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Introduction 

Who We A r e  

The Leadership Institute for Women began in 1982 in response to issues 
ra ised by rape c r i s i s  centers  and ba t te red  women's programs around the 
country.  In s t a t e  a f t e r  s t a t e ,  a c t i v i s t s  voiced cons i s t en t  concerns: 
although the an t i - r ape  and ba t te red  women's movements were providing 
l i f e - s a v i n g  s e rv i ce s ,  the vis ion of socia l  change and advocacy for 
women was d isappear ing;  old organizers  were burning-out but they had 
no time to help emerging leaders find the i r  place;  p ro f e s s iona l s  were 
rep lac ing  grass roo ts  a c t i v i s t s  as movement spokeswomen. In response 
to these concerns, the Leadership Inst i tute  for Women was born. 

Our idea was to bring together  emerging and current  leaders from rape 
c r i s i s  centers  and ba t te red  women's programs, s t a t e  by s t a t e .  We 
would o f fe r  these women three days of s k i l l s  and planning workshops, 
i n s p i r a t i o n  and bonding. Thus, began the Leadership Development Pro- 
j e c t ,  our f i r s t  e f f o r t .  Since 1982, we have of fered  t r a i n i n g  seminars 
through s t a t e  c o a l i t i o n s  of ba t te red  women's and an t i - r ape  organiza- 
t ions in North Carol ina,  South Carol ina,  Tennessee, Arkansas, Oregon, 
Washington, Massachusetts,  Missouri ,  New Hampshire, Texas, West 
Vi rg in ia ,  and Minnesota. Through these e f f o r t s ,  we have t ra ined  
hundreds of women and wr i t t en  the mate r ia l s  in th is  manual. 

In 1985, we o f f i c i a l l y  added two components to the I n s t i t u t e .  The 
Technical Assis tance Pro jec t  provides telephone and o n - s i t e  help to 
groups we have previous ly  t ra ined  and those that are cu r r en t l y  ex- 
per ienc ing  d i f f i c u l t i e s .  We of fe r  consu l t a t i on  around issues as 
d iverse  as solving s t a f f / b o a r d  problems, designing a n t i - r a c i s t  s t r a t e -  
g i e s ,  planning a new p r o j e c t ,  or mapping out a l e g i s l a t i v e  agenda. 

The  s e c o n d  new c o m p o n e n t  i s  t h e  Women o f  C o l o r  O r g a n i z i n g  P r o j e c t .  
A r o u n d  t h e  c o u n t r y ,  women o f  e o l o r  a r e  a s s u m i n g  l e a d e r s h i p  in  l o c a l  
a n d  s t a t e w i d e  p r o j e c t s  f o r  b a t t e r e d  women and  r a p e  s u r v i v o r s ,  a s  w e l l  
a s  in  w o m e n ' s  r e s o u r e e  c e n t e r s ,  y e t  t h e y  f r e q u e n t l y  f i n d  t h e m s e l v e s  
unsupported.  Since 1982, a c r i t i c a l  aspect of our s t a t e  by s t a t e  
t r a i n i n g  has been to encourage the leadership  of women of color and to 
chal lenge white women to build m u l t i - c u l t u r a l  and a n t i - r a c i s t  pro- 
grams. Through '~DOOP, we send experienced women of color a c t i v i s t s  to 
help organize women of color task forces .  We of fer  technica l  a s s i s -  
tance to groups in the i r  e f f o r t s  to end racism and to bui ld the lead- 
e rsh ip  of Black, Lat ina,  Native American and Pac i f i c  Asian women. 



The P h i l o s o p h y  i n  T h i s  T r a i n i n g  M a n u a l  

The Leadership I n s t i t u t e  for Women of fe r s  t r a i n i n g  and technica l  
a s s i s t ance  in order to support and bo l s t e r  a g r a s s r o o t s ,  feminis t  and 
m u l t i - r a c i a l  movement to end violence against  women. We have several  
premises about our work: 

I. 

. 

. 

. 

. 

. 

Social  change v i s i o n .  We hope to crea te  socia l  change based 
on an understanding of the unequal power r e l a t i o n s h i p s  in 
our soc i e ty .  We see the ba t te red  women's and a n t i - r a p e  
movements as part  of a larger  e f f o r t  to chal lenge inequa l i -  
t i e s  of gender, race and c l a s s .  Our t r a i n i n g  is designed so 
that  new a c t i v i s t s  e x p l i c i t l y  understand th i s  v i s i on .  

Activism. Another goal is to help women become i n i t i a t o r s  
of change and to help them empower other women to become 
change agents .  Our method for doing th i s  is to crea te  a 
t r a i n i n g  experience in which women feel the personal and 
c o l l e c t i v e  power that  r e s u l t s  from working with other women. 

Leadership expansion. In our view, leadership  is not a 
s t a t i c  p e r s o n a l i t y  qua l i ty  that  belongs to a few lucky indi-  
v idua l s .  Leadership is the a b i l i t y  to act responsib ly  and 
c r e a t i v e l y .  Leadership s k i l l s  can be taught to many, 
e s p e c i a l l y  if  o rganiza t ions  develop t r a i n i n g  plans .  If we 
are to crea te  the social  change necessary to end violence 
and to win women's equa l i ty  and freedom, then many women 
must be acknowledged as leaders and a s s i s t e d  in the develop- 
ment of the i r  v i s ion  and s k i l l s .  Thus, we include many 
s k i l l - b u i l d i n g  workshops in th is  manual. 

Network bui ld ing .  Because socia l  change is d i f f i c u l t  to 
c rea te  and s u s t a i n ,  i t  is e s s e n t i a l  for small i so l a t ed  
g rass roo ts  programs to make l inks to,  and work with,  s imi la r  
programs. Thus, our t r a i n i n g  seminars s t rongly  support the 
development of s tatewide c o a l i t i o n s  and networks. 

Organizational development. At the same time that  women 
crea te  s ta tewide e f f o r t s  for social  change, they need to 
sus t a in  the i r  local service  programs for survivors  of vio-  
lence.  Our t r a i n i n g  encourages the use of a feminis t  model 
of serv ice  de l ive ry  based on concepts of empowerment, s e l f -  
help,  peer support ,  advocacy, shared decision-making and 
p a r t i c i p a t i o n .  While we advocate for a n d t e a c h  th i s  model, 
we also recognize the complexity and d i f f i c u l t y  in using i t  
r e spons ib ly .  We, t h e r e f o r e ,  help t r a i n i n g  p a r t i c i p a n t s  
design o rgan iza t iona l  models that  funct ion well and that  are 
accountable for the work they promise. 

L e a d e r s h i p  o f  s u r v i v o r s ,  women o f  c o l o r  and  l e s b i a n s .  Our  
v i s i o n  o f  e m p o w e r m e n t  m a n d a t e s  t h a t  b a t t e r e d  w o m e n ,  r a p e  
s u r v i v o r s ,  women o f  c o l o r  a n d  l e s b i a n s  p l a y  an  a c t i v e  a n d  
a c k n o w l e d g e d  l e a d e r s h i p  r o l e  in  l o c a l ,  s t a t e  a n d  n a t i o n a l  
e f f o r t s .  In  o u r  t r a i n i n g s ,  we o f f e r  w o r k s h o p s  on r a c i s m ,  
h o m o p h o b i a  a n d  e m p o w e r i n g  b a t t e r e d  women a n d  r a p e  s u r v i v o r s ;  
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we convene caucuses of su rv ivors ,  lesbians and women of 
color and we help organiza t ions  design s t r a t e g i e s  and plans 
to end d i s c r i m i n a t i o n .  

The Format of the Manual 

The manual is divided into four major s ec t i ons .  The f i r s t ,  Developing 
New Ideas About Leadership,  broadens p a r t i c i p a n t s '  understanding of 
l eade r sh ip ,  helps them c l a r i f y  the i r  own leadership  needs, and gives 
them p rac t i c e  in bui ld ing  o t h e r s '  leadership  exper iences .  The second 
s e c t i o n ,  Developing An Analysis and A Vision of Social J u s t i c e ,  o f f e r s  
p a r t i c i p a n t s  a chance to explore quest ions such as - What socia l  con- 
d i t i o n s  c rea te  violence against  women? What is homophobia? Can I 
empower people? What can I do to stop racism? The exerc ises  in th i s  
sec t ion  encourage leaders to develop a v is ion  of soc ia l  j u s t i c e  for 
the i r  da i ly  work. Section three ,  Building E f f e c t i v e  Social Change 
Organizations, teaches community organizing and c o a l i t i o n  bu i ld ing  
s k i l l s .  I t  helps women crea te  more e f f e c t i v e  organiza t ions  through 
the inc lus ion  of workshops such as, Chair ing E f f e c t i v e  Meetings, 
Resolving C o n f l i c t s  and Negotiating for Resources. The fourth sec- 
t ion ,  Sus ta in ing  Our Work, o f f e r s  ideas for i n s t i t u t i o n a l i z i n g  leader-  
ship development e f f o r t s  at the s t a t e  and local l eve l .  In the Appen- 
dix, the reader wil l  find evaluat ion  tools  and a Leadership T ra in ing  

Sample Agenda. 

At the end of each workshop d e s c r i p t i o n ,  the reader wil l  f ind the 
handouts for the exerc ises  within that  workshop. These should be 
dup l i ca ted  and given to p a r t i c i p a n t s .  Some workshops also include a 
l i s t  of recommended readings.  The fu l l  c i t a t i o n s  for these can be 
found in the bibl iography at the end of th i s  manual. There is also a 
small l i s t  of add i t iona l  recommended readings for those i n t e r e s t e d  in 
increas ing  the i r  awareness about lesbians and women of co lor .  

Although c e r t a i n  workshops are best done in sequence, (for examPle, we 
move from Challenging the Myths About Battering to Exploring the 
Analys is ,  Par ts  I and II or from Defining Leadership to Building Other 
People's Leadership) ,  we do not recommend s t a r t i n g  at the beginning of 
th is  manual and working through i t  in a three day seminar. Rather,  we 
suggest that  t r a i n e r s  use those workshops that  best meet a group 's  
needs. In te rmingl ing  s k i l l s  workshops with those that  teach ana lys i s  
seems to work most e f f e c t i v e l y .  

The reader wi l l  no t ice  that  some of the workshops repeat themes. This 
r e p e t i t i o n  is included to enhance the learning of new concepts .  How- 
ever,  the t r a i n e r  must c a r e f u l l y  read th i s  manual in advance and 
choose the workshops she wil l  use based on the group 's  s k i l l  level and 
exper ience.  For some, the r e p e t i t i o n  wil l  be boring and the t r a i n e r  
need not include a l l  the workshops that  r e i t e r a t e  the same themes. 



Evening events ,  such as the workshops on Celebrating Women's Culture 
and Resisting Rape, and caucus meetings over meals are e s s e n t i a l  to 
build bonds of support and t r u s t  among the p a r t i c i p a n t s  and to l i gh ten  
p a r t i c i p a n t s '  s p i r i t s .  

How t o  C o n d u c t  Workshops 

For each s t a t e  t r a i n i n g ,  we ask that  a planning committee work with us 
and i t s  member programs to develop an agenda in the months preceding 
the t r a i n i n g  and to insure the p a r t i c i p a t i o n  of women of co lor ,  
lesbians and su rv ivors .  This committee is also respons ib le  for 
r e c r u i t i n g  p a r t i c i p a n t s ,  exp la in ing  the purpose of the t r a i n i n g  and 
d i s t r i b u t i n g  reading ma te r i a l s  in advance. We also ask each s t a t e  or 
t r a i n i n g  group to assign a l i a i s o n  to the Leadership I n s t i t u t e  and to 
choose one woman of color and one survivor of violence who wi l l  serve 
as contact  people for us and educate us about condi t ions  in t he i r  
s t a t e .  Each group also f i l l s  out ques t ionna i res  that  give us informa- 
t ion about local and statewide needs and i ssues .  Every t r a i n i n g  
agenda i s ,  t h e r e f o r e ,  unique and f l e x i b l e .  As a r e s u l t ,  t r a i n e r s  
using th i s  manual wi l l  need to develop new exerc ises  in response to 
local  reques t s .  

Trainers  should begin seminars using the leas t  th rea ten ing  or contro-  
ve r s i a l  m a t e r i a l .  Building t r u s t  with the p a r t i c i p a n t s  is key. Then 
t r a i n e r s  can best introduce workshops on topics  l ike racism or homo- 
phobia. I t  is also e s s e n t i a l  that  the group be given ample time to 
discuss  and react  emotional ly to d i f f i c u l t  m a t e r i a l .  In other words, 
these workshops are not recipes  for success;  above a l l ,  t r a i n e r s  must 
be f l e x i b l e  and w i l l i n g  to reorder or change the agenda based on par- 
t i c i p a n t s '  needs. 

As they begin to conduct workshops, the t r a i n e r s  must help make 
connections from one workshop to the next.  Trainers  should explain 
the goals of each workshop jus t  as they should p e r i o d i c a l l y  summarize 
and remind the group what i t  has learned,  e . g . ,  "We have jus t  f in i shed  
two workshops on the ana lys is  and v is ion  that  leaders need and now we 
are going to explore the s k i l l s  e s s e n t i a l  for e f f e c t i v e  l e a d e r s h i p . "  

Because we teach a philosophy of empowerment, we also try to p r a c t i c e  
i t  in the seminars. We encourage as much p a r t i c i p a t i o n  as poss ib le  by 
cons t an t ly  asking women to work together  in small groups. Most  of our 
workshops are based on p a r t i c i p a t o r y  exe rc i se s .  When workshops are 
p r imar i ly  d i d a c t i c ,  we of ten  include exerc ises  in which p a r t i c i p a n t s  
apply the concepts introduced in the l e c t u r e .  We urge p a r t i c i p a n t s  to 
give us feedback on the agenda and to form task groups that  meet over 
meals, during breaks and a f t e r  the t r a i n i n g  ends. As a team of three 
f a c i l i t a t o r s ,  we run s o m e  workshops concur ren t ly ,  (for example, 
Chairing Meetings, Resolving Conflict and Developing A Legislative 
Agenda), so that  p a r t i c i p a n t s  can focus on areas of g r e a t e s t  i n t e r e s t .  

Another aspect of empowerment, c r i t i c a l  to the success of leadersh ip  
t r a i n i n g ,  is the f a c i l i t a t o r s '  s e l f  d i s c lo su re  and wi l l i ngness  to 
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share.  Our t r a i n i n g  team always includes a woman of co lo r ,  a lesbian 
and a survivor of v io lence  who meet with t h e i r  r e spec t i ve  groups and 
encourage the p a r t i c i p a t i o n  and leadersh ip  of women within them. 

A f i na l  aspect of empowerment is that  we always t ry  to leave t r a i n i n g  
groups with concre te  plans for fu tu re  work toge the r .  Often new s t a t e -  
wide committees or task forces  begin at Leadership Development 
Tra in ings .  We t ry  to match women with others  around the s t a t e  who 
want to solve s imi la r  problems or who have s imi la r  needs. In other 
words, we hope to a c t i v a t e  women p o l i t i c a l l y  and help them recognize 
each o t h e r ' s  e x p e r t i s e  as they organize new p r o j e c t s .  

We see th i s  manual as a beginning statement - a way to share the 
e x e r c i s e s  and workshops that  have helped to build s ta tewide networks, 
empower the disempowered and c r ea t e  soc ia l  change. We encourage 
groups to use the m a t e r i a l s ,  send us t h e i r  f eedbackand  request  our 
help in e f f o r t s  to make the world safe and f ree  for women. The Lead- 
ersh ip  I n s t i t u t e  for Women may be contacted at 524 McKnight S t . ,  
Reading, PA 19601, 215/373-5697. 
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WORKSHOP I-A 

Beginning the Training: 
Introductions 
& Agenda Review 
G o a l s  

I. 

• 

3. 

4. 

To explain the h i s to ry  and programs of the Leadership I n s t i -  
tu te  For Women. 

To help p a r t i c i p a n t s  bond with each o ther .  

To crea te  a f ee l ing  of inc lus ion  for the p a r t i c i p a n t s .  

To present  the agenda to the group and request the i r  feed- 
back. 

Why We Include This in Leadership Training 

Many p a r t i c i p a n t s  are s t rangers  to each other when they a r r i ve  at the 
t r a i n i n g  sess ion .  One of the major bene f i t s  of the leadership  de- 
velopment t r a i n i n g  is that  women from across the s t a t e  have the oppor- 
t un i t y  to know one another and to form l a s t i n g  networks. This 
s t rengthens  c o a l i t i o n s  through which women win l e g i s l a t i v e  and pol icy 
changes and add i t iona l  funding. A strong s t a t e  network also breaks 
the i s o l a t i o n  workers experience in women's c en t e r s ,  rape c r i s i s  
o rganiza t ions  and ba t te red  women's programs and c rea tes  a new com- 
munity. 

This workshop encourages p a r t i c i p a n t s  to meet each other and, at the 
same time, allows them to s c r u t i n i z e  and change the agenda, making i t  
t h e i r s •  I t  se ts  a p a r t i c i p a t o r y  tone which is bu i l t  upon throughout 
t r a i n i n g .  

D e s c r i p t i o n  of  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  welcomes the group and presents  background information 
on th i s  p a r t i c u l a r  t r a i n i n g ,  c r e d i t i n g  the s t a t e  contact  people for 
t he i r  work in organizing i t .  

The f a c i l i t a t o r s  then spend approximately 10 minutes in t roducing  them- 
selves to the group by sharing the i r  responses to the following ques- 
t ions  (wr i t t en  on a f l i p  cha r t ) :  

I. How did you get involved in working with ba t te red  women (or 
rape victims or women)? 

2. What  work are you doing now? 

Step I I :  I n s t r u c t i o n s  

The f a c i l i t a t o r  then i n s t r u c t s  the p a r t i c i p a n t s  to break into t r i a d s .  



she encourages p a r t i c i p a n t s  to choose two other women they do not 
know. Each  person in the t r i a d  spends three minutes responding to the 
same quest ions the f a c i l i t a t o r s  answered. 

I. How did you get involved in working with ba t t e red  women (or 
rape vict ims or women)? 

2. What  work are you doing now? 

Step I l l :  I n s t r u c t i o n s  

The e n t i r e  group reconvenes. E a c h  member of a t r i ad  introduces 
another member, taking no more than one minute.  If there are more 
than t h i r t y  p a r t i c i p a n t s ,  ind iv idua ls  introduce themselves and s t a t e  
the name of the i r  program. 

Step IV: I n s t r u c t i o n s  

After the i n t r o d u c t i o n s ,  the f a c i l i t a t o r  e l i c i t s  more information a- 
bout the p a r t i c i p a n t s  by c a l l i n g  out the ca tegor ies  below (and any 
other re levant  ca t egor i e s )  and asking people to ra i se  the i r  hands and 
i d e n t i f y  themselves accordingly .  

How many people are:  

c h i l d r e n ' s  advocates 

Women's advocates 

non-paid workers 

non-she l t e r  workers 

workers with men who ba t te r  

workers from rural  programs 

Step V: Summary 

The f a c i l i t a t o r  concludes the in t roduc t ions  by encouraging p a r t i c i -  
pants to get acquainted,  share problems and eat meals together  
throughout the t r a i n i n g .  She urges p a r t i c i p a n t s  to meet with others  
from across the s t a t e  who do s imi la r  work. 

Step VI: I n s t r u c t i o n s  

The f a c i l i t a t o r  d i s t r i b u t e s  the agenda to the group and explains  i t  
b r i e f l y .  (See Appendix for S~nnple Agenda.) She notes that  i t  was 
developed in response to the needs that  the s t a t e  c o a l i t i o n  or contact  
people i d e n t i f i e d .  The group is then of fe red  an oppor tuni ty  to pro- 
vide feedback which the f a c i l i t a t o r s  t ry to incorporate  into the 
agenda. If a p a r t i c u l a r  need cannot be met, the f a c i l i t a t o r s  urge 
small groups to convene over meals to discuss  those i s sues .  They re- 
quest p a r t i c i p a n t s  to wri te  the i r  ideas for p a r t i c i p a n t - i n i t i a t e d  
meetings on newsprint and post the paper around the room. 
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Step VII: Ins t ruc t ions  

Where the t ra in ing  involves numbers of women new to the sponsoring 
organizat ion,  i t  is important to invi te  the old leadership of the 
organizat ion to b r i e f l y  provide information about the mission, h i s tory  
and s t ruc tu re  of the organizat ion.  The f a c i l i t a t o r  must point out 
that for new people to become act ive  in the organizat ion,  they must 
have this information. 

C o n c l u d i n g  Comments 

The f a c i l i t a t o r  emphasizes that the introduction is only the beginning 
of knowing one another. The t ra in ing  workshop wil l  provide many other 
oppor tun i t i es .  

Handouts: None 

Reading, Resources, References: None 

Time Frame: 90 minutes, unless the group is small. 
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WORKSHOP I-B 

Defining Leadership 

G o a l s  

1. 

2 .  

. 

To demystify and broaden ideas about l eadersh ip .  

To demonstrate that  leadership  is 
s t a t i c  pe r sona l i t y  q u a l i t i e s .  

a c t i v i t y  ra ther  than 

To i l l u s t r a t e  that  leadership  ex i s t s  in many people and ex- 
tends far beyond those recognized as formal leaders .  

