DOCUMENT RESUME

ED 313 484 UD 027 153

AUTHOR Stoneman, Dorothy; Bell, John

TITLE Leadership Development: A Handbook from the You.h
Action Program of the East Harlem Block Schoo!s.

INSTITUTION East Harlem Block Nursery, Inc., New York, NY.

SPONS AGENCY DeWiLt Wallace / Reader's Digest Fund, Pleasantville,
N.Y.; Ford Foundation, New Ycrk, N.Y.; Mott (C.3.)
Foundataion, Flint, Maich.

PUB DATE 88

NOTE 173p.; Por related document, see UD 027 152. A
product of the Youth Action Program.

PUB TYPE Guides - Non-Classroom Use (055) -- Reports -

Descriptive (141)

EDRS PRICE MFO1/PCC7 Plus Postage.

DESCRIPTORS Adolescents; Community Action; *Community
Involvement; Cultural Awareness; =*Leadership;
*Leadership Trainang; Program Guides; Self
Actualization; Self Este=m; Self Evaluation
(Individuals); Social Support Groups; *Urban
Programs; Urban You.h; Young Adults; =*Youth
Leaders

IDENTITIERS *Community Service; =*Nurturance; Oppression;
Political Action

ABSTRACT

This manual 1s wraitten for adults who work with
teenagers and young adults. It 1s based on the experience of building
the Youtit Action Program (YAP) of the East Harlem (New York City)
Biock Schools. The manual begains with backgrourd information on the
accomplishments and plans of YAP on 1its 10th annaversary, followed by
a section on YAP's basic i1deas about leadership development. The
remainder of the marual i1s organized around seven elements that YAP
views as essential in developing leaders. "Element One: Counteracting
the Effectc of Oppression" discusses negative aspects of "adultism"
and ways to foster racial and cultural i1dentity. "Element Two:
Nurturance"” deals with mutual appreciation, self-estimation, and
mutual support. "Element Three: Building Leadership Concepts and
Sk111s” describes steps in leadership development. 'Element Four:
Exper.encing Success" reviews elements in individua: and community
transfermation. "Element Five: Educating Young People About World
Issues" presents a school curriculum designed tu engender youth
leadership. "Element Six: Overcoming Academic Deficiencies and
Resolving Personal Hang-Ups" argues the importance of devzlnparg
competitive academic skills and correcting negative and compul:cive
behaviors. "Element Seven: Organizing to Have Impact on the World"
outlines youth-run community improvement projects and steps in
organizing a political action campaign. (AF)

XA XAXAAXA XA A XA A AR A A A AR A A XA XXX A AR R R A A AR AAXRERAAXAAXRARAAA XA XRARXR KRR ARKRKRKR KA KX XA XX KK XX

* Reproductions supplied by EDRS are the best that can be made *
* from the original document. *

EXAX XX XZF A XA XA XX R R R R AT R R A A XA XXX AR R R A AR RAA R AAAA A AR R R RRRRKRARKARKRRRAARKARRKR KKK X




WHY LEADERSHIP DEVEILOPMENT?

Leadership development is our emphasis because

1) The society needs more ethical and effective
leaders.

2) Every youth program and school would itself be
improved if governed with real input from
young people.

3) Leadership can engage young people intensely and
deeply, liberating t'.eir best energies.

4) Real decision-making responsibility can heal the
two deepest wounds of our young people:

- low self-esteem due to consistent
invalidation of their intelligence;

- feelinas of powerlessness, and its companion
anger, due to being raised in a thoroughly
adult-dominated world, which has not listened
to the ideas of the young people.
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PREFACE

This handbook is written for adults who work with
teenagers and young adults. It is based on ten years
experience building the Youth Acticn Program of the East
Harlem Block Scnools.

The East Harlem Block Schools has for twenty-two years
sponsored an array of educational programs serving East
Harlem, including day care centers, after school centers, an
elementary school, a senior citizens center, and the Youth
Action Program. All of its programs are governed by 1local
residents who are eit.er parents of children in the schools
or purticipants in the youth and senior citizens' programs.
Thus the concept of leadership development through
governance, community improvement, and political action has
been applied for over twenty years at the Block Schools, by
all ages of community people.

Since 1978, the Youth Action Program has been helping
young people implement community improvement projects of
their own design, Iin the context of a comprehensive youth
development program.

Our community improvement projects include housing
rehabilitation for the homeless; residences for homeless
yonng adults and their «children; construction of a park;
several large community murals; student governments in local
junior high schools; crime prevention patrols; a
profit-sharing construction company for the graduates of our
constructicen training program; reclamation of two buildings
to create community centers; a coalition which created youth
employment programs in New York City; and myriad educational
and cultural programs focused on youth development. All of
these projects are designed and governed by young people.
They are implemented with the help of skilled adults.

Our emphasis is on freeing young people from the effects
of past mistreatment so they can take charge of their own
lives and become effective and ethical young leaders,
committed to the well-being of their community and the world.




The contents of this manua® includc a great deal of
practical advice and information, interlaced with some basic
concepts and theory. Many chapters can stand alone as short
training documents. Readers have our permission to copy
sections and use them as they wish, simply giving credit to
the author and the Youth Action Program.

The manual begins with background information on the
accomplishments and plans of the Youth Action Program, as
presented at YAP's Tenth Anniversary celebration. This is
followed by a section on YAP's basic ideas about lea.ership
development.

The remainder of the manual 13 organized around the
seven essential elements of leadership development as we have
understood them at the Youth Action Program. A full section
of the handbook is devoted to each of the seven essential
ellements.

We have arbitrarily varied the use of male and female
pronouns from one chapter to the next.

We hope the manual will be fascinating and
inspirational. We will be satisfied if it is useful!




THE YOUTH ACTION PROGRAM

* The First Decade

* The Second Decade:
YAP Plans the Future
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The basic premise of the Youth Action
Program is that young people can be a
strong force for good in their communi-
ties. They have a clear perception of what
is wrong in the world and vivid ideas for
constructive change; they lack only the
confidence and skills needed to carry
them out. The role of YAP’s adult staff is
to draw out the young people’s ideas and
to give the personal support and technical
assistance necessary to realize them.

Both the premise ar.d the process
have been proven valid in YAP’s first ten
years. Again and again, young people’s
ideas have been original, significant, and
ambitious. They have inspired commit-
ment and zeal among the staff. Theresult
has been an extraordinary partnership
between neighborhood teenagers and

MAJOR ACHIEVEMENTS

Since 1978, we have done the following:

created two large community ce..ters by reno-
vating an empty church basement and a vacant
film studio;

completed the gut rehabilitation of three aban-
doned city-owned buildings, creating perma-
nent housing for homeless young people and
their children;

YOUTH
= ACTION
PROGRAM >

1280 Fifth Avenue, New York, N.Y. 10029 ¢ (212) 860-817G

The First Decade

professionally-skilled, caring adults.

A dynamic community of teen-
agers and adults dedicated to improv-
ing themselves and the world, the
Youth Action Program combines ~le-
ments of a family, therapeutic mlieu,
soap opera, leadership school, and lib-
eration movement. No matter how
difficult it gets, everybody at YAP
agrees it is never boring.

The process of youth governance
is central to our concept. Each project
is governed by a core group of leaders,
while the overall program is governed
by a Policy Committee consisting pri-
marily of young people. Critical deci-
sions about staffing, program, policy,
budget, and community act:on are in
| the hands of the Policy Committee.

“Workingin YAP ... we learned from the meetings, the discussions, the decisions
we had to make. We learned group dynamics, how to deal with people and
problems. We were empowered, because the program was based on our ideas.
We got a sense of pride, ofimportance, something teenagers in East Harle'n don’t
get anywhere else.”

Freddy Acosta, a YAP founder, age 24

“YAP gave me a reason to live, something I didn’t have before.”

Maria Motta, YAP staff member, at age 20
speaking to the City Council President

® provided full-time intensive training and aca-
demic classes for 150 young people in our con-
struction training program, and part-time
training for an additional 300;

® established three transitional residences for
homeless young people and two residences for
homeless young mothers and their children; J
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r. developed a community land trust and built a

neighborhood park on a one-third-acre empty
lot

@ organized a senior citizens’ center;
® operated two crime prevention youth patrols;

® created a Youth Agenda for the Eighties from
the input of 600 young people and systemati-
cally moved to implement the priority recom-
mendations;

® organized four student governments in local
Jjunior high schools and an Association of Stu-
dent Governments to act on their school im-
provement recommendations;

® generated an Action Plan from the ideas of 400
teenagers regarding how to prevent unwanted
teenage pregnancy, and implemented their
priority recommendation by developing a pilot
program building dialogue between parents
and teenagersregardinglove, sex, and relation-
ships;

® managed the six-year follow-through of Eugene
Lang’s original "I Have A Dream" class, which
paved the way for over 100 classesto be adopted
by sponsors and institutions nationwide; and

® organized and led the Coalition for Twenty Mil-
lion Dollars, 115 agencies and 100 young
people, who together persuaded the City gov-
ernment to invest 59 million dollars over a five-
year period in employment and remediation
programs for 6,000 young people a year.

“In the two years I've been at YAP,
there’s nothing we've ever said we
were going to do that we haven’t actu-
ally done. It’'s amazing. It gives me
faith. It gives me: the courage to stick
with the things I care about.”
Puma Lee Santiago
Policy Committee member, at age 17

)

In addition to visible and tangible successes at
community improvement and advocacy, we have
also influenced, inspired, encouraged, and some-
times transfermed the lives, of thousands of young
people from East Harlem and other neighborhoods
around New York, through our on-going activities:
forums, retreats, cultural and recreational activi-
ties, speak-outs, conferences, policy-making com-
mittees, leadership training, academic classes,
weekend retreats, cultural exchanges, public hear-
ings, counseling, friendships, fundraising events,
and support groups. We Lave involved over 3,000
young people for extended periods of time in our
programs.

“I would have to say that for the first
time since the 8th grade, I come each
day and do the hardest I can in class.
I used o miss so many days that the
teacher didn’t even know me or my
name. It's also important that I have
held a job. I notice a change to a dif-
ferent Anthony.”
Anthony Delgado
construction graduate, age 20

ROOTS AND HISTORY

The roots of YAP lie deep in the East Har'lem
Block Schools. The volunteers who founded YAP in
1978 had been teachers, administrators, and stu-
dents in the Block Schools years before. Just as the
Block Schools were governed by parents rather
than professional educators, YAP was set up to be
governed by young people. When YAP’s founders
obtained funding, they naturally asked the Block
Schools to sponsor YAP. The philosophy of commu-
nity development and grassroots leadership was
the same.

YAP’s organizers started by asking groups of
teenagers what they liked about East Harlem, and
what they would try to change in their community
if adults would back them up. Ideas and energy
burst forth.

1<
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Within or.2 year, seven major projects were
underway, a quarter of a million dollars had been
raised from the Federar government, and seven
adult organizers nad been selected by the young
people to help turn their ideas into reality.

Oneof the first prc 2ct~ was the gut rehabilita-
tion of an abandoned City-owned building. The
young pesple who started this project had rescued
17 homeless dogs and were trying to care for themn
in an abandoned building. When they heard from
C..antay Jones, a 14-year-old YAP volunteer that
they could gec a.. aalt to help them. they joined
YAP and selected David Calvert as their organizer.
With his help they embarked on a five-year adven-
ture to rehabilitate a building, this time to create
housing for homeless people.

when this building was completed, the young
people said they wanted other young people arcund
the City to have the same opportunity. They knew
that young people every - ere wanted tc rebuild
their comiaunities and to provide beautiful hous-
ing for their families, friends, and neightors.

“There’s a lot of love in the Youth
Action Program, and someday we'’re
going to spread it around the wr 1d.”
Victor Ortiz

YAF volunteer, at age 19

So the Coalition for Twenty Million Dollars
was born. Hundreds of young people and agency
directors fror: 1l five boroughs joined forces with
YAP to express our commanities’ vision and need to
the City Council. As aresult, there are now 22 city-
funded youth employment programs and nine proj-
ects in which young people rehabilitate abandoned
buildings to provide housing for the homeless,
while going to scaool half-time themse'ves.

Meanwhile, YAP’s _ther seven initial proj -ts
also went forward, each with its own fascinating
history and internal dynamsc, leading to the list of
concrete achievements described above.

We have had a joyous, tumultuous, painful,
inspiring, and loving ten ears. It is easy to liberate
great energy, brilliant ideas, and deep love. It is
harder to overcome poverty, depression, internal-
ized oppression, and the cumulative effects cf ra-
cism and institutional failure. Sometimes we de-
spair. But always we are resilient; we rejoice when-
ever an individual succeeds, and whenever our
united effort to improve life in our com-.anity
prevails,

D N A A
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“It’s sad that we as Spanish and Black
children put ourselves down. But it’s
not our fault. It’s a reflection of how
society operates. It can be changed.
We are already involved in changing
it, because we understand it, and we
care. That’s why I want to join with
everybody to build a community
based onlove!... Loveis a strong force,
the force that shall dominate the
world if it is liberated.”

Johnny Rivera
YAP staff member, at age 19

FUNDING

'The voluriteers who founded YAP had been at
work for only eight months when we succeeded in
ruising $250,000 from the Carter Administration’s
Community Crime Prevention Program in 1978.
We were ofi’to a flying start. Ayear andahalflater
we won another Federal demonstration grant of
$500,000 to mount an exemplary youth employ-
nient program. After one morenations! demonstra-
tion grant, the Federe. spigot was closed by the
Reagan administration in 1983,

Fortwo years, survival becamethe curriculum
of our program. Fundraising teams of young people
and staff had to vite, talk, testify, and organize to
get State, City, an.| private funds to make up for lost
Federal funds. !legotiating the political maze,
breaking into losed systems, challenging en-
trenche * interests, and persisting despite disap-
pointments taught us a lot. Our survival and
expansion through those lean years came from a
mix of the eloquence of young neonle, ths sommit-
ment of staff, and the very long hours put in by
administrators.

Despite the fact that Federal funding was
never reinstated, revenues and expenditures are
now up to 2 million dollars a year, inc_uding bricks
and mortar for housing rehabilitation. Twenty
percent of our funding now comes from the State,
45% from the City, and 35% from private sources.

J
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LEADERSHIP

At the core of YAP’s leadership, there have
always been about forty people, young people and
adults together, who have actively taken respon:i-
bility. Many young people have given several ke¢y
years of their lives to volunteering and working at
the Youth Action Program, because they cared, and
because they were learning. Mentioning names is
risky because there are so many who should be
included; but not to mention anybody would be
wrong. A few young people who stand out in our
memories for the length, intensity, and decisive
value of their involvement are: Chantay Jones,
Victor Ortiz, Freddy Acosta, Kenny Cox, Tony
Minor, Darryl Gibbs, Eric Brown, Jerry and Bob
Stapleton, Peter Tyson, Richard Malavet, Chris
Bell, Rose Parilla, Juan Ortega, Junior Arizmendi,
John Sainz, Francisco Diaz, Johnny Rivera, Nancy
Veintidos, Humberto Lopez, David Nieves, Ismael
Nunez, Maximo Hernandez, Winston Sweetie,
William Nazario, Windskey Santiago, Rey Hernan-
dez, and Maria Motta.

“If you’re not really dedicated, if
you're not really committed to mak-
ing things better in the future, you
don’t belong here. Nothing will
change if we don’t do it for ourselves.
Our parents can’t d it for us, nobody
can.”
Nancy Veintidos
YAP staff member, at age 18

Many staff members and .dministrators also
have given years of remarkable service. Milo
Stanojevich, David Calvert, Delia Delgado, Sonia
Bu, Carla Precht, Mercedes Rodriguez, Ines Brig-
noni, Barbara QOakley, Eddie Bourbon, German
Tejeda, Cheryl Harden, Claude Vincent, Spencer
Strong, Valerie Shell, Ralph Madera, Ivan Braith-
waite, Ubaka Hill, Lou Grant, Tony Figueroa,
Maria Rivera, Smiley Capblanca, and Dorothy
Stoneman have all made important and extended
contributions. The common labor for a common
vision creates a community of hope and love.

“I think it’s important that you know,
I love you people with all my heart.
May we be a family forever and ever.”
Connie 1 »vidson

construction graduate, age 20

\
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envision for existing programs.

% THE YOUTH ACTICN
\ CONSTRUCTION COMPANY

!
;'; <2\ (“YACCO BUILDERS")
L\ \‘ A for-profit construction company,
< ~ YACCO Builders will consist of the gradu-
/ W ates of YAP’s construction training pro-
gram subcontracting for demolition, car-
pentry, sheetrocking, painting, and finishing work.
This will enable the graduates to stay togetherasa
productive unit and provide jobs for subsequent
graduates as the company expands.
The workers will be paid a wage by the com-
pany. Profits will be divided annually according to
a point system reflecting each individual's work
hours. On-g-ing governance will be in the hands of
the workers; YAP will retain legal control and
responsibility for fiscal management.
Pro bono legal assistance is being provided by

the law firm of Debevoise and Plimpton; pro bono
accounting services by Arthur Young.

Estimated first year start-up costs: $100,000

“We can’t have any laggards or slackards on
this project, because we’ll be dealing with big
money and we’ll have to build a reputation.”

Tyrone Bland
Policy Committee member

00
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The Second Decade:
YAP Plans the Future

YAP’s impact has steadily increased; our growth has been rapid. We involve ten times
wcre young people than we did in 1978, Our budget has increased eightfold. We have built
the: capacity to manage expansion. Since the need is enormous, and ourapproach successful,
we see every reason to take on new challenges as quickly as we can reasonably meet them.

Following is an outline of the new projects we are planning, and the enhancements we

TECHNICAL ASSISTANCE UNIT
FOR YOUTH EMPLOYMENT IN
HOUSING REHABILITATION FOR
THE HOMELZESS

The New York City Department of Em-
ployment has asked YAP to provide techni-
cal assistance to other agencies interested
in training young people in housing rehabilitation.
Wehave alsobeen sought out by groups ir: Philadel-
phia, Minneapolis, and Burlingion, Vermont.

Estimated one-year budget: $50,000

*00

NATIONAL ADVOCACY FOR YOUTH
EMPLOYMENT IN HOUSING
REHABILITATION FOR THE HOMELESS

It was YAP’s active constituency-building and
communication that persuaded New York City offi-
cials tofund youth employment in housing rehab:li
tation. Now, youth groups, housing groups, and
advocates for the homeless around the country are
interested. YAP, and the Coalition for Twenty
Million Dollars, are ideally situated to coordinate
an advocacy effort for a national program of youth
employment in housing rehabilition for the home-
less.

Estimated two-year budget $100,000

(}/x
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“When I ju.ned YAP, doors opened to me that I

never knew existed. I met people who cared.

Then I realized the doors were closing behind

me, and my friends were being locked out.

There should be more programa like YAP, for
other people like me.”

Peter Tyson

construction trainee

at the 1985 City budget hearings

[ £ £ 4

TRAINING IN LEADERSHIP
DEVELOPMENT FOR OTHER AGENCIES

Over the past two years YAP has beer ap-
proached by more than two dozen agencies, to
provide training for their staff ard young people in
program design and leadership development.

Given our resources, we have said “yes,” as
often as possible, but demand now requires that
some staff members devote themselves primarily to
training people from other programs.

Estimated two-year budget: $100,000

“YAP is a learning experience. Everybody
should experience it. You have tr: be there to
believe it. It'sa place where youny people talk
and their ideas are implemented and they be-
come tangible. YAP does that aa a constant
thing. Nobody else does that. Evei ybady else
calls us the ‘kids’ and doesn’t listen. I hope
YAP never dies. I wish other programs could
learn from YAP.”

Sonia Texidor, YAP graduate

)

YOUTH EMPLOYR:ENT IN
CHILD CARE FOR “BOARDER” BABIES

Young people have expressed strong interestin
helping the homeless babies of our community.
Similar to building housing, caring for babies will
have a permaneat effect on the future.

The program will operate along the same lines
as YAP's other employment programs, with train-
ees dividing their time equally between academic
remediation and work. They will receive intensive,
closely supervised training in infant care while
working in hospitals or group homes with aban-
doned babies and toddlers.

Estimated annual budget: $200,000

“I don’t want to see babies ‘in the streets.’ I

know what it feels like to be there. I'm against

there being homeless babies anywhere. Let’s
help them.”

Isaac Gary

Policy Committee member

00

YOUTH EMPLOYMENT IN HOUSING
REHABILITATION: EXPANSION

Twoyearsof stable funding from New York City
and State, as well as from private foundations, has
allowed YAP to refine the program design and to
develop a strong staff for this project. We are con-
sequently ready to .peed up the process of rebuiid-
ing abandoned building. We hope to be working on
three buildings simultaneously by 1989, providing
training for additional young people and creating
more housing for low income people.

Estimated budget: $1,500,000

“There’s a problem in our community and all
over New York City. There’s not enough hous-
ing for poor people. All we seeis condos and co-
ops. What are we going todo if the rich people
take over us? Whe=e are we going to go? Where
are we going to stay?

Just because we’re poor doesn’t mean we
don’t have powers. We’re also human beings.
We have to fight for what’s right. We want
housing for poor people.”

Rey Hernandez
Policy Committee member
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ACADEMIC SUPPORT FOR YAP MEMBERS

Follow-through and advocacy for every
individual’s success ir: school has emerged as a real
need throughout the Youth Actico Program. We
plan tohire a staff member to act asliaison with the
schools, to coordinate tutoring programs and
preparation for special exams. This Educational
Coordinator would work closely with the Life Plan-
ning Counselor already on staff.

Estimated budget: $35,000

“Just because YAP treats us as if we were
already educated, we can’t kid ourselves. We
need that education. We can’t stay at YAP all
our lives. We have to face the rest of the world
where they don’t respect people just because
they’re kuman.”
German Tejeda
Policy Committee member

[ 2 24

THE EAST HARLEM YOUTH AGENDA FOR
THE NINETIES

In1980-1982, YAP organized a series of leader-
ship conferences culminatingina Youth Agenda for
the Eighties, which served as the basis for all our
subsequent work. Before 1990, the process should
be repeated, in order to have an accurate and broad
expression of young people’s priorities for the next
decade.

Estimated budget: $30,000

“Good leadership means listening to other

people, finding out what they think should be
done and helping them do it.”

report from youth leaders

at YAP’s 1987 leadership retreat

o060

UPGRADING OF THE PLAYGROUND
ON 103rp STREET

In 1981 YAP built a small park and playzround
on East 1031d Street. The park now requires
upgrading and on-going maintenance. It is very
popular with neighborhood children, but needs
trees, grass, and more equipment, including a half-
size basketball court.

Estimated annual budget: $ 8,000
Estimated capital budget: $40,000

~N
STUDENT GOVERNMENT PROGRAM:

EXPANSION

With YAP's help, student governments are
elected in four local junior high schools each year.
They engage the entire school in an assessment of
how the school could be improved, and lobby for
their proposed improvements with teachers, ad-
ministrators, parents, and the school board. Simul-
taneously, they implement whatever improve-
ments are within their own powers.

Officials of the East Harlem School District
have now asked u: to organize student govern-
ments in other schools. As a result, YAP plans to
organize student governments in two additional
schoolsin 1988, hopefully expanding to every junior
high school in the district within four years.

YAP will aisc bring the student government of-
ficers from each school together in the East Harlem
Student Government Association to work far com-
mon issues district-wide.

Estimated budget for 1988-8% expansion:
$40,000

“The key issue for improving our schools is to
improve the relationships between teachers
and students. We can best do this by creating
some dialogue between them. The way to get
dialogue is to give students some input into
how the school is run, so they can talk to the
teachers and administrators. We recommend
student governmentsto beorganized inallthe
schools.”
from the recommendations of
150 students attending YAP’s 1983
Youth Conference on School Improvement

[ £ £ 4

SIX-YEAR FOLI.OW-UP SUPPORT
FOR STUDENT GOVERNMENT LEADERS
Eighty students have been selected by their
peers as leaders in their student governments. We
would like to apply the principles of the “I Have A
Dream” Program to long-term follow-up with these
young leaders who might otherwise get lost as they
are dispersed to high schools all over New York
City. They are a community resource which needs
to be nurtured. The goal would be college for all of
them, and continuation of leadership development
throughout high school. A college scholarship
would be promised, and a project organizer would

_J
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develop follow-up programs. .ncluding continued
involvement in city-wide school improvement ef-
forts.

We seek an individual or institutional sponsor
for these students.

Estimated six-year budget: $360,000

L 2 4 4

A NEW FACILITY FOR YAP'S
HEADQUARTERS

For several years developers have been trying
to buy the site now occupied by YAP at 1280 Fifth
Avenue. They would like to build condominiums
there. We have resisted, and are now negotiating
with the Terence Cardinal Cooke Health Care
Center to build low income housing and a nursing
home on our site. If this agreement is reached, new
headquartcrs for YAP willbe bu’lt into the complex,
but YAP must still raise funds for its interior.

Estimated cost: $200,000, 3 years hence

“YAP has shown me a light, a light that achievement is part of
my life. Having the knowledge that it’s possible to do things
makes a difference toc me as I look at my future. 1 want to have
a YES, 1 WILL DO IT future, not a doubting one. Not having
something to achieve would make my life not worth living. I
want to have a future in East Harlem, and I want to make it

better for everyone.”

Nancy Veintidos

j

AN INSTITUTE FOR FUTURE
POLITICAL LEADERS

Looking ahead several years, we envision a
long-term program for young adults, to develop
political leaders from Black, Latin and other low
income communities. This program may include a
leadership institute, internships with political
leaders, academic training, tcavel, or other rele-
vant experience.

Estimated annual budget: $200,000

1224

The above plans will increase our annual
budget by two million dollars over the next three
years.

Of course, some of these ideas may be replaced
by others with greater urgency or promise, but the
scale and emphases are likely to remain the same.

All of our plans depend on acquiring additional
support from new sources in the public and private
sectors, as well as committed staff members and
caring young people who are eager to open their
hearts to the possibility of a better future.

YAP is a division of the East Harlem Block Nursery, Inc.
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WHY LEADERSHIP DEVELOPMENT

Our focus on leadership development is driven by two
parallel facts: the society has a pressing need for more
good leaders at every 1level; and the challenge to take
leadership is an excellent way of engaging the hearts and
minds of young people.

Programs which are motivated by concern for the
"pathologies" of the young people, or by fear of what impact
large numbers of unemployed and undereducated young adults
could have on society, are unlikely to touch the wellspring
of love, hope, and positive energy which lies deep inside all
our young people.

Young people have unacknowledged and untapped potential
which must be fully respected before any youth program of any
type will be effective. They are brilliantly intelligent,
and the soclety has faliled to eniist and develop this
intelligence. That is our Job. when we do 1it, 1leaders

emerge. When good leaders emerge, humanity's potential s
enhanced.

Young people who are poor, or who belong to a natlonal
minority, generally have had their 1intelligence invalidated
over and over again. Therefore the program must immedliately
validate thelr 1intelligence 1in the most dramatic way
possible, to begin the process of recovery from past
invalidations. Offering 1leadership in the program, real
involvement in significant decision-making, is a powerful and
immediate antidote to the feeling of being insignificant and
dumb.

