƘŜŘ ōȅ ǘƘŜ ŘŜŀŘƭƛƴŜ ƻǊ ƳƛƭŜǎǘƻƴŜ ώǎǘŀǘŜ ǘƘŜ 
ǎǇŜŎƛŦƛŎǎϐΦ !ǊŜ ȅƻǳ ǎǳǊŜ ȅƻǳ Ŏŀƴ ŎƻƳƳƛǘ ǘƻ ƻǊ ŎƻƳǇƭŜǘŜ ǘƘŜǎŜ ǎǘŜǇǎΚέ 
or 
άtŜǊƘŀǇǎ ȅƻǳ ǿŀƴǘ ǘƻ ŎƘŜŎƪ ƛƴ ǿƛǘƘ ǎƻƳŜ ǇŜƻǇƭŜ ōŜŦƻǊŜ ȅƻǳ ŎƻƳƳƛǘΚέ 
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Indecisive Octopus 
Motivation ς passive, tasked-focused, wants to get it right 
 
The octopus is the perfectionist, passive and task-focused. Whether he or 
she is afraid of being wrong, disagreeing with someone else, or just going 
on record, the octopus causes problems by the inability to move forward. 
The octopus becomes torn over choices, trying to find the perfect 
decision instead of the best-possible choice based on available 
information and resources. These people cannot make up their minds and 
also might be blind to logic and reason by the strength of feelings about 
themselves, their opinions, or the impact of those opinions on others. 

  

Gentle Intervention 
Ask questions of octopuses to draw them out and let them process: ά¢Ŝƭƭ ǳǎ ǿƘŀǘ ŜƭǎŜ ȅƻǳ ƴŜŜŘ ǘƻ ƪƴƻǿ 
ǘƻ ƳŀƪŜ ǘƘŜ ŘŜŎƛǎƛƻƴΚέ 
 
Paraphrase what they are saying so they can hear it in new words: ά²Ƙŀǘ L ōŜƭƛŜǾŜ L ƘŜŀǊ ȅƻǳ ǎŀȅƛƴƎ ƛǎ 
[paraphrase]έ or άIŜǊŜ ƛǎ ŀ list of the options agreed upon. Which is the best option, ƛƴ ȅƻǳǊ ƻǇƛƴƛƻƴΚέ 
  

Firm Intervention 
Reflect what you see: 
άL Ŏŀƴ ǘŜƭƭ ȅƻǳ ǘŀƪŜ ǘƘƛǎ ǎŜǊƛƻǳǎƭȅΦέ 
or 
ά¸ƻǳ ŀǊŜ ŎŀǊŜŦǳƭƭȅ ǿŜƛƎƘƛƴƎ ǘƘŜ ƻǇǘƛƻƴǎΦέ 
or 
άo̧u are having difficulty making a decision on ǘƘƛǎ ƛǎǎǳŜΦέ 
 
Describe the impact: 
άLƴ ƻǊŘŜǊ ǘƻ ƳŀƪŜ ǘƘŜ ōŜǎǘ ŘŜŎƛǎƛƻƴΣ ǘƘŜ ƎǊƻǳǇ ƴŜŜŘǎ ǘƻ ǳƴŘŜǊǎǘŀƴŘ ǘƘŜ ŘƛǊŜŎǘƛƻƴ ȅƻǳ ŀǊŜ ƭŜŀƴƛƴƎ ŀƴŘ 
ȅƻǳǊ ǇƻǎƛǘƛƻƴΦέ 
 