4. To encourage 
o the r s .  

formal leaders to f a c i l i t a t e  the leadersh ip  of 

Why We I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g  

Frequent ly ,  people def ine  leadership  by a l i s t  of p e r s o n a l i t y  a t t r i -  
butes that  a lucky few possess .  They may acknowledge as leaders only 
those who receive publ ic  a t t e n t i o n .  This exerc ise  is designed to 
chal lenge these concepts of leadership  and replace them with more 
democratic and a c t i o n - o r i e n t e d  ideas. It  emphasizes the c r i t i c a l  role  
that o rgan iza t ions  play in developing or h inder ing p a r t i c i p a t i o n  and 
l eader sh ip .  

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  introduces the exerc ise  by saying that  " leadersh ip"  is 
a broad concept which must be broken down into p a r t s .  To help us look 
at the concept more c l o s e l y ,  we have created four c a t e g o r i e s .  

The f a c i l i t a t o r  
newsprint .  

then wr i tes  the four ca tegor ies  on the board or on 

Personal A t t r i b u t e s  S k i l l s  Resources Vision 

The p a r t i c i p a n t s  are asked to begin with the f i r s t  column, Personal 
A t t r i b u t e s ,  and brainstorm q u a l i t i e s  which good leaders need. The 
t r a i n e r  moves the group from column to column, placing i t s  responses 
in the appropr ia te  category.  Some answers f a l l  under more than one 
category,  and they wi l l  be added where appropr i a t e .  

Poss ib le  responses from p a r t i c i p a n t s :  

Personal 
A t t r i b u t e s  S k i l l s  Resources Vision 

Fr iendly  
Outgoing 
Secure 

Negot ia t ing  
Adminis t ra t ion  
Fundrais ing 

Time to Work 
Copy machine 
Telephone 

Clear p o l i t i c s  
Sees connections 

among issues 
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Personal 
A t t r i b u t e s  S k i l l s  Resources 

Approachable 
Dedicated 
Ab i l i t y  to 

involve 
others  

Non-threat-  
ening 

Rel iable  
Hardworking 

F a c i l i t a t i o n  
Conf l i c t  r e s o l u t i o n  
Management 

Budget 
Writing s k i l l s  
Public speaking 
Networking 

Organizat ional  
support 

Mailing budget 
Travel budget 
Fexible home 

l i f e  

Vision 

Dedicated to 
empowerment 

Experience 
Ideas of where 

to move next 
Ab i l i t y  to in- 

sp i re  others  

To keep th i s  exerc ise  moving at a good speed, 
one or two persons other than the f a c i l i t a t o r  recording 
newsprint .  

i t  is he lpfu l  to have 
answers on 

Step I I :  Summary 

The f a c i l i t a t o r  wil l  have to supplement the l i s t .  Frequently the 
column, Personal A t t r i b u t e s ,  is f i l l e d  but the others  are not.  For 
example, the f a c i l i t a t o r  emphasizes that  resources l ike money and time 
should be supplied by the o rgan iza t ion ;  without th is  support ,  many 
less p r i v i l e g e d  women wil l  be unable to p a r t i c i p a t e .  The f a c i l i t a t o r  
also should s t r e s s  that  we usual ly  look for leaders with extens ive  
personal a t t r i b u t e s  and s k i l l s ,  while we forget  that  s k i l l s  and v is ion  
can be taught and resources suppl ied .  Because no individual  woman 
comes with pe r fec t  s t r eng th  in a l l  four columns, our o rgan iza t ions  
must set aside time and resources to t r a i n  and support many  new 
leaders .  This is an organiza t iona l  task that  we f requent ly  neg l ec t ,  
and we thereby weaken the movement. 

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  then adds a new category,  
four.  

Action, to her previous 

Personal A t t r i b u t e s  S k i l l s  Resources Vision Action 

She asks the whole group to l i s t  leadership  ac t ions  that  
seen demonstrated at the loca l ,  s t a t e  and na t ional  l eve l s .  

they have 

Poss ib le  responses from the p a r t i c i p a n t s :  

Action 

Take a stand on a d i f f i c u l t  issue 
Organize a p ro t e s t  
S ta r t  a s h e l t e r  
Acknowledge a c o n f l i c t  and try to deal with i t  e t h i c a l l y  

Step IV: I n s t r u c t i o n s  

The f a c i l i t a t o r  may need to expand on the l i s t  above and add examples 
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that  are not usua l ly  acknowledged as acts  of l eade r sh ip .  For example: 

I .  We must respect  the nay-sayer  the person who recognizes  
that  something is wrong and i n s i s t s  that  we discuss  an issue 
f u r t h e r .  

. Or the person who chal lenges  us by holding on to a v is ion  of 
empowerment of women or of c h i l d r e n .  

. Or the person who is quiet  in the group but who always adds 
the r igh t  comment to syn thes ize  the issues and helps the 
group move forward. 

. Or the person 
included.  

who pays a t t e n t i o n  so that  new people are 

Step V: Summary 

The f a c i l i t a t o r  wr i tes  a new d e f i n i t i o n  on the board - "Leadership is 
Act ion ."  Public or formal leaders  must respect  and develop other  peo- 
p l e ' s  l eade r sh ip ,  and t h e i r  oppo r tun i t i e s  to ac t .  

Sometimes a person ' s  a c t i v i t y  is recognized,  but her l eadersh ip  is 
not,  i . e . ,  we ca l l  someone a good worker, but when she has no formal 
l eadersh ip  pos i t ion  in an o rgan iza t ion ,  we f a i l  to acknowledge her 
l eade r sh ip .  Leaders should c r e a t e  o rgan iza t ions  and s t r u c t u r e s  that  
acknowledge and build upon the various leadersh ip  ac t ions  that  people 
take.  

Step VI: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the whole group to brainstorm ways to acknowledge 
acts  of l eade r sh ip .  

Poss ib le  responses from p a r t i c i p a n t s :  

I . We could include acknowledgements within every meeting we 
hold. 

2. We could recognize people ' s  l eadersh ip  
meet ings ,  public  events .  

in n e w s l e t t e r s ,  

3. We could do more personal ,  one- to-one ,  r e cogn i t i on .  

. We could make sure that  ind iv idua ls  rece ive  o rgan i za t i ona l  
resources  l ike  money, conference r e g i s t r a t i o n  fees ,  and time 
of f  from da i ly  tasks to f u r t he r  t h e i r  personal and p o l i t i c a l  
development. 

C o n c l u d i n g  C o m m e n t s  

The f a c i l i t a t o r  encourages p a r t i c i p a n t s  to understand t h e i r  
t i o n ' s  ro le  in supporting and t r a i n i n g  s t a f f  and members. 
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f a c i l i t a t o r  wants to advance the view that leaders are organizers ,  
i . e . ,  they involve many people; they encourage others to ac t ,  and they 
share the i r  s k i l l s  and vis ion.  F ina l ly ,  the f a c i l i t a t o r  should empha- 
size that leadership is an ever-expanding concept; many women can be 
taught and encouraged to act responsibly and c r e a t i v e l y .  To conclude 
this exerc i se ,  the f a c i l i t a t o r  asks pa r t i c ipan t s  to f i l l  out the at= 
tached handout, Preliminary Assessment and Workplan. 

H a n d o u t s :  

Preliminary Assessment and Workplan 

Readings, Resources, References: None 

Time Frame: 40 minutes 
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HANDOUT 

I .  

Pre l iminary  Assessment and Work Plan 

Please wr i t e  down the elements of l eadersh ip  you would l ike  to 
develop in the next year .  Choose only one leadersh ip  element in 
each ca tegory .  If the l i s t s  we produced e a r l i e r  in th i s  e x e r c i s e  
f a i l  to include an element important for your development, please 
do not h e s i t a t e  to put i t  on your l i s t  below. 

A t t r i b u t e s  S k i l l s  Resources Vision Action 

. What do you need to develop each element l i s t e d  above and who in 
your s t a t e  might help you? 

A t t r i b u t e s  S k i l l s  Resources Vision Action 

. Think of a person or several  persons whose l eadersh ip  you would 
l ike  to f a c i l i t a t e  over the next year .  T h e n  think of your own 
leadersh ip  a b i l i t i e s ,  e s p e c i a l l y  those that  you could share with 
another person in the movement. Then in each columr wr i t e  down 
the name of a person and the leadersh ip  element you could help 
her develop over the next year .  

A t t r i b u t e s  S k i l l s  Resources Vision Action 

. How could you inform the above person~s) of your w i l l i ngnes s  to 
share information and provide a s s i s t a n c e  without embarrassing her 
and without ac t ing  in an e l i t i s t  or disempowering way? 

T h i s  w o r k s h e e t  i s  f o r  y o u r  u s e .  We e n c o u r a g e  y o u  t o  t a k e  i t  h o m e  a n d  
i n v o l v e  o t h e r s  i n  y o u r  p r o g r a m  i n  a s i m i l a r  a s s e s s m e n t .  
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WORKSHOP I-C 

Building Other 
People's Leadership 
G o a l s  

I . 

. 

To help current  leaders reconceptua l ize  the i r  role and 
f ine leadership  as the a b i l i t y  to organize o the r s .  

To design plans to involve and empower more women in 
grams and in the movement. 

de- 

pro- 

Why We Include This In Leadership Train ing  

Frequently leaders complain that  they do a l l  the work and that  other 
women do not want to be involved. In a previous workshop, we defined 
leadersh ip  as ac t ion ;  t he r e fo re ,  we want to find ways to build many 
peop le ' s  a b i l i t y  to ac t .  This exerc ise  is designed to help p a r t i c i -  
pants answer the ques t ion ,  "Why a r e n ' t  people a c t i v e ,  and why don ' t  
they take more r e s p o n s i b i l i t y ? "  Then i t  suggests ways for leaders to 
motivate others  to ac t .  

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  breaks p a r t i c i p a n t s  into groups of f ive and asks them 
to d iscuss  the following quest ion and report  back to the whole group: 
"In your experience,  what are some of the reasons people don ' t  get 
involved in working for your organiza t ion?"  

Poss ib le  responses from the p a r t i c i p a n t s :  

No money 
Apathy 
H o s t i l i t y  to the issue 
Fear 

The p a r t i c i p a n t s '  l i s t s  may contain some explanat ions  that  blame 
o t h e r s ,  i . e . ,  "Nobody cares . "  The f a c i l i t a t o r  should point th i s  out 
and suggest that  i t  is not neces sa r i l y  t rue .  Other explanat ions  may 
h i g h l i g h t  resource problems that  programs must address s e r i o u s l y ,  
i . e . ,  "Women have no c h i l d c a r e . "  

The f a c i l i t a t o r  then asks the small groups to consider the following 
quest ion for a few minutes and report  back: "Why are you involved?" 

This workshop is adapted from mate r i a l s  developed by 
I n s t i t u t e ,  New York, N.Y. 

the Labor 

in 
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Possible  responses from the p a r t i c i p a n t s :  

I care.  
I want to help o the r s .  
I enjoy myself .  

After the repor ts  from each small group, the f a c i l i t a t o r  should review 
the answers and make the following s tatement:  "Do you do th i s  kind of 
work only for a l t r u i s t i c  reasons or do you get something out of i t?  
For example, someone once said that  she does th i s  work for the money, 
power and g lory .  Although she was kidding,  i s  there an element of 
t ru th  in her s tatement?" 

The f a c i l i t a t o r  then asks p a r t i c i p a n t s  to discuss  th i s  again in the i r  
groups and report  back. She urges them to explore the rewards, the 
"goodies" they get ,  such as r ecogn i t ion ,  expe r t i s e  and s t a t u s .  

Step I I :  Summary 

The f a c i l i t a t o r  points  out that  p a r t i c i p a n t s  should get something out 
of th is  work that  they themselves need, such as f ee l ings  of c o n t r o l ,  
some power, s e l f - c o n f i d e n c e ,  respect  in the community, public  speaking 
s k i l l s ,  f r i e n d s h i p ,  and/or e x p e r t i s e .  Leaders have to be carefu l  not 
to hog a l l  the "money, power and glory" so that  other people get a 
t a s t e  of success and are "turned on" to being a c t i v i s t s .  

The f a c i l i t a t o r  points  out that  sometimes we do not want to share - i t  
f ee l s  good to receive a l l  the a t t e n t i o n  and re spec t ,  but th i s  stance 
wi l l  even tua l ly  lead to overwork, f a i l u r e  and burnout.  

The purpose of th i s  exerc i se  is to show that people need rewards for 
p a r t i c i p a t i n g .  Without them, they wi l l  not stay involved. If leaders 
gain f r i e n d s h i p ,  support ,  resources ,  s k i l l s  and r ecogn i t i on ,  others  
need them, too. The job of a leader is to crea te  o rgan iza t ions  that  
provide these rewards to many. 

The f a c i l i t a t o r  also points  out that  old leaders need new rewards and 
tasks .  They can "move over" and do new work. In th i s  view, rewards 
and power are not f i n i t e  - they are ever-expanding and many people can 
share them. 

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  asks each small group to brainstorm and repor t  back 
ways that  o thers  might become involved. The groups should discuss  how 
leaders can share some power, r ecogn i t ion  and s t a tus  as o thers  get 
involved. 

Poss ib le  responses from the p a r t i c i p a n t s :  

I . Organize the women who have been in h o t l i n e  t r a i n i n g s  to- 
gether to plan a dinner for themselves and other vo lunteers  
and discuss  fu ture  d i r e c t i o n s  for the o rgan iza t ion .  
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. 

Make a l i s t  of new programs we need, e . g . ,  speake r ' s  bureau, 
and i n v i t e  f ive  women to form a committee to organize th i s  
a c t i v i t y .  Pub l i c i ze  the i r  work in our news le t t e r  and in the 
community. 

Ask women at the volunteer  meeting what the group would l ike  
to do for the next year and s t a r t  an events planning commit- 

t ee .  

. 

. 

. 

Sta r t  a s e l f - h e l p  network run by and for b a t t e r e d  women. 
Give the group a budget and o rgan iza t iona l  suppor t .  

Inv i t e  vo lun tee rs  to lobby with s t a f f  and ask them to plan 
a lobbying s t r a t e g y  with us for the year .  Include a repre-  
s e n t a t i v e  of th i s  l e g i s l a t i v e  group at our board and s t a f f  
meetings.  

Provide c a r f a r e ,  t r a n s p o r t a t i o n  and ch i l dca re  for volun- 
t e e r s .  

Step IV: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks each small group to choose one of these sugges- 
t ions  and design a d e t a i l e d  plan to implement i t .  The plan should 
include i d e n t i f i c a t i o n  of each d i s c r e e t  task,  the person to undertake 
the task ,  and a t ime l ine .  Completed plans should be posted on 
newsprint around the room. The s e c r e t a r y  for the sponsoring organ- 
i za t i on  might want to l a t e r  c o l l e c t  these plans and send them with any 
minutes of the t r a in ing  to p a r t i c i p a t i n g  o rg an i za t i o n s .  

C o n c l u d i n g  C o n l n e n t s  

The f a c i l i t a t o r  reminds the p a r t i c i p a n t s  that  i f  we are to end vio-  
lence aga ins t  women, change i n s t i t u t i o n s ,  and educate the pub l i c ,  we 
need many women a c t i v e  in the movement. The paid s t a f f  of our organi-  
za t ions  can never do a l l  th i s  work nor can i t  consider  i t s e l f  the 
movement. To be a movement for soc ia l  change and j u s t i c e ,  many women 
must join with us, gain new s k i l l s  and a sense of t he i r  own d i g n i t y .  
We must demonstrate to women that the power to change the world 
r e s ide s  in the i r  numbers. F i n a l l y ,  i f  we claim that we are a b a t t e r e d  
women's or a sexual a s s a u l t  movement, then s u r v i v o r s ,  themselves,  must 
p a r t i c i p a t e  in the work in s i g n i f i c a n t  ways and in large numbers. 

Handouts :  None 

R e a d i n g s ,  R e s o u r e e s ,  R e f e r e n c e s :  None 

Time Frame: 40 minutes 



WORKSHOP I-D 

Selecting Leaders 

G o a l s  

1. 

. 

To i l l u s t r a t e  that  women with d i f f e r i n g  p e r s o n a l i t i e s  and 
s k i l l s  can be good leaders•  

To consider how organ iza t iona l  resources can supplement 
con t r ibu t e  to leadership  development. 

and 

3. To provide p a r t i c i p a n t s  an oppor tuni ty  to p r a c t i c e  
eva lua t ing  leadersh ip  p o t e n t i a l .  

. To i l l u s t r a t e  that  good leaders work in teams, bu i ld ing  on 
the s k i l l s  of many people.  

Why We I n c l u d e  T h i s  in L e a d e r s h i p  T r a i n i n g  

Often women are se l ec ted  as leaders because of the i r  personal a t t r i -  
butes and s k i l l s .  Frequently we exclude valuable human resources by 
f a i l i n g  to consider how organ iza t ions  can support emerging leadersh ip .  
This exerc ise  s t r e s s e s  that  o rgan iza t iona l  support is c r i t i c a l  in the 
process of bu i ld ing  grass roo ts  leadership  and tha t ,  with organiza- 
t iona l  help,  many women can exerc ise  leadersh ip .  

Deseription of A e t i v i t i e s  

Step I: I n s t r u c t i o n s  

(Before using th i s  exe rc i se ,  the group must 
workshop e n t i t l e d  Defining Leadership•) 

have completed the 

P a r t i c i p a n t s  break into groups of 5-7. The f a c i l i t a t o r  d i s t r i b u t e s  a 
d e s c r i p t i o n  of three candidates who are seeking the pos i t i on  of s t a t e  
c o a l i t i o n  chair•  (See a t tached handout.)  The groups d iscuss  the 
cand ida tes '  personal a t t r i b u t e s ,  s k i l l s ,  resources ,  v i s ions  and acts 
of leadership•  The task for each group is to choose a leader and 
explain t he i r  r a t i o n a l e  to the larger  group• The f a c i l i t a t o r  explains  
that  there are no r igh t  or wrong answers to th i s  exe rc i se .  The 
f a c i l i t a t o r  allows twenty minutes for th i s  d i scuss ion .  

Step I I :  I n s t r u c t i o n s  

The large group reconvenes and a volunteer  from each 
responds to the following ques t ions :  (These quest ions 
w r i t t e n  on newspr in t . )  

small group 
should be 

I • 

2. 

Did your group reach agreement? 

Which candidate would you most l i ke ly  choose, and why? 

3. What  process ,  if  any, did you use to reach th i s  decis ion? 

| 

| 

| 

| 
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. 
Which category - a t t r i b u t e s ,  s k i l l s ,  r esources ,  v i s ions  or 
ac t ions  was the most s i g n i f i c a n t  to your group? 

Step I l l :  I n s t r u c t i o n s  

In the same small groups, the p a r t i c i p a n t s  consider  each candidate  
i n d i v i d u a l l y  and brainstorm what she would need o r g a n i z a t i o n a l l y  to 
make her b e t t e r  q u a l i f i e d  for the pos i t i on .  The f a c i l i t a t o r  can 
explain th i s  task to the group by asking them, "What  a t t r i b u t e s ,  
s k i l l s ,  resources  and vis ions  does each candidate  need to develop? 
What can the organ iza t ion  give each leader to make her the best pos- 
s i b l e  s t a t e  c o a l i t i o n  chai r?"  

Possible  responses from the p a r t i c i p a n t s :  

I. It can make a year - long  schedule of t r a i n i n g  workshops she 
needs and pay for her to go to them. 

2. It  can have her meet and ta lk  with others  in l eadersh ip  
r o l e s .  

. 

Step IV: 

It  can provide her with resources .  

I n s t r u c t i o n s  

p a r t i c i p a n t s  wil l  share the suggest ions Back then in the large group, 
developed in the small groups for each candidate .  

Poss ible  responses for candidate  A: 

1. Someone could help her develop a p o l i t i c a l  v i s ion .  

2. Someone could be assigned to her as a task person. 
needs a s y s t e m  of a c c o u n t a b i l i t y  and encouragement 
de lega te  work to other people. 

Possible  responses for candidate  B: 

1. 

2. 

3. 

She needs personal support• 

She might need a s t a f f  f u n d r a i s e r .  

She needs recogn i t ion  for her v i s ionary  work. 

Poss ible  responses for candidate  C: 

I • 

2. 

3. 

She 
to 

of 

. 

She needs to know the o rgan iza t iona l  h i s t o r y .  

She needs to be surrounded by r e p r e s e n t a t i v e  co-workers.  

She needs to be informed about the g rass roo t s  component 
the program. 

She needs a s t r u c t u r e  of a c c o u n t a b i l i t y .  
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C o n c l u d i n g  Comments 

This has been an oppor tun i ty  for p a r t i c i p a n t s  to explore a l l  of the 
aspects of leadership  development we have discussed:  to consider 
leadership  ac t i ons ,  s k i l l s ,  resources ,  personal a t t r i b u t e s  and 
v i s ion .  Our hope is that  leadership  s e l e c t i o n  is based not only on 
personal c h a r a c t e r i s t i c s  but that  o rganiza t ions  provide the resources 
and support that women need to be leaders .  The following points  
should be emphasized: 

I. E a c h  candidate has s t r eng ths  and weaknesses. 

. 

. 

Organizations can be s t ruc tu r ed  to support women's leader-  
ship.  

It  is important not to dismiss any p o t e n t i a l  ieader ,  ra ther  
the challenge is to i den t i fy  how her p o t e n t i a l  can best be 
met. 