Further, for young people to invest themselves fully 1in
any productive activity, it must be an important activity.
Taking leadership for a better community, and 3Joining an
organization that itself takes leadership for a better world,
catches the imagination of the young people and has the power
to inspire them to glve their best. Simultaneously, it
increases their self-respect and their resulting commitment
to take responsibility for the'‘r own lives.

15 why Leadership
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Virtually all young people have a clear perception of
what 1a wrong in the world and vivid ideas for constructive
change; they lack only the confidence and s=kills to carry
themm out. We NEED their 1ideas and their energy. We

theretore must provide them with the confidence and the

skills, as well as a value system, that will enable them to
become good leaders.

A desperate need for effective and ethical leaders
exists in every commnunity, in every neighborhood, in every
country. Fortunately, the natural resource to meet this need
exists in abundant supply, 1f we would only put our attention
on its development.

There is also a short-term need that is persuasive for
making leadership development a core concept in any youth
program: every school and program currently run by adults for
young people would be substantially improved if young people
had a voice 1in policy, program, and staffing decisions.
Their ideas about what ought to be done, when coupled with
the experience of the adults, inevitably lead to a program or
a school which is more on target, more appropriate, more
effective.

This is true not only because the young people's ideas
reflect a perspective usually absent from adult discussion,
thus correcting =ome diztortion uzually guiding the adults'
decisions, but also because the 1identification with the
program achieved through participation in decislion-making,
itself makes the program more effective for the young people
invelved.

It is shocking how rarely adults consult seriously with
Joung people about the institutions affecting them. Partly as
a result, we adu.ts have failed, in remarkable measure, to
produce institutions and prograws that meet the needs of
youth.

16 Why Leadership




WHY LEADERSHIP DEVELOPMENT?

Leadership development is our emphasis because

1) The soclety needs more ethical and effective
leaders.

2) Every youth program and school would itself be
improved if governed with real ingut from
young people.

3) Leadershipr can engage young people intensely and
deeply, liberating their best energles.

4) Real declsion-making responsibility can heal the
two deepest wounds of our young people:

- low self-esteem due to consistent
invalidation of their in.zlllgence;

- feelings of powerlcssness, and its companion
anger, due to being raised in a thoroughly
adult-dominated world, which has not listened
to the ideas of the young people.

lﬂ;;‘ Why Leadership
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THE ROLE OF ADULTS IN

DEVELOPING YOUTH LEADERS

Adults play the key role in identifying, nurturing,
educating, encouraging, counseling, advising, and
inspiring young leaders.

There is no point in underestimating or understating
the importance of adults. The dominance of adults as
authorities in our soclety and as the givers of approval
is thoroughgoing. There is also a widespread shortage of
adults who are available for real friendships with young
people. There is a yearning among young people, often
unconsclious, for a relationship with an adult whe could
be trusted with confidential information, who could 1lend
a hand, provide gquidance and reassurance, and 1ift
adolescent depression with caring confidence.

An adult who poaseases authority, gives approval,
and becomes a real friend to a young person has
unexpected influence. Adults are frequently surprised

at how 1little intervention it takes to establish a
significant relationship in which they are embraced as a
"mother," "father," or "mentor."

How Rare It Is

Most of us who are now adults can count on one hand,
1f indeed we can count anybody at all, those grown-ups
outside our immediate family who took a personal interest
in us. The teacher, minister, professor, social worker,
god-parent, friend of the family, neighbor, or coach who
noticed and took time, who welcomed and praised wus, who
offered us a home telephone number, who took us aside for
a personal conversation, who invited us to her home -
these wunusual people and events stand out in our
memwories. This is an indication of how important our

personal involvement is to the young people we care
about.

Role of Adults
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Check Our Motives

It 1is important, therefore, that we check our
motives at the outset. If we are genuinely and
thoroughly committed to the full development of the young
people, because we love seeing people blossom and flower,
and because we are committed to contributing to a better
world for all people, we are on a right and safe track.
But if we are seeking personal gratification, somehow
needing to be important to somebody, or close to somebody
ourselves, or needing to help somebody whom we imagine to
be in the same predicament we were in as young psople, we

need to be careful. Our own emotional needs should not
be prominent in a mentor relationship. And 1if we are
hopeful of recruiting young people to our own religion or
ideology or subculture, we should abandon that idea. it

is an unfair imposition on an open-minded young person.

&)
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DEVELOPING A CONCEPT OF

GOOD LEADERSHIP

Good Leaders and Bad lLeaders

There are, we must admit at the outset, good leaders and
bad leaders. Wwe are not referring here to people who lead
well and people who lead poorly. Rather, we are referring to
people who lead in a way that benefits humanity and people
who lead in a way that is destructive to humanity.

Of course, there are differences of opinion about this,
and it is definitely a value judgment we are making. This
value judgment must be made, and it must be ralsed for
consideration by the young people. The classic examples are
Martin Luther King, on the one hand, and Adolf Hitler on the
other. Both were clearly effective 1leaders, but one was
redemptive and one destructive. A reading of Hitler's book,
Mein Kampf, reveals that he certainly thought he was leading
for the good of the world as he saw it, and so, apparently,
did his followers. One must assume that bad leaders bellieve
in what they are doing. The power of huma beingz to
rationalize is very great. Thus we must have our own
criteria for judging good leadership.

Making Things Gc Right

In the broadest and simplest terms, good leadership is
caring enough to make things go right. [n any situation, the
people who care enough to put out the effort to make this
conversation, this meeting, this family dinner, this
relationship, this organization, this block, this union, this
legislature, this movement, this country, this world. . . go
right, are good leaders. They emerge as leaders, Dbecause
other people recognize and appr:cliate the effort, and many of
them are yearning for the resu'ts of that effort and are
eager to find other pecple they trust so they can throw their
own welght toward making things go right.

20 Concept of Leadership




Meetling Ratlonal Human Nee s

wWhat does it mean to make things '"go right"? It means
that people emerge from that slituation having more of thelr
rational needs met than before. Rational needs for all of us
include the following:

- safety from abuse, violence, and exploitation;

- food and shelter;

- good health;

- attentlon to our thinkling, our paln, and our
potentlial;

- opportunitlies to learn new things;

- close human relatlonships;

- meaningful work;

- re3ources to care for the people we love;

- the chance to see beauty around us;

- belonging to somethling that represents our
highest beliefs.

Anyone who provldes these things to individuals, and who
influences the world toward providing them to 1larger and
larger rumbers of people, emerges as a leader, as a GuOD
leader.

But there's only so much one individual can do alone.
Good leadershilp requlires engaging a group of people 1in the
process. ‘his 1leads to an expandea definition of good
leadership:

To care enough to put out the effort every moment to
make things go right through loving people and through
guliding the group - whatever group - toward

using its fullest power to meet the rational needs of
everyone it touches.

Concept of Leadership




Guviding a Group

The reterence to guiding the gqroup needs expanzion. How
dces a leader gulde 2 group? What are the functions he must
perform in order to guide a ¢.oup? Following 1is a useful

list:

- heip the group define its program and gJoals, by
listening to all the ideas and synthesizing them
in a form acceptable to the group;

- keep an eye on the long range goal, and relate
the short-term activities to it;

- help develop good policies and insure that they
are implemented;

—- create a situation in which people can do their
best work;

- increase the awareness of all group members of
the over-all needs of the larger Jroup so that
individuals and sub-groups do not speak for their
narrow interests but care about the whole;

- keep the different individuals and sub-groups in
good communication with each other;

- make a distinction between the objective needs
of & grcup and the emotional wants of a group,
between clear thinking and emotionaliam;

- help the group get things done - sometimes by
organizing the work, sometiies by dci.ug important
ct unks of the work, sometimes by helpirq others
cosmplete their part;

- help the group function as a group - drawing out
the ideas of individuals, listening to each other,

solving problems, giving each other support and
feedback.

Increasing the Group's Impact

When a group is functioning we.l - reachlng 1its goals
and objectives, supporting the contribution of each member
and sub-group, and trying reasonably successfullly t¢ meet
the rational needs of the human beings it touches - then it's
important to increase the impact of the group by increasing
its power and resources. This then becomes a key function of

leadership, in order to meet the rational needs of more
people.

Concept of Leadership




The general definition is thus expanded once again, as
follows:

A good lead r cares enough to put out the effort to
make things go rlght through loving people and
guiding the group - whatever group - toward

using its fullest power to meet the

rational needs of everyone it touches, and

taking the responsibility to increase the

power of the group thrcugh increasing its

resources and its influence, as long as it
continues to be committed to the well-being of

all people.
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Developing New Leaders

As most of wus know all too well, increasing the
influence and resources of a group usually includes
tundraising, hiring and supporting good staff, working on
visible issues.

Equally important, it includes developing new leaders at
the fastest possible rate. No 4group can increase its
inctluence unless it has an expanding group of leaders able to
take significant responsibility.

This brings us back to the purpose of this manual: to
help staff and administrators in youth programs more
effectively exercise their own leadership roles, in
particular that part of their role which is developing the
leadership capabilities of the young peonle in their programs
and schools. Developing new leaders is i key function of any
leader.

Suggested Process

for Defining Good Leadership

The best way to proceed with young people 1is to raise
the issue of good leadership and bad leadership and ask for
examples of both, and then have the group develop their own
criteria. Any group of young people will come up with a
significant definition of good leadership, including both the
functions and the qualities of a good leader.

A simple outline of a workshop format to use with young
people exploring these issues is described in the section
called "A process for Defining Leadership" (p.79).
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"LEADERSHIP" NOT "EMPOWERMENT?"

In a deliberate fashion, we avoid use of the word
"empowerment" as the goal of what we do. Despite the fact
that it 1is an important concept, we have found that
emphasizing it can backfire in practice.

If giving people power is thought to be the purpose of
the program, it can foster the false idea that power 1is a
worthy end in itselif. Power as a goal is not useful. People
think they understand what power is, so they know when they
have it and when they don't. If having power is the primary
basls for evaluating what's going on, you can get all sorts
of distortions and abuses of power . Challenging
power-grabbing patterns is difficult when you have wused the
rhetoric of empowerment.

We prefer to speak of 1leadership development. This
forces the program to answer the question, what is
leadership? Further, what is GOOD leadership? At flrst,
young people tend to act as if leadership were simply
speaking one's mind in a persuasive way. But, if asked, they
will develop a more sophisticated and useful concept of
leades=hip. The cconcept of leadership development 1is less
easily appropriated to justify the self-interested dominaticn
of other people than is the concept of empowerment.

When Is it Good For People to Have Power?

When you do discnss issues of power, one of the concepts
we find useful is the test of "The Three M's." The Three M's
are Motivation, Mission, and Methods.

If a leader's MOTIVATION 1is deep caring for the
well-beirg of other people; if his MISSION is to improve the
well-being of humanity; if his METHODS are those which
enhance the physical, moral, psychological, and intellectual
status of all the people they touch and 1if he does not
rationalize destructive methods for a supposed positive goal,
then if's all right for that person to have power. On the
other hand, if his nmotivaticn 1is personal prestige, his

\}
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mission to get rich, and his method merciless competition,
his having power will probably not serve to meet the rational

needs of other people. This, of course, could be elaborated
in dlacuszslion more fully.

"A man who won't die fo-

B something 15 not fit te live."”

Martin Luther king

We have also used another measure to decide if people
should have power in the short run. We assume that it 1is
good for people who have never before had power to be given
an unexpected amount of power. This experience reverses that
part of past mistresatment which is specifically
disempowerment based on the prejudice that rertain people are
incapable of thinking clearly about complicated subjects, and
incapable of taking responsibility for the welfare of other
people. The principle of giving unexpected power to such
groups applies not only to young people, but to any
disenfranchised group in any neighborhood or institution. It
will almost always improve the quality of thinking about the
issues at hand to have the input of the people previously
excluded.

This assumption and this structure do create, in
reality, empowerment, even though we choose not to glorify
the word. The empowerment will be very beneficial if it is
handled thoughtfully. It will have the most profound and
lasting effect if it 1s coupled with training focused on the
Mission, the Motivaticns, and the Methods of the developing
le~ders on whom power is bestowed.

Some people will argue that power is never bestowed; it
must always be fought for and won. In our experience, a
structure of youth governance does appropriately bestow power
on the people who have most at stake in the success of the
program, and have previously been excluded. Anyone with
power has the obligation to consider how to use his power to
impruve the balance of power in his organization or

community. The process of sharing power is, in fact, one of
the functions of good leadership.

o
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THE SEVEN ESSENTIAIL ELEMENTS

OF LEADERSHIP DEVELOPMENT

We have identified seven esgsentlal elements in the
process of developing leaders:

1) COUNTERACTING THE EFFECTS OF OPPRESSION
2) NURTURING PERSONAL DEVELOPMENT

3) TEACHING LEADERSHIP SKILLS

4) PROVIDING THE EXPERIENCE OF SUCCESS

S) EDUCATING ABOUT THE WORLD

6) RESOLVING PERSONAL HANG-UPS AND
CORRECTING ACADEMIC DEFICIENCIES

7) ORGANIZING TO HAVE IMPACT ON THE WORLD

The rest of this manual 1is organized around these
elements, with each element providing the title of a section.

""hile this booklet has been written from experience with
inner~clty North American youth, the above elements, and the
underlying theory, are applicable, with slightly different
emphases, to working with all groups of young people, and,
probably, to all groups of oppressed people of any age.

27 Summary Elements
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E{ement One
COUNTERACTING THE EFFECTS OF

OPPRESSITION

* Definition of Oppression

* Liberation from Past and Present Oppression
* Adultism

* Recognizing Internalized Oppression

* Eliminating Internalized Oppression

* Raclal and Cultural Identity: A Workshop Format
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DEFINITION OF OPPRESSION

We are using the word "oppression" to mean the systematic
mistreatment or control of an identifliable group of people,
in ways which are reinforced by social 1institutions, laws,
customs, and attitudes.

The Oppression ¢f Young People

Young people have been consistently treated as if they
were less Important than adults. Their 1ideas have been
assumed to be less valuable, and their feelings 1less wvalid,
than those of adults. Their rights to make decisions have
been largely denied; the details ¢f their 1lives have been
subject to incredible control from parents and the keepers of
all kinds of institutions, but espzclally schools. They have
been vulnerable to punishments and abuses of all types. They
have extremely 1limited 1lega. rights, and are generally
treated as 1f they were the possessions of thelr parents.

Racial or Ethnlc Invalidatlons

Young people who are also members of a racial or
cultural minority In our society carry a double or triple
load of oppression. Not only as young people, but also as
Black people, or poor people, or Latin people, or Italian
people, or whatever type of people they are, they have been
invalidated and insulted, in subtle and not-so-subtle ways.
These insults have left their marks, sometimes very deep and
damaging scars. Some groups In our society are more
thoroughly and cruelly mistreated than others. Working with
the youth of these groups requires awareness of how,
specifically, they have been demeaned.

Denied Access

Further, beyond 1lnvalidations, many groups have heen
denled access to certain beneflts and opportunities in the
society. Education, employment, housing, money, beauty, and

-

31 Definition of Oppresslion




health care have been unequally available to different
population groups. This i3 another form of what we are

calling opprezsion. This type of denial has been experlenced
particularly by people of color and posr pasple.

Survival Requirements

Still a third form is comprised of those things a person
is forced to do to survive, or to be accepted. For example,
young men, while not 1invalidated for being men and not
deprived of beneflts and opportunities as men, ave victims of
this third form of consistent mistreatment. They have to
prove they're not "wimps." This usually means they have to
suppress any expression of vulnerability, stiffen themselves
to battle, and learn how to function on top of their fear,
without acknowledging 1it,. This leads to extraordinary
isolation, the abandonment (f expectations for closeness and
trust. This is typically men's oppression, regardless of
class or race, but it is accentuated in some communities, and
accentuated in countries at wazr.

In summary, we are conslidering the oppression of a
particular group to be the typical invallidations, the
conslistent denial of certaln aspects of equality, and the
common requlrements that people act in a distorted way 1in
order to survive or he accepted. This combination of
invalidations, 1inequalities, and acceptance requirements
makes up the general picture of oppression for any population
group.

€
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LIBERATION FROM PAST AND

PRESENT OPPRESSION

Program Mus3t Counteract Oppression

It is the job of the youth prograni to counteract these
elements of oppression to the best of its ability. For young
people to develop as leaders, they must experience liberation
from the oppression they have experienced in the prst.

Leadership development {3 the ©process of liberating
people from the current reality of oppression and healing the
scars from their past mistreatment, by providing them with
exXperiences which counteract the invalidations, eliminate the
inequality, and remove the distorted acceptance requirements.

The first job of people working with youth is to figure
out how to do that. But it isn't so hard to figure it out.
We need only look at the particular forms of oppression and
chart a path which is in direct opposition to those forms.
If we don't know what the particular forms are for any group,
we need only ask members of the group.

As an example, let's think about young Black men.

A3 young people they have been denied full respect for
their ideas. As men they have been denied full respect for
and access to their emotions. As Black people they have been
denied equal access to e¢ducation, employment, housing, and
justice. As Black youth they have been depicted as dangerous,
idle, soclially disruptive, or worthless. As working-class
Black people they have been assumed to be unintelligent. As
young people they have been denied any power »ver their
institutions or their families or their communities; as Black
4nd working class or poor people they notice that their
parents are similarly denied any power, so they look forward
to powerlessness as adults.

The Job of liberation is clear: set wup a context 1in

which young Black men are fully respected as decision-makers,
have control over the program, have access to education and

Liberation




employment and housing, are doing work which is extremely
valuable to society, and have opportunities to make deep
emotional contact with other people, egpeclally other young
men, zharing the ssurces of palr and their intelligent vision
for a better world.

By doing this kind of assessment for each constituent
group, a youth project can purposely design its program to
suit the precise needs of its members.

A more general apprcach may also suffice. Our young
people have lived in relative poverty and powerlessness in an
atfluent society which values wealth and power, and which has
given them 1litle respect, 1little opportunity, 1little of
importance to do, and has not cared enough to protect them
from the temptations of drugs, from the physical decay of
their environment, from the breakdown of their families and
overwork of their parents, and even from homelessness and
hunger.

To succeed to the maximum extent, a program must
dramatically reverse this past experience. It should bear no
resemblance to the institutions and attitudes that have so
far disappcinted and hurt our young people.,

Pozitive Elenents
It must, therefore, include the following positive
elements, in direct opposition to past mistreatment:

- profound respect for their intelligence;

- pbower for them over their immediate environment;

- protection from disaster;

- meaningful and important work;

- real, patient caring for their development;

- actual teaching of skills;

- consistently positive values;

- family-like support and appreciation from
peers and adults;

- understanding of the proud and unique history of their
people;

- heightened awareness of the present-day world and
their important place in it;

- a path to future opportunity;

- real concern and action from the agency about
changing the conditlons that have affected them
and the people they love.

-
-
o

o 34 Liberation




CEEEEELEEEELELLEEEEEEEEEELEEEEECEREEELELEEERELELLtRLELEEY

ADUJULTIS™

by Johnr Bell

If we are to be successful in our work with young people,
we have to tackle the pervasive existence of "adultism." We
use the word adultism to mean all those behaviors and
attitudes which flow from the assumption that adults are
better than young people, and entitled to act upon young
people in myriad ways without their agreement.

Ralsing this may make us uncomfortable, because we will
be challenging some deep-rooted attitudes toward young people
that we take for granted but which turn out to be oppressive
and counterproductive.

If you think of it, you will realize that except for
prisoners and a few other 1institutionalized groups, young
people's 1lives are more controlled than those of any other
group in society. Most young people are told what to eat,
what to wear, when to go to bed, when they can talk, that
they will go to school, which friends are OK, and when they
are to be in the house. Most young people have little or no
control of money; theilr op.nions are not wvalued; they are
punished at the will or whim of adults; thelr emotions are
consldered "immature."

In addition, adults reserve the right to punish,
threaten, hit, take away "privileges," and ostracize young
people when they consider it beneficlal in controlling them
or "disciplining" them. Children are, by and large,
considered the possessions of their parents, much as women
used to be considered the possessions of thelr husbands, and
Black slaves the possessions of thelr White "masters."

If this were a description of the way a group of adults
were treated, we would all easily agree that their oppression
were almost total. But the adult world does not consider
this treatment of young people as oppressive because we are
soaked with it ourselves. We were treated in much the same
way. For thls reason we need to hold adultism up to a strong
light.

Adultism




The Heart of It

The essence of adultism 1s that the younq person 1s

disrespected. Young people are considered to Dbe less
important and in a sense inferior to adults. They cannot be
trusted to develop correctly, so they must be taught,
disciplined, harnessed, punished, and guided into the adult
world.

Examples of Adultism: Common Statements

Consider how the following comments are essentlially
disrespectful. Wwhat are the assumptions behind each of them?
How would a young person hear them?

- "You're so smart for fifteen!"

- "When are you going to grow up?"

- "Don't touch that, you'll break it!"

- "As long as you are in my house, you'll do it!

- "You're being childish."

- "You're so stupld (or clumsy, inconsiderate, etc.)!"

- "Go to your room!"

- "Don't ever yell at your mother like that!" (yelling)

"She doesn't understand anything." (about a baby)

- "You are too old for that!" or "You're not ~1d enough!"

- "Oh, it's only puppy love."

- "What do you know? You haven't experlenced anything!"

- "It's just a stage. You'll outgrow it."

And many, many more!

ccmmon Occurrences

- Of course there Is the obvious oppressive treatment:
physical and sexual abuse of young people; beating and other
physical punishment.

- Then there 1Is the whole range of non-physical
punishments or threats: being scolded or y2lled at; being

’
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intimidated or made to feel guilty; being sent to one's room
or "grounded"; being denied love, dinner, privileges.

- There are all the things adults force on young people:
food, clothing, bedtime, rules ot all kinds, baths, toilet
training, schedules, trips.

- Furthermore, if young people protest against their
mistreatments, they are often subjected to more punishment.

- Young people are denied control and often even
influence over most of the decisions which affect their
bodies, their space, and often their possessions.

- Most adults seem to Lhink they can pick up 1ittle
children or kiss them or pull their cheeks or touch their
hair without asking or without its being mutual

- Most adults can often be seen grabbing things out of
children's hands without asking.

- Most young people know that in a disagreement with an
adult, their word will not be taken over the adult's.

- Most adults talk "down" to toddlers and other children,
as if they could not understand.

- Many voung pecple are ordered to do things or given
rules with no explanation.

- Adults, in general, do not really 1listen to young
people, do not take the concerns of young people as seriously
as they would an adult's, and have a hard time hearing the
thinking of young people as worthy of adul. respect, let
alone on a par with the quality of adult thinking. Yet younqy
people are expected to listen to adults all the time.

Societal Adultism

- There is a different set of laws for young people.
They do not have the 3ame rights as adults, nor the same
protections.

- The 1literature of child development 1is full of
misinformation about young people which severely
underestimates what young people are capable of. For
example, in one classic textbook used by many students of
child development, the author states that the only reason an
infant before six months of age cries is because of physical
hurts. An infant has no emotional hurts before this age, shn
says, because "an infant's intelligence has not yet developed
the cognitive apparatus which gives rise to emotional
responses." Most aware parents know that this is hogwash.
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- Generatlons of young people have grown up with thelr
development limited by cultural biases which conslistently
underestimate human potential or misunderatand human
development. Variations between cultures indicate how 1little
Is actually known a%out the staqes of gr»wth. For example,
in certain African cultures recently studied, the milestones
of citting, walking, and talking are reached significantly
earlier than in the United States.

- The adult world slowly but surely imposes its distress
on all young people's natural sense of unity, reverence for
life, cooperativeness, exuberant enjoyment, dee, connection
with people, high expectations, powerfulness, and ability to
fully express feelings. Many of us have heard older people
say, "Growing up is giving up. You'd better get used to it."
It is only the accumulation of disappointments, 1losses,
smashed dreams, unaccepted 1love, and other such painful
experiences which lead adults to say things like that. But
it is a ~crippling attitufe that most youndg people are
gradua’ orced to accept.

= T... agh the schools in particular, young people are
conditioned to accept outside evaluation of their work, their
performance, their thinking and, eventually, of themselves.

- There 1is no socially responsible, productive, and
connected role “or young people in most socleties, certainly
not in the United states: few jobs, no real policy-making
input, no positions of political power, no hich expectations
of young people's contributions to society.

- On the other hand, the youth "mavket" is exploited for
profiv as the manufacturing and entertainment iandustries
manipulate styles, fads, popularity, ard all other aspects of
mass culture.

A Mirror

A handy mirror for reflecting what may be adultist
behavior is to ask oneself, "wWould I treat an adult this way?
Would I talk to an adult in this tone of wvoice? Would I
grab this out of an adult's hand? wculd I make this decision
for an adult? Wwould I have this expectation for an adult?
Would I 1limit an adult's behavior this way? Wwould I 1listen
to an adult friend's proklem in th's same way?" And so on.

A Link to Other Oppressions

Before continuing, we need to raise another important
reason for understanding and challenging adultism. The ways
we were oppressed as young people have, over time, robbed us

.
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of huge amounts of our human power, access to our feelings,
confidence in our thinking and ability to act, and enjoyment
of living. This constant experience of hurt as a young
person conditions us, as we get older, to accept further
mistreatment as women, as people of color, as workers, etc.
Cr It makes us act 1in oppressive ways toward others in
relatively less powerful positions than ours. Men, for
example, mistreated as 1little boys, grow up to mistreat
women. White people, disrespected as children, turn the same
attitude, embellished with misinformation, on people of
color.

Ajultlism lays the foundatior. for accepting all the other
oppressive relationships. Because every huuan being has been
the victim of adulti-m, it may be the most pervaslve and most
difficult form of oppression to challeng2 and eliminate.

Implicatlons for Our Work With Young People

The liberation of young people from thelir oppression
will require the active participation of =2dults. The
starting place is understanding how we were mistreated and
disrespected as children and youth, and how we consequently
act in adultist ways now.

As young people develop in thelr leadership, they will
increasingly demand that adults deal with their own adultist
attitudes. Adults will need to support each other 1in
changing their ways, listening when the young people point
out disrespect, interrupting the adultism which the youth
themselves have internalized. when older youth treat younger
ones with the same disrespect they have received, it is
merely the acting out of internalized adultism.

A few general gulidelines might be helpful as we proc :d:

- Llsten to younqg people. Really listen. 1In particular,
listen to their thinking, and to their experiences and
feelings of what it has been like being young.

- Ask questions. Ask what they think about everything.

- Lay back. Curb our inclination to take over. Support
the initiatives of young people.

- Valldate their thinkina. Wwelcome their ideas. This is
where major invalidation has hurt them.

- Ye willing for them to make mistakes. Putting thelir
ideas Into practice will bring mixed results. They will
learn. We need to learn to support th- process of their

taking leadership.

[
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- Reverse the power relationships wherever appropriate.
When, for example, can we refrain fiom using our authority,
trom making the final decision, from being the ‘"real power"
behind the youth leadership?