Redirect behavior: 
άtƭŜŀǎŜ ōŜ ƘƻƴŜǎǘ ǿƛǘƘ ǳǎ ŀƴŘ ǘŜƭƭ ǳǎ ǿƘƛŎƘ ƻǇǘƛƻƴ ȅƻǳ ŀǊŜ ƭŜŀƴƛƴƎ ǘƻǿŀǊŘΦέ 
or 
ά²Ŝ ǳnderstand this is a tough decision, but we need to move on. Please tell us which of the two two 
ƻǇǘƛƻƴǎ ōŜǎǘ ǊŜǎƻƭǾŜ ǘƘŜ ƛǎǎǳŜΦέ 
or 
ά¢ƘŜǊŜ ŀǊŜ ƴƻ ǇŜǊŦŜŎǘ ŘŜŎƛǎƛƻƴǎΦ ²ƘƛŎƘ ƻƴŜ ǿƻǳƭŘ ȅƻǳ ǎŜƭŜŎǘ ŀǎ ǘƘŜ ōŜǎǘ ǇƻǎǎƛōƭŜ ŎƘƻƛŎŜ ǳƴŘŜǊ ǘƘŜ 
circumstances and with the ŀǾŀƛƭŀōƭŜ ƛƴŦƻǊƳŀǘƛƻƴΚέ 
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Even More Sea Creatures! 

 

Tangential Talking Squid  
The tangent talker hijacks the topic of the group by taking discussions off on tangentsτtopics 
unrelated to the issue at hand. One minute the discussion is on topic and the next minute ƛǘΩǎ in άleft 
fieldέ as the agenda topic has been taken on a tangent. The meeting leaderΩs ability to recognize the 
tangent and refocus is essential to a productive meeting.  

 
Redirect: άLetΩs remember to confine ourselves to the topic at handέ is a good 
way to get back on track. Alternately saying, άLetΩs try to avoid tangentsέ also 
labels such behavior as contrary to the groupΩs aims. Also, the facilitator can 
άparkέ extraneous items in a άparking lotέ list where theyΩre noted and can be 
addressed later. 
 

Oppositional Devilfish  
LetΩs face it, thereΩs a devilΩs advocate in every crowd and in most meetings, too. This person seems 
to relish taking the opposite tack. Whatever the argument being put forth, this person delights in 
taking an opposing view. ItΩs sport for them, an exercise in opposition. The more unpopular the 
stance the more exciting they find the challenge. Often this participant begins by saying άjust for the 
sake of argument, I believe the opposite is true.έ While there is value in looking at issues from 
multiple points of view and to avoid group think, the devilΩs advocate applies this technique to every 
issue, every argument, and every conversation. 
 

Redirect: Hold on to the agenda and get comfortable. This could take a while. A 
good meeting leader can praise this personΩs ability to raise alternative issues. At 
the same time, the meeting leader must indicate its inappropriateness, given time 
parameters or previously agreed-upon issues. 

 
Cynical Eel  
The ultimate naysayer, the cynic has a mŀǎǘŜǊΩǎ degree in negativity. Adroit at using the phrase, άit 
wonΩt work,έ they are skilled at deflating and defeating whatever motion is in motion. άCanΩt be 
done. TheyΩll never buy it. We tried it once and it was a failure.έ ThŜ ŎȅƴƛŎΩǎ motto: just say no. 
 

Redirect: Challenge cynical participants to think like the devilΩs advocate; have 
them suppose for a minute that the idea or project could work. Use a common 
conflict resolution tool and ask cynics to embrace the other sideΩs point of view as 
if it were their own, and argue that sideΩs position. 
 

tŀƴŘƻǊŀΩǎ Parrotfish  
These meeting monsters just have to tackle issues that are emotional, touchy, or are άhot buttonsέ 
for others in the meeting. In every meeting there are topics that are sure to strike a nerve, to 
provoke an emotional reaction, or enter the group into a quagmire. The PandoraΩs box openers lead 
the entire meeting into areas that provoke frustration, animosities, and often resentment too. Once 
this box is opened, itΩs hard to get the issues back into the box. Even worse, some culprits reopen 
issues from earlier in the meeting that have already been resolved. 
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Redirect: The best cure: a firm άletΩs not go thereέ from the meetingΩs facilitator. 
Other phrases like άletΩs cross that bridge when we get thereέ or άthatΩs a hornetΩs 
nest we donΩt need to disturbέ label certain subjects out of bounds for the 
meeting. 
 