Handouts: 

Se lec t ing  Leaders: Candidates '  Descr ip t ions  

Readings, Resources, References: None 

Time Frame: I hr. 
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HANDOUT 

Selecting Leaders: Candidates' Descriptions 

Candidate A: 

A has a large program with many f i n a n c i a l  and n o n - f i n a n c i a l  
r e sources .  She has been d i r e c t o r  of th i s  program for three  
years .  A is very busy on a local l eve l .  She has p a r t i c i p a t e d  
s ta tewide  by providing t echn ica l  a s s i s t a n c e  at conferences  and to 
other local programs. She is charming and funny. Her p o l i t i c s  
are o f ten  e lus ive  and i t  is d i f f i c u l t  to pin her d o w n .  Many 
people are drawn to her.  She is in her 30 's ,  is s i n g l e ,  is a 
woman of color and is an e x c e l l e n t  f u n d r a i s e r .  

Candidate B: 

B has been in the ba t t e r ed  women's movement for ten years .  She 
is from a program that has few s t a f f  (3) and a barebones budget. 
She is a s ing le  parent - the mother of two teenage kids .  She is 
a former ba t t e r ed  woman. She has emphasized the r e s i s t a n c e  and 
s e l f - d e f e n s e  components of her program. She has been mas te r fu l  
in organizing formerly ba t t e r ed  women and other women in the com- 
munity to p a r t i c i p a t e  in the s h e l t e r  and on her board. She is 
a r t i c u l a t e  and dowdy. She has a high school diploma. She has 
been a fo rce fu l  advocate for ba t t e r ed  women in her local  cr iminal  
j u s t i c e  system. She r e c e n t l y  turned down funding for a cr iminal  
j u s t i c e  program she bel ieved was i l l - c o n c e i v e d .  She has w r i t t e n  
for a na t ional  women's pub l i ca t i on .  Her program has a s t rong ,  
a f f i r m a t i v e  ac t ion  p r a c t i c e ,  p a r t i c u l a r l y  d i r e c t e d  toward former- 
ly b a t t e r e d  women, women of color and lesb ians .  

Candidate C: 

C is married with two elementary school ch i ld ren  and has been 
d i r e c t o r  of a we l l - run ,  l ong-es t ab l i shed  program that has been 
n a t i o n a l l y  recognized.  She is usua l ly  a mediator of c o n f l i c t ,  
seldom an a r t i c u l a t o r  of one pos i t ion  in a disagreement .  She is 
very involved in community a c t i v i t i e s ,  e s p e c i a l l y  her church. 
She is well connected with s t a t e  government l eade r sh ip .  She has 
only been involved in the c o a l i t i o n  for two meetings but the 
former de lega te  from her program has known her well and has raved 
about her o rgan iza t iona l  s k i l l s  and fundra i s ing  a b i l i t i e s .  She 
has a Master ' s  Degree in guidance and counsel ing.  She is wel l -  
l iked ,  well-known and g e n e r a l l y  respected  in her community. In 
other o rgan iza t ions  she has worked qui te  e f f e c t i v e l y  with the 
s t a t e  l e g i s l a t u r e ,  lobbying s u c c e s s f u l l y  for various causes.  
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WORKSHOP I-E 

Creating Safespace 
G o a l s  

I. To explore the concept of safespace in women's c r i s i s  
organizations and in the movement to end violence against 
women. 

. 

. 

To consider the requirements for making leadership t ra in ing  
safespace for a l l  p a r t i c i p a n t s .  

To aff irm the p a r t i c i p a n t s '  commitment to c rea t ing  safespace 
in this  t r a in ing  and in the i r  work. 

4. To consider s t r a t eg i e s  for assuring safespace in the out- 
reach and community education work of feminist organiza- 
t ions .  

| 

| 

| 

| 

| 

Why We I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g  

This design of leadership t ra in ing  promotes the inclusion of diverse 
women. Many are new to feminist thought and have l i t t l e  public 
speaking experience or formal education about violence against women. 
Some are newly employed or volunteering with local programs, and 
others are coming to a statewide c o a l i t i o n  meeting for the f i r s t  time. 
The t r a in ing  design also encourages the p a r t i c i p a t i o n  of veteran 
leaders ,  some of whom are fee l ing  burned out and pess imis t i c .  Given 
these circumstances, f a c i l i t a t o r s  must work hard to ensure that pa r t i -  
cipants feel included. 

The p a r t i c i p a t i o n  of lesbians and women of color is also encouraged in 
the t r a in ing .  In spi te  of the fact that lesbians and women of color 
are working for women's empowerment, they experience racism, homopho- 
bia and heterosexism which makes the i r  fu l l  pa r t i c i pa t i on  d i f f i c u l t .  

There may also be many survivors of intimate violence among the p a r t i -  
c ipants .  Unless the atmosphere is free of victim-blaming and s p e c i f i -  
ca l ly  invi tes  the p a r t i c i p a t i o n  of survivors ,  they cannot fu l ly  pa r t i -  
c ipa te .  

To f a c i l i t a t e  t r u s t - b u i l d i n g  and to create  safe ty ,  
issues ear ly  in the t r a in ing .  

we focus on these 

| 

| 
| 

| 

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: Comments 

The f a c i l i t a t o r  offers  a short presenta t ion on the concept of safe- 
space. The presenta t ion  should include the following information: 
Women wi l l  be d isc los ing  information about themselves during the 
course of this  t r a in ing .  Many women wil l  be taking l i f e - t h r e a t e n i n g  
and employment-jeopardizing risks in speaking candidly with us. It is 
c r i t i c a l  that sharing is safe for a l l ,  both now and when women return 

| 

| 

| 
| 
| 

| 

| 
| 
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to t h e i r  home communities. Therefore ,  we are asking that  information 
gleaned about others  during the course of th is  t r a i n i n g  be held 

abso lu t e ly  c o n f i d e n t i a l .  

Each v ic t im of int imate  violence is e n t i t l e d  to choose to reveal  or 
not to reveal  her s to ry  and i d e n t i t y .  Any d i s c lo su r e  of the conf iden-  
t i a l  information she o f f e r s  may endanger her,  sub jec t ing  her to re-  
t a l i a t i o n  by the p e r p e t r a t o r  of violence or jeopard iz ing  her r e l a t i o n -  
ship with her c h i l d r e n ,  family and f r i e n d s .  It may r i sk  her job i f  
those in a u t h o r i t y  be l ieve  victims to be incompetent or un t rus twor thy .  
P a r t i c i p a n t s  must not gossip or specula te  about other women's v i c t i m i -  
za t ion .  The r e v e l a t i o n  of a v i c t i m ' s  v i o l a t i o n  is a precious t r u s t  we 

are bound to safeguard.  

Those of us who have not been v io la t ed  must build a l l i a n c e s  with sur-  
vivors of in t imate  violence by recognizing that  we are not immune from 
v io l en t  a s s a u l t s .  We must recognize that we are "not yet raped" or 
"not yet b a t t e r e d . "  Sometimes we fool ourselves  into be l i ev ing  that  
because we work in women's c r i s i s  o rgan iza t ions ,  we somehow have an 
insurance pol icy  against  v i o l a t i o n .  It is important that we acknow- 
ledge our r i sk  and bond with surv ivors .  

This t r a i n i n g  must also be safespace for l esb ians .  If a lesbian 
e l e c t s  to share her i d e n t i t y  with us at the seminar, we must commit 
ourse lves  to guarding her anonymity and keeping her s to ry  s e c r e t .  
Even i f  we i nadve r t en t l y  and non-mal ic iously  reveal f ac t s  about a 
l esb ian ,  we may des t roy  her r e l a t i o n s h i p  with her community, family,  
f r i e n d s ,  and employer. Disclosure  may cause her to lose custody of 

her c h i l d r e n .  

This space wi l l  not be safe for women of color un t i l  i t  is a n t i -  
r a c i s t .  Unless a l l  white women are committed to learn ing  about 
r a c i s t  a t t i t u d e s  and p r a c t i c e s  and are w i l l i n g  to educate themselves 
as much as poss ible  about racism in our s o c i e t y ,  women of color cannot 

f u l l y  p a r t i c i p a t e .  

Some p a r t i c i p a n t s  may d i sc lose  information about c o n f l i c t s  in t h e i r  
o rgan iza t ions  or in t h e i r  personal l ives  during th i s  t r a i n i n g .  We 
want th i s  to be a space where women can rece ive  c o n f i d e n t i a l  help in 
solving problems. 

There are many women here who are new to th is  work, who do not i d e n t i -  
fy themselves as f emin i s t s ,  who know l i t t l e  about the s ta tewide net -  
work that  is sponsoring th i s  t r a i n i n g ,  or who are not f ami l i a r  with 
the phi losophica l  concepts that  others  embrace. For these women to be 
comfor table  in th i s  seminar, experienced leaders  must not use acronyms 
or jargon.  New leaders  should not always have to ask for d e f i n i t i o n s  

and exp lana t ions .  

Some of the mate r i a l  we cover may seem r e p e t i t i v e  to old l eade r s ,  but 
i f  we want to share power and leadership  with emerging l eade r s ,  we 
must, new and old, have the same information and unders tandings .  

The f a c i l i t a t o r  then s t a t e s  that  she alone cannot make th i s  safespace .  
The group has to work to make i t  sa fe .  And those who feel  that  t h e i r  
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II 
l ives  wi l l  be endangered by d i sc lo su re  should c a r e f u l l y  
group and ind iv idua ls  within i t .  

assess the 

The f a c i l i t a t o r  then s o l i c i t s  quest ions about the concept of safespace 
and answers them, request ing other group members to help.  

Should the f a c i l i t a t o r  conclude that  the group understands the concept 
of safespace and wants to embrace i t ,  she wil l  ask for an a f f i r m a t i o n .  
Once rece iv ing  i t ,  she should ask each p a r t i c i p a n t  to commit h e r s e l f  
to sa fe ty  and t r u s t - b u i l d i n g  in the group. 

Should the f a c i l i t a t o r  conclude that the group understands the concept 
of safespace but does not want to embrace i t ,  she should charge those 
who might be endangered to b e v e r y  s e l f - p r o t e c t i v e  during the course 
of the t r a i n i n g .  She should encourage p a r t i c i p a n t s  who do not feel 
safe to advise the t r a i n e r s  of the i r  assessment. 

No more than twenty minutes should be a l l o t t e d  to th is  s ec t ion .  

Step I I :  I n s t r u c t i o n  

The f a c i l i t a t o r  asks the large group to brainstorm ways to make sure 
that  community events are safe both for survivors  and advocates.  
Ideas should be l i s t e d  on newsprint .  

Poss ib le  responses from the p a r t i c i p a n t s :  

II 

II 

II 

a . 

b. 

Community educat ion.  

i . Contract with the sponsors of the event ( e . g . ,  the 
po l ice  department, Kiwanis Club, e t c . )  that  they wil l  
introduce the woman who speaks with r e spec t ,  acknow- 
ledging her e x p e r t i s e .  T h e y  wil l  also not u t i l i z e  
humor Or other minimizing language or ges tures  during 
the i n t roduc t ion .  They wi l l  s p e c i f i c a l l y  s t a t e  the im- 
portance of th is  topic to the organiza t ion  and the 
audience. 

i i .  Contract with the sponsor to confront any d i s r u p t i v e ,  
b a i t i n g ,  i n t im ida t i ng ,  or v io l en t  members of the 
audience. 

i i i .  Contract with the sponsoring organiza t ions  that  they 
wil l  support the vict ims of int imate violence wi thin  
the i r  group, including par tners  of t he i r  group members. 
Enumerate w a y s  they could do so, such as r e f e r r i n g  
vict ims to the women's program and providing them with 
t r a n s p o r t a t i o n .  

Monitoring men's counsel ing programs. 

i .  Develop a cont rac t  with them so that  
role of women's programs is l eg i t imized .  

the monitoring 

II 

II 

II 

II 

II 
II 

| 

II 
II 
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i i .  

i i i .  

iv. 

Never a t tend a meeting of men's workers 
sure another advocate, wel l -versed 
accompanies you. 

alone.  Make 
in moni tor ing ,  

Iden t i fy  
decide 
i ssues .  

your goals for j o in t  meetings in advance and 
on bot tom-l ine  compromises on a n t i c i p a t e d  

Contract with the men's workers that  a l l  past and 
current  a s s a i l a n t s  i d e n t i f y  themselves and that other 
men assure that  meetings are safe and i n t i m i d a t i o n - f r e e  
for women's advocates.  

C o n c l u d i n g  C o m m e n t s  

Safespace is c r i t i c a l  for a c t i v i s t s  in women's c r i s i s  o rgan i za t i ons .  
It  is e s s e n t i a l  for the women we serve.  We are only beginning to 
explore the parameters of safespace and to devise s t r a t e g i e s  to assure 
the broad inc lus ion  of women. The challenge is to c r e a t i v e l y  develop 
safespace.  

H a n d o u t s :  N o n e .  

R e a d i n g ,  R e s o u r c e s  a n d  R e f e r e n c e s :  

H a r t ,  B a r b a r a  J .  S a f e s p a c e  f o r  B a t t e r e d  Women and  S a f e s p a c e  f o r  
S e x u a l  A s s a u l t  S u r v i v o r s .  

Hart, Barbara J. Advocacy for Battered Women: Monitoring 
Batterers' Programs. 

Time Frame: 35 minutes.  
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WORKSHOP I-F | 
Facilitating the  Growth of  - 
Current & Emerging Leaders ,  | 
Survivors of  V io l ence  & I 
W o m e n  of  Color a 
Goals H 

I. To help p a r t i c i p a n t s  recognize that  they are leaders  in the 
movement to end violence against  women. | 

. 

. 

To a r t i c u l a t e  a vis ion of shared leadersh ip  in which 
emerging and cur ren t  leaders  are seen as pa r tne r s  in a n t i -  
v iolence work. 

To i d e n t i f y  those personal and o rgan iza t iona l  mechanisms 
that f a c i l i t a t e  each p a r t i c i p a n t ' s  a b i l i t y  to assume leader -  
ship.  

Why We Include This In Leadership Training 

Our v is ion  in the movement to end violence  against  women is one in 
which l eadersh ip  is shared by a l l  workers and su rv ivors .  If we are to 
end the abuse of women, we must build an ever-expanding movement com- 
mi t ted  to forging a world that  is safe for women and that  supports our 
r igh t  to s e l f - d e t e r m i n a t i o n .  It is the task of o rgan iza t ions  and 
leaders  to f a c i l i t a t e  the involvement of many new p a r t i c i p a n t s  in th i s  
work. 

D e s c r i p t i o n  of  A c t i v i t i e s  

Step I: I n s t r u c t i o n  

The workshop leader should give a short  ta lk  about the importance of 
sha red  l eadersh ip  and the inc lus ion of new women in the movement. 
That ta lk  might include the fol lowing:  

We need to incorpora te  new p a r t i c i p a n t s  in the a n t i - v i o l e n c e  s t rugg le  
and once having r e c r u i t e d  new women, we must assure that  t h e i r  p a r t i -  
c i pa t i on  is f a c i l i t a t e d  f u l l y .  

The v is ion  and ac t iv i sm of survivors  have shaped the se rv ices  we pro- 
vide and have kept our movement focused on long-term, s o c i e t a l  solu-  
t ions to end violence  agains t  women. It is e s s e n t i a l  that  survivors  
emerge as v i s i b l e  leaders  in a l l  phases of our change e f f o r t s .  Thus, 
we must consc ious ly  take ac t ion  to f a c i l i t a t e  that  l e ade r sh ip .  

Women of color have taught white a c t i v i s t s  that  racism is v io lence  
aga ins t  women of co lo r .  They have forged a v is ion  of an a n t i - r a c i s t ,  
m u l t i - c u l t u r a l  movement and have demonstrated that  the l eadersh ip  of 
women of color wi l l  fundamentally change our o rgan iza t ions  and the 
se rv i ces  we d e l i v e r .  Without th i s  a n t i - r a c i s t  v i s ion ,  our organiza-  
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t ions  wi l l  not be safe and empowering for a l l  women. It is e s s e n t i a l  
that  women of color emerge as v i s i b l e  leaders  in a l l  work in the 
women's movement. Thus, we must consciously  take ac t ion  to f a c i l i t a t e  
that  l eade r sh ip .  

The founders of the a n t i - v i o l e n c e  movement were c r e a t i v e  and v i s i o n a r y  
women who demanded that  violence against  women cease.  Foremothers 
c rea ted  i n s t i t u t i o n s  that  are supporting survivors  of v iolence and 
demanding soc ia l  and p o l i t i c a l  change. We cannot a f fo rd  to lose t h e i r  
l eadersh ip  or t he i r  continued p a r t i c i p a t i o n .  Therefore ,  we must con- 
s c ious ly  a f f i r m  the leadersh ip  of foremothers and seek them out as 
mentors.  

Step I I :  I n s t r u c t i o n s  

The workshop leader should explain the concept of leadersh ip  f a c i l i t a -  
t o r s .  They are those mechanisms which make our work ea s i e r  or pos- 
s i b l e ,  such as cons t i tuency  support; the oppor tuni ty  for c o l l e c t i v e  
th inking;  c l e a r ,  democrat ic ,  t imely decision-making processes ;  family 
support;  t r a i n i n g  and growth o p p o r t u n i t i e s ;  resources ;  a work atmos- 
phere in which new thinking and r i s k - t a k i n g  is valued, and safespace .  

The t r a i n e r  should d i s t i n g u i s h  between rewards for work and f a c i l i t a -  
tors  of work. (Rewards were considered in the workshop e n t i t l e d  
Bui ld ing  Other P e o p l e ' s  Leadersh ip . )  

Step I l l :  I n s t r u c t i o n s  

The t r a i n e r  a f f i rms that  a l l  p a r t i c i p a n t s  are l eaders .  The t r a i n e r  
then asks a l l  women who have been leaders  in the s t a t e  o rgan iza t ion  or 
a local program for more than two years to r a i se  t he i r  hands. The 
whole group should look around to i d e n t i f y  the o l d / c u r r e n t  l eade r s .  
Then the t r a i n e r  asks new/emerging leaders  to r a i se  t h e i r  hands. The 
whole group again should look to i d e n t i f y  new/emerging l eade r s .  The 
t r a i n e r  then asks o l d / c u r r e n t  leaders  to choose new/emerging leaders  
to join them in the next small group e x e r c i s e .  I d e a l l y ,  there  should 
be at l eas t  two old and two new leaders  in each small group. 

The t r a i n e r  then requests  that the small groups answer the following 
ques t ions ,  one at a time, with f ive  minutes for each. A recorder  from 
each small group wi l l  report  i t s  answers to the whole group. 

I .  

. 

What were the three most important f a c i l i t a t o r s  of your par- 
t i c i p a t i o n  in th is  t r a in ing?  

What were the two f a c i l i t a t o r s  that  were missing,  making 
i t  hard for you to p a r t i c i p a t e  in th i s  t r a in ing?  

. 

. 

If  you are a cur ren t  leader in a s t a t e  c o a l i t i o n  or a local  
program, what are the three  f a c i l i t a t o r s  most important to 
your successfu l  leadersh ip  for the coming year? 

If you are a new or emerging leader in a s t a t e  c o a l i t i o n  or 
a local  program, what are the three f a c i l i t a t o r s  most impor- 
tant  to your successfu l  l eadersh ip  for the coming year? 
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Possible  responses from the p a r t i c i p a n t s :  

I. The three  most important f a c i l i t a t o r s  for my p a r t i c i p a t i o n  
in th i s  t r a i n i n g  were: 

a. A f r i end  encouraged me to come. 

b • 

C.  

The t r a i n i n g  is f r e e .  

My mother agreed to take care of my ch i ld ren  and 
o rgan iza t ion  agreed to pay her for i t .  

th i s  

. The two f a c i l i t a t o r s  that  were missing were: 

a. I am going to have to catch up on a lot  of work when 

b. 

I 

get home. No one helps me when I'm gone. 

I d i d n ' t  understand how th i s  t r a i n i n g  would help me in 
my work. 

c. My husband g u i l t - t r i p p e d  me for coming. 

d. I don ' t  think of myself as a leader•  

. As a cur ren t  l eader ,  the three f a c i l i t a t o r s  most important 
to my successfu l  leadersh ip  for the coming year a r e :  

a. Resolut ion of tension and c o n f l i c t  in my o rgan i za t i on .  

b. Continued family support.  

c. Opportunity to de lega te  some of my work to o the r s .  

d. A r e b i r t h  of v is ion and commitment. 

. As a new or emerging leader ,  the three f a c i l i a t o r s  most 
important to my successfu l  l eadersh ip  for the coming year 
are :  
a. A b e t t e r  understanding of my s t a t e  c o a l i t i o n  and local  

o rgan iza t ion  so that I r e a l l y  know how things work. 

b. Wil l ingness of old leaders  to teach me what they know. 

c. Chi ldcare .  

d. In fo rmat ion-shar ing  from old leaders  about s imi la r  work 
that  others  are doing in th is  s t a t e  and around the 
country• I need n e w s l e t t e r s ,  audiovisual  m a t e r i a l ,  
pos i t i on  papers,  announcements of confe rences ,  e t c .  

The t r a i n e r  asks that  the r epo r t e r  from each small group i d e n t i f y  the 
three  most important l eadersh ip  f a c i l i t a t o r s  from quest ion I, quest ion 
2, e t c .  These repor t s  should be informal and b r i e f •  

Step IV: I n s t r u c t i o n s  

The t r a i n e r  then asks women of color to be in one group and white 

| 
| 

| 

| 
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women in another .  If the group is la rge ,  i t  may be necessary  to form 
several  groups of no more than ten p a r t i c i p a n t s  each. 