- At the same time, do not thrust young people irt*o
decision-making and leadership positions without training <.d
practice and understanding of their responsibilities.
Otherwise, we set them up for frustration, confusion,
possible failure and humiliation.

- Always respect all young persons, no matter the age,
and expect them to respect each other, at all ages. This 1is
the starting point ror reversing the internalized oppression.

- Have high expectations nf their potentials, and a real
assessment of their current abilities. Never sell them short
and always be prepared to lend a hand with a difficulty.

- Do not dump our distress about them on them. They get
this from adults all the time. It only adds more hurt. We
need to take care of our upsets about them some other way
with other adults.

- Give young people real informaticn about the wav the
world works, about our experiences, about relationships and
sex, about the contribution of young people to humank ind,
etc. Never Jie to them.

- Be patlent with ourselves when we unawarely slip into
our old adultist habits. It will take time to wundo them.
Always appreciate how well we are doing. No blaming
ourselves or others.

Good Policy

Of course, we want to avoid both the ditch on the one
side of adultist authority running the show, and the ditch on
the othcr side of the permissive attituce that says "anything
the young people want is OK."

The oppression of young people has left them, tc varving
degrees, with irrational feelings, tendencies to act out
their hurts, and wrong or distorted 1information. without

clear guidelines, these distresses can wreck any human
effort.

A sound policy for behavior in our work together includes
expecting all people, despite age:

- to treat each other with nothing less than complete
respect,;

4.
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- to think and not just react;
- to do the thing that will improve the situation;

- to be trustworthy, honest, and rellable in relations
with each other;

- to put the interests of the group ahead of one's own;
- Yo care about each other;

- to struggle against everything which keeps us in
conflict among ourselves.

Adultism




RECOGNIZING

One effect of oppression is what we call "internalized
oppression." Once people have been coerced to play certain
distorted roles, and have been invalidated 1in certain
consistent ways, the effects of this mistreatment can be
predictably seen in the attitudes a group of people have
toward themselves, and the way they treat each other.

Taking the Mistreatment Inside

People take into themselves the judgments, the
invalidations, the negative expectations, and the
stereotypical insults. To wvarying extents, they believe
them, and they pass them on to their own children. "There

must, indeed, be something wrong with us, or we wouldn't be
treated this way," is a classic unconscious adaptation to the
illogic and the injustice of discrimination.

Self-hate, self-deprecatlon, and self-doubt are the
recults of put-downs that originally came from outside but
whi:h have lodged themselves inside a person's psyche.

For generations, people can be forced to accept 1limits
for themselves as simply a part of reality. It takes an
awakening, a political or personal realization that the
limitations were externally imposed and not genetically or
culturally inevitable, for people to resist and to form a new
view 0f themselves. This has happened for many groups,
although the internalized oppression takes generations to
ferret out and to eliminate, even after the worst of the
external oppression has been thrown off.

External Oppression Still Heavy

It is, of course, not so easy for a people to
distinguish 1internalized oppression when there is still
vicious mistreatment coming from the outside. The danger
still exists and 1s still real. In the United States, women
are still being raped; Black people are still being killed;
Jews are still being attacked; homosexuals are still being
beaten; Spanish-speaking people are still not being hired.
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While the situations have changed and improved, all 1is not
well., So the real and current discrimination nmust be
recognized and opposed, even while trying to free ourselves
from the leftover powerlessness, paranoia, and self-
deprecation stemming from earlier periods of history when the
8ituation was much worse.

Young People As Victims

The initial awakening of young people has yet to occur.
There is minimal understanding of the pervasive mistreatment
they are victims of, and little leadership from among the
young to resist. The virtual ownership of children by their
parents is still unquestioned 1in society. The rights of
parents to control and abuse are barely challenged. All young
people receive a nearly lethal dose of powerlessness, and
they at least internalize their parents' negative views of
them as individuals if they don't happen to be members of a
group denigrated by soclety as a whole.

Among young people of color who are poor, the
internalization of self-invalidation and powerlessness is
overwhelming, because it 1is reinforced in all their
identities.

Further, people tend to direct at members of their own
group the same disapproval, insults, and invalidations they
have originally suftfered from the outside.

Physical Abuse

None of this stops at verbal abuse, of course. Those
young people who have been victims of physical abuse pass
that on to others, often directing violence at their peers,
or people weaker than themselves. Last year, in the United
States, over 1200 teenagers were killed by other teenagers.
Research showed that the perpetrators were generally victims
of physical abuse.

Similarly, those groups of people who have been subject
to consistent physical abuse as a people tend to pass some
version of that mistreatment on to their children. "Beating"
children 1is an accepted form of "discipline" .n some
cultures. But investigation will show that "disciplining"
children through physical abuse originates in a period of
history when the adult members of that culture were
themselves physically mistreated as an oppressed and
powerless group.
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ggating Children Doesn'tnyork

Certainly we know that spankings and beatings do not
work - that is, they do not make children happily eager to
cooperate with their beloved parents. Beatings may in some
circumstances scare young people into compliance, or they may
not do too much harm if the general context is a loving one.
In that case the children simply internalize the hitting as
the proper role for parents, and the chances are they will do
it to their own children when they grow up. But since
hitting and beating are completely unnecessary to raise
wonderful children, it is clear that all hitting and beating
of children is a distortion, a mistreatment, that came from
individual parents themselves being hit at an earlier stage
in their own lives. When it is an approach accepted within a
definable culture, one can trace it to the way in which that
people was or is oppressed by another people.

The nature of internalized oppression is such that once
the negative recording is installed on a people, it plays
itself over and over. The external oppression may have
stopped or taken a completely different <£form, but the
internalized oppression continues doing its dirty work 1long
after.

I'll teach you wot +
beat up on that
kid ot scheol.

And
what do
you cadl

this?
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ELIMINATING INTERNALIZED OPPRESSION

Identifying and Understanding It

Ferreting out the 1internalized oppression 1is a long
process. It begins by teaching young people what
internalized oppression is, and how it operates, and then
beginning to identify the forms it takes. When people
understand that these negative ideas and behaviors originally
came from outside, and can be overcome, it helps. when
people understand that the coercion was once pervasive, but
isn't any more, and that they are free to live ‘ully in the
present, it opens up many possibilities. when we begin to
understand that our people are doing to ourselves what used
to be done from outside, we begin to try to stop.

A common example of this i3 the use of the word "nigger"

among young people. Statf at Youth Action Program are
offended by it, but when they simply say not to do it, the
young people respond that it is a term of endearment. Yet

everyone undcrstands that it is not a term of endearment
because if the white staff members used the term in relation
to the young people it would be a profourd offense. Getting
the young people to stop throwing this term at each other
requires explaining its origin and explaining internalized
oppression. Then they say, "Oh, 0.K. I didn't realize. Now
I see. 1I'll try and stop."

Healing

Understanding is one level. It helps. Another level is
healing. Usually healing takes much crying and shaking and
raging and sharing of bad feelings we carry about ourselves,
and limitations we accept for ourselves, and overwhelming
mistreatment we have witnessed. It takes charting a course
for ourselves which accepts no limits and which is a truly
proud and confident course. Doing this raises much feeling
in itself. This process of emotional sharing and catharsis
s not an easy one to institute in a youth program. It
scares people. The explosive feelings around past hurts are
tough to handle {f you haven't had a lot of practice and 1if
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you haven't shed much of your own painful emotions from the
past.

One youth program which has opened this channel very
effectively is the children of Wwar Tour. By creating a
context in which teenagers who have grown up in the midst of
war share their 1life stories over and over again with
attentive youth audiences, they pull up the pain by the
roots. The chlldren of war weep copiously in the month they
spend together touring and telling their stories. Thelir
audiences join them, releasing some of their own personal
pain once the feelings have been unleashed in empathy with
the children of war.

However, sustaining this healing process in an on-going
youth program is difficult. We have tried to do it at the
Youth Action Program through counseling groups and support
groups. But we have a way to go before we can sustain it or
generalize it, although those of us who have used it
effectively know it is a key part of what we must do. It
speeds up and deepens the process of intelligent empowerment.
(See chapter oun "Support" for oaore information about the
healing process.)

Appreciation and Success

Nothing counteracts self-deprecation as effectively as a
combination of belng thoroughly embraced and appreciated by
other people who cheer us on, and being undeniably successful
and successrul at achieving our own ever-more-ambitious
goals. This requlres support in acquiring, step-by-step, the
skills and information necessary to succeed, and support 1in
setting those ambitious goals.

It also requires consciously challenging and correcting

the misinformation and bad feelings people have internalized
about their own cultural, ethnic, sexual, or racial identity.
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RACIAL AND CULTURAL IDENTITY :

A Workshop Format

Raclal and cultural identity are of enormous importance
to each of our young people, yet very 1little explicit
attentlon is usually given to it. Many adults are afraid to
open up these 1issues. They are too emotion-laden for
themselves.

But 1t 1s not so difficult to open them up and begin
thoughtful and sometimes emotional explcration. Not to do so
leaves the young people at the mercy of the negative
stereotypes which they pick up automatically in cur society.

Workshop Introduction

It works well to ralse 1issues by givina a 1little
background, a few assumptions and concepts, ané then by
asking questions for people to explore. Following is a sample
introduction:

"Part of becoming good leaders, and becoming our best
selves, 1s shedding the negative ideas about ourselves that
we have taken in as we grow up. Almost everyone comes Iinto

YAP with a lot of bad feelings about themselves. It's not
thelr fault. These bad feelings have been laid on them from
the outside. People have put them down. People 1in their

families, in their schools, in the nelghborhood, 1in the
police station, in the welfare department, have often put
them down verbally or have denied them their rights.

"Today we're going to talk about oppression and
ldentity. Does anyone know what oppression is?

"Right. Oppression 1is when people are consistently
mistreated by soclety, when they are denied equal
opportunities and access to justice, prosperity, education,
freedom, and development of their full selves.

"Oppression takes many forms, and it's different for
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each group of people. The oppression of women 1is d;fferent

from that of nmen. The oppression of Black people is
different from that of Puerto Ricans. The ofppression of poor
people is different from that of rich people. But 1{f you

look very closely, and listen deeply to people from every
background, you will find that every group of people suffers
from some form of systematic mistreatment that tends to force
them into a distorted human role. Some forms are more
damaging and vicious than others, but almost all people have
been forced into some role or position that they would not
have freely chosen for themselves.

"For example, from birth, women are told *that they must
serve men and be ornaments for them; men are told they must
fight and be willing to kill without shedding any tears.
Black people are told they must work and toil to enrich other
people; White people are told they must stick to their own
kind or be rejected by them; rich people are told they are
stupid and contemptible if they don't continue amassing
wealth. Of ccurse, it's different for each individual and
family, but in general you can trace certain messages given
to every identifiable group in society. Perople tend to
ocelieve these messages and act accordingly. We call this
internalized oppression. Because it is taken inside peopie,
it becomes internal to them.

"Then there's external oppression. It comes from the
outside. 1It's when people can't get a job because of the
color of their skin or their sex; it's when people get beaten
just because they're young; it's when people get lynched or
denied housing, or raped, or beaten, or jailed, or kicked out

of school for their color, sex, nationality, sexual
preference, or political ideas. This 1is direct external
oppression. It is not Jjust a put-down, it's a direct

mistreatment coming from outside.

"But all through history, every group has done its best
to resist oppression, to fight for its full humanness, to
make progress toward justice and equality. Much of human
history is really the struggle of oppressed people to gain
freedom and equality in societies that are set wup in ways
that maintair inequality.

"It's important that each of us know our history, and
get the information we need to be proud of our own people and
to contribute to the on-going human struggle for a better
world for everyone. Every one of you comes from a proud
history of people struggling to be free, to be strong, to be
loving, to make a better world. Some groups have been beaten
down by supericr force or by vicious trickery, but that
doesn't mean they didn't try to resist. It is human to resist
mistreatment, and to try to improve the worid.

"But to Improve it we need to understand who we are,

crr
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where we come from, what has b done to our people, how we
have trled to stand up for ours .ves, and how we can change
things in the future.

"Let's beglin exloring these questions. Each of us has
an ldentity of race, natlionality, sex, religion, «class, and
geography that we carry around with us. Let's each take two
or three minutes to share, what is that identity? How do you
identify yourself in terms of culture, race, nationality,
religion, politics, or whatever figures into your 1idea of
yourself?"

PoOLITICS
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Small Groups - Mixed Identities

After a short go-rcund in the whole group, it is helpful
to get together in small groups of four or five, 1in which
each person has 8 to 15 minutes to share her 1ife history
from the point of view of how her identity developed. "How
did you learn you were an X? What did your parents teach you |
about what it meant to be an X? Were you treated 1in any ‘
particular way by society as an X? What was it like to grow
up as an X?" ‘

These first small groups should be randomly Integrated
groups. People are eager to cross the barrlers of racial and
class prejudice. They want to share their stories with each
other. They want to know and be known by people with
different backgrounds than their own. Oftentimes they have
not had the opportunity to tell their story or hear other
people's stories in a deliberate and open way.

It's often good to structure this with ten minutes to
tell each story, and five minutes for the group to ask
questlions. This reassures people that the group is
interested, and that they are telling the other people what
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they actually want to know.

Similar Identity Groups

After people have met in mixed groups and shared their
stories, creating a more cohesive whole group, it is useful
for people to group together in similar identity groups to
answer together the following questions:

- What'as great about being x?
- What's been difficult about being x?
What do we want other people to know about us?

Then a report back to the whole group from each
sub-group leads to a greater sense of understanding and
diminished fear of discussing these issues. It also leads to
greater unity within each identity group. This is desirable
and important, because unity with other groups works best
when it's based on unity within one's own group.

Reasons for Reslistance

Be aware that virtually every group will reveal itself
tc have members who are quite scared to be divided into 1like
groupa. There will almeat always be resistance at first.
For some Black people it reminds them of segregation, and
they don't 1ike it. For some White people who are determined
to be good allies of people of color, it focuses them on
their whiteness, for which they feel others won't like them.
Some people feel least comfortable among groups of people
like them.elves, because in fact they have been most hurt by
the people closest to themselves.

It helps in running this kind of workshop to give 1lots
of latitude for laughter as people are setting up the groups.
The leader must never assume what identity group or groups a
percon belongs in, a1 should invite from the group a 1is:
for the blackboard of all the identity groups which re
present in the room. Most people belong to several, and the
choice of which one they meet with is full of feeling.

It must be remembered that the development of any
limited identity has been imposed by society, and 1is 1in
itself{ partly an indication of the effects of oppression, or
in 1its positive side an indication of the group's
determination to survive and challenge oppression. There |is
no reason why every person couldn't have an identity as a
human being, citizen of the world, eXcept that we have been
forced into more limited ideas of who we are. Some of the
narrower identities are delightful, positive, and proud,
based on a rich history; but they are also usually attached
to perceived roles, expectations, and historical

So
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relationships which are rooted in oppression.

Respect Choices of Identity Group

It is, therefore, important that the group leader not
continue the imposition from society by insisting or assuming
that a person must identify in a certain way, or must choose
on this particular day to meet with a particular identity
group. For example, a Jew who was raised as a Methodist may
not choose to go with the Jewish group; a Puerto Rican who is
blonde and was raised with White people may not choose to go
with the Latin group; a bi-racial brown-skinned person with a
Jewish father may choose to meet with the Jewish group and
not the Black group. A dark-skinned Dominican might choose to
meet with the Black group instead of the Latin group. These
and millions of other choices must be respected and welcomed,
all as part of a life-long sorting out of who we really are
as human beings.

Of course, the leader must be sensitive to whether a
particular group is ready to divide into identity groups. It
may be appropriate to have 1lots of general sharing and
repeated grouping into diverse small groups to share many
different experiences before people will accept identity
groupings. The art of leading is to know what is the right
next step for a group to go deeper, get closer, be more
thorough and open in their sharing and their discussion and
their setting of goals.

Re Prepared for Feelings

A person leading this kind of workshop must also be
prepared for the fact that the feelings -onnected to identity
run deep and strong, and when the waters - -e stirr 4 the
feelings will often surface as tears, anger, trembling, or a
lot of laughter. This is to be expected, and 1it's fine.
It's not an indication that the group 1s over its head, or
that anything bad is happening. This is 3just what happens
because there is a lot of pain stored in *..ese memories «..
vnese enforced identities. The leader needs to be calm and
reassuring in her acceptance of feelings. However, {f
feelings begin to surface in the form of direct emotional
attacks on other individuals, these need to be firmly
interrupted because they will have negative effects.

The content of this chapter applies equally well to
adults and young people, and it is important for adult staff
to explore these issues with each other before opening themn
up with the young people.

Youth Action Program

1280 Fifth Avenue
New York, NY 10029
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THE IMPORTANCE OF NURTURANCE

Generally speaking, people are not eager to take on
responsibility for the well-being of others unless they feel
well-cared-for themselves. Furthermore, people 1learn best
from others who love them. It is easliest to take in new
information, and be inspired and encouraged, by someone who
truly cares about you.

The Highest Compliment

The highest compliment paid to any youth program by its
members is, "We're like a family. We treat each other 1like
brothers and sisters." "She's like my mother." "He treats
me like A son." "We're like a family."

A program in the South Bronx, called UNITAS, builds on
this yearning for familial relationships by explicitly
ouilding "symbolic families," in which other children are the
"brothers and sisters," teenagers are the "aunts and uncles, "
older teenagers are the "moihers and fathers," and people in
their twenties are the "grandparents." The young people are
explicitly taught how to provide nurturance to each other.
"Caring attitudes and caring actions" are defined and
practiced. Fez:lings of deprivation are shared so the young
people can thirk together how they would like to be treated
by their parents, in order to treat each other that way as
"symbolic" parents. This program is extremely successful,
not only in building the confidence and life-satisfaction of
its members, but in actually diminishing all the symptoms of
social stress among its members, including physical illness.

Many professional social workers and teachers have been
taught not to get too 1involved, 1in order not to foster
dependency. Independence seems to be the hlghest goal of
the helplng professions. 1I.. our opinion, both the goal and

e
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the method are wrong. The goal for human beings should be
interdependence, The method of reaching healthy
Interdependence includes full acceptance of the stage of
dependence. 1In our Western culture we have not undersztood
how to accept dependence. We put infants in separate cribs
in separate rooms by themselves and let them cry themselves
to sleep alone. We create a sense of isolation and

loneliness con the deepest levels. We reinforce this in many
ways as children grow up.

Creating mutual trust and interdependence among the
young pecple is one of our major “>bs. Being totally
truscworthy and reliable ourselves, dependable in times of
trouble, safe to depend on emotionally, 1is a primary
requirement of the adults.

What Forms of Nurturance?
In actual practice, what form does nurturance take in a
youth program?

In the first year of Youth Action Program's existence,
fourteen young people moved in to 1live temporarily or
part-time with staff. Some became permanent extended family
members, At the outset, the young people were either
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homeless or in conflict with their families. As a result of
this obvious need, we conceived of a program called "second
Chosen Families," to match young people with families who
would welcome them into their homes as needed, with the
agreement of the parents. This program was not developed,
due to lack of resources. It would have been, 1like UNITAS, a
very strong response to the call for family-like support when
exlsting family supports are failing.

Usually, in most programs, nurturance is providedi in a
somewhat haphazard, and often inadequate way, in a range of
forms. We recommend that programs think through this issue
and develop a system for providing love and support.

At YAP, the forms of nurturance include ccunseling,
friendship, dinners, recreational sharing, weekend retreats,
listening, support groups, advising, helping directly with
problems, finding assistance outside the program as needed,
listening some more, taking an interest in somebody's very
personal problems, meeting s-mebody's tamily, helping with

illness or pregnancy or drug addiction or death in the
family.

Most important, nurturance implies spending time with
people in a resp 1sive, non-directive, perscnal way. Adults
must be free to put everything aside, and see what needs
attention in the hearts and minds of the young people with
whom they are ‘nvalved.

Whenever an individual emerges and is able to sustain
herself as a solid leader, it is almost always true that at
least one adult has taken longterm personal responsibility as
a mentor and friend and counselor for that person's
development and well-belng. It is, in fact, 1ike beling a
"symbolic" parent. The phenomenon of being someone's protege
works for young people in the youth program as well as it
works for adults in the corporate world.

The challenge for each program 1s to make sure that
everybody is somebody's beloved protege.

"One time you told me that when you got dlscouraged
you just thcught about one person you knew YAP had
truly helped, and that kept you going, and I thought,
"WOW, if just one person makes it worthwhile, that's
a lot of caring, to give so much of 1ife to help one
person. Then when you've experienced that kind of
caring you have to pass it along tc someone else, and
that's what I'm trying to do now."

- Sonla Texidor,
at age 23, 1985
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COMMUNICATING LOVE TO

YOUNG FPEOPLE

Young people know you care about them when the following
thircs happen:

1) You are always warm, friendly, and welcoming. A warm
greeting and friendly smile and a lighting up of your face
occurs predictably when your young friend appears.

2) You notice the special things your friend does, and
’OU express your approval. You comment on the positive
qualities and actions he displays.

3) You also notice a difficulty, and yov offer a hand,
and an 2ar. You're there when you're needed.

4) You go beyond what young people would expect. You
make a personal connection - perhaps visiting his home,
inviting him to your home, giving him your home phone number,
appearing at the hospital if he or a family member s 1ill,
visiting the school when problems occur there. Whatever way,
you take a special personal interest in the young person that
goes beyond any assigned or expected "professional" role.

5) You help the young person to pursue a special
interest - a book, a career, entertainment, special
aptitudes. You support the full realization of his
potential, not settling for less.

6) You welcome emotional release when it occurs - {if
laughter, or tears, or genuine rage, should surface through a
crisis or in close communication, it doesn't scarc you. You

embrace it as part of the young person, and hold him, or
lis'en as long as the flow continues.

7) You always see past the hang-ups and the mistakes and
the bad judgment to the heart of the struggling person. You
never judge or reject or give up on the young person, even
while you make clear your opinion of the bad behavior.
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8) You always respect the ideas and the opinions of your
friend, although you may not agree; sometimes you respect the
limits that his emotions place on a situation, but vou don't
settle permanently for those limits.

9) You catch him up short on bad behavior, challenging
him to aspire to the highest standards and to face the
consequences of continued negativity or self-destructiveness
Sometimes this is the hardest of all - holding firmly to high
expectations when the young person seems to be asking for
permissiveness. Doing it firmly, from a base of love,
accepting the possible wupset from the young person but
insisting on the rightness of your stand on his behalf, can
make a ditference.

If all of this is done, the young person will know that
you truly care, and will begin to care about himself, and
will trrst you.

"There's a lot of love in the Youth Action Program,
and someday we're going to spread it around the
world."

- Victor Ortiz,
at age 19, 1982
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PERSONAL FRIENDSHIPS WITH

YOUNG PEOPLE

When the adult invites a young person or several young
people home to his house, or out for dinner, or away for the
weekend on a trip, something qualitatively different happens.
A friendship begins. The young people know, possibly for the
first time, that the adult is not just doing a job.

Suddenly he opens up his cwn home, gives his own time,
and demonstrates beyond a shadow of a doubt that he cares.

A simlilar thing happens when the adult visits the young
person in her home or on her hlock.

Not all staff members will do thics But those who do
will have qualitatively different relationships with the
young people,.

Of course, when the relationship goes beyond the
traditional professional one, the adult has to be careful,
and has to maintain certain behavioral standards. There can
be no confusion about alcohol, drugs, or sex. No alcohol, no
drugs, and no sex should be permitted in the presence of or
with the knowledge of the adult. The adult should not serve
wine or beer at dinner. And so forth.

Similarly, there can be no gossip, no complaining about
other adults who work in the program. It is all too easy as
a friendship begins, to burden the young person with the
adult's negative perceptions of things; or for the adult to
condone and collude with the young person's own negative
views. The adult has to maintain a fully responsible, fully
positive attitude, even as the relationship becomes more
personal, more open, more relaxed, and more of a real
friendship. Tne fact that human beings often seem to use
their shared negative feelings about a third party to ¢ t
close to each other means that the adult has to be alert to
avoid Aoing that.

Instead, the personal friendship allows the adult to

6.

60 Personal Friendshlps




become a genuinely deep ally in the young person's striving
to define ana reach her dreams. Real conversation about the
past, the future, the present; the dilemmas, the tears, the
hopes, the traumas, the heartbreaks, the fantasies: this |is
what takes place in a friendship. It is the sort of
counseling that makes the biggest difference - the 3urrogate
parent, the mentor, the wiser friend who lends an ear and a
hand, and who shows that he has confidence in you. He
believes in you. He has time for you, and he'll stand up for
you.

£,
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MUTUAIL, APPRECIATIION

The simple act of appreciating each other makes a
qualititative difference to the functioning of any group, and
builds an important form of nuturance into on-going process.

Nobody ever gets enough appreclation. Nobody ever gets
as much as he deserves. On the contrary, most people,
especlally young people, are insulted and put down in direct
and indirect ways all the time. Therefore it 1s important to
do the opposite, to appreciate people freely and frequently.

It is a simple matter to structure appreciation into

meetings and gatherings. At the end of virtually every
meeting, we take the time for every person to be appreclated.
This always brings smiles, chuckles, relaxation. Suddenly

any mounting boredom ¢r impatience subsides. We have seen a
group of 30 young people stay an extra hour at the end of a
long meeting just to hear the appreciations that people glve
each otner.

Apprecic.hon

]
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Simplest Format

The simplest format is to have each person say whit he
likes or respects about the person sitting on his righit or
left. For sllight variations you can have everyone appreciate
the person two to one side, or three to one side. Sometimes,
if you are aware of a tense relationship in the group that
would preclude a sincere appreciation, you have to choose a
format which will skip over the existing conflict. You don't
want to accidentally spotlight a problem when you are using a

process to bring people closer.

Variations

Another varlation is to invite two or three spontaneous
appreciations for each person from whoever wants to offer
them. This has the advantage of people's giving their most
heartfelt appreciations. It has the disadvantage of making
people nervous when not as many people leap to appreclate
them as might leap for others. Silences are deafening in
this format. It takes a little more skill as group leader,
because you may have to intervene in some way, smoothing over
the n=2rvousness or making the potentially embarrassing
feelirys explicit in order to relax people. But it's more
spontaneous, and some groups respond better to the
spontene’ty than to the structured go-round with everyone
assigned to appreclate someone according only seating
arrangement. These latter are, however, safer for most
groups, even though you sometimes have to settle for the very
minimal, "Well, I don't know him too well, but he seems 1ike
an all right gquy."

Lots of adults are uneasy
"imposing" a "forced" structure of
appreciation on a group of young people.
But when it's explalned correctly, the
young people embrace it delightedly,
even the wost apparently cynical ones.

Simple Explanations

Explanations can be more or less
elaborate, as appropriate. But it's
always good to explain the wunderlying
hypotheses so the young people can
understand what's going on and why.

Following are various 1levels of
exXxplanation, just as examples:

"I believe that nobody in the world
gets as much respect and appreciation as

[
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he deserves. Just about everybody is
always trylng his hardest, and hardly
anybody ever really notlces. In fact,
people get put down all the time,
especially young people, and 1t hurts.