Brown Noser Remora 
ThereΩs often a sycophant in a meeting. This participant is obsequious, bending over backwards to 
ingratiate himself or herself to the meeting leader or another power broker. The person so busy 
currying favor with others that they subvert whatever true feelings he or she may have about issues. 
This participant is seen by other participants to be in the pocket of the person to whom theyΩre cow-
towing. Ultimately, brown nosers are seen for who they are and become predictable and not 
trusted. 

 
Redirect: Try to elicit ōǊƻǿƴ ƴƻǎŜǊǎΩ ideas and preferences before asking others as 
a way of drawing them out. 

 
Mechanical Fish: Yep, these are actually cell phones, pagers, personal digital assistants (PDAs), and 
laptop computers. Each distracts its owner and others, too, as they intrude upon participantsΩ 
attention spans during meetings.  

 
Redirect: A good meeting leader will create ground rules or norms for meetings, 
including turning off these gadgets at their outset. ItΩs hard to compete with 
human distractions, let alone electronic ones as well. 

 

Meetings are full of characters. Facilitators need to study participant behavior in meetings, including 
their own behavior, to better understand the style of interaction. The character of a meeting will surely 
be affected by the characters in the meeting.  

 
Adapted from /ǊŀƛƎ IŀǊǊƛǎƻƴΩǎ ά10 Characters YouΩll Meet at a Business Meeting: Employees 
Bring Both Their Good and Bad to Business Meetingsέ website, 
http://humanresources.about.com/od/meetingmanagement/a/meeting_people.htm. 
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{ŜŎǘƛƻƴ о  Cacilitation Tools 

Tools and techniques can be used to accomplish objectives and keep participants engaged. These tools 
not only assist with meeting the established objectives, but they also help to reduce conflict, build 
rapport, and ensure that everyone has the opportunity to participate. By considering the objective of 
the meeting or session, organizers can choose the right tool for the job.  There are many tools available 
for facilitators, and some create their own. These are a few that are used in the course. 
 
 Table 1: Tool Objectives 
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Steps in the Collaborative Process 
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Brainstorming       x 

Criteria Ranking     x   

Exit Survey       x 

Electronic Polling       x 

Flip Charting       x 

Forced Ranking     x   

Gantt Chart      x  

Ground Rules       x 

Impact-Effort Grid     x x  

Multi-voting  x   x   

Participatory 
Mapping 

 x x x x   

Perspective Swap   x  x   

Process Agenda        x 

Ten-Minute Priorities     X   
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Brainstorming 
Purpose: 
Brainstorming is an effective method to gather perceptions and ideas. The goal is to generate as many 
ideas as possible, with ideas building on one another. Participants should have equal status, and their 
ideas should be presented without comment or evaluation. 
 
Process: 
In groups of 6 to 10 people, participants share their ideas. If the group is too small, participants are not 
stimulated to generate ideas and build alternatives off others. If it is too large, equal participation is 
difficult to achieve. The facilitator follows these steps: 

1. Use round-robin (or another technique that ensures everyoneΩǎ participation) to collect ideas 
from each participant.  

2. List all input on easel pads without evaluation or criticism.  
3. Ask for clarification as required.  
4. Keep participants from critiquing ideas, or getting side tracked discussing one of the ideas. 
 

Variations: 
Anonymous Brainstorming  This variation can be used if participants are polarized, or if there is a need 
for confidentiality. Many people can participate when using this technique. The facilitator asks each 
participant to anonymously write down their idea(s) on a piece of paper or an index card, or a website. 
The facilitator reads each idea to the group and lists the ideas on the easel pads, or provides an 
electronic copy to the participants. 
 