The t r a i n e r  then asks the following quest ion of women of co lor :  

How can you p r o m o t e / f a c i l i t a t e  the leadersh ip  of ba t t e r ed  women 
or sexual a s sau l t  survivors  for th i s  coming year? 

The t r a i n e r  asks white women to answer the following quest ion:  

How can white women p r o m o t e / f a c i l i t a t e  the leadersh ip  of women of 
color  for th i s  coming year? 

The groups should be given f i f t e e n  minutes to answer t h e i r  r e spec t i ve  
quest ions and record t h e i r  responses.  

Then the t r a i n e r  asks women of color to consider  the ques t ion:  

What would you ask white women to do to f a c i l i t a t e  the l eadersh ip  
of women of color in th is  o rgan iza t ion  in the next year? 

The t r a i n e r  asks white women: 

What can you do to f a c i l i a t e  the leadersh ip  of survivors  of i n t i -  
mate violence in th is  o rgan iza t ion  in the next year? 

F i f t e e n  minutes should be a l l o t t e d  for these quest ions and then the 
groups repor t  back. 

Poss ible  responses from the p a r t i c i p a n t s :  

I. Women of color can f a c i l i t a t e  the leadersh ip  of survivors  in 
the coming year by: 

. 

a . 

b. 

C . 

d. 

Es tab l i sh ing  an advisory group of survivors  to p a r t i c i -  
pate in pol icy  and program decision-making in local  
o rgan iza t ions .  

Assuring that  there is time and space for survivors  to 
meet together  and support each o the r .  

El iminat ing victim-blaming from a l l  w r i t t e n  and 
communications in programs. 

oral  

Understanding homophobia to minimize the homophobic 
responses to ba t t e r ed  or sexual ly  a s sau l t ed  l esb ians .  

(White women may answer th i s  question s i m i l a r l y . )  

White women can f a c i l i t a t e  the leadersh ip  of women of 
in the coming year by: 

a. Educating themselves and others  about racism and 
r a c i s t  work. 

color 

a n t i -  
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b. Supporting the work of the women of color caucus. 
Assuring that  women of color receive the time and 
resources necessary for fu l l  caucus p a r t i c i p a t i o n .  

C . Adopting a comprehensive a f f i rma t i ve  ac t ion  plan 
the i r  o rgan iza t ion .  

for 

. Women of color would ask white women to do the following 
f a c i l i t a t e  the i r  leadership  in the coming year: 

to 

a. Undertake comprehensive, m u l t i - c u l t u r a l  educat ion.  

b. Develop a s t r a t egy  for c o n f l i c t  r e s o l u t i o n ,  p a r t i c u -  
l a r ly  for instances in which women of color i d e n t i f y  
r a c i s t  p r ac t i c e s  in the o rgan iza t ion .  

C . Give women of color time to think and s t r a t e g i z e  about 
ways to make programs more re levant  to women of co lor .  

Step V: Summary 

The t r a i n e r s  should point  out that  each woman must i d e n t i f y  the 
f a c i l i t a t o r s  most important to her leadership  development. We cannot 
name the most important f a c i l i t a t o r s  for each o ther .  In f ac t ,  each 
woman working in our programs wi l l  have a d i f f e r e n t  l i s t  of f a c i l i t a -  
t o r s .  Programs should work to maximize the c r i t i c a l  f a c i l i t a t o r s  for 
each worker. 

C o n c l u d i n g  C o m m e n t s  

The absence of s u f f i c i e n t  f a c i l i t a t o r s  wi l l  g r ea t l y  impede the devel-  
opment of new leadersh ip .  If we assign the f a c i l i t a t o r s  d ispropor-  
t i o n a t e l y  to a few people,  new leadership  wi l l  not emerge. Therefore ,  
o rganiza t ions  must seek to d i s t r i b u t e  leadership f a c i l i t a t o r s  equi tab-  
ly. 

As old leaders begin to act as mentors and as they step aside to sup- 
port emerging leaders ,  foremothers wi l l  need to i d e n t i f y  those leader 
ship f a c i l i t a t o r s  that  wi l l  ease the i r  t r a n s i t i o n  to new work. One 
task of new leaders is to apprec ia te  the c o n t r i b u t i o n s  of foremothers 
and to encourage the i r  continued pa r tne r sh ip  in th i s  work. 

H a n d o u t s :  

The t r a i n e r  may ask p a r t i c i p a n t s  to take out the handout completed 
during the workshop, Defining Leadership. On the worksheet each par- 
t i c i p a n t  might add the f ive f a c i l i t a t o r s  she most wants to develop for 
h e r s e l f  in the next year.  

Reading, Resources and References: 

Hart, Barbara J. "Burn-Out, A P o l i t i c a l  View." AEGIS: 
zine on Ending Violence Against Women. 

Maga - 

Time Frame: I hour, 30 minutes 
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WORKSHOP II-A 

Challenging the Myths 
About Battering 

G o a l s  

I. To explore some  commonly held ideas about why women are 
ba t t e r ed  and to dispel  them. 

2. To help p a r t i c i p a n t s  develop c u r i o s i t y  about the ques t ion ,  
"Why are women ba t te red?"  

3. To understand that  so lu t ions  for stopping v io lence  emerge 
from our views of what causes v io lence .  

Why We Include This in Leadership Training 

Most people be l ieve  the s t e reo types  about ba t t e r ed  women. Many do not 
chal lenge corr~only held assumptions about the causes of b a t t e r i n g .  
For example, they a s s e r t  that  drugs and alcohol cause the v io lence .  
In th i s  e x e r c i s e ,  we are encouraging p a r t i c i p a n t s  to discuss  and de- 
bate t h e i r  views. We hope that p a r t i c i p a n t s  wi l l  learn tha t :  ( I )  some 
of t h e i r  assumptions are p a r t i a l  t r u t h s ,  and (2) c o r r e l a t i o n  is not 
the same as causa t ion ,  i . e . ,  alcohol abuse may be a s soc ia t ed  with 
domestic v io lence  but i t  does not cause the problem. We want p a r t i c i -  
pants to r e a l i z e  that many explanat ions do not answer adequately  the 
ques t ion ,  "Why are women the t a r ge t s  of abuse, genera t ion  a f t e r  
genera t ion?"  Only an ana lys i s  of gender domination and i nequa l i t y  
helps us explain f u l l y  why women are the t a r g e t s .  

D e s c r i p t i o n  o f  A e t i v i t i e s  

Step I: I n s t r u c t i o n s  

If there  are enough p a r t i c i p a n t s ,  break them into groups of four and 
ask each group to f i l l  out one of the a t tached worksheets .  (See 
handouts . )  

Each small group should wr i t e  i t s  answers on newsprint and a f t e r  f i f -  
teen minutes share them with the la rger  group. After  each r epo r t ,  the 
f a c i l i t a t o r  should ask the whole group to add ideas to the l i s t .  
Using the following responses,  the f a c i l i t a t o r  also should o f f e r  chal -  
lenges to each explana t ion .  

Note to fac i l i t a tors :  This workshop is of ten  useful  for women new to 
the movement. It helps them understand those workshops that  follow. 
However, i t  may be r e p e t i t i v e  for more experienced a c t i v i s t s .  Con- 
s ider  your audience before you use i t .  
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F a c i l i t a t o r  W o r k s h e e t  f o r  H a n d o u t  I :  

Discuss the following statement and decide i f  i t  is a cause of woman- 

b a t t e r i n g :  

ALCOHOL AND DRUGS CAUSE THE VIOLENCE... 

What seems t rue  about th i s  statement as a cause of b a t t e r i n g ?  

Poss ible  responses from the p a r t i c i p a n t s :  

1.  He does beat me when he is drunk. 

2. S o m e  s tud ies  show there is more dr inking in fami l ies  
there  is v io lence .  

3. He beats me when I re fuse  to purchase his heroin .  

4. 

What seems f a l s e  about th is  statement as a cause of b a t t e r i n g ?  

I. Men b a t t e r  when high and when chemical ly f r e e .  

2. 

• 

4. 

where 

He drinks in order to have an excuse, i . e . ,  "I d i d n ' t  know 
what I was doing." Drinking f rees  him from r e s p o n s i b i l i t y ;  
i t  does not explain why he abuses. 

Many b a t t e r e r s  never dr ink.  

The statement does not explain his t a r g e t ,  i . e . ,  his wife or 
p a r t n e r .  

What other explanat ions  do you have for why women are beaten? 

Please l i s t  them. 

I. 

. 

| 

| 
| 

| 

| 

| 
| 

(The f a c i l i t a t o r  may choose to f i l l  in the worksheet above before con- 
duct ing the exe rc i s e  in order to enable her to b e t t e r  supplement the 
responses of p a r t i c i p a n t s . )  
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F a c i l i t a t o r  Worksheet for Handout If:  

Discuss the fol lowing statement and decide if  i t  is a cause of woman- 
b a t t e r i n g .  

HIS FATHER BEATS HIS MOTHER SO HE BEATS HER. HE LEARNED IT IN HIS 
HOME. 

What seems true about th i s  statement as a cause of b a t t e r i n g ?  

P o s s i b l e  responses from the p a r t i c i p a n t s ;  

I. f a the r s  

• 

3. 

Many s h e l t e r  r e s iden t s  t e l l  us that  the i r  husbands' 
were v i o l e n t •  

Ba t t e r ing  is learned behavior• 

He had a model and learned he had a r ight  to beat her and 
get his way by using v io lence•  

J 

What seems f a l s e  about th i s  statement as a cause of b a t t e r i n g ?  

I • 

2. 

Many b a t t e r e r s  do not come from v io l en t  homes• 

Men learn to b a t t e r  from many d i f f e r e n t  sources ,  i . e . ,  other  
men; po l i ce  and judges who don ' t  enforce the law, e t c .  

Violence against  women doesn ' t  j u s t  happen in a s e l e c t  group 
of f a m i l i e s .  It  happens to many women because of c u l t u r a l  
norms and i n s t i t u t i o n a l  p r a c t i c e s .  Ba t t e r ing  is learned 
ins ide  and ou ts ide  the family• 

. 

4. Many men ra ised  in v io l en t  homes are not v i o l e n t •  

5. Many women ra i sed  in v io l en t  homes are not v ic t ims .  

What other  explana t ions  do you have for why women are beaten? 

Please  l i s t  them. 

I. 

. 

(The f a c i l i t a t o r  may choose to f i l l  in the worksheet above before  con- 
duct ing the exe rc i s e  in order to enable her to b e t t e r  supplement the 
responses of p a r t i c i p a n t s . )  
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F a c i l i t a t o r  W o r k s h e e t  f o r  H a n d o u t  I I I :  

Discuss the fol lowing statement and decide i f  i t  is a cause of woman- 
b a t t e r i n g :  

IF SHE DIDN'T NAG SO MUCH, HE WOULD NOT BEAT HER. SHE PROVOKES IT. 

P o s s i b l e  responses from the p a r t i c i p a n t s :  

What seems t rue about th i s  statement as a cause of b a t t e r i n g ?  

I. He gets  angr ier  when she keeps asking for money. 

2. She does ta lk  back to him when he is mad. 

3. He is n icer  when she doesn ' t  remind him about promises he is 
f a i l i n g  to keep. 

4. 

What seems f a l s e  about th i s  statement as a cause of b a t t e r i n g ?  

I. This assumes she can cont ro l  his v io l ence .  This is f a l s e .  
You never know when i t  wi l l  occur.  

2. His v io lence  may e s c a l a t e  when she asks for resources  but 
th i s  is because he b e l i e v e s  he can use force to shut her up 
and get his way. When women n e g o t i a t e  for resources  from 
men who withhold them, the s o c i e t y  c a l l s  th i s  behavior 
nagging. "Nag" is a negat ive  label that  blames the woman 
and excuses the v io l ence .  By blaming her for "causing" the 
abuse, the b a t t e r e r  is r e l i e v e d  of a l l  r e s p o n s i b i l i t y .  

3. If  we blame the v ic t im as the cause,  we t ry  to change her 
behavior .  When she changes her behavior ,  she is beaten 
again. The cause is not her behavior .  

4. 

What other explana t ions  do you have for why women are beaten? 

Please  l i s t  them. 

I. 

2. 

(The f a c i l i t a t o r  may choose to f i l l  in the worksheet above before  con- 
duct ing the e x e r c i s e  in order to enable her to b e t t e r  supplement the 
responses of p a r t i c i p a n t s . )  

38 

| 

| 

| 

| 

| 
| 
| 
| 

| 
| 
| 
| 
| 
| 

| 
| 
| 



| 

| 
| 

| 

| 

| 

| 

I . 

| 
| 

I 
, 

| 

I 
, 

| 
| 
| 

F a c i l i t a t o r  Worksheet for Handout IV: 

Discuss the fol lowing statement and decide i f  i t  is a cause of woman- 

b a t t e r i n g .  

STRESS CAUSES HIM TO BEAT HER UP. 

What seems t rue about th i s  statement as a cause of b a t t e r i n g ?  

P o s s i b l e  responses from the p a r t i c i p a n t s :  

I. Some men are more v io l en t  under s t r e s s .  

2. He only beat her a f t e r  he los t  his job.  

3. 

4. 

What seems f a l s e  about th i s  statement as a cause of b a t t e r i n g ?  

I. Many men who are under s t r e s s  do not beat women. You must 
f i r s t  be l i eve  that you have the r ight  to cont ro l  and punish 
women before  you wi l l  choose to act out your s t r e s s  

v i o l e n t l y .  

2. S t r e s s  does not explain why the t a rge t  is women. Why 
doesn ' t  he beat his boss? 

3. Women under enormous s t r e s s  do not beat up men. 

4. S t r e s s  is a very i l l - d e f i n e d  word. What does i t  mean? 

What other explanat ions  do you have for why women are beaten? 

Please  l i s t  them. 

I. 

. 

(The f a c i l i t a t o r  may choose to f i l l  in the worksheet above before  con- 
duct ing the e x e r c i s e  in order to enable her to b e t t e r  supplement the 
responses of p a r t i c i p a n t s . )  
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F a c i l i t a t o r  Worksheet  f o r  Handout V: 

Discuss the fol lowing statement and decide i f  i t  is a cause of 
b a t t e r i n g .  

woman- 

WOMEN LEARN TO BE HELPLESS. WE MAKE OURSELVES EASY VICTIMS. 

What seems true about th i s  statement as a cause of b a t t e r i n g ?  

P o s s i b l e  responses from the p a r t i c i p a n t s :  

I.  Bat te red  women sometimes 
Often they don ' t  leave.  

have t roub le  making d e c i s i o n s .  

2. Ba t te red  women of ten  feel  powerless .  

. Some women stand up to the i r  abusers and the v io lence  s tops .  
If  everyone did,  is i t  not t rue that women won't be beaten? 

. 

What seems f a l s e  about th i s  statement as a cause of b a t t e r i n g ?  

I.  Bat te red  women are of ten  very a c t i v e  on t he i r  own behalf  to 
stop the v io lence  or find him help. Their e f f o r t s  f a i l  
because the b a t t e r e r  continues to a s s a u l t  and i n s t i t u t i o n s  
re fuse  to enforce  the law or o f f e r  p r o t e c t i o n .  

. Ba t te red  women are not h e l p l e s s .  In r e a l i t y ,  i n s t i t u t i o n s  
and men rob b a t t e r e d  women of cont ro l  over the i r  l i v e s .  

. Repeated b a t t e r i n g  can c r ea t e  depress ion .  When women find 
meaningful help, however, we f i n a l l y  see the r e s o u r c e f u l n e s s  
and s t r eng th  they have used to su rv ive .  

. Often women are beaten when they are a s s e r t i v e ,  go back to 
school ,  or get a job.  We do not make our se lves  easy v ic -  
tims. Rather ,  men b a t t e r  to punish us for our a s s e r t i v e n e s s  
or our e f f o r t s  to be independent. 

What other explana t ions  do you have for why women are beaten? 

I.  

. 

(The f a c i l i t a t o r  may choose to f i l l  in the worksheet above before  con- 
duct ing the e x e r c i s e  in order to enable her to b e t t e r  supplement the 
responses of p a r t i c i p a n t s . )  
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F a c i l i t a t o r  Worksheet for  Handout VI: 

Discuss the fo l lowing  s ta tement  and decide i f  i t  i~ a cause of woman- 
b a t t e r i n g .  

RACISM AND POVERTY CAUSE VIOLENCE AGAINST WOMEN. 

What seems t rue  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

Pos s ib l e  res[~onses from the p a r t i c i p a n t s :  

~. S o m e  data  s h o w  tha t  poor and m i n o r i t y  women 
abuse. 

s u f f e r  more 

. D i s c r i m i n a t i o n  and racism ~dd s t r e s s  and a f e e l i n g  of being 
"out of c o n t r o l "  of one ' s  l i f e .  Poor people have fewer ways 
to gain con t ro l  over s i t u a t i o n s  and one way to exe r t  con t r o l  
is to be v i o l e n t •  

. 

. 

National  s t a t i s t i c s  suggest  tha t  more black women are k i l l e d  
by t h e i r  pa r t ne r s  than are white women. 

We hear about an e s c a l a t i o n  of v io lence  w h e n  men 
unemployed. 

become 

. 

What seems f a l s e  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I • 

2. 

. 

4. 

Many white men and middle c l a s s  men beat t h e i r  wives.  

Poor and m i n o r i t y  women are o f t e n  forced to use publ ic  
i n s t i t u t i o n s  for help so they w i l l  appear in s t a t i s t i c a l  
summaries more f r e q u e n t l y .  White, middle c l a s s  women can 
turn to p r i v a t e  doctors  and sometimes have the resources  to 
leave town, go to a h o t e l ,  e t c .  so they are not counted in 
b a t t e r i n g  s t a t i s t i c s •  

Many poor men and men of color  d o n ' t  beat women. 

Poor women and women of color  are u s u a l l y  n o n - v i o l e n t .  
Their race and c l a s s  p o s i t i o n s  d o n ' t  "cause" them to be vio-  
l e n t .  

5. This exp lana t ion  does not answer the q u e s t i o n ,  "Why are 
women the t a r g e t s ? "  

(The f a c i l i t a t o r  may choose to f i l l  in the v!orksheet above before  con- 
duc t ing  the e x e r c i s e  in order to enable her to b e t t e r  supplement the 
responses of p a r t i c i p a n t s . )  
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Step I f :  Summary 

The f a c i l i t a t o r  should point out that  none of the exp lana t icns  ade- 
quately  address the ques t ion ,  "Why do men d i r e c t  t h e i r  v io lence  
agains t  women?" We have to build a theory that  a lso answers th i s  
ques t ion .  

The f a c i l i t a t o r  should point out that  many of the s ta tements  above are 
popular ly  held b e l i e f s .  While they descr ibe  some of the behaviors 
a s soc i a t ed  with b a t t e r i n g ,  such as d r ink ing ,  they are inadequate as 
causal exp lana t ions .  When we complete some of the l a t e r  e x e r c i s e s ,  we 
wil l  be able to answer the ques t ion ,  "Why do men, as a group, d i r e c t  
t h e i r  v io lence  toward women, as a group?" Unless we answer th i s  ques- 
t ion ,  our so lu t ions  for stopping the violence wi l l  be dangerous or 
inadequate.  For example, we wil l  propose " s t r e s s  reduct ion  programs" 
for b a t t e r e r s  only to f ind out that the men in these programs continue 
to be v i o l e n t .  

Step I l l :  I n s t r u c t i o n s  

Ask the group to discuss the following statement and decide what 
think about i t :  

they 

"THE PROBLEM IS NOT REALLY WOMAN ABUSE. IT IS SPOUSE ABUSE. WOMEN 
ARE AS VIOLENT AS MEN." Ask p a r t i c i p a n t s  to consider  the ques t ion ,  
"What seems true about th i s?"  

Poss ible  responses from the p a r t i c i p a n t s :  

I. Women are sometimes v i o l e n t .  

2. Women f igh t  back. 

3. Some men are b a t t e r e d .  

Then ask them, "What seems f a l s e  about i t ?"  

I . 97% of a l l  ser ious  a s s a u l t s  are agains t  women. Very few men 
experience sys t ema t i c ,  repea ted ,  sus ta ined bea t ings .  It  is 
f a l s e  to ca l l  the problem "spouse abuse." 

2. When women are v i o l e n t ,  i t  is usua l ly  in s e l f - d e f e n s e .  

. Some women f igh t  back or i n i t i a t e  a s s a u l t s  agains t  t h e i r  
abusers .  Many do not because they know tl, ey wi l l  be hurt or 
k i l l e d .  It  is t rue that  some women k i l l  men w h e n  t h e i r  
husbands are in a powerless p o s i t i o n ,  i . e . ,  s l eep ing ,  but 
t h e i r  only chance of p r o t e c t i n g  themselves or equa l i z ing  the 
power comes at those moments. 

. Women bear the brunt of v iolence much more sharply in the 
form cf actual  i n j u r i e s ,  as well as the burdens Of moving, 
losing t h e i r  homes and r i sk ing  t h e i r  incomes. 
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. Ba t t e r i ng  is not jus t  about v io l en t  a s s a u l t s .  It  is a 
pa t t e rn  of coerc ive  control  that  includes emotional ,  sexua l ,  
and economic abuse and in t imida t ion .  Women are l e f t  devas- 
t a ted  and f r igh tened  and fee l  subordinate  as a r e s u l t  of 
abuse. Abuse r e s u l t s  in and r e f l e c t s  women's subord ina t ion .  
If  a woman h i t s  a man, i t  does not u sua l ly  c r e a t e  a r e l a -  
t i onsh ip  in which one human being must p l aca t e  another or is 
t e r r i f i e d  of another .  