5o in this program we don't put anybody
down; we put people up."

"Part of being a leader is learning
how to help build unity 1in groups.
People feel oetter in groups when they
know they are appreciated, and then they
speak more freely and participate more
fully. Appreciations help people to feel
comfortable and accepted in the group."

"Part of the discipline of being a
leader is to see the best in everybody.
If you can't see something to appreciate
in a person, it just means you haven't
seen him fuily. You've been distracted
by the things you don't 1like. But {f
you really look at him deeply, you will
see somethling about his struggle, the
obstacles he is trying to overcome, the
positive things that bring him here, and
you'll be able to appreciate him.,"

"I believe every human being is
born good, and every human being is
doing her very best at every moment ¢
become the best person she can. It's "
not always easy and it's not always "pUTTING EACH OTHER uP
obvious to the observer, because so many
things have happened to hurt people;
they don't always act good. But inside
of everybody is a cood person, waiting
to be seen and understood. When you
dislike somebody you're really just
disliking the effects of all her past
mistreatment. 1t always helps to 1look
past the annoying things about a person,
to look for her heart of gold, and when
you see it, say so."

This last rap s controversial. Most people believe
there are good people and bad people, and when you don't like
someone you're justified. Whom you like and whom you don't
like is normal conversation for almost everybody. But still,

it is important to put out this controversial position, It
will ring true to many people who may hLave been waiting,
unbeknownst to themselves, to hear somebody say it. Whether

people belleve it's true or not, it can be very reassuring to
hear the lcader say it, because it means you can expect tne

Cou
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leader to look for the best in you, even if nobody else does,
and even if you've lost sight of it yourself.

Support the Legders

It is also very important to build an expectation that
anybody who takes on extra responsibility, who puts himself
out front in any way, will be appreciated by the group.
Routinely the chairperson, the spokesperson, the person who
gets the refreashments, should all be appreciated, and |t
should be made explicit how they helped the group. This
becomes a ritual, a tradition that the group will carry on
with just a little encouragement.

It is very common in our snciety for the 1leader of
anything to get attacked. We try to reverse that. The
person who takes responsibility should be supported and
appreciat:d, never attacked or taken for granted or rudely
criticized.

You can't develop 1leadership in an atmosphere where
leadershlp is not appreciated!

X,
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SELIFT--ESTIMATION

There are times when we need to appraise our work with
an eye toward Improvements. We need to acknowledge and learn
from our mistakes. And we need to commit ouselves to change
what interteres with our work or our relationships. This
appraisal has usually taken the form of criticism. At its
worst, a person is raked over the coals by the group. At its
best, there 1is ‘"principled criticism" when a person is
confronted with his troublesome behavior out of love, and
offered a hand «ith it.

"Self-estimat.on" goes to the heart of the need for
change without rupturing relationships. The person whose
work is to be evaluated tells the others what he thinks he
did well, and what needs to be improved cr changed next time.
Each of the others then offers the same information from his
perspective, being sure to begin with the ©positive. Almaat
always, what we were dreading having to say to our fellow
worker in a critical way is put forth by the person himself
as something he was aware of, and usually feels badly about.
Then it is much easier for him to accept suggestions from
others about it, and for others to offer help where needed.
This process usually avoids the person's feeiing defensive or
hurt. It is good to do self-estimation with every member of
a working group

In the ideal process, self-estimation is followed by
members of the group listening to the person describe the
teelings which made him act less ef{ectively. Emotional
release of the feelings right then is a key aid to changing
the behavici in the future.

But even without an emotional release, the process of
giving supportive and accurate feedback 1is a form of
appreciation that acknowledges the importance of a person's
development and the commitment of the group to that person.

—
"YAP 1s an exciting place, with exciting people doing
exciting things that get everybody excited. There's
a lot of love there, that 1is generated from the
center and touches everybody, making a big exciting
tamily."

- Freddy Acus*ta, at age 25, 1988
Reflecting on his 10 years at YAP

€,
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SYSTEMS OF MUTUAIL SUPPORT

by John Bell

Why Suppport?

True leadership includes caring about each other as we
work to improve the world. . Caring about each other includes
paylng attention to how we feel, and what is going on in our
personal lives. Any ongoling group will quickly come up
against three major sources of stress that interfere with the
work. Following is a sample presentatior, describing these
to staff and youth.

Sources of Stress

- "The nature of the work or 1issue 1itself can be
upsetting. Dealing with the effects of poverty, trying to
overcome homelessness, struggling with violence and drug
addiction, working long hours with 1little appreclation, can
load us up with distressing feelings. Unless we take time to
unload them as they accumulate, the feelings tend to pile wup
and make us feel discouraged, or burnt-out, or angry, or
hopeless. This is true of adults and young people alike.

- "Peraonal difficulties. 1In addition, each of us brings
to the group a baggage-car full of personal hang-ups, bad
feelings about ourselves, poor habits or attitudes. Most of
these are simply the results of hurtful experiences we had in
the past. We never asked for these hurts, but each of us got
huge loads dumped on us. As a result, we might have bad
feelings about ourselves, or lack confidence, or expect
people to criticize us, or hog the attention too much, or get
irrational in meetings, or always come late, or not follow
through with what we said we would do, or feel like we can't
think about "strategy" or "policies," or feel competitive, or
want help all the time, etc., etc. These personal
difficulties often undermine the group and our effectiveness
In work. This is true of adults and young people alike.

- "Oppreasion. Furthermore, we must do our work 1in a
soclety which keeps different groups separate and

= 1%
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misunderstanding each other: Black and White, female and
male, younger and older, Jew #nd non-Jew, wcrklng clazs and
middle class, gay and stralghkt. Many of us have deep scarc
of hurt and mistrust. Even people who have become quite
aware of raclsm or gexisa or adultism rnake mistakesz in

relating to each other. ™hese issues show up in every group
sooner or later.

"To function at jits best, a group needs a process of
discussing, de-fusing, and understanding issues rising from
differerces of class, race, sex, culture, and age.

"Thirking of these three sources of stress should make
it clear why it is crucial to bulld emotional support into
the heart cof our work. Assisting each other to heal the pain
we have suffered in our lives helps us care moie deeply about
each other, think more clearly, act more confidently, and
become more effective in our leadership.

v
I want to
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"Each one of us 1is precious. Each one of us has
experienced great sorrow. Each one of us has had dreams
simashed. Each one of us has had a truckload of
disappointments, rejections, and mistreatments dumped on us.
In cur work together, we want to take the time to heal these
hurts. Why? Because we deserve to be cared for. Because
freeing ourselves from past hurts will make us stronger, more
effective leaders. Because the world will change a3 we
chanoce ourselves."

Followina are asome suggestions and models for developing

support.

Personal Support Groups

There is much personal support that happens informally in
most groups. However, having a formal "support group" |s
very helptful. The basic 1idea 1is for people to gat. er
together as a reqular group simply to listen to how it |has
been for each other on a fecling level. sSmall groups of five
to eight are best, since this size allows more time for each
individual. 1If your group is larger than eight, divide it
into smaller groups. Protect the time by taking the phones
off the hook, by allotting encugh time (one hour minimum),
and by meeting in as pleasant a rlace as possible.

Begin with each person in turn sharing something that s
going well for him, either personally or {n hi= work. The
purpose of this 1s to remind ourselves or the positive
aspects of our lives, despite how we m2y be feeling at any
one moment. Beginning this way r.cually raises the tone of
the group, provides chances io celebrate each other's good
news, and dJraws our attention away from what might be
upsetting us.

Then divide the remairing time equally among those
present, each taking a turn to be listened to Py the others
who pay attention actively, looking at the speaker with
warmth, caring, and no judgment. This is the heart of the
process: learning how *o listen to one another in such a way
taat people feel encouraged to share what is troubling them.
Each of us is eager for someone to really 1listen and be
interested. It seems that in day-to-day life. each of us 1is
continually hecking out the people we are with 1in a
computer-like 'cuiation, assessing how safe it is to share
what is going on with us. Wwhen people are listened to with
respect, warmth, and lack of judgment, they spontaneously
begin to brin~ up what is bothering them at the moment.
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As trust develops in the group, individual mewbers will
deepen thelr emotlonal szharlng with a natural releasing ot
reeiings: teara, feara, laughter, anger. This 1is heallng.
We humans have a built-in drive to heal ourselves of hurts.
This can be seen most clearly in young children. What do
tuey do when they get hurt? Cry. This is natural. They try
to get someone's attention to the hurt. No cae has to teach
them to cry. They have to be taught to stop crying. And
that ia exactly what happened to most of us in growlng up.
Our natural healing process got tampered with by older people
around us who told us in one way or another not to cry, or
laugh too loudly, or he scared, or get mad. The result:
each of us is carrying unhealed hurts from +i1he past which
infect our daily lives.

Given enough safelty, encouragement, and «cime, we are
eajer to tell someone how it really is, and was, for us. If
someone listens to us attentively and warmly, over time we
wili cry about the losses, Adisappointments, and endings in
our lives; feel scared about things we couldn't admit before;
laugh at the embarrassments; and feel the flashing rise of
anger and 1age about injuctice we have witnessed.

Whenever we listen to a persun's 1life story, we are
uzually insplred by the herolam 1. his 1ife, and how well he
has survived, given everything that has come down on him.
He, like all of us, functions as well as he can, despite
emotional distress. 1Intuitively, we know that we would be
better off if we lightened that load of distress.

The short-term effect of releasing feelings in these
ways is that we clear our heads somewhat and function bette~,.
Having a good cry about a problem will not make the problem
go away. But a good cry usually enharces our ability to deal
with the problem. The long-range effect is that we begin to
recover from the difficult experiences that made us feel
insecure or unloved, or made us act timidly or over-
aggressively, or got in the way of intimate relationships, or
made us think we were stupid, selfish, and incompetent, or
any of a host of other ways our human functioning was
interfered with by the hurtful experiences that came our way.

Never Push for Emotional Release

While the ev.,res:lon of feelings 1is 1likely to occur
spontaneously if the group 1is sufficiently attentive and
caring, the facilitator should never urge »r push for
emotional release. This will be felt as "manipulative."
Since feelings are scary, any urgency or eagerness about the
importance of expressing them is unnerving. The adult Jjust
needs to be comfortable with them if they do come up.
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If tears should start to flow, a simple comment like,
"It's O.K. to cry, go right ahead. 1It's good to get it out,"
will help, along with, oftentimes, a hug.

On the other hand, angry feelings that are being dumped
on another person in an insulting or hurtful way should be
interrupted, or the security of the group will be lost.

The support group will have an important positive effect

1t open and honest talking is taking place. The deeper
healing of emotional release may or may not take place,
depending on the circumstances. The adult needs to be

sensitive to people's fears.

Concepts and Guldelinez for Emotional Support:

The following concepts and gquidelines help emotional
support to flourish:

~ Feelings are just feelings. They are not reality.
They don't need to be acted wupon. The more intense the
teeling, the less likely it is to be a useful guide to
action. 1Intense feelings often cloud ovur thinkino. We can
. Just let the feelings be shared and released, so they don't
continue to distort the way we see reality. Simply accept
the feelings, occasionally reminding people that they do not
need to act on the feelings, just dump them out, and later
they'll be able to figure things out better.

- Avold giving advice or even telling siwilar
experiences. People need our attention so they can release
the distress feelings that interfere with their OWN thinking.

- Maintain =trict confidentiallity. That is, dou not tell
anyone outslide the group what the person shared, and do not
bring it up again to the person himself, unless he initiates
the discussion.

- Remember to distinguish people from thelir feelings.
People can temporarily have very bad feelings. They need
others to know that these are not permanent and not "who thay
are." It is most helpful to view the people always as
wholesome, creative, essentially loving, wvery smart, ard
capable. And whenever they are not like this, some stress,
old or new, has made them act differently.

- It is never useful to dump angry teelings on someone
else in an insulting way in the name of "honesty."

- Sharing meetirgs work best when there is one person in
charge, to set tiie tone, to see that the time 1!mits are
kept, to remind people how to listen, if necessary, and to
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think about how the whole group is functioning.

- It is good to close the sharing with =zowme form of
atfection-sharing or appreclations of each other.

- Suppport groups such as these work best on week-end
retreats, when a general context of safety and trust hzs been
built, and people are away from their day-to-day
frustrations. With persistence, however, support groups can
become a valuable component of the ongoing 1life of the
program,

Yuath Action Program
1285 Fifth Avenue
New York, NY 10029

Phboune: 212-860-8170
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Element Three

BUILDING LEADERSHIP

CONCEPTS AND SKILLS

* Identifying Potential Leaders

* A Process for Defining Leadership

* Decision-Making Processes and Powers

* Chairing Meetings

* Bulilding Reading & Writing Into the wWork
* Speaking Truth To Power

* The Weekend Retreat
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IDENTIFYING POTENTIAL LEADERS

The first step in leadership development 1is noticing the
potentially outstanding leaders.

These are not ~lways the most outspoken, most popular,
most assertive people with the most developed viewpoint. in
fact, sometimes the most aggressive "leaders" turn out to
have some very negative characteristics associated with their
dominance. We have many times reached for attractive and
confident young people as leaders who turned out to steal,
lie, drink compulsively, dominate and hurt the people who
didn't agree with them, or have other bad habits which
eventually discredited them or divided the organization.

Some outstanding potential leaders are very quiet at the
outset. The question is, who spontaneously takes
responsibility which improves the situation for other pecpie?

Watch for people who:

- Have thoughtful ideas about how to improve things;

- Play a medlating role;

- Never rldlicule zomeone else;

- Offer themselves to take unglamorcus responsibilities;

- Reach out to someone who is unhappy;

- Do much more work than would ever be expected to make
something succeed;

- Rise to an occasio~. overcoming obvious fear *o do
something they thi k is right;

- Volunteer to help with whatever is going on;

- Are reliable, doing what chey say they'll do.

ad]
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Of course, if tnese characteristics are coupled wicth
confldence, outgeing warmth, and an ability to verballze

one'a ideas, 3o much the better,

A grecioug Gesture

A very precious gesture is the act of raising one's hand
to volunteer. At any group meeting, if an opportunity to
participate in some leadership activity 1is presented, the
hands that go up 1in response should be noted down most
seriously and follow-up done. 1If a young person ra&ises his
hand, wordlessly indicating, "I want to give my time
participating in that activity, because it will improve the
program, the community, the world, or will teach me something
about how the world works," then you can assume that behind
that raised nand lies a deep yearning for real leadership
responsibility. It is the solemn resonsibility of the adults
to grasp the hand that is raised, and to hold out in return
all the information and opportunity and guidance we have to
offer.

11 volunbeer +o
+axe on +hat job That
would really help my

If a young person raises his
hand, wordlessly indicating,
"I want to give my time

participating in that
activity, because it will
improve the progranm, the
community, the world, or

will teach me some. ing
abuut how the world work.,"
then you can assume that
behind that raised hand lies
a de.p yearning for real
leadership resnonsibility.
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Initial Encouragement of Leaders

Leadershlp is something we assume to be a natural
expression of a universal human impulse: to take
responsibility, coordinating the enerqgy and intelligence ot
other human beings, to achieve goals that enhance human
exlistence. It is something everyone wants to do, and
everyone can eventually do, to varylng deqrees, in areas of
their own interest and skill.

In approaching the question of encouraging leaders, we
are really talking aibout how to encourage leadership
qualities and skills in everybody, as the opportunity arises.

The adult needs to watch every sicuation for the
expression of leadership qualities and skills, and then
comment on them. Comment to the group, and comment to the
individuals after the meeting. Drawing thz attention of the
group systematically to those attitudes and behaviors which
improve the group's functioning, which improve the quality of
thinking of the group, is an on-going form of training which
will make young people aware of the impact of their behavior,
and will also serve to encourage the hesitant person.

I was very impressed
with what you savd
tomgnt. 1 really hope
you’" arrend he
mCGh'“ neyd V‘Ck,fw-

} know anyon€
I'd like o come

I dudn’
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’
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After a meeting, it can make a blg difference to speak
personally to an individual, saying something 1like, "I was
very impressed with your participation 1in this group.
Everything you sald was very thoughtful, and very smart, and

you obviously care about what happens here. I hope you will
get more 1involved, because you hav. real leadership

abilities. Have you thought of running for electlon to the
policy commlttee?" Or something llke, "The way you made It
possible for the younger members to speak up, by listening to

them and asking questions, was a real 1important thing. it
made the cummittee work much better and was a real act of
leadership. Thanks." Being noticed in this way makes a deep

impression. Adults rarely do this. They seem to forget how
important a word of praise can be.

As important as the adult's comments, is setting up the
situation so that the members of the gqroup appreciate each
other for their leadership. A simple go-round, in which each
member is appreciated by two other members for leadership
skills, attitudes, or behavior which he showed in the current
event, refires the group's ideas about leadership and focuses
attention on people's positive behavior. It provides peer
support for leadership development.
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A PROCESS PFPOR DEFINING LEADERSHIP

New leadership gronps and on-going leadership groups
both need to take the time to define and re-define good
leadership. People hear and remember what they are ready for
at the time, so each successive discussion raises and deepens
the level of ident.fication with the concept.

This can be done as a workshop with a large number of
young people, dividing into small groups, or with an on-going
stable group.

In a small group of six to twelve people, have the
tacilitator ask the following questions:

- What are the QUALIJIES of a good leader - that 1is, what
kind of a person is a good leader?

- What are the FUNCTIONS of a leader - that 1is, what does
a good leader DO?

- What are the beneflts of playlng a leadershlip role in a
group?

- What are the stresses connected to being a leade:?

- What kind of support do people taklng leadership need
from others?

- Who in history or in your life has been a good leader,
in your opinion?

O0f course, minutes should be taken and a report made
back to the large group if tne work 1is being done in a
workshop. 1If it is an ongoing leadership group minutes are
important to remind people at the following meeting of the
content of the discussion. It is also useful to distribut=
the minutes to the members of the program so they can reflect
on the same issues and know what their leaderchip group
thinks abcut leadership.
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Adult members of the group need not withhold their own
key contributiona. Thia Is a good context in which to railse
ide23 which might not yet be ratsed by the groun, But  the
adult should select carefully what to contribute, so as not
to domlnate, and not to offer what the young people would

have offered themselves. IListen for a missing piece which
night raise the level of discussion and offer that piece.

Essential t(teps for On-going Groups

If the group is an on-going leadership group, there are
two more steps to this process which are essential, and which
will lead to a wonderful, cohesive feeling.

Ask each person to take ten or fifteen minutes to write
down his own strong points and areas that need improvement to
become a truly fine leader, using the qualities and functions
of a leader as a quide.

Atter this, have each member 1in turn present his
self-evaluation and receive feedback from every other member
of the group. This process takes some time. 1In a group of
10, each person's turn takes 20 to 25 minutes.

gpod Effects

This process has several good effects. It focuses each
member on his own development, and gives him full feedback
from the group regarding where he stands. Insecurities in
groups are often bhased on uncertainty about what other people
think of us; it's usually a relief to find out. Most of the
teadback will be positive, and the facilitator should make
sure of that. Sometimes it is important to insist that each
person begin with the positive feedback and then make
suggestions for improvements or next steps. It 1is always
important to insure that each person giving feedback makes
positive observations, not just criticisms.

It 12 a rellef to the group to be able to speak to each
other about thelr experiences together. Enormous positive
energy gets expressed in an unusually safe and serious group
context. People get to say how much they 1ike and admire
each other. At the same time, people get to hear and say the
criticlisms which had peen 1left unsaid and were simmering
undernesth, but which are remarkably mild in thils context.

In an orcdlinary group, this process will always enhance
the 1level of closeness and honesty as well as the
consciousnesas of gqood leadership qualities and positive
leadership behavior. It is worth dolng at least cnce a year
with any on-going leadership group. A good place to io it is
in a leadership retreat, where there is enough time, and a
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mood of getting closer.

The Only Risk

The only risk in this process, and it Is extremely rare,
s when some viclious hostilities are 1lurking under the
surface and use this opportunity to attack. 1In such a case,
the adult guide will have to use all his skill to provide
protection to the person or people being attcked. He'll need
to give theory about understanding each person's struggle and
about not attacking each other. 1If possible, the adult may
use the opportunity to resolve the underlying problem.

Useful in Other C-ntexts
This process of mutual evaluation can also be used 1in
other contexts with good effect. For example, in any weekend
retreat, it is a good idea to close the retreat with a group
process in which each person says what she did that made a
positive ontribution to the group and how she could have
made an even Detter contribution. Then all members of the
group offer their appreciations and their suggestions for
improvement. This gives a good sense of closure and
closeness to the group. Even those people, perhaps especially
those people, who feel they have played a negative role get
balanced feedbeck from “he group that tends to relax them -~
at least they know exactly where they stand and don't have to
be anxlous about whether everyone hates them now. They
discover that people don't hate them, but they do have
specific suggeations for improvement which are attainable.

1
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DECILISION—MAKING

PROCESSES AND POWERS

The essence of leadership development is engaging yovuvng
people in making decisions. The decisions ought not to be
peripheral. They must be ot great importance. Only real
responsibility will summon up the full commitment of the
young people. Only the power to make significant decisions
will truly counteract the past disrespect that has excluded
young pecople from virtually all significant decision-making.

Hiring ot staff, review of budget, evaluation of staff,
setting program priorities, making program policy, future
planning, tiring of staftf, determining objectives and
strategy for political actlon: all of these are grist for the
mill. a1? of these are within the ability of the young
people.

At Youth Actlion Program all of these are under the
jurisdiction of the Policy Committee, which functions as the
governing board even though an adult community Board of
Directors maintains legal jurisdiction and has the right to
over-rule the Policy Committee. (In ten years the legal Board
of Directors has only twice over-ruled the Policy Committee.)
The Policy Committee includes youth representatives from each
of YAP's 12 projects, one staff representative, and the
Director.

"YAP is a learning experience. Everyboay should
experience it. You have to he there to believe It.
It's a place where young people talk and their 1ideas
are lmplemented and they become tangible. YAP does

at as a constant thing. Nobody else does that.
Everybody else calls us the '"kids"™ and dyesn't
listen. I hope YAP never dies. 1t really turns
young people around. T wish other progtrams could

Jearn from YAP".

Sonia Texlidor
YAP graduate

é; LRV
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Role of aAdulr Guide

The adult, or more experienced youth 1leader, has a
critical role t: play in gquiding the decision-making
committee. He must set the toine: insure that basic values

and guidelincs are followed; think abk~ut the input from,
development of, and relationships amonyg all members; insure
that the committee moves forward on all fronts; provide
on-going training; ensucre that adequate information is
available for informed decision-making; prepare the
chairperson for ea~h meeting; and return things to an even
k22l when emctional-_m begins to roll the committee from side
to side.

Needless to say, the adult administrator relating to the
Committee must Le well respectied and trusted and must, in
return, trust and respect the ideas o{ the committee members,
listening carefully to all. It is, in most ways, the same
prucess as working with any Board of Directors.

Consensus Decision-M king

Decisions are made by ¢ 1sensus, aftte-~ thorough
1iscussion, in which everyone is given a chance to speak to
~he issues and everyone {3 thoroughly heard. As a general

practice, we do not use parliamen-ary procedure, or majority
rule, or any other technigue +hich allows one group *+o
dom.nate the other. [Instead, we use approaches which reach
for the piece of truth in everyone's point of view, which
foster the attitude that everyone's opinion is important, and
which develc our skilis at fashioning solutions which nmeet
everybody's needs as much as possible.

If we cannot get real agreencnt on a deciaion, we ask
the minority ‘i they will agree to implement the amajority
point of view and re-eveluate after a certain period of time.
This is usually acceptable, as 1long as everyone has been
thoroughly heard in the discussion. Occasionally we are
forced to decide something by wvoting, in order to O Ve
forward.

A key role of the chairperson is to make sure everyone
is thoroughly heard, and all points of view respected. 1In
this milieu all are free to do their best thinking about the
issue.

L
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Full Information Needed

A key role of the adult guide for this committee 1is to
provide full information about every issue, and to teach the

group to Jdemand £ul:i information. For example, left to
themselves, young people usually do not 1insist on checking
the references of candidates for jobs. Many of them think
that past mistakes sh 1lad not be held against someone, and
th.at a person will do better next time. They would often be
willing to make a decision based only on an interview. The
adult has to educate the committee regarding the critical
importance of references, how to go about getting them, and
to insist on references from a person's past three
supervisors before making a declision. But once adequate
information is In front of them, the young people can make
the final decision.

Hiring of staff

Nothing liberates youn3y people from a powerless position
faster than participating in the hiring of adult staff. it
Is a dramatic reversal £ past roles.

It 18, of course, logical that a program will hire better
staff if young people have a role in selecting them. When a
2rson  can make good contact with young peoplie in an
interviev, the chances are good that she can continue to make
warm contact once hired. 1If she cannot get the approval of a
group of young people, it is Jjust as well that the program
search further.

It seemr3 to be a workable and appropriate balance of
power to require that the youth governina cummittee and the
Yirector agree on a candidate.

The most exclilting process 1is for the committee to
interview a series of candidates, from whom they will select
the best. Each of them should have been pre-screened and
tound acceptable by the Director. The committee should
review the references, to underscore their importance.

Prlor to Interviewing, the younyg people should draw up a
list of the qualities they seek in a staff member, and a list
of questions which will help them assess whether the
candidate has those qqual_l.ties. Each member of the
interviewing committee should be assigned several questlions
to ask, after the group has developed its list of questions.
This way silences will be avoided. But members should also
be encournrged to ask questicns which occur to them
spontaneously during the interview.

Role-plays are effective fur getting another glimpse of
the candidate's abilities. They also allow young people *o
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shine as actors. The role-play situation should be set in
2dvance by the group, and a person assigned to carry it oat.
It does n.t, In our experlence, need to be rehearsed.

A group of youne p ple selecting adults to work in the
prograi are Instar* y empowered. They take thls
responsibility with t.c utmost seriousness. Nothing is more

irportant, really, tha.. choosing which adults will work with
them.

Weum\\
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Firing f Sstaff

The most difficuit area has opeen firing. At Youth
Action Program young people have had the fina2)] word on
firing, We do not recommend this to other programs, and it
has recently been chunged at YAP. After ten years during
which successive Policy Committees had the power to tire, one
Policy Committee finally relinquished that power because they
did not want to be a t.rget of a'ult manipulation. They
<3ked the Director to consult with them, but make the final
decision herself.
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Prior to that, every firing took too long, Jjeopardizing
program commitments. Each was potentially divisive, as
adults who felt thelr jobs in jeopardy would try to rpersuade
young people that they were being wronged by the
administration. Of course, having this power, and being
embroiled 1in the most complex and emotional decisions,
created intense learning experiences and deep involvement for
the youth leaders. It also forc d them to set standards of
performance independent of their personal relationships. The

learning was enormous. Helping people to set standards and
hold to them 1is an important part of any community
organizer's role. For this reason, the Dircctor 1lived with

the inc¢ enience ana strain or not having final firing
authority. However, we expect the same keneflits will be
attainable through a consultation process.

iacluding Younqg People in "Adult" Meetings

Some organizations try to get youth involvement through
token representation of young peoole on boards or advisory
committe~s. In our experien~e, this does not work well. For
one or two young people to hold thelr own 1iIn a group of
adults is extremely difficult. Usually the adults' greater
experience, knowledge, and ccnfidence will <crowd them out.
The young people don't feel comfortable asking for
explanations c¢f what is unfamiliar; and they don't usually
force thelr opinions into the grxoup. Usually they wili drop
out.