Roving Flip Charts  The questions are on easel charts posted around the room. Participants will rove in 
small groups from one chart to the next, writing down their input on the chart. This technique allows 
everyone to participate. The facilitator follows these steps: 

1. Write one probing, open-ended question on each flip chart. Give each chart a number. 
2. Place the charts around the room with space between them.  
3. Place several markers at each flip chart. 
4.  Ask the participants to number off. There should be equal or fewer groups than charts. Each 

group should have no more than 10 participants in it. 
5. Each group should go to the chart that corresponds with the number.  
6. Ask everyone to stay at the chart until it is time to go to the next one.  
7. They may write responses individually or as a group.  
8. After 3 minutes, ask the participants to rotate to the next chart. 

  
Continue until the participants have been to each chart. 
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Criteria Weighting 

Purpose: 
Criteria ranking is a tool to compare proposed alternatives quantitatively. Groups can rate each 
alternative using criteria that are relevant to a project and ultimately determine which solution best 
meets those criteria.  
 
Process: 

1. Establish criteria against which participants will rate the possible solutions. This can be done by 
a small group of experts, or in a brainstorming session with stakeholders.  

2. Assign weights to the criteria by importance. The most important criteria will have the highest 
weight.  This can be done, using brainstorming, a subcommittee, multi-voting, or another tool. 
Lƴ ǘƘƛǎ ŜȄŀƳǇƭŜΣ ά/ƻǎǘέ Ƙŀǎ ǘƘŜ Ƴƻǎǘ άǿŜƛƎƘǘ,έ ǎƻ ƛǘ ƛǎ ǘƘŜ Ƴƻǎǘ ƛƳǇƻǊǘŀƴǘ ŎǊƛǘŜǊƛŀ. Criteria may 
have the same weight as another criterion in this example. 

3. Give each participant a ballot as shown in Figure 2.  Grade each solution on how well it meets 
the criterion. Use ballots, polling devices, or another tool to the alternatives.  In this example, no 
two houses can be given the same grade within a criterion.  For example, there can be only one 
C for cost, the one that costs the most. 

4. Once each ballot is turned in, enter the grades for each person on the criteria tally sheet. 
Convert the grades to numbers using an education scale where A=4.0, B=3.0, and so on.  Tally 
the results for each criterion as shown in Figure 3.   

5. Enter the score for each criterion into the Criteria Grid, as shown in Figure 1. 
6. Add the scores for the final total.   
7. In the example below, there are 3 alternatives; the best alternative for that solution is given an 

A with a score of 243.  
8. Ground truth the solution with the group. Develop action plans and implement the alternative 

with the highest total.  
 
Example:   
A family of four has narrowed the options for purchasing a house down to 3 houses and is evaluating the 
best house for them based on criteria they decided on together. 
 
Figure 1 ς Criteria Ranking Grid: 

 

Options House 1 House 2 House 3 

 
Criteria              (weight) 

      

Least Cost                  (5) 75 40 60 

Bedrooms                  (4) 40 70 70 

Bathrooms                 (3) 39 33 36 

Neighborhood          (3) 33 48 27 

Schools                       (4) 56 40 48 

Total Points 243 231 241 

House 1 wins, House 3 is in the middle, and House 2 is last. 
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Figure 2 ς Ballots: 
Mom 

Options House 1 House 2 House 3 

Criteria 

Grade each house A, B or C on how well it meets the criteria 
Use each grade only once per row.   

Least Cost  A C B 

Bedrooms  C A B 

Bathrooms  A B C 

Neighborhood  B A C 

Schools  A C B 

Dad 
Options House 1 House 2 House 3 

Criteria 

Grade each house A, B or C on how well it meets the criteria 
Use each grade only once per row.   

Least Cost B C A 

Bedrooms  C A B 

Bathrooms  B A C 

Neighborhood  B A C 

Schools  C B A 

Sister 
Options House 1 House 2 House 3 

Criteria 

Grade each house A, B or C on how well it meets the criteria 
Use each grade only once per row.   