Step IV: Summary 

The f a c i l i t a t o r  should ensure that p a r t i c i p a n t s  label  the problem as 
v io lence  agains t  women, not spouse abuse. Bat te red  women have the 
r ight  to name the i r  exper iences  hones t ly .  Spouse abuse is a misnomer. 

Handouts: 

Myths About Abuse -- Numbers l-Vl.  

R e a d i n g s ,  R e s o u r e e s ,  R e f e r e n e e s :  

D o b a s h ,  R. E m e r s o n  a n d  D o b a s h ,  R u s s e l l .  
W i v e s :  A C a s e  A g a i n s t  t h e  P a t r i a r e h y .  

M a r t i n ,  D e l .  B a t t e r e d  W i v e s .  

S c h e c h t e r ,  S u s a n .  Women and Male  V i o l e n e e :  
S t r u g g l e s  o f  t h e  B a t t e r e d  Women's  M o v e m e n t .  

V i o l e n e e  A g a i n s t  

The V i s i o n s  and 

Time Frame: 1 h o u r  
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HANDOUT 

H a n d o u t  I :  M y t h s  A b o u t  A b u s e  

Discuss the fo l lowing  s ta tement  and decide i f  i t  is a cause of woman 
b a t t e r i n g :  

ALCOHOL AND DRUGS CAUSE THE VIOLENCE... 

What seems t rue  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What seems f a l s e  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What o ther  e x p l a n a t i o n s  do you have for why women are beaten? 

Please l i s t  them. 

1. 

2. 

3. 

4. 

. 
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HANDOUT 

Handout II: Myths About Abuse 

Discuss  the fo l lowing  s ta tement  and dec ide  i f  i t  is a cause of woman 

b a t t e r i n g :  

HIS FATHER BEATS HIS MOTHER SO HE BEATS HER. HE LEARNED IT IN HIS 

HOME. 

What seems t rue  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3 .  

4. 

5. 

What seems f a l s e  about t h i s  s ta tement  as 'a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What o ther  e x p l a n a t i o n s  do you have for why women are beaten?  

P l e a s e  l i s t  them. 

I. 

2. 

3. 

4. 

5. 
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HANDOUT 

Handout III: Myths About Abuse 

Discuss  the fo l l owing  s t a t ement  and dec ide  i f  i t  is a cause of woman 

b a t t e r i n g :  

IF SHE DIDN'T NAG SO MUCH, HE WOULD NOT BEAT HER. SHE PROVOKES IT. 

What seems t rue  about t h i s  s t a tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What seems f a l s e  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What o ther  e x p l a n a t i o n s  do you have for why women are beaten?  

P l e a s e  l i s t  them. 

I. 

2. 

3. 

4. 

5. 
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HANDOUT 

Handout IV: Myths About Abuse 

Discuss the fo l lowing  s ta tement  and decide i f  i t  is a cause of 
b a t t e r i n g :  

STRESS CAUSES HIM TO BEAT HER UP. 

woman 

What seems t rue  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I .  

2. 

3. 

4. 

5. 

What seems f a l s e  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. '  

4. 

5. 

What o ther  e x p l a n a t i o n s  do you have for why women are beaten? 

Please  l i s t  them. 

I. 

2. 

3. 

4. 

5. 
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HANDOUT 

Handout V: Myths About Abuse 

Discuss the fo l lowing  s ta tement  and decide i f  i t  is a cause of woman 
b a t t e r i n g :  

WOMEN LEARN TO BE HELPLESS. WE MAKE OURSELVES EASY VICTIMS. 

What seems t rue  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What seems f a l s e  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What o ther  e x p l a n a t i o n s  do you have for why women are beaten? 

Please  l i s t  them. 

I. 

2. 

3. 

4. 

5. 
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HANDOUT 

Handout Vl: Myths About Abuse 

Discuss the fo l lowing  s ta tement  and decide i f  i t  is a cause of 

b a t t e r i n g :  

RACISM AND POVERTY CAUSE VIOLENCE AGAINST WOMEN. 

woman 

What seems t rue  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What seems f a l s e  about t h i s  s ta tement  as a cause of b a t t e r i n g ?  

I. 

2. 

3. 

4. 

5. 

What o ther  exp l ana t i ons  do you have for why women are beaten? 

Please  l i s t  them. 

I. 

2. 

3. 

4. 

5. 
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WORKSHOP II-B 

Exploring the Analysis 
of Violence Against Women 
in the Family: Part !, 
l adership As Vision 

Goals 

1. 

2 .  

. 

. 

To develop a framework to understand b a t t e r i n g .  

To c l a r i f y  that  abuse r e s u l t s  from the unequal power 
men hold over women in the family and in s o c i e t y .  

To demonstrate that  ba t t e r ed  women of color s u f f e r  
i n s t i t u t i o n a l i z e d  racism as well as sexism. 

To v a l i d a t e  the courage of ba t t e r ed  women and to urge 
p a r t i c i p a t i o n  in the movement. 

that  

from 

t h e i r  

Why We Include This In Leadership Training 

Leaders need a framework to explain the causes of v io lence  agains t  
women and they must be able to teach th i s  ana lys i s  to o the r s .  Leaders 
also should have ideas about what wi l l  solve women's problems. 
Without a c l ea r  feminis t  ana lys i s  of v iolence agains t  women, the move- 
ment wi l l  suggest i nco r r ec t  s o l u t i o n s .  For th i s  reason, we f i r s t  
o f f e r  and then encourage the group to debate a feminis t  framework. We 
also discuss  the exper iences  of women of color in order to deepen the 
ana ly s i s  and to i l l u s t r a t e  how racism complicates b a t t e r i n g .  

In Part II (see the next workshop), we continue the development of the 
ana lys i s  and conclude by examining s t r a t e g i e s  that  l o g i c a l l y  emerge 
from th i s  framework. 

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  explains that  we are bui ld ing a s t ep - by - s t ep  ana lys i s  
of b a t t e r i n g  through the next several  exe rc i se s  and workshops. In 
th i s  process ,  we begin with women's exper iences  and ask the ques t ion ,  
"What abusive behavior have we experienced or heard about?" The 
f a c i l i t a t o r  should wr i t e  the headings below on newsprint and le t  the 
p a r t i c i p a n t s  f i l l  in one column at a time, drawing on t h e i r  own 
exper iences  or those of b a t t e r e d  women they know. 
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Poss ib le  responses from the p a r t i c i p a n t s :  

Physical  Emotional Sexual 

h i t t i n g  
slapping 
kicking 
holding a 

knife  to 
your throa t  

des t roy ing  a 
f a v o r i t e  
object  or 
pet 

humi l ia t ing  you in withholding con- 
f ront  of kids and 
f r i ends  

constant  name- 
c a l l i n g  

r e fus ing  to speak 
harass ing you at 
work and at home 

t r acep t ion  
forced sex 
accusa t ions  about 

having a f f a i r  
t h r e a t s  of sexual 

abuse agains t  
your ch i ld ren  
i f  you deny 
him sex 

Economic 

withholding 
money 

denying you 
access to basic 
resources  

s t e a l i n g  your 
money 

forc ing  you to 
turn over your 
pay check 

r e fus ing  to le t  
you a t tend  
school 

Step II :  Summary 

The f a c i l i t a t o r  points out that b a t t e r i n g  is not d i s c r e e t  acts  of 
physical  v io lence .  It is a pa t t e rn  of coerc ive  c o n t r o l .  When we des- 
c r ibe  a b a t t e r e r ,  we say that  he is someone who has kicked his 
p a r t n e r ,  harassed her at work, th rea tened  sexual abuse of her 
c h i l d r e n ,  withheld money, cons t an t ly  ca l l ed  her names, held a kni fe  to 
her t h r o a t ,  forced sex upon her,  and refused to speak to her.  In 
other words, the b a t t e r e r  of ten  uses forms of control  from a l l  four 
c a t e g o r i e s .  Each abusive act builds on the o the r s .  Each new act of 
coercion brings to her mind the f ea r ,  v io lence  and t e r r o r  of a l l  past 
a c t s .  This is the b a t t e r e r ' s  i n t e n t i o n .  

Unlike the s o c i o l o g i s t s  who count up the number of times he h i t s  her 
and she h i t s  him and ca l l  the problem "spouse abuse," we see that  bat-  
t e r i n g  happens in a r e l a t i o n s h i p  in which one person is e x e r c i s i n g  
coerc ive  cont ro l  over another .  N i n e t y - f i v e  percent of the time, i t  is 
the woman who is t e r r i f e d  and dominated. 

Step i l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  adds a f i f t h  column, Racism, to the four above. 

Physical  Emotional Sexual Economic Racism 

She then asks p a r t i c i p a n t s  to give concre te  examples of how racism is 
a form of v iolence agains t  people of co lo r .  

Poss ib le  responses from the p a r t i c i p a n t s :  

I. People of color are forced to l ive  in substandard housing. 

2. People of color are murdered and a t tacked  by white people. 

3. The infant  m o r t a l i t y  ra te  is much higher in communities of 
co lo r .  
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4. People of color exper ience severe employment d i s c r i m i n a t i o n .  

Step IV: Summary 

The f a c i l i t a t o r  explains t ha t ,  when we hc:ip women of color who a r e  
b a t t e r e d ,  we cannot separa te  the racism they exper ience da i ly  from the 
v io lence  they endure from t h e i r  b a t t e r e r s •  If we are to respond 
h e l p f u l l y  to the women of color using our programs, we cannot ignore 
the racism in t h e i r  l i v e s .  If we c r e a t e  se rv ices  based on th i s  analy-  
s i s ,  then a n t i - r a c i s t  work is a necessary part  of a l l  our work to end 
v io lence  agains t  women. 

Step V: I n s t r u c t i o n s  

The f a c i l i t a t o r  then asks the whole group the ques t ions ,  "What  does 
abuse do to women?" "What e f f e c t s ,  emotional and m a t e r i a l ,  does i t  
have on our l ives?"  "What have we lost  as a r e s u l t  of b a t t e r i n g ? "  
The p a r t i c i p a n t s  ca l l  out answers. 

Poss ible  responses from the p a r t i c i p a n t s :  

I • 

2. 
3. 
4. 
5. 

It f r i g h t e n s  me. 
It  con t ro l s  my l i f e .  
I los t  my job and my home. 
I los t  my s e l f - c o n f i d e n c e .  
I am nervous and get headaches, u l c e r s ,  high blood pressure•  

Step VI: I n s t r u c t i o n s  

Remind p a r t i c i p a n t s  that  we are bui ld ing a s t ep - by - s t ep  framework. 
The next quest ion in th is  process is ,  "What does the abuser gain from 
b a t t e r i n g ? "  Remind the group that you are not asking,  "Why does th i s  
individual  man beat?" but r a the r  you are r a i s i n g  the issue of what he 
gains from the behavior• 

Poss ible  responses from the p a r t i c i p a n t s :  

I • 

2. 
3. 
4. 
5. 
6. 

He got his own way; he got con t ro l ;  he got power• 
He d i d n ' t  have to do anything at home. 
He got taken care of .  
He f e l t  powerful because I was f r igh tened•  
He f e l t  super ior  to me. 
He got the house. 

Step VII: Surrrnary 

Ba t t e r ing  harms women in many ways. It  is more than the ac tua l  slap 
or bea t ing .  It  is a pa t t e r n  of con t ro l •  It makes women feel  bad 
about themselves and i t  changes the way they ac t .  When one person is 
t e r r i f i e d  of another ,  unable to speak her mind to her par tner  or get a 
job, then t h e i r  r e l a t i o n s h i p  is unequal; one person is dominating and 
c o n t r o l l i n g  the o the r .  Equals are f ree  to n e g o t i a t e  and d isagree  with 
each o the r .  B a t t e r e r s  take away th is  freedom. Violence and abuse are 
used by the b a t t e r e r  as a way to subordinate  the v ic t im and get his 
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own way. We, t h e r e f o r e ,  must analyze b a t t e r i n g  as an abuse of power 
in which one person maintains control  over another .  Concepts l ike  
s t r e s s  or psychopathology do not adequately explain b a t t e r i n g  and hide 
the power dynamics opera t ing  in abusive r e l a t i o n s h i p s .  These concepts 
also t o t a l l y  f a i l  to explain why the ta rge t  of the violence is women. 

In summarizing these exe rc i se s ,  i t  is important to s t r e s s  that  abused 
women experience no gain or bene f i t s  from the b a t t e r i n g .  Rather, each 
woman must balance the losses she sus ta ins  from the abuse and from her 
leaving a g a i n s t  the bene f i t s  she receives from the r e l a t i o n s h i p ,  
including those that  are e s s e n t i a l  for her su rv iva l .  She is not bene- 
f i t i n g  from the violence if  she s tays ;  she is making a d i f f i c u l t  
choice and has few op t ions .  

It  is also important to emphasize that  b a t t e r e r s  gain emotional ly and 
m a t e r i a l l y  from the i r  v io lence .  Although the b a t t e r e r  loses his 
p a r t n e r ' s  intimacy and t r u s t ,  he gains cont inual  con t ro l .  He gives up 
intimacy for the benef i t  of g e t t i n g  his own way. 

If we accept th i s  analys is  of b a t t e r i n g  as an abuse of power, the goal 
of our work becomes a reorder ing of the power so that  she gains con- 
t ro l  over her l i f e  and he stops b a t t e r i n g .  We must use ou t s ide ,  
powerful and a u t h o r i t a t i v e  i n t e r v e n t i o n s ,  l ike  the pol ice  and cour t s ,  
to stop his abuse of power. 

Step VIII:  I n s t r u c t i o n s  

After developing the ana ly s i s ,  the p a r t i c i p a n t s  may focus so le ly  on 
women's powerlessness.  To correct  th i s  d i s t o r t i o n ,  we add one f ina l  
part  to th is  workshop and ask the ques t ions ,  " E v e n  though the bat- 
t e r e r s  had more power, what did women do to outsmart them and sur- 
vive?" "How did women pro tec t  themselves and the i r  kids?" "How did 
they say 'no '  to the violence in the i r  own way?" The f a c i l i t a t o r  asks 
the whole audience to share examples and makes a l i s t  summarizing the 
p a r t i c i p a n t s '  responses.  F i r s t  the f a c i l i t a t o r  and then the group 
members should name the q u a l i t i e s  that  the behavior demonstrates.  

Poss ib le  responses from the p a r t i c i p a n t s :  

What I Did Qua l i t i e s  I Demonstrated 

a. I ca l l ed  around for safe places 
to go and then I hid money 
u n t i l  I could escape. 

b. I hid my belongings in the 
laundry bag and then went 
to do the laundry and d i d n ' t  
come back. 

c. I had the locks changed. 

a. Resourcefulness ,  taking 
con t ro l .  

b. Creat ive planning.  

c. Being smart, cautious and 
p r o t e c t i v e .  

Step IX: Summary 

Women are survivors  because they f igh t  for the i r  l ives  
themselves. They are not passive in the face of abuse. 

and p ro tec t  
They try to 
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stop it  but the abuser has 6~ore power. Battered women are often very 
c r ea t i ve ,  strong and resourceful  in surviving the abuse. The bat tered 

women's movement must va l ida te  this  courage and continue to t e l l  the 
world about i t .  

C o n c l u d i n g  Comments 

Remind the pa r t i c ipan t s  that we now have completed ~he f i r s t  half of 
the ana lys i s ,  using individual bat tered women's experiences.  The 
second half wi l l  examine the broader social  conditions that create  
ba t t e r ing .  (See the next workshop.) 

H a n d o u t s :  

The f a c i l i t a t o r  may want to d i s t r i b u t e  copies of the Res ident ' s  
Workbook and F a c i l i t a t o r ' s  Manual of Violence Against Women: A 
Curriculum for Empowerment, from which this  workshop is adapted. 
(Dis t r ibuted by the Women's Education I n s t i t u t e ,  853 Broadway, Room 
2014, New York, NY 10003.) 

I 

| 
R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  

AEGIS: The Magazine on Ending Violence Against Women. 

Dobash, 
Wives: 

R. Emerson, and Dobash, 
A Case Against Pa t r ia rchy.  

Mart in ,  Del. Battered Wives. 

NiCarthy, Ginny. 
s i r e  Rela t ionships .  

G e t t i n g  F r e e :  

Pence, Ellen and Paymar, Michael. 
of Men Who Batter.  

Russel l .  Violence Against 

A Handbook for Women in Abu- 

Power and Control:  Tactics 

Schechter,  Susan, Women 
Struggles of the Battered Women's Movement. 

and Male Violence: The Visions and 

Szymanski, Sharon ( ed . ) .  Violence Against Women: A Curriculum 
for Empowerment, Res ident ' s  Workbook and F a c i l i t a t o r ' s  Manual. 

Time Frame: 40 minutes 

I 
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I 
I } 

I 
I 

54 

I 

I 



| 

I 

| 

| 

| 

| 

WORKSHOP II-C 

Exploring the Analysis 
of Violence Against Women 
in the Family: Part !!, 
l eadership  Vision 
G o a l s  

I .  

. 

. 

To understand the social  condi t ions  that  perpe tua te  
b a t t e r i n g .  

To c l a r i f y  that we must change these Condit ions,  as a 
women's movement, in order to e l imina te  b a t t e r i n g .  

To help leaders develop so lu t ions  for stopping or reducing 
violence against  women. 

Why We I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g  

The b a t t e r i n g  of women is pe rpe t ra ted  inside the family. However, 
socia l  i n s t i t u t i o n s  apart from the family, such as r e l i g i o u s  organiza- 
t ions and the criminal j u s t i c e  system, give men permission to ba t t e r  
and keep women subordinate .  They, too, are respons ib le  for violence 
agains t  women.  This exercise  is designed to c l a r i f y  the ana lys i s  
fu r ther  and to generate so lu t ions  to end or to reduce violence agains t  
women. 

D e s e r i p t i o n  of  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  ra i ses  the following ques t ion ,  "What are the condi- 
t ions  that  cause violence against  women in the family to p e r s i s t ? "  
She suggests that  the p a r t i c i p a n t s  stop th inking about individual  
cases and that  they continue to consider the ques t ion ,  "Why are women 
the t a rge t s  of violence generat ion a f t e r  generat ion?" To aid th is  
d i s cus s ion ,  the f a c i l i t a t o r  should draw the following diagram. 

Condit ions Inside the Family Conditions Outside the Family 

A. History of p a t r i a r c h a l  family. 
Husband's h i s t o r i c  r igh t  to 
control  wife and ch i ld r en .  

A. I n s t i t u t i o n s ,  l ike  po l i c e ,  
cour t s ,  & welfare 
agencies .  

B. The economy. 
C. S o c i a l i z a t i o n  of men & 

women. 
D. Homophobia/lack of accept-  

ance of a l t e r n a t i v e  
l i f e s t y l e s .  

E. Cul ture .  
F. Racism. 
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Step I I :  Summary 

This diagram should be discussed f u l l y .  (See below for d e t a i l s . )  The 
f a c i l i t a t o r ' s  goal is to show that b a t t e r i n g  is maintained i n s t i t u -  
t i o n a l l y .  Unequal treatment outs ide  the family r e in fo rce s  women's 
inequa l i ty  inside i t .  Ba t te r ing  is not about i l l n e s s ;  i t  is about a 
set of unequal power r e l a t i o n s  between men and women which are r e i n - '  
forced by the e n t i r e  socia l  order .  

The f a c i l i t a t o r  should begin with the l e f t  side of the diagram ca l l ed  
"Ins ide  The Family." She should ta lk  about the h i s t o ry  of laws, r e l i -  
gion and socia l  customs tha t ,  through the 19th century ,  a c t u a l l y  con- 
s idered women as t he i r  husbands' proper ty .  It  was customary and 
appropr ia te  for a man to beat his wife unless he went too far (for 
example, "rule  of thumb"). Although b a t t e r i n g  is no longer l ega l ,  
th i s  p r a c t i c e  cont inues .  For example, b a t t e r e r s  say, "What do you 
mean I c a n ' t  beat her.  She's my wife ."  

Step I l l :  I n s t r u c t i o n s  

Then the f a c i l i t a t o r  moves to the other side of the diagram to show 
the forces ou ts ide  the family that  con t r ibu t e  to b a t t e r i n g .  (See Sum- 
mary below.) She con t inua l ly  reminds the p a r t i c i p a n t s  that  these 
forces make women vulnerable  to violence and may push them to r eun i t e  
with t he i r  abusers .  She then asks p a r t i c i p a n t s  to share t he i r  
experiences as she develops the diagram or adds examples to i t .  

Step IV: Summary 

A. The I n s t i t u t i o n s .  The f a c i l i t a t o r  reminds the p a r t i c i p a n t s  about 
ba t t e red  women's experiences with the po l i ce ,  cour t s ,  welfare and 
mental hea l th  agencies when they ask for help.  Until  the s h e l t e r  
movement, i n s t i t u t i o n s  ignored the problem, supported his vio- 
lence and ba s i ca l l y  sent her back to the family to be ba t te red  
again.  Her role was to stay with him and he learned there were 
no consequences to his behavior; b a t t e r i n g  was s o c i a l l y  
sanct ioned.  This is how i n s t i t u t i o n s  outs ide  the family support 
the unequal power dynamics inside the family. In one s tudy,* 600 
ba t t e red  women made 3090 agency c o n s u l t a t i o n s ,  1545 of which they 
def ined as "of no use" in g e t t i n g  them p ro t ec t i on  or safe accom- 
modations. Bat tered women are not passive in the face of abuse; 
they simply cannot get the help they need. In the same study,  
64% of the women found the pol ice  response use le s s ;  48% found 
socia l  se rv ices  u se l e s s ;  44% ca l led  the medical response u se l e s s .  