It works better when there is at least a 4:1 ratio of
young people to adults, with just a few adults adding their
perspective to the deliberations of the young people, or
helping to facilitate their discussion.

Are There Issies Too Sensitive for Young People?

There are some 1issues which adults would normally
consider too "sensitive" to discuss withh young people. Our
advice would be to reconsider. This conclusion 1is probably
just another form of adultism. We have never found an 1issue
that young people couldn't participate in to the benefit of
the organization.

An interesting example occurred when we received word
from a government official that our proposal for puvlic funds
was the best one, but they couldn't fund it due to opposition
from one of our leg.slators. They advised us to make some
accommodation with our legislator, tc put him or ore of his
colleaques on our 3oard, to cbtain his support.

We called a meeting of the core group of young people.
They were adamant. "No way!" woculd they give this politician

-
-
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influence over our program if he wouldn't support the

proposal on its merits. They would not compromise this
principle. His job was to get funds for good programs, uaot
to control them. 1If he wouldn't support us on the merits we
would find 3 way te held him accountable t0 the comwanity,
not back off Just becausze he seemed to have the power, In
the meeting one adult said, "You must realize that this is
Just normal. 1It's just the way the game is played. If we
want runding we nave to get along with our legislator." At

tnat moment, one young man leapt to his feet, and with tears
streaminag down his face, said, "YOU people taught me to stand

up for what I bhelieve in! YOU people taught me to have
principles and to fight for what is right! 1If you se=11 out,
I'll never believe in anything again! 1I'G rather lose all

our funding than be bhullicd 1ike this. He has to answer to
the community!"
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Forty of us sat together for six hours and hamaered out

our policy and our plan for handling this leaislator. We
were five adults and thirty-five teen-agers with nc prfor
experience working out politiral strategies. Wh >n we

tinished, we were all very satisfied.

We carrled out a well-orchestrated series of steps to
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persuade the politiclian to support wus on the merits. We
aucceeded In the end, and got the tunding without
compromising. Nothing waz more excliting and wore real in our
history than the moment thisz complex and principled path was
i h Ik 23] o a3 RN Y e s 1 IRV TaE IRty F O N VA [
R LAV R Acar Vo Akt TiAaniyy pLpai WL Nl [FACR A= VY § Lup 8 11t

unfamiliar terrain.

The most educational thing for young people is to
participate n real decisions about central issues. The best

way to keep the adults honest and true to their fundamental
principles is to continually hold their plans up to a bright
light so the young people cah scrutinize them.
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Example of a Crisis Handled by Youth Leaders

Every 30 often - about four times In our first decade -
a ttruggle between YAP and an adult staff member takes place.
The administration decides that a staff person has to be let
go, and the staff person tries to organlze the young people
in her derense. The young people are thus put in the position
of having to choose sides. This is a wrenching and difficalt
experience. It is made all the more complicated by the fact
that the young people on the Policy Committee have a voice in
any decision to fire a staff member and therefore must make a
decision.

Thls type of situation is by <far the most difficult
faced by the administration and the young people in a
youth-run program. So as not to make youth involvement sound
too rosy, one of these messy situations is described below.

One project organizer was doing a wonderful job. He had
taken a project from zero to a nice level of enthusiasm and
involvement. He had a special ability to get <close to the
young people and create activities they liked.

vne weekend he and five young pecple took off for a

weekend trip and didn't return on time. As parents looked
tor them, it became evident that they had not gone to the
place they were schedvled to go. Furthermore, they had

pretended to the other ycung people in the programm that the
weekend trip was cancelled, thus deliberately eXxcluding the
others.

When the gioup returned, they systematically lied about
the whole episode. The Director spent a week investigating
che stories told, meeting with parents, and unearthing the
truth.

Wnhen the 3situation was presented to the Pollicy
Committee, they decided the organizer should be fired. The
rest of the staff agreed. However, this was not an ecasy
decision, because the organizer had i -.deed done a fine job to
this point and was well loved.

The Chairman of the Policy Commlittee and tYe Director
went togyether to the project to inform the youna people that
their organizer had to 1leave. The younger children wetie
terribly wupset, crying and pleading to keep him, The
organizer announced th.t he would not leave, -hat the young
people and the community wanted him, so he wnuld take the
project and secede from the Youth Action Progran.

As the Directer and Policy Committee Chalrman, who was
16 years old, left the project, eggs were thrown at them from
a neighboring roof by young people in the project. Feelings
were runninc very hiah,
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As the Project Organlzer moblllized the young people to
gecede, two of the long-term meumbers of the project who had
been part of YAP for szeveval years, tcok charge. They sald,

"Wall a minute. We didn’t decide to secede. We are calllng a
meeting of the members, without any of the adults present,
and without the young people who went on the trip. We wili

think through the issues and make our own 4 :ision."

They set up a meeting with a carefully crafted agenda,
as they had learned to do througii years of partlcipation. At
the meeting they reviewed the incident that had 1i1ed to the
organizer's firing, and they discussed the pros and cons of
secession. After thorough discussion, they decided not to
separate from YAP. The:y drew up a 1list of concerns to
discuss with the Director.

A delegation of four young people with a written list of
requests met with the Director the next day. All of their
requests were reasonable. They wanted to participate in the
selection of the next project organizer, select the member of
the administration who would supervise their project, have
permission to keep thelr pets at the project, and wvarious
other things. Two of them apologized for the eqg-throwing.

The full healing of this incident took a while, but the
lmpresssive  fact that two ot the older teenagers had
prevailed with thoughtful leadership in a moment when adults
they loved were pitted againcst each other and most of the
youth nembers were highly emotional was a testimony to the
depth of learning which had gone on during the previous
years. They handled themselves as excellent leaders.

v
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Sometimes 1t works for the guide to 3it next to the
practlcing chalrperason as a partner, and whlsper =suggestions

to him as needed, The group 1s very tolerant of this,
becauze overyone wants to see a youn? person leara, and
appreciates the adult's comilbtuwent to that.

Given enough practice, young people be.ome very able
chairpeople, and this is a skill that is very highly wvalued
by themselves and by the world at large.

Rotation of the Chair

We have sometimes rotated the chair, to give & 1lot of
people practice. At other times, we have 1let one elected
chairperson lead for several months in a row, until he is
very skilled. At that time his role changes. He steps into
the role of thinking about the committee as a whole - the
issues it should deal with, the progress on all fronts, the
membership, its relationship to the program, etc. - and stops
chairing the individual meetings. 1In other words, he steps
into the role of being the assistant to the adult gquide,
picking up some of the functions previously handled by the
adult. This, clearly, is a higher 1level of skill and
awareness than chairing.

To Ccazlr well, the principles of running gnod nmeetings,
described below, must be internalized and followed.

How To Run Good Meetings
If you're responsible for any on-3going work group or
committee numberins be.ween five and twenty people, ard you
want to be sure the group hangs together and moves forward,
follow these suggestions. If you do them all, and your
personal style is in tune with the group, you'll find the
work goes well and the spirit of the group stays positive.

- Make sure everyone is notified of the meeting as
personally as is practical or necessary te get them there.
Make sure you know who is expected and who is not coming.

- Make sure everyohe knows everyone elae, Don't ever
start a meeting without beiny szure everyone at least has 2
chance to learn each other's name and a 1ittle about each
other,

- Start with people waking personal contact with each
other. If that's not possible for some reason, make sure yon
touch base with everyone vyourself. 1letting them Kknow how
welcome they are and that you are a'are of whatever is still
relevant from your lant contact.

- Start on time, Otherwise, some people will make a
habit of coming late. Others will be resentful thet their
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time 1s being wasted waiting. The late people will soon
learn that you do start on time, and most of them will find a
way to get there.

- Have same refreshmente

- Welcome late-ccmers, introduce thewm, and explain to
them what you are doing at that moment in the meeting.

- Inform the group of why the absent people could not
attend. This establishes that they are =till part of the
group. It also establishes the expectation that people will
contact you if they have to be absent.

- Have a planned, visible agenda with important content.
Otherwise, there is a tendency to fill up time with trivia.
People need to be in con a plan so they can organize their own
participation appropriately. If people feel the chairperson
is using their time purposefully, they tend to be more
responsible in their own use of time.

- Include in your agenda a review of every specific
responsibility that has been previously assigned and is still
hanging. If people volunteered to do something, check in to
see if it was done or, what help is needed toc finish it. It
you already know it was done, give the person a chance to
report, or appreciate her.

This doesn't mean that the time of the mevting =hould he
spent helping people figure out how to do things - move this
quickly, making time outside the meeting to gqive help if
necsssary. But, the group does need assurance that
everything is being moved forward and that responsibilities
are not let dropped.

- Make sure every person speaks fully on every jmportant
decision or issue. Every person has important things to say,
no matter how shy she is. Let nobudy dJdominate discussion;
let nobody he coverlooked. A healthy group listens to the
thinking of all its members - or it ends up losing the ones
who have not been heard.

- If, despite all your efforts, one or more people
remaln silent or withdrawn from discussion, be sure to
contact them perscnally before the next meeting to hear what
they were thinsing. They may have important objections to
voice which they did not feel comfortable expressing to the
group, and they may need your support in raising these
points. whatever their reasons, it will be important that
you care enough to check In with them.

- "ry to reach -onsensus on every important decision.
Discuss until all important objections to vLhe dominant view
have been shared and explored. Discuss until the minority
who disagree have been thoroughly heard and taken seriously.
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If enthusiastic consensus cannot be reached, ask those
In the disagreeinq minority if they will consent to go along
with the declision and review 1t after Chere hag been time to
test 1t in practicz. If dlscusslon has heen thorough, this
minority «hnould he 3mall, because the phezat 1deas will have
been incorporated into the majority posit:ion.

- Make sure that over time, no important area or concern
gets repeatedly postponed. A group needs to make progress on
all fronts. Even if your resources force you to make slower
progress on some fronts than others, this should be stated
clearly and a plan followed for when and how the corncern will
be handled.

If this is not done, morale will be 1lowered by the
teeling that the group, or leader, is not able to handle its
whole task. As a result, your other excellent work mav be
eroded by the weakness that develops from continually putting
aside the less urgent concerns.

(vx““‘*': PLaNs )
]
[
4

A MEETING WITHOUT LAUGHTER

~ Encourage laughter 1in your meetings. Serinus
discussiors can get boring or tense; jokes and
lightheartedness 1ift the spirits and tring people together.
The work goes faster when people are more relaxed and tuned
in.

A MEETING WITH LAVGHTER

C
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- At the end of ever meeting, take a few minutes for a
closing evaluation. Even a sentence from each person on how
the meeting went - vhat she liked and what could be improved

- gives the group a sense of completeness. Nobody has to
leave wendering how the others folt., If cveryone liked the
meeting, morale goes up 100% when this becomes clear. Take

time for appreciating each other during this evaluation
period.

- Keep good " inutes ot your meetings and make sure to
distribute them tc all menbers, and to all people who might
want to know about your progress.

All of the above are lwmportant. They way seem obvious
once stated, but many groups struggle along for yars without
ever putting their attention to these impotant parts of
working together. You can save a lot of disappointment Dby
following these suggestions.

wWhat to Do About Some People Talking Too Much Or Too Little
People who talk too much often feel uneasy about

dominating, and quiet people usuaily feel embarassed about
being shy. Both groups appreciate a structure that balances

things out. Here are some ideas:

- On a controversial lssue, use "equal tlwe" where
everyone gets to speak for a certain number of winu.es on the
topic before there is back-and-forth discussion. Often the

group as a whole will put out all the pros and cons in an
Impressive way through this process, so no one has to feel it
is up to him to say everything, and everyone can feel
lnpressed with how well the group is functicning as a whole.

- Sometimes use a discusslion rule: nobody speaks twice
before everybody has spoken once; and nobody speaks four
times before everyone has spoken twice. Explain that in fact

everyone has important things to say, and the group needs a
structure allowing everyone to speak so that no one has to
Jump in or interrupt in order to be heard.
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Successful Meetlngs

A Successful Meeting Accomplishes Five Things:

Communicates information

Results in decisions being made

Assigns tasks and responsibilities

Cxeates a good spirit

Helps bullid the organization or the group.

[ I I RSN
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To Hake Good Decisions:

Define the problem.

Think of all possible sclutlions.
Research missing information.
Consult people with relevant
experience or wisdom.

Decide on best option.

Implement the decision.

. Evaluate tiaz results,

B G N
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A Good Faclllitator

- Opens with personal sharings, =ong, good
news, etc.
- Sets a positive tone
- Encourages the participation of all
- Speaks briefly, is not long-winded
- Does not allow attacks on people
or intimidation
- Uses palrings or small groups to:
ensure participation by all
allow everyone to think through
and express ldeas fully
de-fuse tenslion
change the pace
handle work more efficlently
- Calls for a break, an "energizer," or stretch
as needed
- Uses "equal time" formats when discussion
is complex and energetlc
- Keeps to the agreed-upon agenda and times
- Points out areas of agreement on controverslal
issues
- summarizes consensus expressed
- Helps define ar:as to be resolved
- Asks for proposals for change, rather than
tolerating demoralizing complaining
- Closes meetings with appreciations and
hopeful note

Qr, - .
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BUILDING READING AND WRITING

INTO THE WORK

Consistent with the teachings of Paolo Freire, who has
done cround-breaking work teaching 1literacy to Brazilian
peasants, we have found that reading and writing related to
the community improvement work holds the interest of the
young people.

Reading Out Loud

On prirciple, we always read minutes of meetings and
important documents out loud together in our decision-making
committees, This process is important and useful. It
insures that people do understand the material. It allows
people who do not read 30 well to follow along and learn the
words. It allows people to read out 1loud 1in a totally
supportive context. It allows the group's gquide to teach the
meaning of the more obscure wvocabulary words in any document.

The young people do want to to learn to read better and
increase their vocabulary, but they don't have many
supportive =small-group opportunities to do so.

We encourage young people to ask the meaning of words,
but often they won't. The leader has to stop and ask at the
end of the paragraph, "Does anybody know what -. .. ... means?"
Usually somebody in the group does, so the 1information is
shared. 1If, repeatedly, nobody in the group knows the words,
the leader should simply explain the ones that she thinks
might not be generally understood, so as not to underscore
the fact that nobody knows them. It's a good idea to ask the
group before they start reading if it's 0.K. to stop after
each paragraph to explain any unknown words. They will
generally be pleased.

0f course, princlples of g¢ood teaching apply here.
Anybody who reads out 1oad should receive comnplete respect,
and a general comment that people are reading very well is
reassuring. You have to be careful not to praise some and
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not others, although a well-placed "Good!" after someone has
figured out a hard word is always well-received.

Never Say "No!"

when somebody offers a tentative definition of a hard
word, it is important never to say, "No." This may seem
overly careful, but it is not. Young people have been told
"NO!" millions of times, and 1it's rarely been a positive
experience. The word should never be used in teaching. If
someone offers an incorrect definition, the adult can answer,
as appropriate, "It should mean that, because it does seem
related to the other word which mweans that, but it
doesn't.... It means...." or "That's a loglical gquess. 0ddly
enough, it means...." or "That's a good association. I
understand why you would think that. This word means...."

Frowns and shakes of the head should be avoided also.
It Is the leader's job to make it safe for young people who
have had bad experiences 1in school to risk reading and
offering their best guess as to the meaning of words. If you
make it tully and reiaxedly supportive, you'll get comments
like, "The best thing about this weekend retreat was that I
read out loud better than I've ever read before in my life.
I've always been scared, and I've always been a bad reader,
but I did well this weekend."

Wwriting Minutes

Writirg is lLiarder. Many s.hools do a notoriously bad
job of teachlina writing. Wwhen we have paid attention and not
been rushed by the tasks of the community improvement
project, 4e¢ have taken the time to teach people how to take
minutes of mretings. The best way to do this 1is to give
everybody a pad and penclil, give general 1instructions about
what should be noted down and what is not necessary to nrote:
that 1is, write down the assignments of tasks and the
decislons maGe, not all the discussion. 1It's good to stop
after a decision to make sure people jet it written down; or
to stop every half an hour or so to see what people have
noted down, and pralse what they've got.

Thi2 12 an extremely difficult disclpline to follow,
because there is usually so much going on in a me=ting that
is more interesting than taking notes. But it's worth doing
every three or four meetings in order to build the writing
and minute-taking skills.

Meanwhile, the adult or a skilled yound person has to
take the minutes and make sure they are typed up and
distributed at the next meet..g for collective review.
Meetings without minutes lose the possibility or bulilding
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reading and writing into the on-going work. The 1lack of
minutes also detracts from the seriousness of the committee.

Reading or writing assigunmenis in beiween meetings have
been fruitless. Maybe others can make it work. What we do, ‘
we do together. |
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SPEAKING TRUTH TO POWER

Giving young people the opportunity to speak their own
truth to people with power is a sure path to exhilaration,
self-respect, confidence, and intellectual development. This
process is diametrically opposed to the past experience of
the young people. It directly counteracts past oppression.
Every opportunity to arrange this should be taken.

In What Context?

Every form of this is useful: dialogues with visitors to
the program from foundations or government; public speeches
at hearings and speak-outs; on-going participation on
official advisory committees to government officials;
television and radio appearances; cultural exchanges with
communities which have greater wealth and opportunity;
fundraising visits to foundations; appearances on panels at
conferences,

Generally speaking, the program muat arrange these
opportunities, or turn situations which were not originally
defined this way into such opportunities. Foundations don't
expect directors to bring young people on fundraising visits;
but it is almost always a good idea. Public hearings about
youth issues are not usually called with the expectation that
young people will appear; but when they do they are always a
hit. Lobbying meetings rarely include youth; but when they
do, the point is more strongly made. when a director |is
asked to speak or to serve on a committee, it 1is often
possible to persuade the person issuing the invitation that
it would be important to include young people. Sometimes you
can persuade someone to have young people speak instead of
adults.

Socliety doesn’'t think in these terms. Young people are
rarely expected or included. But, fortunately, people are
sufficiently attuned to basic ideas of democracy, that if you
suggest young people speaking for themselves it is generally
accepted as a good idea, or at 1least one that people are

16 101 Speaking Truth




willing to try, however skeptically. The skepticism 1is
usually based on a lack of confidence in the young people's

abllity to speak intelligently and to the point. It 1is
Juickly dissolved when the young pecople do apeak.

The types of events which require the greatest
preparation are public speaking engagements, public hearings,
and lobbying meetings.

It 12 important for the young people to underatand the
distinctlion hetween speaking on behalf of their group and
expressing their own personal opinions. The audience should
know which 1s occurring. This concept also prctects the
group from belng mlsrepresented.

In public hearings and speakouts, when a series of young
people will have the chance to speak, each for a brief
period, we have found several types of preparation to be
useful:

1) Some young people will want to read a statement,
after bralnstorming and agreeing on points to be made. in
this case, the quickest way 1s for the staff person to sit
down at the typewriter with the young person next to her, and
ask what the speaker really wants to communicate. Ask
questions until something significant and central to that
person is rolling off her tongue, and then take it by
dictation onto the typewriter, editing slightly, and asking
an occaslonal question for elaboration or clarification. In
this way a three-minute statement can be produced in about 20
minutes of one-on-one assistance. The person then practices

reading it, looking up and speaking to the audlience as much
as possible.

2) Some youngy people will be able to write thelr own
statements, but this is rare among students who do not have
strong writing skills or confidence. Usually they will need
assistance.

3) To prepare In a group, the best way is often to get
the words and feellngs flowing through a public speaking
workshop.

A Public Speaking workshop

- The leader explalins the event and the issues.
- People are invited to brainstorm about what ideas they

would most like to communicate. when everyone hears the
array of ideas that others have, it stimulates *thinking and
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feeling. It may be done in small groups also, after a group
brainstorm, giving each person three minutes to talk about
the issues.

- People are invited to stand up in front of the group,
with some kind of podium, o speak from the heart to the
group about the issues.

-" After each person speaks, great clapping and even
cheering is brought forth from the group. Clapping has a
wonderful efrect. oOften if people become tongue-tied in
front of tie group, the best way to free up their mental
paralysis is to cheerlead for them, causing the group to
clap. Clapping as someone goe3 to the podium 1is also
helpful.

mouth is
open bul™ the.

words aren't
cow\inj out......

PRACTICE
THE A PODIUM

- After each person, the group 1s asked, "What was good
about her speech, and what suggestions for improvement do you
have?" Nobody can make a suggestion without first praising.
Generally the balance of praise to suggestion should be
managed so that there ls about four times more praise, yet it

100
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is important that helpful suggestions do get made, because
the commitment to each other's development and to the group's
highest standards 1s expressed that way. It also gives the
proces2 more credibility for the young people.

- Everyone should be encouraged to stand up, even if she
simply Introduces herself and sits back down. For some
people, overcoming shyness enough to even walk to the podium
1s a major step forward. All should be applauded, and the
leader needs to verbalize what is going on as a process of
overcoming shyness and fear. Some people will cry and others
will tremble. Some will giggle hysterically. The leader may
need to say that when there is fear, when there have been bad
experlences, sometimes crylng or shaking or laughlng 1=
necessary to overcome them, and it's fine. 1It's all part of
the process of gaining strength and confidence.

A Serles ¢f Workshops

Often a serles of such workshors 1is useful before a
major event. Sometimes we have met once a week for as many
as fifteen weeks, each time lettling people speak
extemporaneously, from the heart, saying what they most want
to say. Each workshop brings forth greater eloquence and
overcomes more shyness. By the end, we have many people able
to stand up at a microphone, in places as intimldating as the
Clty Councll, and speak without notes, saylng what they
deeply believe. It makes quite an impression.

Alternatively, after a workshop or two, people can be
helped to write out their speeches, or dictate their
speeches, so that they are prerared to speak, without fear of
losing thelr tongues. They can bz encouraged to start from
their prepared speeches, and then take off, adding more if
the splrit moves them. This is very effective, because having
the written speech minimizes nervousness.

Speak-out

When preparing for a speak-out, it 1is important to
asslgn inltial speakers. It can't be 1left to the moment.
The first ten speakers need to know who they are, and in what
order they are committed to speak. After that, you can leave
i1t to particlpants in the audience to come forward
spontaneously.

Don't Mimic Profes=ional Adult Speecles

The content of the speech will be most effective 1f it
s the perceptlons, vision, experience, and recommendations
of the young person. It ought not to be an effort to rite

1¢-
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facts and figures, to act like 2 professional, to achieve
some formally acceptable presentation. Most professional
testimonies are extremely boring, so there is no reason to
emulate them. Further, the effort to master alien
information makes the speech an alienated speecn. It is more
important to bring out what the young people already know and
nobody else knows, bring in their own genuine expertise, to

be heard by the policy-makers. Thelr expertise needs to be
validated.

It is acceptable to read a testimony out loud, even if
the reading is a struggle. The audience will be suitably
impressed by the effort and the struggle. But if there is a
series of speeches, tliere ought to be some that are free,
from the heart, to the audience, without the intermediary of
paper and arduous translatlon from written to spoken word.
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THE WEEKEND RETREAT

There is nothing 1like a weekend retreat. If well
handled, a leadership group invariably returns with a sense
of family, a seriousness cf purpose, increased confidence,
and enhanced skill.

Tone, pacing, and content are the key elements in
handling it well.

Components of a Successful Retreat

A balance of several elements is ideal:

- Personal support, with emphasis on getting to know
each other and assisting each other's development into
leaders;

- Training in specific skills that can be masterzd or
that can be practiced on the spot;

- Discussion of new and profound 1ideas, which help
people wunderstand current reality - either psychology,
politics, economics, or a vision of what we can do together;

- Introduction of new information that prepare- people
to deal with the task at hand;

- Recreation that includes group games outdoors and open
unstructured time;

- Acceptance of personal feellngs, 1f the safety of the
situation causes strong feelings to surface. Oftentimes the
key role of the adult is to provide a shoulder to cry on.

Given the above general elements, let's look at a report

of a particular weekend retreat, for detalls of
implementation.

10
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Policy Committee Initial Trailning Retreat

The group was small, including three thirteen-year-olds
and two elghteen-year-olds. While the two older ones were
more comfortable speaking, their academic skill level was not
necessarily higher, nor was their leadership experience much
more eXtensive, so the age differences did not create
difficulty. In fact, the ability of the older ones to be
supportive to the younger ones, to 1listen to them on a
personal level, was a definite plus.

The purpose of the weekend was to develop an identity as
the governing policy committee of Youth Action Program. New
members had just been elected, and they didn't know each
other nor did they have much background information preparing
them for their new role. There was an enormous amount of
informatlon that could have been covered, so we had choices
as we went along regarding what would fit the mood and what
would be sufficient variation to keep the interest level
high.

FRIDAY

First we gave out beautiful folders with about eight
documents in them for use during the weekend. This
immediately gave a sense of importance and purpose to the
weekend. Everyone loved the professional folders.

Then we laid out the rough schedule and content of the
weekend, and briefly discussed the nature of leadership and
why their role was important.

All shared examples of leaders they admire.
Interestingly, most people described one of their parents,
and there were no examples from the young people of public
figures, either current or historical.

The core of the evening was each person taking five
minutes to talk about herself. The question posed was, "Who
am I. . . what do I believe in, what have I 1lived through
that has shaped me, and where am I going?" But the grcup was
too shy for such an all-encompassing guestion, and too shy to
talk uninterrupted for five minutes, so in process we changed
it to five minutes in which the members of the group asked
any questlions they wanted. This kept every member engaged,
and assured the speaker that people were actually interested
in what she had to say. 1In fact, each person's turn tended
to carry on for about seven or eight minutes.

Questions asked 1included, "what is your biggest
achievement in 1life?" "Who was your flrst boyfriend and why

14
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did you like him?" "Have you ever been in a big fight?"
"Who are the five people you trust the most in the world?"

"Why did you decide to be on the Policy Committee?" "What
was it like for you growing up in your neighborhood?" "Have
you ever had your heart broken?" Some people simply asked,
"How old are you?" "What school do you go to?" or whatever

other gquestion they happened to think of.

After each person's turn, everybody took a turn to say
what she 1iked about the person so far, through these first
impressions and from what they had shared.

There was lots of laughter, and the level of attention
was very high, because everyone's mind was engaged
throughout, if not answering questions then thinking of them.
The group definitely got closer.

Then we sat around eating pickles and peanut butter and
jelly until about 11:30.

Helpful Guidelines

General comments: while the precise content of the
above can vary, there are certain reliable rules that always
work :

1) Everybody gets equal time for group attention,
including the adults.