Least Cost  A B C 

Bedrooms  C B A 

Bathrooms  B C A 

Neighborhood  B A C 

Schools  A B C 

Brother 
Options House 1 House 2 House 3 

Criteria 

Grade each house A, B or C on how well it meets the criteria 
Use each grade only once per row.   

Least Cost A C B 

Bedrooms  C B A 

Bathrooms  C A B 

Neighborhood  C A B 

Schools  A C B 
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Figure 3 ï Tally Results:                                                    

Least Cost                        Weight = 5 

 
Bedroom                   Weight = 4 

  
House      

1 
House 

2 
House 

3 
 

  
House 

1 
House 

2 
House 

3 

Mom A C B 

 
Mom C A B 

Dad B C A 

 
Dad C A B 

Sister A B C 

 
Sister C B A 

Brother A C B 

 
Brother C B A 

Total 
Score 

15 9 12 

 

Total 
Score 

8 14 14 

Multiplied 
by weight 

75 45 60 

 

Multiplied 
by weight  

40 70 70 

 
 

Bathroom                     Weight = 3 
 

Neighborhood        Weight = 3 

  
House 

1 
House 

2 
House 

3 
 

  
House 

1 
House 

2 
House 

3 

Mom A B C 

 
Mom B A C 

Dad B  A C 

 
Dad B A C 

Sister B C A 

 
Sister B A C 

Brother B C A 

 
Brother C A B 

Total 
Score 

13 11 12 

 

Total 
Score 

11 16 9 

Multiplied 
by weight  

39 33 36 

 

Multiplied 
by weight  

33 48 27 

 
 

Schools       Weight = 4 

  
House 

1 
House 

2 
House 

3 

Mom A C B 

Dad C B A 

Sister A B C 

Brother A C B 

Total 
Score 

14 10 12 

Multiplied 
by weight  

56 40 48 
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Exit Survey 
Purpose:  
The exit survey allows the facilitator to take the pulse of the participants at breaks or before the next 
meeting. This strategy provides opportunities for discussion by allowing the participants to anonymously 
speak up about something that is not working for them, and it will build buy-in to the process by giving 
participants a chance to comment. 
 
Process: 

1. Write two or three questions on an easel pad, with a scale. When using this tool during a 
meeting, ask questions that can be addressed during the meeting. Alternatively, use this at the 
end of the meeting to inform the process for the next meeting. 

2. Ask participants to use a marker to place a check mark on the scale as they leave the room. 
3. When the participants return, discuss the results with them.  
4. Allow them to expand upon their responses, and make adjustments as necessary. 
5. Be careful not to give extra weight to the outlier responses. 

 
 
Example: 

Exit Survey  

 
How is the Pace?  

 

PPP        PPPP   PP 
 PPPP PPPP P         P 
 

Too Fast  Just Right  Too Slow  

 

How does the discussion match your expectations?   

 

 PPP        PPP 
 P PPPP PPPPPP 
 

Does Not  Matches  Exceeds  

 

 

How is the meeting Style?  

 

PPPPP 
PPPP PPPPP       P 

 

Too much lecture  Just Right  Too many 

activities  
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Electronic Polling 
 
Purpose:  
Electronic polling using mobile phones or polling devices allows participants to anonymously rank, 
prioritize or provide feedback using an electronic devise. Everyone can participate, and the results can 
been viewed as they come in.  
 
 
Process: 
Depending on the available equipment or service, this will change. A quick google search of audience 
polling services will return several.   
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Flip Charting  
Purpose:  
Using an easel and pad, the recorder can write down comments from the participants for review later. 
This allows participants to review the agreements at their own pace, recognize that they have been 
heard and speak up if they have been misunderstood.  Lǘ ŀƭƭƻǿǎ ǇŀǊǘƛŎƛǇŀƴǘǎ ǘƻ ǎŜŜ ŀƴŘ ƘŜŀǊ ƻǘƘŜǊΩǎ 
input. 
 