B. The Economy. Point out that  women are very vulnerable  to 
lence because of t he i r  poor economic s t a t u s .  

vio- 

I. In our s o c i e t y ,  people work outs ide  the home to earn a wage. 

* Women's Aid Federa t ion ,  Leaving Violent Men: A Study of Refuges and 
Housing for Battered Women." 
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C. 

If  you are not a wage earner ,  you are devalued and you are 
vu lnerab le  to the person providing the money. 

. Welfare payments for women are so low because women are sup- 
posed to have husbands. 

. White women who work fu l l  time, year round, 
get 61¢ for every do l l a r  paid to white men. 
expect 56¢ and Hispanic women, 52¢. 

can expect to 
Black women can 

The S o c i a l i z a t i o n  of Men and Women. 

I . Men are taught that they should be in charge of t he i r  
f ami l i es  and that they have the r ight  to be in cont ro l  and 
to use force to maintain that  c o n t r o l .  

. Many women are s o c i a l i z e d  to feel  r e spons ib le  for main- 
ta in ing  the family and g u i l t y  i f  anything is wrong. 

D. Homophobia/Lack of Acceptance of A l t e r n a t i v e  L i f e s t y l e s .  

I .  

. 

Many women are ra i sed  to be l i eve  that  i f  they are not mar- 
r i ed ,  something is very wrong with them. Living alone or 
with women is highly s t igmat ized .  These cond i t ions  again 
r e i n f o r c e  the b a t t e r e r ' s  power over his pa r tne r .  

. 

Many women s tay with the i r  b a t t e r e r s  because they do not 
perce ive  that  l i v ing  with other women is an op t ion .  The 
p o s s i b l e  accusa t ion  of " l e sb ian"  and the lack of f a i t h  in 
women's c a p a b i l i t i e s  keeps them from escaping v io l ence .  

. 

B a t t e r e r s  accuse the i r  wives of being lesb ians  and beat them 
for i t .  This accusa t ion  is used to make women give up t he i r  
female f r i e n d s h i p s ,  school ,  jobs and support systems. In 
th is  way, the b a t t e r e r  is i s o l a t i n g  the woman, denying her 
help from others  and c o n t r o l l i n g  her. 

If  a lesb ian  is b a t t e r e d ,  she is e n t i t l e d  to the same re-  
sources ,  support and r e f e r r a l s  that  a he terosexual  woman 
r e c e i v e s .  But i f  she is a f r a i d  that  by repor t ing  the ba t -  
t e r i n g ,  she wi l l  lose her chi ldren  because of her l e s -  
bianism, she wi l l  not ask for help. She, t h e r e f o r e ,  remains 
more vu lnerab le  to v io lence .  

E. Cu l tu re .  

I. Much of the c u l t u r e  r e i n f o r c e s  a l l  of the above a t t i t u d e s .  

* Homophobia is the i r r a t i o n a l  fear of homosexuality and the ha t red ,  
d i sgus t  and p r e jud i ce  that  fear br ings .  
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F. 

. Women are told that  they are hur t ing  the ch i l d r en  
kids don ' t  have a f a the r  p resen t .  

i f  the 

. 

. 

The c u l t u r e ,  through the media, por t rays  women as 
that  t o l e r a t e  and enjoy violence and degrada t ion .  

ob jec t s  

All of these c u l t u r a l  p r a c t i c e s  leave women g u i l t y  and vul- 
nerable  when they are abused and r e i n f o r c e  men's b e l i e f s  
that  they have the r igh t  to be v i o l e n t .  

Racism. 

I .  Violence agains t  women of color is not taken as s e r i o u s l y  by 
the pol ice  and cour ts  as is v iolence against  white women. 

. Women of color have many s t reng ths  but they have less access 
to resources ,  jobs, housing, and s a f e t y  as a r e s u l t  of 
racism and t h e r e f o r e  remain more vulnerable  to v io lence .  

. Many s h e l t e r s  are in white communities and t h e r e f o r e  may be 
f r i g h t e n i n g  places for women of co lo r .  If a s h e l t e r  
has no women of color on s t a f f  and no m u l t i - c u l t u r a l  pro- 
grams, women of color do not rece ive  the support they need. 
Racism, thereby,  perpe tua tes  the v u l n e r a b i l i t y  of women of 
color to b a t t e r i n g .  

Step V: I n s t r u c t i o n s  

The f a c i l i t a t o r  should ask the group to discuss the e n t i r e  a n a l y s i s .  
What do p a r t i c i p a n t s  agree with? Disagree with? What would they add 

or change? 

Step VI: Summary 

The f a c i l i t a t o r  should point out that  the condi t ions  outs ide  the fami- 
ly also perpe tua te  b a t t e r i n g  and that  these must be chal lenged so 
t ha t ,  in the long run, women are no longer beaten.  Refe r r ing  to the 
r igh t  hand side of the cha r t ,  the f a c i l i t a t o r  s t r e s s e s  that  to end 
violence  agains t  women, our movement's agenda must include s t r ugg l i ng  
for b e t t e r  jobs, equal pay, q u a l i t y  heal th  care ,  higher wel fa re  
g ran t s ,  decent housing, and more socia l  s e r v i c e s .  A n t i - r a c i s t  work 
must be part  of our movement's commitment. Changing i n s t i t u t i o n s  is 
also our task.  These are the only ways, in the long run, to end vio- 
lence agains t  women. 

Step VII: I n s t r u c t i o n s  

The f a c i l i t a t o r  should break the p a r t i c i p a n t s  into small groups to 
consider  the impl ica t ions  of the a n a l y s i s .  She should ask them to 
appoint a recorder  to f i l l  out the answers in the two columns below, 
and repor t  back to the whole group. The f a c i l i t a t o r  should then ask 
them to compare and c o n t r a s t  t h e i r  ro les  under each ca tegory .  
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When we p rov ide  s e r v i c e s  to women, 
we do the fo l l owlng :  

Some P o s s i b l e  Responses :  

I. I p rov ide  help to i n d i v i d u a l  
women. 

. I f ind  housing for the women 
I s e r v e .  I advocate  for 
i n d i v i d u a l s .  

. 

. 

I t r y  to change the b a t t e r e d  
woman. 

I d i s t a n c e  more from b a t t e r e d  
women. I see her as a c l i e n t .  

When we o rgan ize  women for  
s o c i a l  change and cons ide r  
o u r s e l v e s  a b a t t e r e d  women's 
movement, we do the f o l l o w l n g :  

Some P o s s i b l e  Responses :  

I . I t ry  to br ing  b a t t e r e d  
women toge the r  so they 
help one ano the r .  

. I s t a r t  a c i t y - w i d e  c o a l i -  
t ion  to demand more 
housing for  low income 
women and make sure  ba t -  
t e r ed  women are a p r i o r i t y .  

3. I t r y  to s top the v i o l e n c e .  

. I unders tand tha t  I could 
be b a t t e r e d  too and want to 
inc lude  b a t t e r e d  women in 
a movement we c a l l  t h e i r s .  

Step VII: Summary 

The goal of the above e x e r c i s e  is to poin t  out tha t  we have dual r o l e s  
as s e r v i c e  p r o v i d e r s  and movement o r g a n i z e r s .  We a l s o  want to i n t r o -  
duce the idea tha t  s e r v i c e s  can be provided in more empowering move- 
m e n t - b u i l d i n g  ways than p a r t i c i p a n t s  may have cons ide red  p r e v i o u s l y .  

The f a c i l i t a t o r  should not make the p a r t i c i p a n t s  f ee l  g u i l t y  i f  they 
see themselves  as s e r v i c e  p r o v i d e r s  on ly .  The f a c i l i t a t o r  should not  
p i t  s e r v i c e s  a g a i n s t  the movement. Ra the r ,  we want p a r t i c i p a n t s  to 
see tha t  we do our s e r v i c e  work in n o n - t r a d i t i o n a l  ways and tha t  we do 
not th ink of b a t t e r e d  women as p a t h e t i c  v i c t i m s .  Our e f f o r t  is to 
b u i l d  an i n d i v i d u a l  woman's s t r e n g t h  and women's c o l l e c t i v e  power to 
change the world .  

Step IX: I n s t r u c t i o n s  

The f a c i l i t a t o r  should ask each small group to choose one s t r a t e g y  for  
s o c i a l  change from i t s  l i s t  tha t  w i l l  s top or reduce b a t t e r i n g  and to 
des ign  a one year plan to implement tha t  s t r a t e g y .  

P o s s i b l e  r e sponses  from the p a r t i c i p a n t s :  

A. Develop a cour t  mon i to r ing  program. 

I .  R e c r u i t  b a t t e r e d  women and community v o l u n t e e r s  who are 
i n t e r e s t e d  in a cour twa tch .  
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2. With them, design goals ,  ob jec t ives  and plans for the coming 
year so that  there are always women observing court proce- 
dures.  

3. Offer them t r a i n i n g  about ba t te red  women's legal r i g h t s .  

4. Put together  the i r  f indings  and wri te  a report  with them. 

5. In a large group, nego t i a t e  with the chief  judge for changes 
to improve the response to ba t te red  women. 

The f a c i l i t a t o r  should ask each small group to report  to the whole 

group. 

C o n c l u d i n g  Comments 

Our v is ion  is to c rea te  a movement that  wi l l  empower women, i nd iv i -  
dual ly and c o l l e c t i v e l y ,  and wil l  generate social  change to m a t e r i a l l y  
improve a l l  women's l ives  and thereby stop violence agains t  women. 
This movement is a part of a broader s t rugg le  for the l i b e r a t i o n  of 
women and for oppressed people,  and i t  is the task of leaders to help 
others  see these connect ions .  

H a n d o u t s :  None. 

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  

Dobash, Emerson R. and Dobash, Russe l l .  
A Case Against the Pa t r i a rchy .  

Martin, Del. Bat tered Wives. 

Schechter ,  Susan. Women and Male Violence: 
Struggles of the Battered Women's Movement. 

Hart, Barbara. 
the Violence: 

V i o l e n c e  A g a i n s t  W i v e s :  

The V i s i o n s  and 

"Lesbian Ba t te r ing :  An Examination" in Naming 
Speaking About Lesbian Battering. 

Time Frame: I hour, 30 minutes .  

| 

1 

| 
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WORKSHOP Ii-D 

Identifying and Stopping 
Racism in Our Organizations 
G o a l s  

1. 

2 .  

. 

. 

To help p a r t i c i p a n t s  understand racism and how it  opera tes .  

To give p a r t i c i p a n t s  tools to recognize and change r a c i s t  
a t t i t u d e s  and r a c i s t  o rgan iza t iona l  p r a c t i c e s  and p o l i c i e s .  

To motivate white people to take r e s p o n s i b i l i t y  to stop 
racism. To help them develop plans for ending personal and 
i n s t i t u t i o n a l  racism. 

To provide white people with language and concepts for 
teaching a n t i - r a c i s t  philosophy and s t r a t e g i e s  to other  
white people. 

5. To support women of color so that  they can remain in t h e i r  
jobs and in the movement and assume leadersh ip  r o l e s .  

. To help white people understand and respect  the l eadersh ip  
and vis ion of people of color in work to end racism. 

I 
. 

| 

| 

Why We I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g  

The ba t t e r ed  women's movement speaks of i t s e l f  as a movement for a l l  
women, yet th is  is s t i l l  not t rue .  Women of color are absent from the 
boards of d i r e c t o r s  of many of our o rgan iza t ions  and from high level  
s t a f f  and leadersh ip  pos i t i ons .  She l t e r s  s t i l l  are f a i l i n g  to develop 
m u l t i - c u l t u r a l  and a n t i - r a c i s t  programs. If we are to stop the vio- 
lence agains t  women of co lo r ,  then th is  r e a l i t y  must change. In th i s  
workshop, we focus on the way indiv iduals  and organ iza t ions  can under- 
take a n t i - r a c i s t  work. 

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

For the following e x e r c i s e s ,  we suggest a m u l t i - r a c i a l  team of f a c i l i -  
t a t o r s ,  including at l eas t  one white woman and one woman of co lo r .  
The white woman must be prepared to stop any r a c i s t  behavior and use 
her i n t e rven t i on  as a way to teach people about racism. 

The f a c i l i t a t o r  begins by asking the p a r t i c i p a n t s  to envision or to 
remember t h e i r  old v is ions  from the c i v i l  r i gh t s  movement, for ex- 
ample, of an a n t i - r a c i s t ,  m u l t i - c u l t u r a l  world. Or the f a c i l i t a t o r  
can suggest that the parents  in the room imagine a m u l t i - c u l t u r a l ,  
a n t i - r a c i s t  world for t h e i r  c h i l d r e n .  What  would it  look l ike? What 
would happen in i t?  The f a c i l i t a t o r  shares her vis ion and then asks 
p a r t i c i p a n t s  to share t h e i r s .  
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In th i s  exe rc i se ,  we are not making judgments about peop le ' s  v i s ions  
although f requen t ly  the p a r t i c i p a n t s  wi l l  comment on each o t h e r ' s  

ideas. This exerc ise  is used to help p a r t i c i p a n t s  think p o s i t i v e l y ,  
to put aside the i r  fear and g u i l t ,  and to become insp i red  to work to 
end racism. 

Poss ible  responses from the p a r t i c i p a n t s :  

I .  Cultures  would be shared and ce leb ra ted .  A m u l t i - c u l t u r a l  
world is not a homogenous one. I t  is not a mel t ing  pot.  We 
do not become a l i k e .  Ins tead,  we ce l eb ra t e  our d i v e r s i t y  
and learn from our d i f f e r e n c e s .  

2. We would no longer assume white is dominant and super io r .  

. White people would learn that the major i ty  of the world are 
people of co lo r .  

. We would see the world through many peop le ' s  eyes 
much r icher  and deeper human beings.  

and be 

Step I I :  I n s t r u c t i o n s  

The f a c i l i t a t o r  reads aloud the d e f i n i t i o n  of racism. (See handout, 
R a c i s m  D e f i n i t i o n  Sheet . )  Using th i s  d e f i n i t i o n ,  the f a c i l i t a t o r  
should emphasize the d i f f e r e n c e  between pre jud ice  and racism with the 
following s tatement:  

R a c i s m  = P r e j u d i c e  + T h e  P o w e r  t o  E n f o r c e  P r e j u d i e e  

and s t r e s s  that  racism is perpetuated by white people in the i n s t i t u -  
t ions they c o n t r o l .  She explains that  white people benef i t  from 
racism by c o n t r o l l i n g  the world, gaining most of i t s  resources and 
enjoying power and p r i v i l e g e  that people of color are denied. 

The f a c i l i t a t o r  then works with the whole group to c l a r i f y  these con- 
cep t s .  F i r s t ,  the f a c i l i t a t o r  asks for reac t ions  to the d e f i n i t i o n .  
Then she asks the whole group to f i l l  out the chart  below and give one 
or two examples of racism in each category.*  

Kinds of Racism 

A. I n s t i t u t i o n a l  

Poss ible  responses from the p a r t i c i p a n t s  

Education Teaching h i s to ry  as if  only white people had 
h i s t o ry  or made h i s t o r y .  

Economics In 1980, the median income of white fami l ies  
was $20,524, while that  of blacks was 
$11,648 and Latinas $14,315. 

II 

| 

II 
| 

| 

* This chart  is l a rge ly  the product of ma te r i a l s  developed 
Council on I n t e r r a c i a l  Books for Chi ldren.  

by the 
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Health care Continual c los ing  of hosp i t a l s  and c l i n i c s  in 
communities of co lo r .  

P o l i t i c s  There are 19 black e l e c t e d  o f f i c i a l s  for 
every 100,000 blacks,  while there  are 224 
non-black e l ec t ed  o f f i c i a l s  for every 100,000 
non-blacks.  

Housing The chance of being inadequately  housed i f  
you are a female between the ages of 30-65 is 
17% for whi tes ,  26% for blacks and 24% for 
Lat inas .  

B. Cul tura l  

Music Jazz, one 
forms, is 
c r i t i c s .  

of the few American c rea ted  a r t  
not considered a r t  by many white 

Rel igion H i s t o r i c  imposition of C h r i s t i a n i t y  on Black 
people. Assuming that  white and C h r i s t i a n  is 
the norm even though many people are Jewish 
and Muslim. 

Standards,  Norms High "a r t "  is white western European a r t .  
All other a r t  is considered p r i m i t i v e .  Beau- 
t i f u l  women are white,  t a l l ,  thin and f a i r -  
skinned. We assume that  a l l  people eat the 
same foods and hold the same values.  

C. Individual  

A t t i t udes  Believing people of color are i n f e r i o r .  The 
denial  of racism, "I never see a person ' s  
c o l o r . "  

Behavior Laughing at r a c i s t  jokes.  Murdering or 
a t t ack ing  Asians, Blacks or Hispanics i f  they 
move into your neighborhood. 

Step I l l :  Summary 

The f a c i l i t a t o r  should allow the group to take ample time and she 
should have many concre te  examples ava i l ab l e  of racism. We want the 
group to begin to feel  the impact of racism on the l ives  of people of 
c o l o r .  In th i s  s ec t i on ,  women of color f r equen t ly  share exper iences  
of racism in t h e i r  own l ives  and th i s  is a very important source of 
l ea rn ing  for everyone. 

Step IV: Summary 

The f a c i l i t a t o r  makes the following poin ts :  

I .  White people must be prepared to give up power, p r i v i l e g e  
and p r e s t i g e  a s soc ia t ed  with being a member of the dominant, 
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r a c i s t  c lass•  It  means white people wi l l  need to step aside 
and share power. 

. White people must look to the leadersh ip  of people of color 
in th i s  process of d i v e s t i n g  themselves of p o w e r  and 
c r e a t i n g  a new world. 

The f a c i l i t a t o r  must keep the following in mind as she works: 

I .  White women of ten  begin to fee l  bad, g u i l t y  and ashamed 
a f t e r  th is  examination of racism. They should be encouraged 
to share those f ee l ings  with white women, r a the r  than burden 
women of color or ask women of color to take care of them or 
to forgive  them. This is not to minimize the in tense  
f ee l ings  that  white women may experience a f t e r  th i s  
exe rc i se •  Oppor tuni t ies  should be made a v a i l a b l e  to white 
women to process th i s  at a l a t e r  time during the t r a in ing •  
White women also need to understand that  t h e i r  conscious-  
ness about racism is only beginning• Racism is l a rge ly  
i n v i s i b l e  to them. Only study wil l  provide c l a r i t y  and fu l l  
awareness. 

. Women of color may become angry during th i s  e x e r c i s e ;  
fur ious  that  i n s t i t u t i o n a l i z e d  racism has deprived them of 
t h e i r  own c u l t u r e  and h e r i t a g e .  They may be angry that  they 
have had to learn about white c u l t u r e  in order to survive 
and that  white people can be obl iv ious  to people of c o l o r .  
Women of color may also become very anxious during th i s  
exe rc i s e  - anxious that heightening consciousness about 
racism wil l  c r e a t e  tensions between white women and women of 
color and that  these tensions wi l l  i n t e r f e r e  with mutual 
work. This exe rc i s e  may bring out other in tense f e e l i n g s .  
There should be an oppor tuni ty  for women of color to process 
these f ee l ings  at other times throughout the t r a i n i n g .  

Step V: I n s t r u c t i o n s  

The f a c i l i t a t o r  should divide the p a r t i c i p a n t s  into groups of f ive  
based on the work they do. For example, s t a f f  of ba t t e r ed  women's 
o rgan iza t ions  should s tay toge the r ;  rape c r i s i s  cen te r s  should form 
t h e i r  own group, e t c .  Each group is to appoint a recorder  and under- 
take the following task: 

Each group should design a b l a t a n t l y  and a subt ly  r a c i s t  o rgan iza t ion  
( e . g . ,  a r a c i s t  s h e l t e r ,  a r a c i s t  rape c r i s i s  c e n t e r ) ,  cons ider ing  at 
l eas t  the fol lowing:  

a • 

b. 
C. 

d. 
e .  

f.  
g. 

Who is in the o rgan iza t ion .  
Who makes the dec i s i ons .  
Who makes which dec i s ions .  
Who con t ro l s  the budget. 
Who sets  up formal po l i cy .  
Who sets  up informal po l i cy .  
Who develops programs, plans community events ,  decora tes  the 
space. 
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The f a c i l i t a t o r  should advise the groups that women of color should 
not provide a l l  the answers for the small groups during the design 
d i scuss ion .  Upon completion, each group should report  back. Women of 
color also should be given permission to leave the room if  they do not 
want to p a r t i c i p a t e .  

Possible  responses from the p a r t i c i p a n t s :  

I. The board of d i r e c t o r s  is white .  

2. The s t a f f  of the s h e l t e r ,  except the house manager and night 
crew, is white .  

3. No one on s t a f f  speaks any language except English.  The 
p i c t u r e s  on our walls are white women o n l y .  

Step VI: Summary 

Once the e n t i r e  l i s t  is completed, the f a c i l i t a t o r  asks the groups 
what they learned.  Many p a r t i c i p a n t s  are surpr i sed  and hurt to see 
ths t  the l i s t  r e f l e c t s  the cur ren t  r e a l i t y  in t h e i r  s h e l t e r  or rape 
c r i s i s  c e n t e r .  The f a c i l i t a t o r  should encourage them to ta lk  about 
t h i s .  Others may become defens ive ,  "I am not r a c i s t  I think a l l  
people are equal . "  Here, the f a c i l i t a t o r  must gent ly  educate ,  re-  
minding p a r t i c i p a n t s  of the r e a l i t i e s  of racism that were explored in 
the previous exe rc i se  and the bene f i t s  white people gain from racism. 