2) Comments at the outset about the quality of attention
being really important are always helpful reminders.

3) Everybody should get appreciated by everybody before
the evening is over. Building a sense of group safety can be
consciously done in this way, counteracting the insecurity
everybody feels in a new group, and building a group norm of
positive 1interactions rather than snapping. It doesn't
happen by itself; but ther~ is no resistance to it when the
leader establishes it.

4) The adult conscliously lays back whenever possible,
tacilitating the group's interaction but not dominating it.
For example, when questions are being asked, the adult does
not ask more than her share, but does ask questions which
tend to Increase the closeness. The adult would never, for
examnple, ask how old someone is or what school she qoes to,
because a ycung person is 1likely to think of those questions,
but she might ask if the person's ever been heartbroken, to
up the ante a little.

S) 1I1f the group ls large, it should be divided 1into

groups of four to eight, to -enable closeness to develop
through equal time sharing.
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SATURDAY

Afteor 3 brief go-round in which all shared how they were
feeling, our morning session focused oi. "How to Lead Good
Meetings." We followed a sequence of steps designed to
develop skills in note-taking, public speaking, reading, and
memorizing new material. This kept the pace active, while
Givir~t adequate repetition for che -‘oung people to actually
master some new material about leading meetings.

We asked the young people to take notes on a short talk
about good meetings. We explained that taking notes was a
necessary skill for college, but that it was rarely taught in
Junior high school or high school. Further, taking minutes
in meetings is a very important skill, and hardly any young
people know how to do it.

The adult spoke for about five minutes, then stopped and
let each young person re:d back her notes. We did this about
three times, and each time the note-taking was improved. The
repetition was a’so important for getting the information
across. Of course, the adult praissd whatever notes the
young people had taken, thinking of appropriate praise for
the level shown, for example, "0.K., good, that's a good
start, you got the firs* point I made," up to, "Terrific, you
got it all."

This 1s a very school-1like process, but the difference
ls that everyone gets equal attention, and everyone's work ls
warmly received, and the commitment to developing everyone's
skill 1s palpable. So it's pleasurable.

Then, when the pace needed to be changed, after about
hal. an hour, we 3switched to pubiic speaking p.actice,
inviting people to stand up before us and te.,l us what they
had learned about meetings. We, of course, clapped
enthusiastically, whatever they said. The point wasn't to
improve delivery, just to become confidert standing in front
of the group; the other point was to reinfcrce the material
being learned.

To change the pac®: again, we read out loud a paper that

descr!bed the elements of good mee’ ings. For some people,
reading out loud is a definite challenge. For others, it's
their chance to show how smart they are. For everyone, it's

& chance to learn new vocabulary. Th: adult made sure to
give the group a chance to define new words, or defined the
words for them if none of the young people knew the
definition.

When asking for the definitions, the adult avoiced the
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use of the word, "No." Students have been told they're wrong
too often, and every "no" discourages the shy students from
giving it a try. "That's a good guess," or "That's 1in the
right direction," are usually possible typea of reaponses
when somebody offeras an incorrect definition.

Finally, for one more reinforcement of the ideas, we
turned to another article about meetings which was
i11lustrated with ten or fifteen cartoons, which we looked at
together.

Much of the content of the material was about meetling
process. It included the Iimportance of giving supportive
attention to all members so they could share their best
thinking without fear; giving everyone equal time on
controversial issues; keeping a 1light tone with Jjokes teo
avold boredom; and reaching consensus that takes everyones
ideas iInto account rather than "winning" a vote by majority
rules, etc.

Then we put up a chart that showed the sequential
structure of most meetings, as follows:

BASIC AGENDA OQUTLINE

1) Introduce ourselves or touch base

2) Read the minutes from the last meeting
3) Correct and approve the minutes

4) Go over the agenda for this meeting

5) Review past assignments of tasks

6) Complete 0ld business

7) Discuss new business

8) Review new assignments of tasks

9) Evaluate the meeting
10) Appreclate each other.

Since we had been working for an hour and a half, we
broke for recreation, and when we re-grouped several hours
later, after volleyball, canoeing, hiking, baseball, and
lunch, we took an hour to consolidate what we had covered 1in
the morning. The sequence of ten steps iIn a meeting was
speciflc enough to lend itself to memorization, and broadly
applicable enough to allow anyone to chair a meeting just by
golng through these steps.

50 we took down the chart, and 1let people reconstruct
it, with one of the young people standing at the chart and
the others telling her what to write.

Mastering the Material

Then we explalned some methods for memorizing, and had
everyone take a turn reciting the ten steps, with her back to

1t¢
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the chart. This was challenging, and took most people
several tries. Like taking notes, mastering material is not
usually taught in school. The teachers usually put out the
information, then later test people, and those who know it do
well, and the rest fail. . . time after time after time.

We stuck with it until everyone had memorized the chart
and could recite it verbally.

Then we had a "quiz," while the information was fresh in
people's minds, as one more way to reinforce it. Everyone's
quiz paper was flambuoyantly marked "100%, A" with a big blue
magic narker, and someone said, "I'm going to keep this in my
folder forever."

Good Teaching Principles
All of this waz simply good teaching, following these
principles:

- Completely supportive atmosphere of welcome and praise
and commitment to each student's success and growth, with no
competition between them.

- Use of as many senses and approaches as possible, to
change the pace and to get maximum repetition through
different "media" - oral, verbal, written, standing, sitting,
listening to the teacher, 1listening to each other, and
looking at pictures.

- Having a manageable task that everyone <¢ould master
completely and therefore successfully.

- Selection of matertal which was seen as relevant and
which could be used immediately.

Tmmediate Practice

As soon as we had mastered this 1list, 1in subsequent
meetings we began to take turns having different members lead
the meetings, taking us throuqh the ten steps, turning the

meeting over to the adult only for new business. Thus the
information was put into context and the skill practiced
immediately.

Agalin we took a break for recreation, walking around the
pond, planting flowers, sports, and quiet indoor games.

Personal Development

We re-grouped at 5:00 p.m. for a session on our own

1
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personal leadership development. After focusing on a skill,
we felt it was a good time to deal with ourselves.

We talked about how people are conaistently put down and
hurt, how hard it 1s for neople to really like themselves and
feel confident when th2y have experlenced such put downs, and

how helping each cther become leadezs includes helping each
other appreciate ourselves.

We sterted with each person taking a turn to say what
she liked about herself. The point was made that some people
have a hard time thinking of anything, while others do have a
whole 1list but usually still have some areas where they feel
very lnsecure.

Self-appreciation was easier for some than for others,
but everyone was able to do it. The adult then asked |If
people would like to try appreciating themselves in areas
where they felt insecure, to begin to counteract those
feelings. One member, who was near tears, asked how to do
it, and the adult said that whatever bad things were coming
into her mind should be turned around. She should say the
direct opposite! To do this she needed a lot of support from
the adult - reassurance that it was not lying, that she
really was good, that she was born good and any other feeling
was just hurts she'd picked up along the way. She was
finally able to agree that her true self was gqood, and she
cried on the adult's shoulder. Imnmedlately afterward she
said she felt better .nd all in the group tocld her why they
liked and admired her.

Another person volunteered to compliment herself, and
found 1t very easy, except that she couldn't do it 1looking
directly at anyone. She was looking at the floor or ceiling,
S0 we encouraged her to look at someone, and ti.is brought
lots of laughter because it was so embarrassing. We cheered
her on and it was fun for everyone.

The third person had not dared in the moruing to stand
up in front of the qroup and recite the steps of a meeting,
S0 we encouraged him to take that step and he did, with
definlte satisfaction.

At that polint we adjourned for a turkey dinner!

Important Information

After dinner we had a two-and-a-half-hour meeting, with
a couple of breaks for games. The evening was devoted to
understanding Youth Action Program's organizational chart,
budget, and cbjectives for the year.

¥e started from what people knew, developing the
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organizational chart together. The questions asked were: what
are the projects, who's in charge of each, who works on each
one, what groups make decisions about each one? The adult
drew the chart while the vyoung people called out the
information. Members of the group weren't able to draw a
chart themselves, but they did have all the informatior that
went on it.

Then, seelng the organlzatlonal chart, we went qulckly
over the budget line by line, noting any changes, and noting
down issues related to the budget that need discussion
eventually. Since the budget is by project, and by person,
it relates nicely to the organizational chart.

After a break, during which we played the sock game (all
take off thelr shoes, sit on the floor, and attempt to take
off each others' socks - the winner is the last one with a
sock on), we read out loud our five page description of goals
and objectives, noted some that needed special attention, and
added some new ones.

This was a lot of information, but none of it had to be
mastered. It merely had to be brought into awareness and
reviewed. The gen-.ral impact was that people were impressed
at the size and scope and importance of what we are doing.
Realizing that the policy committee is the governing group
and is responsible for all this money and program and staff
Is awesome.

One member was particularly Impressed with himself for
having read so much out 1loud, so well. The continually
increasing safety of the group had enabled him to read better
than he ever had. It was his high point of the weekend.
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The seriousness of the subject opened it wup for our
making some points about how Policy Committee members are
expected to treat statf, and handle the Information about
budg=t. Simply, it 1s not public information, it's nobody's
business but ours and the staff's. In addition, the
credibility of the Policy Committee and the whole concept of
youth governance depends on the Committee members being
responsible and treating staff with concern and respect. The
difference between power for its own sake and leadership to
make things go right was elaborated. We had started out with
that point on Frlday night.

After our chalrperson had us evaluate the evening and
appreclate each other, we broke for gquiet games and sleep.

SUNDAY
Another young person chaired the Sunday meeting.

The group chose our focus from among several possibili-
ties. They didn't want to do either the gquidelines of the
Policy Committee or the training in interviewing until the
full Policy Committee could do it together.

Important Diacussion

They chose to read the paper "What We Have Learned in
Four Years," and it led to a good discussion on whether
children ever deserve to be beaten by their parents; whether
Black people should blame White people for their problems;
and whether there's a way to change the conditions of people
through united and rational action. They all found this
session "wonderful."
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The rest of the morning was recreation, and a rapid
clean-up. On the way to the bus we did a self-evaluation, in
which everyone said what she thought she had done well this
weekend and what she would like to improve on. Then everyone
else gave each person feedback. This brought a nice closure
to the weekend, although it was a little rushed iIn the car,
and had to be done in two groups because we had two rides to
the bus.

By the end the group was nicely knit together, with the
two older ones playing an excellent supportive role and
everyone feeling comfortable with each other. We had a
relaxing, fun weekend in which we also learned a 1lot. Not
one problem or difficulty arose during the weekend, pecause
it was a particularly thoughtful, responsible, and small
group of selected leaders. A lot of progress was made 1in
overcoming shyness.

Youth Action Program
1280 Fifth Avenue
New York, NY 10029

Phone: 212-860-8170
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EXPERIENCING SUCCESS

It is a cliche that people must achieve success in order
to build confidence. It may seem so obvious that it hardly
needs mention. However, while it is a cliche, 1t 1is too
rarely achieved, and too rarely examined.

What counts as success? How much success 13 needed to
transform an individual 1life? How much success is needed to
drive a community organization? How much to inspixe or
transform a community? What is the long-range goal of youth
organizing, and what constitutes success along that road?

i1
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Two Levels of Leadership Development

There are really two levels on which youth leadership
development must be understood. The tirast 1is that which
occurs within any program or school. We are convinced that
any program involving youth will be a better program if it

engages young people in significant decision-making and
leadership within the program.

The second level is that which is done to have an impact
on the community outside the program. Any program attempting
to organize young people to have an impact on the community
must set very high standards of achievement. 1In this =econd
category, it 13 not enough to have activities that educate
the young people. The work must have significant and@ wvisible
results.

"Most of the gquys in our crew were trouble-makers.
S50 was I at one time. We started with no money, no
support. We got together with other people and
formed the Youth Action program. We rput in four
years, we tralned 400 young people, we bullt a
building, we changed our lives."

- John Salinz, at age 19, 1984

Oftentimes "social service" programs go through the
motions of doing something that will help the community.
Having given wup on really changing anything, or really
insplring anybody, they measure out a little help here and a
littie help there, f£filling some gaps and making some
heartfelt gestures toward a better community. They "do the
best they can under difficult circumstances."

However, 1f we are to insplre and organize young people,
we have to do much better than that. If we are actually to
improve the conditions in which people live, we have to put
forth a nigher standard. We have to succeed at dc¢ing things
nobody belleves possible.

"In the two years I've been at YAP, there's nothing
we've ever sald we were going to do that we haven't
actually done. 1It's amazing. It gives me faith. It
glves me the courage to stick wih the things I care
about."

- Puma Lee Santlago, at age 17, 1931

i1,
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Taking On Important Projects

Young people have big ideas. They want to do things
that are important. while they may be mired in powerlessncss
to start with, when thelr yearnings are unearthed, they come
forth with big ideas, not little ones. They haven't settled
for Inching along on the positive road Just because 1it's
right. 1If they're going to get involved, they want it to be
important and dramatic. They haven't attalnea a "balanced"
life in which they protect themselves from tco much effort,
too much straln, too much disappointment. They possess an
enormous reserve of enerqgy for good, if they believe there is
a chance of doing something really important.

I'd like tv be o parl”

This means the adults who work with them as community
organizers must have tremendous optimism and determination.
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Examples of Success at Youth Action Program

The successes achieved at Youth Action Frogram are
insatructive. Community improvement projects deaigned and

governed by young people, staffed by committed adults, have
succeeded, among other things, in doing the following:

- full gut rehabilitation of three abandoned buildings,
providing 39 units of housing for homeless people;

- acquisition of five adjacent lots and construction of
a playground;

- painting of three large community murals;

- establishment of five cooperative residences for
homeless teenagers and their children;

- renovation of two unused buildings to create community
centers,

- organizing of a coallition that persuaded the City ¢to
provide jobs and education to 6,000 teenagers a year.

These are tanglible, visible, important results of youth
imvolvement. Each of them represents incredible output of
work on the part of adults as well as young people.

The Job of organizing community improvement projects |is
a blg one, and will take hard wcrk, beyond the call of duty.
It will alsc result in qreat satisfaction!

what Constitutes Success

Of course, on the flirst level of leadership development
- that 1s, leadership within the program - success can be
measured incrementally. Leading a good meeting, making a
good speech, ralsing funds through presentation to a
foundation, increasing reading scores, passing a test, hiring
a staff person who 1is an excellent cholice, getting full
attendance at a meeting and covering the entire agenda 1in
good splirits: these and many other experiences provide good
feeling and confidence. They will help individuals grow and
become increasingly responsible. They are worth dolng, and
worth doing well. They should be recognized and praised.

The same things must be done well 1in a community
Improvement project whose ultimate goal 1is impact on the
community. The difference is that in the latter case these
small successes are not sufficlient. 'The filnal goal 1is the
completion of an ambitious project designed by the young
people.

Experlencing Success




When the project 1s done, you will hear comments 1like
this, overheard at the ribbon-cutting of one of our
bulldings, as a young man strode out onto the steps, raised
both his arms high into the air, and exclaimed to nobody in

particular,

"FINALLY, we're HEROES!¥

Youth Ac .i1on Program
1280 F'fth Avenue
New York, N.Y. 10029
(212) 860-8170
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EDUCATING YOUNG PEOPLE

ABOUT WORLD ISSUES

* Leadership School Curriculum
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LEADERSHIP SCHOOL CURRICULUM

our schools are not ceaching what is really going on 1in
the world. students complain that history classes never get
beyond tte Second World War, and soclal studies classes don't
deal with the burning issues of the day. They do not deal in
sutficient depth with culture, class, race, street life, sex,
conflict resolution, politics, and the heritage of the
students. As one young man put it, "wher I graduated from a
New York City high school, I still thought Chinese people
pushed carts and African people wore loincloths."

Someone has to fill the vacuum. A youth program can
either put pressure on the schools to improve the curriculum,
or can develop a curriculum of its own. At the end of this
sertion 1s an ocutline of the curriculum we developed at Youth
Action Program to respond to the 1intellectual 1interescs of
the student leaders.

Of course, the best curriculum is based on experience.
Trips to other cultures, countries, and aelghborhocds  are
excelle~t. Visitors from from all over the world who talk
about tieir reality have great impact. when the Children of
War Tour comes to Youth Acti 2 Program, bringiug teenagers
fxrom war-torn areas around the world who tell about their own
e#Xxperiences, everyone is excited to 1learn about conditions
all over the world, and to think what can be done.

The ultimate goal of lecuership develoupment 1is to
motivate people to take respcnzibility for the f'.cure of
humanity. Thinking in this direction raises many gquestions:
Is it hopeiess? Can I personal s du anythlng? Is  human
nature good or bad? How did we y t into such a mess anyway?
Can we ever get enough unity to f£ix tnings up? Does power
corrupt everybody? These are the 1issues we shnuld be
addressing.

It is important not to 1limit young rpeople to thinking
about their own community or thelr own ethnic group.
Experience starts at home, but vision doesn't stop at the
borders of the neighborhood.
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Leadership School Curriculum

This curriculum was developed 1in response to the
questions insistently raised by young people at Youth Action
Program.

Cycle 1: CURRENT REALITY: How are things now and why are
they that way?

I. Community Economics

Basic explanation of economic concepts and exploration
of opposing explanations of economic problems facing East.
Harlem and the United States. Comparison of different
economic systems.

II. Unlted States Government and Political Syatem

Basic structure and process ot government: three
branches of governnent; federal and 1local relationships;
legislacive process; election: and voting; two-party system.
Comparison with other political systems.

]
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11I. Current Affalrs

Study of current crises and important issues.
Research, study, and debate on opposing viewpoints and
interpretation of current local, natlional, and international
issues.

IV. East Harlem Political Structure and Issues

How are decisions made Jn East Harlem affecting
us? Wwhat are the basic outlines of issues in education,
housing, crime, employment, drugs, welfare?

V. Growing Up in East Harlem; Relating to Each Other

Issues of identity, intimate and reer group
relatlionships, family, communication, and difficult realitles
faced by young people growing up in East Harlem.

Cycle 2: METHODS OF CHANGE: How would we like things to be,
and how can they be changed?

This cycle will begin with an orientation focused on
how we would like things to be. The students will develop a
view of the future of East Harlem as they would design it {f
they could.

I. History and Methods of Selected Movements

How people have trled to bring about change in thei._
socletles in the past; some case studies: American
revolution, abolition of slavery, cCivil Rights movement,
labor movement, women's movement; review of several other
countrles: Brazll, cChina, France, Sweden, Sovie: Unlion,
Cuba, Chlle, Kenya, Mozambique, Japan.

II. Leaderahlp Theory and Theorlies of Change

Historlcal 1leaders will be studied and evaluated:
their blographles, theorles, methods, and leadership
qualities. Examples: Thomas Jefferson, Abraham Lincoln,
Martin Luther King, Malcolm X, Susan B. Anthony, Mao Ts:2
Tung, Mahatma Ghandi, Jullius Nyerere, Fidel Castro, Jesus of
Nazareth, Cesar Chavez, John Kennedy, Ronald Reagan, Cory
AqQulno, Joseph 5talin, Adolf Hitler.

(n/
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111, Methods ot Chanqlnq ourselveu

viewing ourselv2a 23 portantial leaders, what changes do
we need to make? What are tine current ideas and traditional
methods of personal change <chat we could use to help
ourselves: rellgion, psychiatry, Eastern doctrines (martial
arts, meditation, zen), group theraples, EST, sclentology,
re-evaluation counseling, mutual support and criticism, peer
counseling. What methods of overcoming personzi addictlons,
like alcoholiam and smoking, have worked?

Iv. Organizing for Change in Our Community

Theory and methods of community organizing. What can
be done by an 1individual or group on the 1local level?
Defining issues; program for change; gaining wunity; f£finding
allies; pulling the group together and holding 1t together
through an active campaign; handlliag the opposition.

Cycle 3: CULTURE AND HUMAN DYNAMICS

How do human psychology and
culture relate Lo change? Can people
change enough and treat each other with
enough respect to make 1t worthwhilie to
tre to improve soclety?

I. Culture and H story of Puerto

Ricans and Blacks

Study of the historical struggles
and cultural roots of Blacks and Puerto
Ricans, with an emphasis on thelir role
in the United States.

I1. Cultuzal History of MaJjor

Groups ln the Unlted States

A history of the various cultures within the United
States. A look at how they got here, wnat Iimportant
contributions they brought with them, what obstacles they
have faced: Black culture - African American, West Indlan;
Latin culture - Mexican, Latin American, Central American;
Asian culture - Chlnese, Japanese, Korean, Cambodian,

12
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Vietnamese; Native American Culture - Navaho, Hopi; white
cultures - Anglo-Saxon, Irish, Italian, Jewish, other ethnic
groups. How these cultures relate to the dominant American
overall culture. what is the overall culture?

III. Culture in Our Lives

How does culture affect our daily lives? Life
experiences, discussion of values, art, spiritualiszm,
religions, child rearing, ways of doing things, concepts of
privacy, time, money, sharing, etc. Comparison of our

cultural and cross-cultural influences as an approach to
understanding ourselves and each other.

IV. Human Nature and Scclety

What do these systems and philosophies assume about
human nature: capitalist, socialist, democratic, communist,
totalitarian, facist, early African and Native American? How
do Christianity, Confucianism, Judaism, Buddhism £fit 1into
this? What are the real needs of human beings which society
must be organized to meet? How have different societies
attemped to meet and/or control human nature and needs? What
is the role of leadership in sustaining a humane society?
How much of a culture depends on the system and how much on
the people living within it?

Cycle 4: LEADERSHIP SKILLS

I. Public Speaking and Oral Communication

Planning and delivering a talk to an audience; debating
skills; being interviewed; making space for oneself 1in a
discusslion; insisting on being 1listened to; interrupting
people who talk too much; knowing your audience; setting the
tore; knowing your subject; using vivid examples; improving
pronounciation and vocabulary. Tape reorders, videotape,
debating contests, assignments to do speeches in the
community, group feedback, will be used.

II. General Organizational skills

Running meetings: setting agenda, chairing, taking
minutes, making decisions; planning: putting things in order
of sequence to reach desired result, mapping out schedules,
making work plans for seif and others; budgeting: planning
own use of money, organization's use of money; interpersonal
relations: handling disaqreements, "ne-say, she-say" (gossip

(.v .
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and rumor), snapping, paranoia, etc.

I1T. Writing 8kills

Writing will have been built into past cycles. This
course will put specific emphasis on resume writing, proposal
writing, position papers, letters. A nigh standacd will be
set for organization, grammatical correctness, clarity of
ideas, and spelling.

IV. Techniques of Peer Counseling

The techniques of peer counseling and support will be
presented and practiced in this course. Skills necessary to
crzate good environments for one-to-one sharing, support,
methods of dealing with palnful experiences.

TR

Youth Action Program
1280 Filfth Avenue
New York, N.Y. 10029
(212) 860-8170
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FOR

YOU
YOu

YOU
You
YOou

You
YOU
Tou
YOU
YOU

DON

PUT
ASK
YOU
YOU

STUDY THFE SIMPLE THINGS

STUDY THE A B C, IT IS NOT CNOUGH, BUT STUDY T
DON'

STUDY, YOU THERE IN HIDING!
STUDY, YOU THERE IN PRISON!

COMRADE, DON'T BE AFRAID TO ASK QUESTIONS!
'T LET THEM TELU YOU BUT LOOX FOR YOURSELF!
WHAT YOU DON'T KNOW YOURSELF, YOU DON'T KNOW.
EXAMINE THE BILL SINCE YOU HAVE TO PAY 1T!

IN PRAISE OF STUDY

THOSE WHOSE HOUR IS STRUCX IT CAN NEVER BE TOO LATY

T LET IT GET YOU DOWN 8UT BTGIN TO LFARN EVERYTHING
HAVE TO TAKE OVER LEADERSHIP
HAVE TO TAKE OVER LEADERSHIP

THERE, WIFE IN YOUR KITCHEN!
THERE, MAN OF SIXTY!
HAVE TO TAKE OVER THE LEADERSHIP

THERE WITHOUT A ROOF HUNT UP A SCHOOL!

THERE, WHO ARE FREEZING, LEARN TO KNOW!

WHO ARE STARVING, REACH FOR A BOOK, FOR IT IS A WEAPON
HAVE TO TAKE OVER LEADERSHIP

IIAVE TO TAKE OVER LEADERSHIP

YOUR FINGER ON EVERY ITEM
HOW DID IT GET THERE?

HAVE TO TAKE OVER LEADERSHIP.
HAVE TO TAKE OVER LEADERSHIP

BY Bertolt Brecht

Jacob Lawrence
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OVERCOMING ACADEMIC DEFICIENCIES
AND

RESOLVING PERSONAL HANG—-UPS

* Correcting Academic Deficlencles

* Helping Leaders Grow out of Personal Hang-ups

* Underlying Doubcts
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CORRECTING ACADEMIC DEFICIENCIES

Correcting academic deficiencies is important. If the
leaders can't read well, can't write, and can't speak
standard English when they choose to, their ability to
exerclse leadership will be limited.

Of course, we all know exceptlonal people who have
excelled without academic skllls, because they are so smart,
honorable, and charismatic. It 1s possible for such a person
to speak eloquently In her own dlalect and to have others do
her wrlting for her. The world 1s, ultimately, open to any
individual who 1s smart, good, determined, honest, 1lkeable,
and willing to take responsibility.

But thls fact 1s no excuse to leave young people stuck
without competitive academic skills.

NEGLECTED ACADEMIC DEVELOPMENT

1
t)'—41-.
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For a few years at Youth Actlion Program we neglected the
academic development of our young people. Our resources were
limited. Achleving the ambitious community improvement goals
laid out by tha young peonle, and developing leadership
skills was all we could manage. The schools were in cnarge of
teaching baaic skills.

But it did not happen that all the young leaders
naturally found ways to fill thelr academic gaps. Rather,
some of them went forward, with big ideas, but still 1luacking
the skills to iImplement them.

Seize Every Opportunity

As a result, we have now seized every opportunity to
institute tutoring programs, mentor programs, 1life-planning
programs, academic advocacy, GED programs, scholarship
programs, and every other kind of support to the young people
to develop thelr academic skills.

Earning Rates Affected by Academic Level

The research put out by the Children's Defense Fund,
showing that between 1978 and 1986 the earning rates of young
men between 20 and 24 had dropped 4C0%, and that the earning
rate was dlrectly affected by the level of academic skill,
had an Iimpact on us. Reality had actually changed between
the 1978 founding of Youth Action Program and the 1986
re-assessment of the Importance of our teaching academic
skills. The shift in avallability of jobs from manufacturing
to services was under way, and had led to a definite loss of
income for people without academic skills.

We recommend that all youth pro.,rams put a ste2dy and
powerful emphasis on developing academic skills. 1If you can
figure out how to improve your local public schools, so they
do the Job, then more power to you! In the meantime, you
have to supplement what they are doing.
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Intelligence 18 Independent of Academic skill

But at the same time, 1t 1s important not to invalidate

the young people's intelligence b makling academlc
proficlency the measure of a person's intelligence. It is
fmportant not to buy into the incorrect and dcbilitating idea
that people who are less well educated or who do not speak
standard English have less right to be heard.