Process: 

¶ Position the flip chart where everyone can see it. 

¶ Stand to the side while writing. Face the audience while listening. If doing both, do not face the 
flip chart squarelyτstand at an angle to both.  

¶ Write in large block letters (1ς1.5-inches high). 

¶ Use as few words as possible. 

¶ Make sure everyone knows what any abbreviations mean. 

¶ Highlight key words or ideas by circling, underlining, boxing, or starring them. 

¶ 5ƻƴΩǘ ǿƻǊǊȅ ŀōƻǳǘ ǎǇŜƭƭƛƴƎΦ State that spell check is not on! 

¶ Color can make a difference. Ensure that the markers have plenty of ink and are dark enough to 
be seen by everyone in the room.  

¶ Alternating colors allows participants to tell at a glance when one thought stopped and the next 
began. 

¶ Placing a border around your chart can help your audience focus on what is written. 

¶ Using graphics to demonstrate points can assist the audience with remembering the points. 
 
Variation: 
Graphic facilitation is a technique that uses drawings as well as words to capture the notes. It allows 
participants to relate through another type of charting. This may be difficult for some facilitators, 
although many of the charts can be developed before the meeting, and simple graphics, like bullets, can 
be applied by most recorders. To host a course that teaches facilitators how to listen, process, and draw, 
contact "ocm.training.request@noaa.gov"  
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Forced Ranking 
 
Purpose: 
This tool is for prioritizing options using specific criteria where each participant has input. 
 
Process: 

1. Write the criteria to be considered at the top of the chart. 
2. List all of the alternatives in a column below the criteria, and number them. 
3. Ask participants to rank the alternatives from best to worst as it relates to the criteria. 
4. Using round robin, ask each participant to tell you where in the ranking Alternative 1 is.  
5. Place thaǘ ƴǳƳōŜǊ ǳƴŘŜǊ ǘƘŜ ǊŀƴƪΦ όLŦ ǘƘŜ ǇŀǊǘƛŎƛǇŀƴǘ ǎŀȅǎΥ άL Ǉǳǘ ƛǘ оǊŘέ ǿǊƛǘŜ о ǳƴŘŜǊ ǊŀƴƪύΦ 
6. !ǎƪ ǘƘŜ ƴŜȄǘ ǇŀǊǘƛŎƛǇŀƴǘ ǿƘŜǊŜ ǘƘŜȅ ǇƭŀŎŜŘ ŀƭǘŜǊƴŀǘƛǾŜ мΦ !ŘŘ ǘƘŀǘ Ǌŀƴƪ ǘƻ ǘƘŜ ŦƛǊǎǘ ǇŀǊǘƛŎƛǇŀƴǘΩǎΦ 
7. Continue in the manner until you have numbers for each of the participants next to the first 

alternative. 
8. Move to alternative 2 and repeat steps 4-7. Continue through all the alternatives. 
9. When all the alternatives have been listed, add up each row and record the total. 
10. The winner is the alternative with the lowest number. 

 
Variation:   
Anonymous Forced Ranking should be used if the participants are private about their ranks. Use ballots 
instead of round robin. 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

  

Criteria = Least Cost 

Most Impact   Rank   Total 

House 1   3 + 1+ 1+ 2                        =  7 

House 2   1 + 2+ 3 +3  =  9 

House 3   2 + 3+ 2+ 1                    =  8 
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Gantt Chart 
 
Purpose: The Gantt chart is a project scheduling tool. It can be used to determine when project tasks 
must be complete and which tasks are dependent on others. Placing milestones into the chart allows the 
project team to evaluate the progress of the project. 
 
Process: 

1. Break the project down into tasks. 
2. Estimate the time for each task. 
3. Determine the sequence of the tasks. 
4. List the tasks in the first column of the chart. 
5. Draw a bar from the task start time to the completion. 
6. Place the milestones into the chart. 

 
Example: 
 

Gantt Chart 

 
 
