Step VII: I n s t r u c t i o n s  

Refe r r ing  to the l i s t  of r a c i s t  o rgan iza t iona l  p r a c t i c e s  and p o l i c i e s  
on the board, the f a c i l i t a t o r  asks the small groups to design an a n t i -  
r a c i s t  and m u l t i - c u l t u r a l  o rgan iza t ion .  At l eas t  I/2 hour should be 
devoted to th i s  design d i scuss ion .  Then  each group should report  back 
to the whole body. 

Poss ible  responses from the p a r t i c i p a n t s :  

I .  The s t a f f  and volunteers  would r e f l e c t  the 
people of color in our community. 

population of 

. We would develop an a f f i r m a t i v e  ac t ion  program for board, 
s t a f f ,  and volunteers  and include an implementation plan and 
time table  to car ry  out th is  program. 

. Mandatory t r a i n i n g  on racism and m u l t i - c u l t u r a l  awareness 
would happen f i r s t .  We would set up a committee to monitor 
th i s  work and report  r e g u l a r l y  to the board and s t a f f .  

. Our s t a f f  and volunteers  would speak the languages spoken in 
our communities. 

. Resources would be set aside for women of color so that  they 
could find support and gain access to the same information 
and t r a i n i n g  that  white women have. 
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Step VIII:  I n s t r u c t i o n s  

The f a c i l i t a t o r  should challenge the group by asking,  "Now that we 
have generated th i s  l i s t ,  what can we do? What pieces of i t  can 
ind iv idua l s  in th i s  room try to change? How can we, as leaders ,  per- 
suade our organiza t ions  to change?" 

The f a c i l i t a t o r  should ask the p a r t i c i p a n t s  to break into small groups 
and choose one concrete  example of racism in the i r  own programs or in 
the s t a t e  c o a l i t i o n  and design a workplan to end i t .  (See Workshop 
I I I -C . )  The f a c i l i t a t o r  should remind them to make the plan concre te .  
Here, i t  is important to ta lk  about the anger that may be d i r ec t ed  at 
those who challenge the current  power s t r u c t u r e  of an o rgan iza t ion .  
The f a c i l i t a t o r  needs to emphasize that  i t  is safer  to do a n t i - r a c i s t  
work in a group and encourage the formation of women of color task 
forces and white women against  racism committees. The s t a t e  c o a l i t i o n  
might o f fe r  the f i r s t  s e r i e s  of an t i - r ac i sm ,  m u l t i - c u l t u r a l  t r a i n i n g s  
for i t s  members. 

The f a c i l i t a t o r  should ask each group to report  back. Before the 
f a c i l i t a t o r  ends the exe rc i se ,  she should find out if there are p a r t i -  
c ipants  who wi l l  volunteer  to work together  to implement s p e c i f i c  
plans.  She also should find one person to coordinate  the i n i t i a l  
meeting of any group that  reconvenes a f t e r  t r a i n i n g .  The work plans 
developed in th i s  exerc ise  might be c o l l e c t e d ,  and the person taking 
minutes of the t r a i n i n g  for the sponsoring organiza t ion  could l a t e r  
disseminate  the work plans to p a r t i c i p a t i n g  o rgan iza t ions .  

Step IX: Summary 

The f a c i l i t a t o r  needs to emphasize that  there may be r e s i s t a n c e  to 
change and should generate a d i scuss ion  on how to overcome th i s  r e s i s -  
tance. 

| 
| 

| 

C o n c l u d i n g  Comments 

The f a c i l i t a t o r  may hear reac t ions  such as, "There are no people of 
color in my community; what do you expect me to do?" It is important 
to chal lenge the ques t ion ing  p a r t i c i p a n t  by responding, "Why are there 
no people of color? Why is i t  so unsafe for them in your community? 
How could you make the community safe for a ba t te red  woman of color 
who is f l e e ing  from her abuser and turns to you for p ro t ec t ion?"  The 
f a c i l i t a t o r  suggests to the group that  as we work to make our s h e l t e r s  
a n t i - r a c i s t  and m u l t i - c u l t u r a l ,  we must also challenge our communities 
to undertake the same tasks .  

The f a c i l i t a t o r  must also ind ica te  to the p a r t i c i p a n t s t h a t  th i s  two 
to three hour t r a i n i n g  on racism is inadequate. They may want to plan 
many more s ta tewide or local t r a i n i n g s ,  s t a r t  a n t i - r a c i s t  conscious-  
n e s s - r a i s i n g  groups and read l i t e r a t u r e  wr i t t en  by people of co lor .  
The: goal for white people is to overcome the i r  g u i l t  and to act to 
stop racism. Along the way, they wil l  a l l  make mis takes ,  but the 
important task is to change. 
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Racism Def in i t ion  Sheet 
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Readings ,  R e s o u r e e s ,  R e f e r e n c e s :  

Contact the Women of Color Task Forces of the National Coal i t ion 
Against Domestic Violence and the National Coal i t ion Against 
Sexual Assault.  

Council on I n t e r r a c i a l  Books for Children, mater ia ls  on 
racism t r a in ing ,  1841 Broadway, NY, NY 10023. 

an t i -  

Derman-Sparks, Louise 
Racist :  Patterns and 
People of Color." 

and P h i l l i p s ,  Carol. "Becoming Anti- 
Progressions of Change for Whites and 

Katz, Judith H. White Awareness: Handbook for Anti-Racism 
Training. 

Lindsey, Karen. "Anti-Semitism and the Women's Movement." 

See bibliography of wri t ings by women of color in Reading 
for Mul t i -Cul tura l ,  Anti-Racism Education attached to 
brating Women's Culture - Part I f ,  Workshop I I - J .  

List  
C e l e -  

White, Evelyn. Chain, Chain, Change: For Black Women Dealing 
With Physical and Emotional Abuse and Exploring Responses to I t .  

Zambrano, Myrna A. Mejor Sola Que Mal Acompafiada: Para La 
Mujer Golpeada (For the Latina in an Abusive Rela t ionship) .  

Time Frame: 2-3 hours 
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HANDOUT 

RACISM DEFINITION SHEET 

DEFINITION: Racial p re jud ice  is defined as a favorable or unfavor- 
able opinion or f ee l i ng  about a rac ia l  group, formed 
without knowledge, thought or reason. Racism r e q u i r e s ,  
in add i t ion  to rac ia l  p re jud ice ,  the power to enforce 
that p re jud ice .  In the U.S.,  as in a l l  other 
s o c i e t i e s ,  power is a t t a i ned  through control  of major 
socia l  i n s t i t u t i o n s ,  i . e . ,  bus iness ,  government, educa- 
t ion ,  communications. In the U.S.,  a l l  of these i n s t i -  
t u t i ona l  areas have always been c o n t r o l l e d  by white 
people.  Therefore,  the power to enforce rac ia l  pre ju-  
dice has res ted  almost exc lus ive ly  with the white com- 
munity in th is  country.  Thus, when we speak of racism 
in the U.S., we are speaking about white racism. Black 
p re jud ice  could only become Black racism if  Blacks were 
to take control  of th i s  coun t ry ' s  i n s t i t u t i o n s  and use 
them to benef i t  people of color at the expense of 
whi tes .  

The concern goes beyond anyone's a t t i t u d e s  or anyone's 
i n t en t i ons  to include people ' s  behavior in the i r  i n s t i -  
t u t i o n s .  A white person with abso lu te ly  no rac ia l  
p re jud ice  can s t i l l  be part of he r /h i s  i n s t i t u t i o n ' s  
r a c i s t  p r ac t i ce s  by not working to challenge and change 
those p o l i c i e s  and p rac t i ce s  that  have r a c i s t  r e s u l t s .  

E x a m p l e s  o f  R a c i s m  

POVERTY: 1980: There were 19.7 mi l l i on  whites ,  8.6 m i l l i o n  
Blacks and 3.5 mi l l i on  Latinos below the povery l eve l .  
That represen ts  10.2% of a l l  whi tes ,  32 .5% o f  a l l  
Blacks and 25.7% of a l l  Latinos l i v ing  in the U.S. In 
the year 1979-1980, the number of poor Blacks rose 
sharply while the number of poor whites dec l ined .  

INCOME: 

Medians 
Over $50,000 
Under $10,000 

Bureau of the Census, Aug., 1981 
National Urban League, 1/14/82 

White Black Latino 
$20,524 $11,648 $14,315 

5.7% 0.9% 2.1% 
17.6% 43..1% 32.1% 

Bureau of Labor S t a t i s t i c s ,  6/22/81 
UNEMPLOYMENT: 

White 
Total 6.3% 
Males 20 years & older 5.2% 
Females 20 years & older 5.6% 
Both sexes 16-19 years old 15.5% 

Black Latino 
14.1% 10.1% 
12.2% 8.3% 
11.7% 9.2% 
38.6% 22.5% 

U.S. Dept. of Labor, 4/16/81 
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TYPE OF WORK: 

ELECTED 
OFFICIALS: 

1979: One out of twelve white males was a s e rv i ce  
worker, but one out of f ive  females and one out of four 
people of color held such a job. By comparison, almost 
one - th i rd  of a l l  white males were in p ro fess iona l  or 
managerial pos i t i ons ,  but fewer than one out of six 
people of color were in those occupational  ca t ego r i e s . -  

U.S. Commission of Civi l  Rights ,  I /8I  

1980: There were 4,912 Black o f f i c i a l s  in the 49 
s t a t e s ,  the D i s t r i c t  of Columbia and the Virgin 
Is lands ,  r ep resen t ing  I% of the 490,200 e l e c t e d  
o f f i c i a l s  in the U.S. There are 19 Black e l e c t e d  
o f f i c i a l s  for every 100,000 Blacks, while there  are 224 
non-Black e l e c t e d  o f f i c i a l s  for every 100,000 non- 
Blacks. 

Joint  Center for P o l i t i c a l  S tudies ,  1981 

HOUSING: More than 82% of the homes on the Navajo r e s e r v a t i o n  do 
not have indoor plumbing and 80% are without water and 
sewer f a c i l i t i e s .  

New York Times, 4/27/79 

The Chance of Being Inadequately Housed (2-5 Persons) 

White Black Latino 

65 and up Male 13% 27% 21% 
Female 16% 33% 24% 

30-65 years Male 17% 25% 25% 
Female 17% 26% 24% 

Under 30 Male 20% 27% 23% 
Female 18% 28% 29% 

U.S. Dept. of Housing & Urban Devel . ,  9/78 

SEGREGATION: In 1978, 60% of minor i ty  s tudents  were en ro l l ed  in pre- 
dominantly minor i ty  or r a c i a l l y  i so l a t ed  schools .  The 
Western and border s t a t e  regions showed somewhat lower 
segrega t ion  than the r e s t  of the nation while the 
Northeast  was the h ighes t .  
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WORKSHOP II-E 

Challenging Homophobia 
Within Our Organizations 

a 
| 
| 

Goals 

I , 

2. 

. 

To explain  homophobia and the e f f e c t s  i t  has on women. 

To help p a r t i c i p a n t s  understand the connection between homo- 
phobia and the movement to end violence  agains t  women. 

To o f f e r  p a r t i c i p a n t s  the oppor tuni ty  to design and p r a c t i c e  
anti-homophobic s t r a t e g i e s .  

II 
| 

Why We Include This in Leadership Training 

Homophobia, the f ea r ,  dread and hatred of lesbians and gay men, harms 
individual  women and divides  the women's movement. Homophobic a t t acks  
have m a d e  t h e i r  ugly way into s h e l t e r s ,  women's cen te rs  and rape 
c r i s i s  programs, forc ing  lesbians to l e a v e t h e i r  jobs or,  more f r e -  
quent ly ,  to remain s i l e n t  about t he i r  i d e n t i t i e s .  

Women of ten  suggest that  sexual p re fe rence  is a personal choice that  
has no place in movement d i scuss ions .  This pos i t ion  denies the s i gn i -  
f icance  of homophobia ( the i r r a t i o n a l  fear of women emotional ly  and 
sexua l ly  loving each o ther)  and heterosexism (the b e l i e f  that  he te ro-  
s e x u a l i t y  is the only normal sexual or int imate  expression wi'thin our 
s o c i e t y ) .  Heterosexism and homophobia serve to bind women more 
t i g h t l y  into sexual i d e n t i f i c a t i o n  with,  and dependence on, men. As 
an attempt to deny a l l  women the r ight  to def ine  themselves, homo- 
phobia undermines the r ight  to s e l f - d e t e r m i n a t i o n  that is the founda- 
t ion of the women's movement.* The hatred of homosexuals also makes 
i t  impossible for ba t t e r ed  lesbians  to find s a f e t y  - the hallmark of 
the a n t i - v i o l e n c e  movement - within s h e l t e r s  and rape c r i s i s  c e n t e r s .  

Many lesbians  have been the leaders  and founders of the women's move- 
ment, as well as the ba t t e r ed  women's and a n t i - r a p e  movements, but 
t h e i r  important c o n t r i b u t i o n s  are f r equen t ly  hidden and unaff i rmed,  or 
the fac t  that  they are lesbians remains a s e c r e t .  The hatred of 
lesbians  makes i t  dangerous for these women when they are in l eader -  
ship r o l e s .  Homophobia is ,  t h e r e f o r e ,  a fundamental b a r r i e r  to 
ensuring women's s a f e t y  and leadersh ip .  This workshop is designed to 
overcome th i s  b a r r i e r  and a f f i r m  lesbians who are leaders  in the move- 
ment and who are survivors  of v io lence .  

Deseription of A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  slowly reads the a t tached d e f i n i t i o n  of homophobia. 

II 

II 

| 

II 

II 

* S u s a n  S c h e c h t e r ,  Women a n d  M a l e  V i o l e n c e ,  p p .  2 6 7 - 2 6 8 .  
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(See handout Homophobia D e f i n i t i o n  Shee t . )  She then asks the group 
to r a i s e  ques t ions  or concerns.  She shares some examples of homopho- 

bia from the D e f i n i t i o n  Sheet and may add the fol lowing comments: When 
women and men break from the system of male dominance (by loving the 
same sex or by e x h i b i t i n g  behavior that is out of l ine  with t r a d i -  
t iona l  sex r o l e s ) ,  then homophobia is used as a weapon to draw them 
into l i ne .  The threa t  of being ca l l ed  a faggot or lesb ian  keeps many 
he terosexual  men and women from breaking out of t r a d i t i o n a l  sex- 
s t e r eo t yped  behaviors .  It encourages women to be pas s ive ,  demure and 
dependent on men, even v io l en t  ones. 

Step I I :  I n s t r u c t i o n s  
. 

The f a c i l i t a t o r  presents  the power-pr iv i lege  chart to the group by 
drawing two columns, one side labeled "Norm" and one labeled "Other." 
She explains  that in the world, we label some groups the "norm" and 
make those who are d i f f e r e n t  the "o the r . "  She begins with an example 
and asks the group to brainstorm together  and f i l l  out the cha r t .  

Pos s ib l e  responses from the p a r t i c i p a n t s :  

Norm Other 

white people of color  

r ich poor 

young old 

adul t  chi ldren  

urban rural  

he terosexual  homosexual 

American th i rd  world 

men women 

Step I l l :  Summary 

The f a c i l i t a t o r  conducts a large group d icuss ion  
making the fol lowing po in t s :  

about the cha r t ,  

I.  The world is more "other" than "norm", but the images we see 
would make us be l i eve  o therwise .  

2. Our s o c i e t y  puts pressure  on us to be on the "norm" s ide .  

* This e x e r c i s e  was developed by Suzanne Pharr of the Arkansas 
"Two Workshops on Homophobia " Women's P r o j e c t .  Suzanne Pharr,  
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4. 

Those who f i t  the "norm" have p o w e r  and p r i v i l e g e  and 
cont ro l  over the " o t h e r s . "  

Each of us is sometimes the "norm" and sometimes the 
" o t h e r . "  This can be very confusing• For example, even 
though we may be oppressed as women, we may also be oppres- 
sing o the r s .  We have to take r e s p o n s i b i l i t y  for the 
behavior and p r a c t i c e s ,  l ike  homophobia and racism, that  
harm o the r s .  

5. The "o thers"  are less known to the "norm" and t h e r e f o r e ,  
many s t e r eo types  ex i s t  about them. 

6. "Others" are p i t t e d  against  one another and are made to 
compete for scarce resources .  

Step IV: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the group to p a r t i c i p a t e  in some guided imagery 
to b e t t e r  understand homophobia. She reads the following slowly: 

I n v i s i b i l i t y  Role Play*. Imagine that  you as a non- lesbian are 
part  of a group that is only 10% of the population and your 
he t e rosexua l ,  non- lesbian a c t i v i t y  is i l l e g a l ,  and your l i f e s t y l e  
must be kept hidden from the public l e s t  i t  reveal your sexual 
p r o c l i v i t y .  Assume now that  a family holiday such as Christmas 
has jus t  f i n i s h e d ,  and I, your lesbian supervisor  at work, ask 
you ca sua l l y  ( for  i t  means l i t t l e  to me) what you did over the 
ho l idays .  How wil l  you, the non- lesbian ,  descr ibe  the events of 
the hol idays without giving me any clues that you spent any part  
in in t imate  ways with members (non - r e l a t ed  by blood, that  is) of 
the opposi te  sex, and how wil l  you keep me from knowing that you 
did anything connected with heterosexual  i n s t i t u t i o n s ,  r o l e s ,  or 
t r a d i t i o n s ?  Will you change pronouns? Will you l i e  by omission? 
And how wil l  you fee l  about yourse l f?  

Now, in th i s  switched-about world, I decide to give a January 
par ty  for the o f f i c e  crew and ask a l l  of you to bring your 
p a r t n e r s .  Will you dare to bring the man you have l ived s e c r e t -  
ly with for the past f ive  years ,  thereby l e t t i n g  us a l l  sus- 
pect/know you are abnormal, s ick ,  and i l l e g a l ?  And i f  you d o n ' t ,  
what wi l l  you t e l l  him as you leave him at home and go out as 
th i s  pretended s ing le  woman that the world takes you to be? And 
what wi l l  you t e l l  him when you get home that night? Once at the 
pa r ty ,  wi l l  you speak to other suspected non- lesbians  or wi l l  you 
be a f r a i d  that  being f r i e n d l y  with them might make people suspect 
you? And what wi l l  you do when I, your hos t ,  turn down the 
l i g h t s  and put on slow-dance music - who wil l  you dance with? 
And by what s igna ls  wi l l  you recognize the other non- lesbians  
there? Will you ask one of them to dance? Will t h a t  be too 
dangerous? 
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* This exe rc i s e  was developed by Suzanne Pharr of the Arkansas 
Women's P ro jec t •  Suzanne Pharr ,  "Two Workshops on Homophobia." 
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And when your male par tner  of f ive years ,  with whom you have no 
legal  t i e s  because there  are none ava i l ab l e  to you, gets s ick and 
goes to the h o s p i t a l ,  how wil l  you get to see him and how wi l l  
you deal with his family that has a l l  the r i gh t s  sanct ioned by 
law? How wi l l  you keep from exposing your se l f  in your love for 
him? And when he dies in that  hospi ta l  and you have no r igh t  to 
the body, to b u r i a l ,  to recogni t ion  of your r e l a t i o n s h i p ,  to 
public g r i e f  or support,  what wi l l  you do? Where wi l l  you turn? 

The large group is then asked to share i t s  f ee l ings  and responses.  

The f a c i l i t a t o r  needs to focus the group on questions l i k e ,  "How did 
i t  feel  to be inv i s ib l e?  What  were the fears  you were forced to l ive  
with?" Name and descr ibe  them a l l .  "What was i t  l ike  to be cut off  
from the person you loved, to be denied any support for your g r i e f ? "  
The f a c i l i t a t o r  wants to make sure that  p a r t i c i p a n t s  understand the 
concepts of i n v i s i b i l i t y  and homophobia f u l l y  before the d i scuss ion  
ends. 

Step V: I n s t r u c t i o n s  

In th i s  next s ec t i on ,  we are hoping that p a r t i c i p a n t s  begin to under- 
stand the impact of homophobia on t h e i r  l ives  and on t h e i r  organiza-  
t i ons .  The f a c i l i t a t o r  asks small groups to consider  the following 
ques t ions ,  one by one. A recorder  in each group wil l  document 
responses on newsprint .  

I. What  are the gains to s t r a i g h t  women from homophobia? 

Possible  responses from the p a r t i c i p a n t s :  

a . We h i re  s t r a i g h t  women for fear of outs ide  a t t a c k ,  i . e . ,  
s t r a i g h t  women have more chance for a job or promotion. 

b. Lesbian fami l ies  are made i n v i s i b l e .  Biological  fami l ies  
are seen as the only l eg i t ima te  ones. Therefore ,  lesbians 
don ' t  get any v a l i d a t i o n  for t h e i r  f ami l i e s .  Lesbians a re ,  
consequent ly ,  more explo i ted  around family i ssues ,  i . e . ,  
they are always asked to work on hol idays .  It makes 
schedul ing ea s i e r  for s t r a i g h t  women. 