It 18 important not to force people to write well before
they can speak out, or to talk grammatically correct English
before they can be taken seriously, or to get thelr high
school diploma before they have any right to influence the
group. Intelligence i3 {independent of academic skill.
Intelligence is independent of education.

The young people need to have the inherent worth of
their minds and their 1ideas wvalidated. The addition of
academic sklll is a tactical decision: to be able to operate
fully In a system that requires academic proficliency.

"Just because YAP treats us as If we were already
educated, we can't kid ourselves. We need that
education. We can't stay at YAP all our lives. We
have to face the rest of the world where they don't
respect people just because they're human."

~ German Tejeda, at age 22.
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HELEPING LEADERS

GROW OUT OF PERSONAL HANG—UPS

Unfortunately, Just because a young person takes
initiative, is an eloquent spokesperson, cares deeply about
improving the world, throws herself into the work, and |is
even relatively reliable or honorable does not mean that she
has all the qualities of a good leader.

Most human beings have some 1lousy habits and deeply
ingrained attitudes which work against their being good
leaders. Young people raised in adversity, often in poverty,
often subject to abuse and deprivation of various forms, do
net usually come out perfectly confident, 1loving, falr,
trustworthy, and unselfish.

Further, it is very difficult for leaders to please their
constituency. Most people have had very bad experiences with
leaders who are 1in it for themselves, for power, for
advantage, for prestige, for money, for position. There is a
tondency 6 pull dows from leadership positions anybody who
appears the least bilt arrogant, or who is not warmly friendly
to everybody, or who gets & lot of attention and obviously
enjoys it.

Handling the lousy habits of the upcoming leader, on the
one hand, and the patterns of rejection by th> members, on
the other, ca be a real challenge.

To complicate things further, in a program employing
adult staff, the standards of leadership held by the adults
can be high, and the adults sometimes impose on the young
people an expectation that they measure all the way up before
being considered to be leaders.

At Youth Action Program over the years we have frequently
had talented and outstanding young people who were emerging
as leaders but who also possessed at 1least one difficult
negative pattern: abuse of drugs or alcohol, compulsive
thievery, a tendency to bully ox intimidate others,
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irresponsibility, a tendency toward being casily fooled or
bamboozled by others, a drive to "get over" by 1lyira, a
compulslion to control everything, a self-destructive tendency
te fall at school, a relentless urge to create in-groups and
cliques that divide the group, or some other speciflic pattern

of behavior that undermines the person's own success and
certainly her ability to lead effectively.

Handling these patterns is much harder than handling the
initlal timidity that the young people bring. Simple
respect, opportunity to have iInformation and input, and
emotional support can release the initiative and intelligence
of young people.

But how to confront and correct negative and compulsive
patterns is much harder.

Sometimes they can't be corrected in the context of the
youth organization. But when discovered, 1{f a pattern is
serious, the individual can't be allowed to continue leading
until some correction is made.

Some Examples

Change is often possible if the program staff will
engade In the struggle. For example, a young woman was
Insulting staff members by being bossy and cursing. sShe was
told by the person closest to her that she would be suspended
from the governing committee for a month, during which time
no Incidents of disrespect could occur if she wanted to

regaln her position on the committee. She became upset,
crying and yelling, but she continued to talk through and
think through the issues. She returned to the committee

after a month with changed behavior. This was possible only
because the person administering this 3judgment cared very
deeply about her and respected her contribution.

In another case, a young man who had been well beloved by
his peers and a constant leader, devecloped an increasingly
obvious case of alcohol abuse. He finally wound up in a fist
fight with another young man. The young people's committee
remcved him from his leadership role and required that he go
for counseling for his alcohol addiction. This decision was
complicated by the fact that his sister and his cousin were
on the committee. He did go for the counseling, but he also
pulled out for two or three years, before coming back as an
active friend of the program and visible person in the
community. He had faced the alcohol addiction and apparent! -
overcome it.

One young man was found to have stolen wvaluable 1{tems

from the home of a staff person with whom he had 1lived for
nine months. He was taken aside and told that this issue

<
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would be raised in the governing committee for discussion.
He dropped out of leadership. We don't know 1f he stopped
stealing. He joined the army.

One young man had a Jjudgmental attitude toward other
people. Not understood by the others was the fact that he
Judged himself equally harshly, and was extremely
self-deprecatory. But they thought he was arrogant and cold,
and resented any leadership role he took. In reallty, he
felt 1isolated and 1lonely. His mentor engaged him in
long-tcrm counseling, over several years, to help him become
more relaxed and warm In his contacts with others and more
accepting of himself.

Life-Planning Program

Never have we seen a potential leader coming forth who
did not need real attention to her development and 1life plan.
Zven those who did not have negative patterns had severe life
problems with which they needed help: medical problems,
family problems, school problems, housing problems,
relationship problems. Any or all of these turned out to be
lurking under the surface.

As a result, we Instituted a program of "life-planning"
for our leaders. We hired a counselor whose entire role is
devoted to helpling the leaders take responsibility for thelir
own lives, not allowing them ¢to 1ay a coating of pride
through 1leadership on top of a weak foundation. The
l1fe-planning counselor sets up tuturing, helps people get
Jobs, acts as an advocate with the school, provides personal
counselling, and generally helps each 1leader 1lay out and
attain objectives for her own life.
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UNDERLYING DQUBTS

Self-Deprecation

Young people who have been raised 1in poverty and who
belong to an oppressed ‘ainority usually have a deeply

interr~" "7¢d pattern of rarsh self-deprecation. Even after
they - successfully randled one leadership position after
anot. -  when you scratch the surface of newfound confidence,

you otten find a deep conviction that they can ounly go so
tar, they are only fit for the lower end of things, that they
will never get out of poverty, and that they don't deserve to
do better than the rest of their famlily.

Fear

This feeling is often quite powerful. Rising above
one's family, or one's people, or above one's previous
expectations, is very scary. There 1s a guilt, and a vague
terror of being attacked or of falling all the way down In
humiliation. sSometimes people's response to this is to coat
their insecurity with a layer of vretense, of three-plece
sulits and a tone of professirnalism. Sometimes thelr
response 1s to get drunk and wreck their chances. Somet imes
their response is to direct hostility at the people who have
helped them. Various self-destructive types of behavlor can
be driven by the fear and confusion caused by unexpected and
distrusted success.

Risk of Being Pulled Down

Further, there i3 a real risk of being attacked. oOne of
the results of oppression seems to be that people pull each
other down, convinced that nobody can succeed. The
unconscious thinking seems to go somet ing like this: "I1f 1
can't, why should he? He's no better then I am, so let me
shoot him down so he stays down here with me. Since I know I
am locked into this lower position and I can't move, I can't
stand to see anybody else succeed. Besides, he doesn't
deserve it either."
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Peer Selectlion

This dynamic is one reason why it is important for young
leaders to be selected by thelr peers, through a process of
secret ballots. Belng elected is a fine contradliction to the
feeling that you will be attacked if you rise above the group
in any visible way. When the group actually chooses you, it
helps. It also assures the group that you have been
legitimately chosen.

Personal Counseling

The underly.ng fear and Insecurlty of our strongest
members often needs to be addressed in personal counselinqg.
It's not enough to see apparent success and say everything is
fine with that person. Success can trlgger upsetting
feelings that need to be vented and discussed and understood,
Just as failure and disappointment can.

Depresslion From External Threat

Parallel to the personal fear of success and individual
self-deprecation, there 1lies the profound fear that the
outslde world, the powers that bz, the insanity and 1llogic
of the world as it is, will not allow your people to reclaim
thelr dignity oz yourself to sSucceed or your leaders to
survive. .he murders of Martin Luther King, Malcolm X,
Robert Kennedy, and John F. Kennedy have had a devastating
effect on succeeding generations. When real leadership 1is
the 1ssue, the young people always say, "what's the point.
If we did anything really great we'd Jjust be killed." An
underlying depression, cynicism, and powerlessness s the
result.

Open Discussion

Both the internal unrecognlzed fears of success and the
underlying Jepression about the futlility of it all must be
ralsed for discussion. The adult gulde needs to verbalize
these 11ssues, or ralse questions which will allow the
feelings to be articulated in the group. It is useful simply
to warn people that success 1is scary, that it may make people
feel gullty, or scared of being attacked, or scared of
friling, or scared of letting people down, or unworthy.
A . nIng if anybody has ever felt this way may open the
fivodgates.

It is similarly wuseful to disc.'s hopelessness. Deep
discussion can be stimulated by posirg a simple question like
this to the grou,: "Is it possible to eliminate racism (or

143 Underlying Doubts




ERIC

poverty, or war, or lnjustice, or drugs, or child abuse...);

if not, why not; and if so, how can it be done?" This Is
the kind of questlion that requires giving each member of the
group an equal number of minutea to reapond, becanas

everybody has important and lengthy things to say.

"It's sad that we, as Spanish and Black children, put
ourselves down. But it's not our fault. It's a
reflection of how soclety operates. It can be
changed. We are already 1involved 1in changing Iit,
because we unde.stand it, and we care. That's why I
want to join with everybody to build a community
based on love! Love is a strong force, the force
that shall dominate the world if it is 1liberated."

- Johnny Rivera, at age 19.

Youth Action Program
1280 Fifth Avenue
New York, N.Y. 10029
(212) 860-8170
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144 Underlying Doubts




Element Seven
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B) POLITICAL ACTION

* Some Basic Principles for Organizing
Political Action

* A Training Session for
Organizing Political Action

* Develcping a Position Paper
* Organizing a Rally

* A Successful Campaign for
Youth Employment
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A) COMMUNITY IMPROVEMENT

PROJECTS

ROLE OF THE ADULT ORGANIZER

Some youth-serving agencies and schools will 1imit
themselves to leadership development within their on-going
programs. Others may add a whole component of youth-run
community improvement projects on the model of Youth Action
Program, alming to make tangible, visible, and significant
contributions to the community. Nothing builds pride and
skill as much as success at these projects.

Role of the Adult Organizers

Success depends on the adult orcanizer's being able to
play an extraordinary combination of roles, each of them
requiring skill and delicacy. The four major tasks are
these: organizing the teenagers, organizing community
involvement, drawing in both human and material resources,
and smoothing the path through any institutional or political
obstacles that may arise.

In more detall, each of these tasks 1nvolves the
following:

I) Organizing the Young People

A) vVvalldating ideas and abilities

This 18 the fjrst and most basic process. The
organizer must genuinely respect the ideas and
abilities of the teenagers, and must make this
constantly clear. In meetings, his role 1is to draw
out the 1deas of every member of the group, take t{em

14 .
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utterly seriously, compliment them, and let the young
people make the decisiona themselves. 1In action, his
role i3 to stand back, let the young people do the
work and make the decisions, but feed in essentlal
information as needed 380 they can make informed
decislons.

This 1s not easy for most adults. Most adults,
as we know, fall Into authority roles without even
notlcing it. They consider their opinions and mode of
operating to be automatically superior to those of
teenagers. The organizer must be an exception to this
pattern. 1Indlicative of this difference is the comment
of one 13-year-old, when a YAP organizer asked her
group if she could invite any other adults to their
meetings. "Yes," said wanda. "If they think 1llike
you."

B) Providing a "Yes!"

Children and teenagers are filled with ideas for
constructive actlon. Usually these ideas are blocked
by adults or institutions which have prohibitive
rules, or other plans, or no time, or little
:magination, or no trust 1in the young people's
abiiities.

The organizer's role, within reason, is to say,
"Yes! That's a good idea, I know Some ways to help
you, I'll be there with you, I don't see why we can't
make that dream come true. . . it'll take a 1lot of
work, but Yes!"

C) Glving information

The young people will need to Kknow how to do
things, where to get help, what problems could arise.
Some of this information will be technical (how to buy
a bullding from the City), and some human (how adults
are llkely to view the situation), some political (who
is 1likely to obJect and how to handle it).

The organizer's role is critical here. While the
teenagers often have excellent judgmer they usually
lack adequate information on which to m.ke a judgment.

D) Supporting positive attitudes and modes of working

The young people generally start out with a real
conglomeration of different attitudes. They have high
ideals, high standards of justice, love, and mercy -
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and they usually have at least a few iousy habits of
insulting each other, being unrelliable, telling
sclf-protective 1lies, grabbing first come first
served, competing for status, changing their minds
according to their moods, getting high.

The organizer's role is to support their high
standards and gently but firmly push against the old
habits. oOnce the organizer puts out a Just concept,
we find it echoed again and again by the young people.
For example, when the organizer says, "In this group
we're trying to do something serious and wve're not
going to put each other down in any way, because that
messes things up and makes people feel bad; even |{f
they've learned to cover it up, it still hurts thelir
feelings. We don't want people getting hurt in this
group." Then the idea - "no snapping on each other" -
Is heard in many situations re-stated by the
teenagers.

As the young people take themselves more and more
seriously, and have increasing power to make important
decisions, their high ideals begin to take over. The
organizer can make all the difference in this, not by
attacking the bad habits, but simply by pointing out,
when the right moment comes, how these hahits
Interfere with the goals of the teenagers' project.

Another example of this process, 1in combination
with the process of giving information, occurred at
the end of one group's first day clear.ing their
bullding. They had worked hard and fast and were very
proud. The organizer advised them that for this
project to develop full community support, the
teeragers had to be sure that only "good vibes" came
out of thelr building - no pot smoking, no cursing, no
sitting dangerously in the windows, no being there
during school hours, no bottle-breaking, no 1loud
arguments - nothing Yo make the neighbors say, "Oh,
oh, there's trouble."

All the young people accepted the truth of the
advice. In the midst of their huge burst of
constructive enerqgy, this advice didn't elicit so much
as a groan. Everyone nodded agreement, and the 1idea
was immediately echoed by group memebers with each
other.

Speclflc attitudes which the organizer will need
to support throughout are these:

- complete respect for each other; really
listening to each other's ideas and feelings without
teasing or insults;
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- consensual decision-making, after everyone's
opinion has been heard. The tendency for the
atrongest voice to call the ashots “as to be replace:
by democratic processes;

- a non-Jjudgmental attitude toward people in the
community. The tendency to divide and judge, exclude
and defend, has to be replaced by a welcoming, open
respect.

All of these increase the cohesion of the group
by making it safer to be oneself and express one's
opinions. 1In addition, when the young people work in
this way, they will gain great respect from the
neighborhood adults.

E) Persisting through disappointments

Sometimes the young people don't show up, or do
what they promised. The organizer can't suddenly turn
into an angry adult who's been imposed wupon. This
happens too often, and is totally counter-pr.ductive.
Caring explanation about the results of being
unreliable can help, but not angry reactions.

The adult has to go where the teenagers are, on
the block and 1in the hallways, and persist in
welcoming them. This may be the hardest part. It's
like riding a roller coaster. The project is =zooming
forward as it catches the energy and 1imagination of
vhe young people, and then 1t collapses. Nobody's
there, nobody's interested. Then the organizer has to
hang in there, caring and teaching and@ believing 1in
the teenagers' ability to bounce back and solve the
problem.

F) Bullding in education and leadership skills

The projects provide excellent educational
opportunities. Each will be different, but all will
involve:

1) Some project-specific technical skills, such
as operating CB radios, or repalring the plumbing.

2) General understanding of government
processes,

3) Opportunities to read about the subject.

4) Specific leadership skills, such as taking
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minutes, planning agendas, speaking, making community
contacts, writing news reports, making leaflets,
reviewing proposals, fund-raising.

The organizer's role 1s to maximize these

opportunities, and, where appropriate, obtain school
credit for what the teenagers are learning.

G) Helping with personal problems

All of the teenagers have their own r[roblems.
Sooner or later they begin to share them. The
organizer's role is to listen well and help in any
possible way.

Organizing Community Support

A) Contacting parents

Parents will need to be sure the organizer 1is a
relible and caring person. Once sure, they will be
extremely supportive. Parents of teenagers are often
at their wits' end and welcome any good program.

Jucgling the parents' concerns with respect for
the growing independence of the young people 1is an
art. The parents may try to make the oganizer into an
authority-ally. This will have to be resisted,
although the organizer must respect the parents'
concerns and wishes, and sometimes act as a mediator
between parents and teenagers.

Other parents may want to join directly in the
project. This is usually not workable, because the
adult-child relationships is one that the teenager
doesn't want continued 1in this project. Parents
should be encouraged to give indirect support rather
than direct, except in those few cases where teenagers
choose to involve their parents.

B) Creating an adult support committee

Each project may have ar adult support committee
cf adults willing to do down-to-earth chores in
cooperation with the youth. Fund-raising, handling
city bureaucracies, borrowing equipment, supervising
activities when necessary, driving cars. - all the
things which adults can do and teenagers can't.

This committee 1s not to b: a decision-making
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gsoup nor a supervisory group. However, its opinions
ahout the proJect will naturally be important to the
youth and the organizer and will be an indication of
what 1a required to retain community =upport.

The young people should always be invited to the
meetings of the support committee. This will ensure
that the young people know directly how much support
they are getting, and what 13 on the committee
members' minds. It will prevent the adults from
talking about the teeragers in their absence. Any
concerns the adults have can be dlscussed directly
with the young people.

There need to be regqular meetings between the
entire youth group and the support committee.

The organizer's role is to seek out sympathetic

and competent adults for this committee, guide their
contribution, and keep in close touch with them.

C) Reaching out to build general community support

Some 0. this can best be done by the youth
themselves and some by the support committee. The
organizer's role Is to make sure it's done and fill in
the gap.

The youth ought to contact all the residents 1in
the immediate neighborhood of their project. They can
knock on all the apartment doors to explain their
project, offer their services as appropriate, and
invite participation. This is a crucial part of the
program, because it will establish the initial
visibility and tone of young people in action. It
will 1lay the groundwork for broader community
involvement.

The adult support committee ought to reach out to
whoever in the larger community would have an interest
in the particular project.

Drawing in Both Human and Material Resources

Presumably any significant project will require
mcre resources than the youth group and the organizer
have at the outset. The organizer's role 1is ¢to
identify the needs and locate the resources, involving
the young people and the adult supporters as

appropriate. Resouces that are generally needed are
these:

1/
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A) Job slots for the young people undertaking
significant time commitments.

B) Funds for equipment and materials.

C) Technical assistance and general consulting from
experts in the fleld of the particular proijects.

D) Volunteers to contribute to the work itself, both
from within and from cutside the community.

E) On-going funding for any major project undertaken.

IV) Smoothing the Path Through Institutional and political
Obstacles

A) Getting through city bureaucracies

Any project of any sig iicance takes
conslderable negotiating skill and administrative
perseverance. Whlle the young people and supporting
adults will participate in this, the organizer will
provide the essential skill and experience.

B) Maneuvering through potential political obstacles

Most communitlies have a thick layer of political
organization and competition. Resources and
decislon-making roles are controlled by ambitious
competing groups. For the youth projects to thrive,
they will need to stay on good terms with everyone

without slipping into anyone's pocket. The
organizer's role will be to steer this process
delicately.

C) Smoothing the way in local organlzations

As the youth projects relate to local
Institutions - schools, police departments, housing
authoritles, etc. - they will run into snags requiring
adult intervention. oOnce ageln, this will be part of
the organizer's role.
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OVERVIEW OF THE IMPLEMENTATION
PROCESS FOR COMMUNITY

IMPROVEMENT PROJECTS

The implementation process for most community
improvement projects can be described in phases as follows:

Phase 1. Locating or organizing a viable group

(one to two months)
This phase will involve systematic outreach:

A) Making informal contact with teenagers through
their schools, centers, churches, street 1life, and
sports. In most cases, this will involve gaining an
invitation from an adult super.isor and then working
with these groups long enough to make friends with a
number of the teenagers. Once these frlendships are
made, the organizer can invite individuals and their
friends to an activity or gathering or meeting, in
order to meet possible friendship groups. It is more
fficlent to work with existing friendship groups,
because they have already chosen each other.

B) Making contact with adults who have already formed
a supportive relationship with a group of teenagers to
whom they could introduce the organizer. These adults
are found by asking who in the neighborhood might have
this kind of relationship, and seeking out all ot
these people.

C) Putting out the word in the community that 1if a
group of young people approaches the program they can
obtain an adult advisor to help them carry out a
project.

D) Beginning meetings with promising groups, until
one emerges as viable.

]
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The completion of this phase will! bHe marked by the
organizer and the group having completed two or three
successful meetings to discuss a proiect, and having decided
to go forward together.

All of the contacts made in this phase will contribuie
to the organizing of adult invelvement. Getting to Kknow
adult supervisors in their institutional settings will lay
the goundwork for on-goling cooperation, and meeting adults
throughout the community who are known for their good
relationships with teenagers will create the basis for a very
solld adult network.

Phase 2. Defining the group and project (one-two months)

During this phase, the teenagers' group will:
A) Define the nature of the project.

B) Defline who is firmly a member of the group. This
s not necessarily a smooth process. People may drop
in and out, revealing a stable core group willing to
go ahead regardless of who comes and goes.

C) Establish some ground rules regarding what they
expect from each other and from the organizers.

During this phase, the organlizer will:
A) contact parents.

B) Make contacts with potential members of the adult
support committee, and arrange a meeting between these
adults and the young people.

C) Do basic research on the feasibility of the
project.

The completion of this phase will be marked by the
teenagers' being confident enough to knock on nelghbors’
doors to explain their project. Four to eight weeks is an
optimal length of time for this phase. More than that will
cause fthe young people to drop away, saying "Ain't nothin'
happening."

Phase 3. Launching the actual project (one-two months)

This is the exciting stage when the action begins.
Everything picks up speed, everyone sees that something 1is
happening. The young people all being patrolling with thelir
CB radlos, or begin cleaning the bullding they are to
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renovate, or dellrering home-cooked meals to the senior
citizens, or have thelr flrst block party, or begin painting
the hallways with beautiful murals, etc. This stage 13 meant
to be dramatic, replete with picture-taking and approving
adults and neighbors.

During this phase, the following can be expected to
occur:

A) A sudden increase in the membership of the group,
causing realization of the need to define the group in
a new way. For example, in the building project, the
group had to decide that no one could work regqularly
on the building who didn't come to meetings, and no
one could come to meetings who didn't work. This
stabilized the group.

B) A reallzation of the need for more guidelines and
some supervisory structure to channel the sudden flow
of energqgy.

C) Some hard meetings working out disagreements and
standards for each other.

During this phase, the following should be arranged by
the organizer:

A) The beglinning of adult fundralising in support of
the project. This should be begun while the
excitement is high.

B) A meeting of all the adults who have come forth to
support the youth.

C) Visits by the youny nweople to others in
neighboring commurities who have t _ed similar
projects. This 1is to give them a sense of the
importance ot thelir undertaking and to overcome the
isolation of their own community.

Phase 4. Settling into work (on-going)

During this phase, which may go on for years, doubts and
long-range difficulties will appear. when the first
exclitement subsides, the group may contract again. Some
people may drop cut, others drift. People may look back with
longing to the exclting beginning and wonder what they're
really in this tour. This phase will test everybody's stamina
and imaginaticn.

During this phase, the following work will have to be
done:
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A) Methods of reflection and evaluation of the group
process and the work being done will have to be deeply
rooted in the frlendship group. Regular meetings,
on-going adjustment of problems, honest communication,
Tough standards, mutual support: these will have to
be established.

B) The same will have to be true of the Adult Support
Committee.

C) A steady flow of resources, as appropriate, will
have to be established, including, very likely, funds
for additional sta“f.

D) Steady communication with the neighborhood must be
maintained.

During this phase, the following kinds of events should
help m2intain enthusiasm,

A) Publicity

E) The steady generc.ion of more ideas. Thae s,
while it 1s important to complete initial goals, it is
also important to continue responding to people's
brilliant ideas and ambitions aboui what could come
next. Balancing response to new possibilities with
responsibllity for jobs already undertaken will be
necessary.

C) Joyful events, fundralsing parties, trips together
for fun, unrelated to the task but deepening
relationships.

D) Clever balanc’ng of arduous with delightful tasks.
For example, in one bul.ding project, it made sense to
plant a garden before putting in the plumbing.

E) Celebration of the completion of different stages
of the task. This might mean bringing parents to see
the results, or having a community meeting, or
planning a trip at the completion of a large task.

F) Bringlng visitors from outside the neighborhk >d to
see the project and be impressed.

G) 1Involving college students and others who will
open new possibilities for teenagers.

Above 1s a generic type of description which we hope
wi®™ be helpful. The particulars of each community
improvement project are infinitely diverse!
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~ DAILY@NEWS

NEW YORK'S PICTURE NEWSPAPER® Wadnesday, January 21 1987

Wednesday, January 21, 1987

Flats for the homeless

By JOHN SHEILS

A city-owned building in
East Harlem that was re
habilitated by 45 unemployed
local youths has been com-
pleted and i< now housing 13
bomeless families.

A crew from “Youth Action Homes 985" rehabumates a cntyownad abandoned building in East Harlem
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THE NEW YORK TIMES,

Youths Restore Building
And Rebuild Own Pride

Dally News,

In East Harlem,
the hard work
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B) ORGANIZING POLITICAL ACTION

SOME BASIC PRINCIPLES

FOR ORGANIZING POLITICAIL ACTION

InJustice and blgotry make people mad. What to do with
rage 13 a ig question. Some people belleve 1In organizing
movements based on justifliable rage, to challenge the status
quo. Some organizers try to ldentlify the oppositlion and stir
up anger directed at them In order to get the movement going
and to force the people wlith power to take notlice.

Vision and Unity

Organizing at the Youth Action Program is based on the
opposite approach. 1Instead of stirring up rage we have tried
to stir wup hope, vision, unity, confidence, power,
cooperation, responsibility, love, and determination. While
underlyling rage may fuel some of thlis, we have reached not
for the anger, which has a tendency to burn out its owner and
create retallatory anger in lts target. Instead, we reach
for a unifying vision of a soclety in which all people are
treated with respect and have equal access to opportunity.

Riots and Rage

Although riots and rage do trligger some pollitical
response, 1t is usually short-lived because it 1Is based on
fear. Wwhen the threat 1s removed, the galns are withdrawn.
Galns based on persuasion, on real changes 1In attlitudes, on
moral power, seem to last longer.

We belleve that thresats generate counter-reactlons;
violence generates vliolence; hate generates hate; attacks
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generate resistance and counter-attack.

Propose, Don't Protest

Thus when we set out to organize something Jdesigned to

change some injustice, we don't procest, we jropose. We
don't attack, we persuade. We never organize based on fear
and anger, but rather on love and vision. Nonetheless, we

know it 13 necessary to go all the way to generate the
Impact, the power, the moral and political and numerical
force, that can win a point.

Force of Numbers

The force of numbers should not be underestimated. A
large constituency with a respectful attitude can develop
clout very rapidly.

Image and Organization

Image is important. For example, when we were
organizing to appear at the City Council and call for jobs
for young people, our members practiced every Wednesday night
for three months. The young people practiced not only public
speaking, but public image.

what o f‘owdy‘ obnoxipus

group. They have no self.

disO(Pme at all. I won't
) .

They practliced walking in an organized way, 1in single
file, filling up every successive seat in a row rather than
flowing into the Council in an undisciplined way. They
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practiced standing 1n unison and clapping together at the

close of every speech of one of our supporters. They
pracciced sitting down together, as one. They wore no hats
and chewed no gumn. They knew that this degree of
scelf-discipline, implying no threat but demonstrating
planning and internal unity, would have an impact. It did.
We knew that the larger the number of people we could
organize, the greater the impact. We Kknew that the more

respectful the group, given how scared the White society 1is
of large numbers of Black and Latin young people, the greater
the power of the group, because they would inspire respect,
trigger surprise, and, 1in fact, generate gratitude. (&4
signiflcant part of the White socliety is grateful when large
numbers of Black and Latin people with a right to be mad are
rea '‘hing for alllances instead of attacking.) We knew they
would counteract the prejudices against them, and this would
generate a receptlivity to their proposals for job training.

These you paPEI
are so well- ved!
I can idenhfy wit
their desire for g

The Force of Love

This worked, and it always works, to show respect for
the opposition, appreciation for whatever galns are made, and
unity within the ranks based on shared vision and commitment
to a better world. People respond to Inteqgrity, hard work,
creative 1deas, and love. To overcome the opposition {t 1s
not necessary or useful to threaten people; to mobllize
support It 1= not necessary to promise people personal galin.
Hostility and selfishness as tools for organizing undernine
the humanity of the movement and inculcate negative values in
its members. 7The question before us as we organize is always
how can we maximize the force of love.

Basic Principles
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A TRAINING SESSION FOR

ORGANIZING AN ACTION CAMPAIGN

Program, Unity, Alliances, Action

If a group wants to organize other people to make some
change In soclety, there are four essential steps. First,
the group must develop its Program: that is, it must decide
what its partlicular goals are. <gecond, it must get Unity
within itself and with people in similar situations in
support of the program. Third, it must reach out and develop
Alliances with other groups which could reasonably be
expected to support the same goals. And, fourth, it nmust
carry out some determined Actlion to achiesve the goal, to win
support for the program and yget it implemented.

The Importance of Program, Unity, Alliances, and Action
as a sequence of steps is easlly taught. Below is a tralning
sequence that can be used with young people for this purpose.

Outlline of Tralning Sequence:

1) pefine the four-step approach, putting the four steps
on the chart or the blackboard and explaining the meaning of
each.

2) Ask the group of young people what is needed by all
young people growing up in order for them to become their
fullest and best selves. The group will put forth a 1list
something like this: 1love, opportunity to 1learn, food and
shelter, friends who are a good influence, a beautiful
environment, a job or money, good health, fun things to do,
and something to believe in. Put it on a wall chart.

3) Ask for a show of hands to indicate which of t' se
things are most Important, t{f they had to choose. Let peuple
vote with two hands for the three things they conaider most
Important. They can vote with one hand for the others.
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4) Atter a little discussion about the three items with
the most votes, pick one ahout which to develop a "Program."

%) If the group iz more than 12 people, divide Into
groups of no more than & people, with tacilitators 1in each,
to develop a program to obtain the chosen item. Ask them
what changes or new programs in the community, or in the
ins*itutions of society, or in society as a whole, would
provide young people with the item.

For example, if they choose 1love as most Iimportant,
which they often do, and you decide to tackle this intangible
one, you will get answers 1ike this: have birth control
avallable so unwanted and unloved children aren't born by
mistake; have good Jobs for parents so they feel good and can
love their children; have support groups for parents and for
teachers, so they can deal with their problems and not take
them out on the children; have counseling programs for people
who abuse their children; have big brother and big sister
programs: have programs like Youth Action Program replicated
all over the country.

6) Once you have an array of proposals to foster 1love,
the small groups discuss which of these proposals would be
possible to achieve. Then the group chooses the most
important of the attainable ones as the central elements 1in
their program.

7) Small groups report back to the large group, sharing
all their program ideas and their central items. The large
group selects one or more that are extremely important and
attainable.

8) The group brainstorms all the groups and
constituencies which would agree with the program. A list of
potential allies is produced.

9) The group again brainstorms a method for achieving
the program. The ACTION is designed. For example, 1if they
have chosen the replication of YAP as their nost direct and
acinlevable goal, they probably have a fundraising, public
rzlations, and training strategy. If they have chosen good
Jobs for parents as their most important goal, they probably
have a massive organizing and lobbying strategy that aims to
create a government Jobs program and a private sector
training program.

10) The overall steps are reviewed again: PROGRAM,
UNITY, ALLIANCES, ACTION, this time reviewing the example 1in
each categoxy, and making the point th.t this is what has to
be done whenever people set out to improve the world: design
their program, achieve internal unity, reach out for
alliances, and take the appropriatz action to persuade the
people with power to provide the resources.

i
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DEVELOPING A POSITION PAPER

At an early stage In any organizing campaign, a position
paper must be developed which puts forth an analysis of the
problem and a proposal for solving or ameliorating the
problem.

Under sone clrcumstances enough discussion and
observation will have occurred so that the organizer can sit
down when the time comes and simply write a draft position
paper to be reviewed by the constituency.

Eliciting Analysis and Proposals:

If you are starting from scratch, there is no better way
to develop an accurate position on an issue than to consult
widely with 1large numbers of people affected by and
knowledgeable about the issue. Even if you have good ideas
already, verifying and refining them through this process
will glve them greater legitimacy and accuracy. Once the
consultation {3 done, a position paper can be written that
will go to the heart of the matter.

Issues affecting youth should be approached the same
way: through broad discussion with large numbers of young
people.

When there 1s no young person skilled enough, an
experlienced adult has to lead the discussions and write the
paper, based on the ideas of the young people. The procedure
i3 stralghtforward.

First, the adult should meet with about a dozen groups
of young people and ask them the causes and the pcssible
solutions to the problem under discussion. If the issue is,
for example, violence in the schools, they will come up with
an array of causes that cover everything: boring classes, too
little communication between different ethnic groups, too
little youth involvement In the running of the school, drugs,
anger about the world that teenagers take out on each other,
gangs, not enough love and attention from adults, not enougn
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recreational activities to bring people <closer together,
raclsm, etc. They will make complementary provosals for
improvement.

Writing a Draft Position Paper:

After enough discussions, certain patterns of perception
will appear. Primary causes and best-liked solutions will
begin to surface. Categories of causes and solutions will
materialize. The adult can then organize the material into a
paper which persuasively communicates the collective thinking
of all the young people. 1I1f there is a young person who can
help write 1t, all the better.

Feedback, Editing, and Final Adoption:

Once the paper is done, the young people who contrlibuted
their thinking should be reconvened to read and respond to
it. They wlll have additions and adjustments to make.

The paper should be edited as suggested, and then 1f the
group 13 easlily accesslible, redistributed for their final
reviev and approval. At this point it becomes the position
paper of the organization, and can be wused in public
presentations.

summary:

The principle of <collecting and organizing the best
thinking from a large number of people, and then feeding it
back to them in an organized form for thelr agreement is one
which can be used in every context. It is the means of
developing unity around a program which crystallzes the most
brilliant ideas of the constituency into a form they can
rally around. This is a key role of good leadership. It 1is
worth the time it takes.
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ORGANI ZING A RALLY

Every now and then a group needs to organize a rally,
vigil, or demonstration. ‘This is a simple process. but |t
takes clarity about what needs to be done and who 1is 1in
charge of each element.

For success, there must be an overall organizer who |is
extremely thorough, well-organized, attentive to detail, and
able to follow through on every task which has been
delegated. This person is likely to be cne of the most
skilled adults. She should have one or more assistants who

are young people getting training in the role of over-all
organizer.

The organizing group should together identify every area
of work which needs to be done, making a big list:

I) COALITION BUILDING
A) Wwritten Statement
B) Co-sponsors
C) Decision-Making Process

II) OUTREACH

A) Posters

B) By Mail
C) By Telephone
D) Buttons
E) Special Invitations
F) Fliers
III) PRESS

A) Press release

B) Press packet

C) Press telephoning

D) Press handling at event

| )
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IV) PROGRAM

A) Master of Ceremonies

B) Speeches

C) Entertainment

D} Timing and Order of Events

V) LOGISTICS

A) Sound system

B) Platform

C) Gulides

D) Liaison with police

VI) SPECIAL EFFECTS
A) Balloons
B} Signs
C) Banners
D) Other
VII) DOCUMENTATION

A) Photographs
B) Videotapling

The group may, of course. think of others,. The Kkey
thing is to have one person clearly 1in charge of each
element, and one person in charge of the overall
coordination, making sure that everyone is absolutely clear
on her assignment and role. Follow-up meetings need to

occur, in whiciv each person reports on progress.

There is a1 persistent tendency for groups to be vague
about who is in charge, and to assign tasks to palrs or to
groups. A certain percentage invariably falls betwzen the
cracks and the event 1is only partially successful. The
principle of individual responsibility is important.
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A SUCCESSFUIL, CAMPAIGN FOR

YOUTH EMPLOYMENT

AS an encouraging case study, we have included the
following description of a highly successful organ.zing
campaign.

In 1984 and 1985, in a thrilling campaign initiated by
young people at Youth Action Program, 120 agencies got
together in Ncw York City, formed a Coalition called the
Coalition for Tventy Million Dollars, and persuaded the City
government to commit 14.75 million dollars each year to
funding an array of model youth employment programs serving
over 6,000 young people each year. At the outset, City
government had no interest in doing tris, and was, in fact,
quite resistant.

In this chapteir, we will not elaborate on WHAT we
Instituted, even though it's Interesting. 1Instead, the focus
is on HOW we did it.

There were eight broad aspects essential to our work.
Listed simply, they were as follows:

1) BUILDING A REPUTATION OVER TIME
2) BUILDING A BROAD MEMBERSHIP CONSTITUENCY

3) DESIGNING OUR PROPOSED MODELS CAREFULLY ON PAPER
AFTER HAVING PROVEN THEM VORKABLE IN PRACTICE

4) NEGOTIATING FOR AGREEMENT WITH CITY BUREAUCRATS

5) LOBBYING AND TESTIFYING WITH ELECTED OFFICIALS

6) INVOLVING YOUNG PEOPLE EVERY STEP OF THE WAY AND
PREPARING THEM TO TAKE A FRONT ROLE IN PUBLIC
SPEAKING.

7) NEGOTIATING WITH AND BUILDING UNITY WITH OTHER
ADVOCACY GROUPS WHO HAD DOMINATED THE TERRITORY
BEFORE US.

8) MAINTAINING AND MONITORING THE PROGRAM.
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Each of these elght fronts was essential to our
success. Fallure on any of them could have spelled fallure
for the effort. The fact that we did thorough, energetic,
visible, sensitive, and effective work on each front 1is one

reasorn ¢ succeeded. The other reason is that the princliples
guiding -»ur work were on target.

The two over-riding principles we followed were these:

1) We did not organize from anger or self-interest. We
did not stir up people's feellngs of victimization nor urge
them to demand redress. Rather, we generated a sense of hope
and organized from people's caring and their vision of how
much better things could be. Our mode is not to attack and
blame anybody for unsolved problems, but to offer solutlions
and seek both human and material resources to reach them. We
assume power rather than bemoan powerlessness.

Two results ot organlizing from love rather than anger
were that we attracted very responsible people to Join us,
and we didn't make any enemies in city government. In less
than two years, we created a complete consensus in clity
government, with minimal help from the media, overcoming
initial reluctance from the Mayor and the relevant
commissioners, all of whom evantually becamne active
supporters of the program.

Few of the agenclies involved ever expected to be funded.
We promised our members nothing and did not attempt 1in any
way to influence funding decisions of the City once a funding
stream was created. People were 1involved for the public
interest, not for their own agencies' interests.

2) The second over-riding principle is that we made a
decision to succeed. We were not interested in Jjust golng
through the motions or trying hard. We went all the way with
each step, making for a head of steam that blew all obstacles
right out of the way.

we did not, by the way, spend a 1lot of money. About
$25,000 a year is what 1t cost us to pull this off. We simply
worked very hard and people donated their time.

Following is a description of what we did on each of the
eight organizing fronts.

1) BUILDING A REPUTATION OVER TIME

The Youth Action Program bulilt a base over a period of
five years, demonstrating the effectiveness of the model we
wanted instlitutionalized, and establishing ourselves as a
trusted member of the flield of youth employment and Yyouth

i€
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services programs. Ve part'cipated in about 12 consortia and
coalitions, always building cooperative relationships with
other groups. Before we started the Coaliv'on, we had a good
reputation as a supporter of other peorle's cooperat.ve
efforts, and we had prcven that the model e proposed was
workable. As a result, when we proposed a new coalition,
fcur other groups with equally good reputations agreed to
co-sponsor it. Then other groups all over the City signed on
with eagerness. Reputation is all-important.

2) BUILDING A BROAD MEMBERSHIP CONSTITUENCY

We wrote a simple two page statement of purpose, drafted
and re-drafted to be understandable and easy to read for the
yourg people. This two page double-spaced document turned
out to be most useful in expanding our agency membership.

We sent a covering letter with this statement of purpose
to all the youth, housing, and homeless programs in the City,
inviting inem t2 join the Coalition for Ten Million Dollars.
(We didn't change our name to the Coalition for Twenty
Milion Dollars unti. the second year.) It cost nothing to
join the Cc-1lition.

Thein we made presentatiors systematically at every
gathering of agencies throughout the City. Figurinog the most
efficient way to reach the broadest number of agencies was
not to go one by one Lhut to go coalition by coalition, group
by group, network by retwork, we made presentations at every
such gathering, asking for members.

Within three months we had seventy member agencies.

We held several meetings, which were each well
organized, pleasant, open, and purposeful. People who came
to our meetings all had a chance to speak. They left feeling
this was a good group.

We didn't hold many meetings, beccause people are -rery
busy. 1Initlal meetings to firm up our proposal to the <cit,,
a meeting to plan the budget campaign, a meeting to edit our
expanded proposal, a meeting to prepare for the public
hearings, and Borough-level organizing meetings to reach out
were about all we needed, each year. We did not build a
bureaucracy. We had meetings only when we needed them.

The second year we did another outreach campaign, and
grew to 120 agencies, ten of whicn were themselves
coalitions, so by the end of the ==cond year we represented
over 600 agencles,

The momentum with which we exganded was critiral both to
persuading our elected officials and to persuading existing
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advocacy groups that there was broad-based support for our
ideas and that we were a force to be reckoned with.

puring this perlod we Li1r=d temperary staff to make
phone calls, keep recoris, send mailinas, and handle the
tremendous amount of careful communication that had to go on
to develop membership this quickly, and, further, to mobilize
the membership for lobbying.

Ongoing cemmunication with our membership was critical,
So we put out a BULLETIN every twn or three weeks during the
heat of the budget perfod every spring, and put out a
oulletin every two or four months during the rest of the
year.

3) DESIGNING OUR PROPOSED MODELS CAREFULLY ON PAPER

We wrote a highly professional, and inspirational
proposal to the City government, which gave the rationale,
the need, the detailed description of the programs and the
budgets for each. It was about 15 pages long. This was our
talkinc paper. 7Tt was carefully written and edited. We sent
a draft out to all our members for thelr review, and invited
them to an open meeting to give feedback on the document.
The document was then revised and sert out again. Before we
presented it to officials we had full constituency support
fer it.

The document helped establish that we were not only good
organizers, but we were professionally competent. Each year
we have written such a prop~sal detailing proposed expansion
and enhancement of the programs.

4) NEGCTIATING WITH CITY BUREAUCRATS.

We were proposing taat the City employ and train young
people in housing rehabiitation. At the outset they did not
wanrt to do this. The Department of Housing sald young neople
couldn't do it; they sald young people couldn't keep to che
schedules or produ.e quality work, and they would just be a
nulsanze. The Department of Employment didn't want to do it
elther. They sald they didn't know anything about housing; it
wasn't $» thelr province and it would dJ.st be a nulsance.
Everyore 'se sald that getting these two departments to
coopevat- _uld be impossible. Sc we had a job to do.

We set up a series of meetings with commissioners and
deputy commissioners o discuss our proposal. Our goal was
to persuade them that if we covld, indeed, ralse the money
from the City Council and Board of Estimate as an add-on to
the Mayor's budget, they would testify that they were willing
tS Implement the program. we had already established that
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they would not request it, nor would the Mayor fund it. The
monies had to come from the City Council as an addition to
the Mayor's budget. But If the Commissioners testifled to
the City Council that the program was wunworkable, unwieldy,
and undesirable, it would be most difficult to get+ the funds.

In the first year, despite several thoughtful nmeetings,
we dld not get real support from these commissioners. They
were subtly and not-so-subtly undermining our proposal right
through the budget process, The Commissioner at +*he time
tacked his ocwn favorite proposal on at the 1last nminute,
taking advantage of our organizing to get additional monles
for the things he most wanted, which we hadn't proposed at
all. oOur =supporters on the City Council finally had to
mandate the Commissioner's compliance with ovr proposal.

But since we had been careful not to make enemies, and
held them accountablie to the 1intent of the City Counclil
wlthout attacking them, we were in a position to gradually
b111d a cooperative relationship.

As time went on, the Commissioners embraced the program
and in the third year the Mayor took great pride 1in it,
adding two million dollars to the program on his own. The
City bureaucrats are definitely »ur allies now in expanding
and enhancing the programs.

5) LOBBYING AND TESTIFYING WITH ELECTED OFFICIALS

We wrote a letter and sent our proposal to every member
of the City council and Board of Estimate. We took a
constituency group to meet with every member of the Board of
Estimate, and every member of the Youth Committee and the
Finance Committee of the City Council, and we met with the
chairpersons of several related committees.

We tock as large and representative a group to each
meeting as we could muster from their own districts, and made
sure to always have young people present as spokespeople
For the first two years the youth spokespeople were almost
always from the Youth Action Program, regardless of the
geography. Their speaking always had the greatest impact of
all.

We scheduled every lobbying meeting from the central
office. It did ..o. work to ask people to make appointments
with their own .egislators. People were too busy. We made
all the appointments, and then set up the attendance 1lists
for every meeting. Our members would say, ‘Just tell me
where to go and when to be there," and they would show up
ready to speak passionately on behalf of the proposal. We
would aiways have a staff person there to deal with the
technicalities and orchestrate the outpouring of support.

1€ .
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We had wonderful lobbying meetings. People o0ld and
young; Black, White, Latin, Asian, and Bi-racial;
profeasional and grasarootsa; relliglous and secular: we would
come together, many never having met each other before, and

speak from the heart. We would win over the 1legislator and
leave happy, delighted to be working together.

In additlon to the step-by-step 1lobbylng, we made
dramatic appearances at the public hearings on the Mayor's
budget. There 1s annually a hearing in every borough, and
then a City-wide one. We prepared large numbers of young
people to speak, and scheduled many agency directors as well.
In 1984 25% of the people who testified at the public hearing
were representatives of the Coalition; in 1985 40% of the
testimony on the Mayor's budget came from our members. We
could not be ignored.

Further, we brought large groups 1in bright Coalition I
t-shirts to sit In the audience and to stand and clap after
each of our speakers.

During the actual final budget negotiations at City
Hall, we carried out a 48 hour viyil. The first year, two of
us stayed there all night, continuing to lobLy and gradually
becoming cheerleadera for our councilpeople who were working
through the night to finish up the budget. That year we were
the only advocates in City Hall. The second year, thinking
that the experience of living through the final hours would
be e¢xciting and useful for the young people, we staged a
48-nour vigil with different groups of young people from all
over the city coming for tours of duty. To make it a real
event with pizazz, we scheduled performances of cheerleaders,
drama groups, marchers, scug leaders, and bands, to entertain

ourselves. But we also ended up entertaining all the
legislators all through the night. It became quite a

delightful process.

The third and fourth years we malntained the viqgil, but
we were no longer alone. Every significant advocacy grcup in
New York, learning from our experience, had a represertative
dwelling in City Hall for the final days, each 1lobby:ng for
his or her 1issue, and all of us carrying on qulte a
convention while the elected officlals tried to avold us.

This combination of systematic lobbylng, testifying, and
jazzy demonstrations of broad support was most effective. It
was, however, dependent on having at least a few
well-positioned, strongly supportive legislators. In the
third year we had a change in the chairmanship of the flinance
committee, and the new chalr offended the young people by
being rude, and in the fourth year he changed the rules,
preventing any group from speaking more than four times.

[y
™

\}
- . 174 Successful Compalign
ERIC palg




ERIC

This was directed at us. However, we had already made our
mark.

&) INVOLVING YOUNG PEOPLE EVERY STEP OF THE WAY

Our Coalition was designed to increase the leadership
role of young people. The Coalition grew out of the vYouth
Action Program. The young people there had made youth
employment their priority for action 1in 1982. They had
defined youth employment in housing rehabilitation for the
homeless as their highest priority for the kind of youth
employment they would like to see.

When Majyor Koch instituted a program called the "cCapital
Jobs Program", for "disadvantaged people" to be employed
building housing, we saw an opportunity tc tac.'e youth
employment. The Mayor had no Provision in h . cCar.tal Jobs
Program for youtn. Our young people's Policy Committee
decided we should start a Coalition and try to get young
people included in the capital Jobs Program. They were
completely enthusiastic. Thelr decision to go forward
preceded the founding of the Coalition,

They participated in every meeting and event c¢f the
Coalition. This was not Customary practice in the advocacy
community. We had meetings uptown, in our big o01ld funky
building, rather than downtown in the main advocacy offices.
We had young people speaking up, and we asked thelir opinion
on each issue. This attracted some people and repelled
others. There were a very few agency directors who sald
things 1like, "I don't have time to waste at meetings in which
you give your young people fake leadershipz development. I1f
they're not able to fend for themselves in a meeting, they're
not ready to participate. I don't agree with this approach
of making space for young people to speak in adult meetings."
But the great majority of our constituency was thrilled at
the inclusion of the young people,

The first year, only the Youth Action Program and one
other agency had young people prepared to speak at the public
hearings. By the fourth year, fourteen agencies had youth
represcntatives prepared to speak out publicly. We consider
this one of the significant accomplishments of the Cnalition.

This preparation was not simple. The first year twenty
young people met every Wednesday night at Youth Action
Program to prepare themselves to be well organized, and well
spoken at the hearings. They practiced walking in single
flle, standirg up and sitting down in unison, speaking fiom
the heart without notes, cpeaking from laboriously written
notes. We practiced explaining the entire mission of the
Coalition, and practiced what we would say at 1lobbying
rieetings.

1€
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Every year some 2imilar group of young people has had to
prepare itself. 1In the third and fourth years we gave publlc
speaking workshops in several borougha. Seelng how easy and
enjoyable it was, the agencles then took over and prepared
thelr own youth members to speak.

In the third year we held a conference of 300 people,
abcut 230 of them young people, to put together our program
for the spring. A speak-out to supportive legislators, and
small group discussions, and a wonderful dinner brought out
enormous enthusiasm and excitement from the young people.
The constituency was there to be organized, walting for a
real role. This is true in every City.

We never had enough staff or money to build on thls the
way we should have. But it <carrled the day for our
employment proposals!

7) NEGOTIATING WITH AND BUILDING UNITY WITH OTHER
ADVOCACY GROUPS

In some ways, this was the tricklest aspect of the
campaign. While uther advocates helped us enormously by
sharing informaticn, tactical thinking, and contacts, they
also had competing aaendas of their own and at certain wpoints
would have resiasted our recommendations 1f we hadn't bullt
such a powerful constltuency.

We walked a tightrope here, on the one hand trylng to
develop a unified proposal that took Into account the entire
field's agenda, and on the other hand having to defend our

own central! plank from varlous onslaughts. Some of the
professional advocates tended to be more like the City
bureaucrats. They were less identifled with local

communities, and had less confidence in the model of youth
employment in housing rehabllitatlon fo: the homeless. They
also professed less confidence 1In the elected offliclalsg,
often saying that the cfficlals could only understand simple
constructs.

At the outset another group of 5 or 6 well respected
agencles decrlied our proposal and our methods. They had a
different agenda for youth employment, didn't think young
people should be involved in the planning, and didn't think
we could get more than one ldea across to the leglalators.
Our Coalition sald we would embrace thelr agenda, and go for
a two-pronged approach to youth employment. They sald they
had no confidence in that, and pulled out. But New York 1s a
big place, and 5 or 6 dlissenters had 1ilttle effect. We
continued to advocate for their model, and we got it funded,
along with five other niodels which were gradually added by
surselves and others to the overall program deslign.
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Virtually all the dissenters later benefitted from our
success when they appiied for and received contracts from the
City to implement the program.,

We went through wvarious cycles of conflict and
resolution, tension and relaxation, cooperation and distrust,
with one advocacy group. But through a determincd effort to
maintain unity, each time, we struggled through to a united
position, sometimes achieving the appearance of unity and
sometimes reaching real unity. At one point things were so
bad that the other group called for "binding arbitration"
between us and them regarding the amounts of money we wouald
recommend for each program model. Wwe rejected that, and said
we thought we could hammer out an agreement just n=2gotiating
with each other. We didn't need outside "experts" to tell us
what we could ask for. We were accountable te the
constituency <%hat supp>rted our recommendations and we
weren't about to abdicate our responsibility to them in favor
of some unknown individuals. We did succeed in coming to an
agreement thrcugh direct regotiations.

Over time we worked out a real modus vivendi, with real
mutual respect, because we all had basic commitment to the
cauce and we all kept our word.

8) MAINTAINING AND MONITORING OUR SUCCESS

Each year we have put some attention on improvements and
enhancements needed in the employment program, and have
recommended them to the Department of Employment. Generally
speaking, they have implemented our recommendations.

We have maintained a supportive and appreciative
attitude toward the City agencies involved. They, 1i.. turn,
have been flexible and supportive to |us. Eventually the

Mayor embraced it, too, and the City Council and Board «-
Estimate are still proud of their initiative.

As a result of this organ.zing, New York City runs the
largest municipally-funded youth employment and training
program in the country, which includes 6,000 young people
each year.

outh Action Program
1280 Fifth Avenue
New York, NY 10029
Phone: 212-860-8170
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POSTSCRIPT

Everything descrihed in this handbook is probably more

difficult than it sounds. BRe prepared for long hours, deep
disappointments, on-going trustrations, and periodic
uncertainty about the impact of it all. You can alsc
anticipate great moments of success as new ideas are
generated, exciting projects are completed, deep

relationships are formed, and many individual young people
gain a new level of confidence, skill, and freedom to act on
their own intelligent vision for a better world.
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We,

YOUTH ACTION PROGRAM PLEDGE
the members of the Youth Action Program,

Pledge that we are working together:

ERIC

to improve and rebuild our community

to relate to each other in cooperative ways
tov develop our potential as leaders

to educate and improve ourselves and help
others along the way

to respect our peers, neighbors, and all life
tc be part of a great movement for justice,
equality, and peace.

this we will do with love and with dignity.