C .  If we deny lesbians are p resen t ,  we never have to acknow- 
ledge the constant  fear they l ive  in. 

d. S t r a igh t  women get to ta lk  about a l l  t he i r  problems 
lesbians  l i s t e n  and c a n ' t  ta lk  about a l l  t h e i r s .  

and 

e . You can t r i v i a l i z e  a l e s b i a n ' s  pos i t ion  
course,  she says tha t ,  she ' s  a l e sb i an . "  

by saying,  "of 

f .  S t r a igh t  
l i f e .  

women have the power to "turn her in" and ruin her 
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g. 

h. 

i .  

There is ex t ra  s c r u t i n y  of a l e s b i a n ' s  work 
a c t i v i t y .  

and p o l i t i c a l  

Any work undertaken in the name of the l esb ian  caucus is 
s c r u t i n i z e d  more c a r e f u l l y  and is not seen as va l id  as the 
work of other caucuses.  

S t r a igh t  women, e s p e c i a l l y  middle c l a s s  women, can gain 
access  to the system through the men they are involved with.  
S t r a igh t  • women gain some male p r i v i l e g e  through int imate 
r e l a t i o n s h i p s  with men. 

2. Wha t  are the losses  to s t r a i g h t  women from homophobia? 

P o s s i b l e  responses from the p a r t i c i p a n t s :  

a. We are a f r a i d  of a l ign ing  too c l o s e l y  with women for fear of 
being labeled l e sb ian .  

b. We re ly  heavi ly  on male approval for fear of being l abe led .  

c. If  we a s s e r t  ou r se lves  too s t r o n g l y ,  i f  we are too angry, i f  
we are too pushy, we are ca l l ed  dykes and th i s  s tops us from 
a s s e r t i n g  o u r s e l v e s .  

d. We l o s e  f r i e n d s h i p s .  

e. We lose t i e s  with women who are d i f f e r e n t  and t h e r e f o r e  we 
lose the i r  exper i ences ,  ins igh t s  and c o n t r i b u t i o n s .  

3. Wha t  are the gains to s t r a i g h t  men as a r e s u l t  of homophobia? 

P o s s i b l e  responses from the p a r t i c i p a n t s :  

a. They can keep women compliant because of the i r  fear of being 
c a l l e d  a l e sb ian .  

b. They can d i s c r e d i t  l esb ians  and s t r a i g h t  women by the label  
l e sb i an .  

c. Men cont ro l  women and if  there are women ou t s ide  t he i r  
sphere of c o n t r o l ,  i . e . ,  l e s b i a n s ,  they can demean them, 
d i s c r e d i t  them and thereby get power back. 

d. Lesbians and s t r a i g h t  women are kept from bonding and the re -  
fore women have less  power and men more. 

4. Wha t  are the losses  to lesb ians  as a r e s u l t  of homophobia? 

P o s s i b l e  responses from the p a r t i c i p a n t s :  

a. They can lose the i r  l i v e s .  

b. They can lose family,  ch i ldren  and f r i e n d s .  
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c. Lesbians may be f i r e d  i f  t he i r  employer knows they are 
l e sb ians .  

d. Lesbians lose a sense of s a f e t y  and support in the world. 

e . Lesbians must l ive  with the personal and p o l i t i c a l  con t ra -  
d i c t i o n s  between i n v i s i b i l i t y  and empowerment/openness/self- 
a c t u a l i z a t i o n / s e l f - c a r e .  

f .  Lesbians l ive  in fear of exposure. 

Step VI: Summary 

The small groups report  back and a large group d iscuss ion  fol lows.  
The f a c i l i t a t o r  points out that although lesbians lose most, homopho- 
bia,  as a part  of sexism, hurts  a l l  women. Homophobia keeps women 
divided and i t  works to deny power to a l l  women, s t r a i g h t  and lesb ian .  
Homophobia is a problem for a l l  women, not just  l esb ians ,  because we 
can a l l  be d i s c r e d i t e d  and labeled when we work on behalf  of women. 
If we are to stop the power of the labe l ing  and the i s o l a t i n g  of 
l e sb ians ,  we must be a c t i v e l y  anti-homophobic. 

Step VII: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the p a r t i c i p a n t s  to work in small groups again.  
They should brainstorm answers to each of the following quest ions and 
then each group should report  back to the whole. 

I. How would you develop an outreach program for ba t t e red  lesbians? 

a . What are the r i sks  and problems and how do you r e s o l v e  them 
in anti-homophobic ways? 

b. W h a t  in t e rna l  programmatic, educat ion,  planning and 
p r a c t i c e s  need to be i n s t i t u t e d  f i r s t ?  

. How wi l l  you deal with a r e s iden t  who is homophobic when a bat-  
tered lesbian is present  and says, "I don ' t  want to sleep in 
the same room as her?" 

The work plans developed in th i s  exe rc i se  might be c o l l e c t e d ,  and the 
person taking minutes of the t r a i n i n g  for the sponsoring o rgan iza t ion  
could l a t e r  disseminate  the work plans to p a r t i c i p a t i n g  o rgan iza t ions .  

C o n c l u d i n g  Comments 

The f a c i l i t a t o r  wants to urge the p a r t i c i p a n t s  to continue working on 
the quest ions in Step VII. She wil l  need to remind them of the 
d e f i n i t i o n  with which she began, "a person can s t i l l  be h e t e r o s e x i s t  
by not working to chal lenge and change those p o l i c i e s  and p r a c t i c e s  
wi thin  h e r / h i s  i n s t i t u t i o n  that  have h e t e r o s e x i s t  r e s u l t s . "  The goal 
of th i s  workshop is to r a i se  individual  consciousness and to change 
oppressive p r a c t i c e s .  The f a c i l i t a t o r  wants to end the workshop by 
cha l leng ing  the group to work on the l a t e r  goal.  
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Handouts: 

Homophobia Definition Sheet 

Reading ,  R e s o u r c e s ,  R e f e r e n c e s :  

P h a r r ,  S u z a n n e .  "Two Workshops  on H o m o p h o b i a . "  

See b i b i l i o g r a p h y  of  w r i t i n g s  by l e s b i a n s  in  The L e s b i a n  R e a d i n g  
and  R e s o u r e e  L i s t ,  a t t a c h e d  to  C e l e b r a t i n g  Women 's  C u l t u r e  - Part 
I I ,  Workshop  I I - J .  

Time F rame :  2 1/2 h o u r s  

I 
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HANDOUT 
i 

DEFINITION: 

LEGAL: 

EMPLOYMENT: 

PUBLIC 
ATTITUDES: 

PSYCHIARTY 
AND MEDICINE: 

Homophobia D e f i n i t i o n  S h e e t  

Homophobia, which has i t s  roots in sexism, is the 
i r r a t i o n a l  fear of lesbians and gay men and the ha t r ed ,  
d isgust  and pre jud ice  that  fear br ings .  Heterosexism 
is the i n s t i t u t i o n a l  response which assumes that a l l  
people are heterosexual  and t h e r e f o r e  excludes the 
needs, concerns and l i f e  experiences of lesbians  and 
gay men. Heterosexism awards power and rewards to 
heterosexual  people and denies p r i v i l e g e  and power to 
homosexuals. 

Heterosexism extends beyond individual  homophobia. A 
person without any homophobic a t t i t u d e s  can s t i l l  be 
h e t e r o s e x i s t  by not working to chal lenge and change 
those p o l i c i e s  and p r a c t i c e s  within he r / h i s  i n s t i t u t i o n  
that  have h e t e r o s e x i s t  r e s u l t s .  

Examples of Homophobia 

Few s t a t e s  have laws p r o t ec t i ng  lesbians and gay men 
from d i s c r i m i n a t i o n .  The fact  that a woman is a 
lesbian wil l  have a de t r imenta l  e f f e c t  on any case in 
which she is involved, such as ch i ld  custody,  rape, or 
b a t t e r i n g .  

Most lesbians are not "out" on the job for fear  of 
os t rac i sm or loss of the job ( e s p e c i a l l y  in jobs 
working with c h i l d r e n ) .  The fear of exposure as a 
lesbian is constant  for lesbians in public o f f i c e  or in 
pos i t ions  of power. 

TV, books, magazines, movies, jokes and s t o r i e s  are 
r idd led  with oppressive a t t i t u d e s  towards lesbians and 
gay men. He te rosex i s t  comments about "Fags" and 
"Dykes" are accepted and laughed at by almost everyone, 
including people who would i n t e r r u p t  any other oppres- 
sive comments and a t t i t u d e s .  

Unti l  r e c e n t l y ,  homosexuality has been diagnosed as an 
i l l n e s s  by the p s y c h i a t r i c  p ro fess ion .  Although the 
" o f f i c i a l "  l ine  has changed, many doctors s t i l l  t r e a t  
homosexuality as an i l l n e s s .  

If a lesbian goes for a medical check-up, she wi l l  be 
asked what sort  of b i r t h  control  she uses,  which 
assumes that  a l l  women are he te rosexua l .  Doctors and 
c l i n i c s  r a r e l y  have information and t reatments  s p e c i f i c  
to a lesb ian .  The woman is made to fee l  that  her real  
problem is lesbianism, not her actual  i l l n e s s .  

* Taken from: 
and Beyond. 

M. Smith, "Homophobia and Heterosexism", For Shelter 
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RELIGION: 

FAMILY: 

ATTACK: 

INVISIBILITY: 

The Bible and other "holy" books contain a few passages 
that can be in te rpre ted  as disallowing homsexuality. 
Homophobic people latch onto these passages, ignoring 
other indicators  that would cont radic t  the i r  a t t i t u d e s .  
Often, just  the impressive sounding phrases "God's 
law", or "Laws of Nature" are used to give v a l i d i t y  t o  
otherwise unsound arguments about sexua l i ty .  

Many lesbians and gay men find the i r  r e la t ionsh ips  with 
the i r  families to be one of the hardest things to deal 
with. Parents are most often invested in the "happi- 
ness" and "normalcy" of the i r  chi ld .  A lesbian may be 
re jec ted  by her family and therefore  cut off from 
support and s t a b i l i t y  which families can often provide. 

The extreme of heterosexism is scapeg0ating, or the 
blame for s o c i e t y ' s  i l l s  being put on lesbians and gay 
men. Attack and even murder, have been and continue to 
be a resu l t  of this scapegoating. Violence, discrim- 
ination and public at tacks are common occurrences in 
the l ives of homosexuals. 

There have been lesbians in every era of h i s to ry ,  there 
are lesbians in every country in the world, and almost 
everyone has a lesbian f r iend,  acquaintance or ~ family 
member whether they know it  or not. It is the s te ro-  
typing and misconceptions, in fact  the heterosexism, 
that keep lesbians inv i s ib le .  Lesbians are women of 
a l l  ages, races,  classes and cu l tu ra l  backgrounds, 
profess ions ,  e tc .  I n v i s i b i l i t y  is a c r i t i c a l  part of 
he te rosex i s t  oppression. 
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WORKSHOP II-F 

Creating Task Forces of 
Women of Color, Lesbians, 
and Survivors of Violence 

G o a l s  

I. To help p a r t i c i p a n t s  understand the important role  of task 
forces in leadership  development. 

. To encourage the c r ea t ion  of task forces as an e f f e c t i v e  
organizing and c o a l i t i o n  bui lding s t r a t e g y .  

3. To support women of co lor ,  lesbians and survivors  of 
v iolence in t h e i r  e f f o r t s  to assume leadersh ip .  

Why We Include This in Leadership Training 
l 

If the women's movement is to become more inc lus ive ,  then we must 
develop s t r a t e g i e s  that change the power balance within e x i s t i n g  
o rgan iza t ions ;  women of co lor ,  l esb ians ,  and survivors  of v io lence  
must gain more power. The development of task forces of under - rep re -  
sented groups is one s t r a t e g y  for changing i n s t i t u t i o n s .  Through task 
force membership, women feel  the support of others  and have the col -  
l e c t i v e  s t r eng th  to chal lenge oppressive p r a c t i c e s  and to join domi- 
nant groups as equals.  Task forces also encourage new women to 
develop t h e i r  leadersh ip  a b i l i t i e s .  Because those in power f r equen t ly  
r e s i s t  or sabotage the formation of task fo rces ,  we include th i s  
workshop as a way to lend support to women of co lo r ,  lesbians and sur- 
vivors of v io lence  who are organizing on t he i r  own behalves.  

Description o f  Act iv i t i es  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  o f f e r s  the following ideas in order to s t r e s s  the im- 
portance of task forces in developing leadership  and bui ld ing c o a l i -  
t i ons .  

A. Task forces advocate for women who are under - rep resen ted  in 
an o rgan iza t ion ;  t h e i r  u n d e r - r e p r e s e n t a t i o n  may be in 
numbers and/or in power. 

B. Task forces  decrease r i sks  to indiv iduals  by speaking in 
uni ted voice.  

C. Task forces keep organiza t ions  "on task'", mindful of the 
under - rep resen ted  group and the o r g a n i z a t i o n ' s  commitment to 
empowerment. 

79 



D. 

E. 

F. 

G. 

Task forces  provide support for women who d i f f e r  from the 
"mainstream" o rgan iza t ion .  They are the "safe  space" for 
women who are ,  by nature  of t h e i r  d i f f e r e n c e ,  less safe in 
the o rgan iza t ion .  

Task forces  provide the oppor tuni ty  ~f°r i n t e rna l  d ia logue  
about issues of s p e c i f i c  importance to t h e i r  members. 

Task forces  nu r tu re ,  s t rengthen  and unify women who 
a l i k e ,  provide the oppor tuni ty  to develop ro le  models 
fo s t e r  leadersh ip  development. 

are 
and 

Task forces  have an in t e rna l  purpose as well as an ex te rna l  
purpose. 

In t e rna l  purpose: To develop an ana lys i s  of t h e i r  members' 
experiences and needs. To provide a 
safe space for members to f r e e l y  share 
hopes, f r u s t r a t i o n s ,  and ideas with 
others  who have common exper iences .  To 
develop role  models that  s t reng then  and 
empower o the r s .  

External purpose: To build a base within the l a rger  organ- 
i za t ion  in order to c r e a t e  a mechanism 
for equa l iz ing  power. To assure that  
the task force and i t s  needs are f u l l y  
and equal ly represented  in the organiza-  
t ion .  

Task forces  may develop s t r u c t u r a l  and o rgan iza t iona l  problems: 

A. Task forces  can r e l i e v e  the la rger  o rgan iza t ion  of i t s  re- 
s p o n s i b i l i t y  to change. They do the o r g a n i z a t i o n ' s  hard 
work and become the conscience of the o rgan iza t ion .  No one 
e l se  works to chal lenge oppressive p r a c t i c e s .  

B. They take the concerns of the task force membership out 
the context  of the o rgan iza t ion .  

of 

C. Task force members fee l  c o n f l i c t e d  or d iv ided .  Are they an 
o rgan iza t ion  member or a task force member? When t h e i r  
ro les  are in c o n f l i c t ,  they are of ten  s i l e n c e d .  The member- 
ship of the o rgan iza t ion ,  on the other hand, o f ten  m i s i n t e r -  
p re t s  an i n d i v i d u a l ' s  ideas or concerns and f a l s e l y  assumes ' 
that  she speaks only for a task fo rce ,  not for h e r s e l f .  

Step II :  I n s t r u c t i o n s  

The f a c i l i t a t o r  s t a t e s  that  even a f t e r  th i s  p r e s e n t a t i o n ,  the role  of 
task forces  may s t i l l  be a misunderstood one. To f u r t h e r  the 
t r a i n e e s '  unders tanding,  the f a c i l i t a t o r  summarizes and answers the 
most f r equen t l y  asked quest ions about the role  of task fo rces .  She 
also encourages p a r t i c i p a n t s  to r a i se  t h e i r  concerns.  
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The following responses 
answer sess ion:  

have been prepared for th is  quest ion and 

I. Don't task forces  divide us ra ther  than build unity? 

Answer: Unity implies e q u a l i t y .  It means "meeting on 
equal grounds." Unless power is equal ized wi th in  
an o rgan iza t ion ,  there  cannot be t rue  un i ty .  Task 
forces  help equal ize  power. 

. Why is there  a need for task forces? We are a l l  women and 
i f  we value inc lus ion ,  why do we separa te  from one another? 

Answer: We are a l l  women, but we are not the same. Women, 
e s p e c i a l l y  those who must f o r f e i t  t h e i r  d i f f e r -  
ences to be involved and accepted,  need space to 
c e l e b r a t e  t he i r  uniqueness, formulate issues that  
are c r i t i c a l  to them, and feel  supported and sa fe .  

Task forces empower women to be equal ly  included.  
They help e l imina te  tokenism and e s t a b l i s h  mean- 
ingful p a r t i c i p a t i o n .  

. Shouldn' t  white ,  middle c l a s s ,  
force? 

s t r a i g h t  women have a task 

A n s w e r :  There is no need for "ma ins t r eam,  p r i v i l e g e d "  
women to organize a task force ;  h i s t o r i c a l l y  they 
have had power in organiza t ions  by the nature  of 
who they are .  In most cases,  t he i r  needs are well 
represented  by the organiza t ion  and t h e i r  concerns 
are r e f l e c t e d  at a l l  l eve l s .  

. How can we get the business of the organ iza t ion  done if  
are always responding to task force concerns? 

w e  

A n s w e r :  The business of the task force is the business of 
the o rgan iza t ion .  Otherwise, the o rgan iza t ion  
does not represent  a l l  women. 

5. Why are task force meetings closed? 

A n s w e r :  Remember that  task force members are seldom, i f  
ever ,  a f forded time to do work re levant  to t h e i r  
l ives  as " d i f f e r e n t "  women. For example, most 
women of color are the onl~ person of color in 
t he i r  o rgan iza t ion .  Imagine how lonely that  is as 
a da i ly  work exper ience ,  and how r e f r e s h i n g  and 
empowering i t  is to be with other women who face 
the same s i t u a t i o n .  

In order for the members to feel  t r u l y  sa fe ,  
meetings are usua l ly  closed to non-members. 
Because of d i s c r imina t ion  against  women of co lo r ,  
l e sb ians ,  and surv ivors ,  meetings must be c losed.  
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6. What  happens in task force meetings? 

A n s w e r :  Most task forces do work. They are f requent ly  
involved in p ro j ec t s  or they respond to events or 
circumstances wi thin  the larger  o rgan iza t ion .  

There is also usual ly  time for 
experiences and c u l t u r e .  

bonding, sharing 

The f a c i l i t a t o r  should encourage the group to add to these 
and formulate add i t iona l  ques t ions .  

responses 

C o n c l u d i n g  Comments: 

Task forces need c e r t a i n  precondi t ions  in order to funct ion meaning- 
f u l l y  wi thin  an o rgan iza t ion .  

I. 

• 

3. 

4. 

These include:  

A voice ( r e p r e s e n t a t i o n )  and a vote within 
o rgan iza t ion .  

Time, space and resources to meet regu la r ly•  

Financial  resources to do the i r  work. 

. 

. 

the larger  

Recognition by the o rgan iza t ion ;  the task force must be con- 
su l t ed  when the organiza t ion  plans or develops po l i cy .  

A commitment that  the needs of the task force are a p r i o r -  
i t y .  

The i n t e g r a t i o n  of task force members into other roles  in 
the organiza t ion•  

H a n d o u t s :  N o n e .  

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  N o n e  

T i m e  F r a m e :  30 m i n u t e s  
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WORKSHOP II-G 
t 

Overcoming Barriers to 
Empowerment for Children, 
Volunteers, Battered Women, 
Staff and Lesbian Su vors 
of Violence 
G o a l s  

I. 

. 

. 

To i d e n t i f y  personal and organiza t iona l  ba r r i e r s  that impede 
the p a r t i c i p a t i o n  and empowerment of ch i ld ren ,  vo lun tee r s ,  
ba t te red  women, rape v ic t ims ,  s t a f f ,  l e sb ians ,  non-English 
speaking persons,  the d i f f e r e n t l y - a b l e d ,  working c lass  per- 
sons, n o n - t r a d i t i o n a l l y  educated persons and women of co lor .  

To recognize that these ba r r i e r s  are supported by values ,  
b e l i e f  systems and the s t r u c t u r e s  of our o rgan iza t ions .  

To understand that  ba r r i e r s  make i t  impossible to have demo- 
c r a t i c ,  p a r t i c i P a t o r y  and inc lus ive  o rgan iza t ions .  

4. To develop work plans for e l imina t ing  ba r r i e r s  to empower- 
ment. 

Why We I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g  

In previous exe rc i se s ,  we have examined leadership  c h a r a c t e r i s t i c s  and 
a c t i o n s ,  and explored incent ives  for assuming leadersh ip .  As a move- 
ment committed to the inc lus ion  of a l l  women, we also have to e l i -  
minate those impediments that preclude many women from jo in ing  in our 
e f f o r t s .  This requires  that  we c a r e f u l l y  examine the values and 
o rgan iza t iona l  p rac t i ce s  that d i sen f ranch i se  or disempower people.  We 
then need to design plans to overcome the i n s t i t u t i o n a l i z e d  ba r r i e r s  
we have b u i l t .  

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  o f fe r s  several v igne t t e s  that h igh l igh t  the disem- 
powering experiences of various c o n s t i t u e n c i e s  in women's c r i s i s  
o rgan i za t i ons .  She asks the audience to l i s t e n  to the s t o r i e s  below. 
Because i t  may be hard for the audience to remember a l l  the persons 
presented in the r o l e - p l a y s ,  i t  is he lpful  to name them on newsprint 
and post the l i s t  behind the a c t r e s s .  The ac t ress  dramatizes each 
s tory in the f i r s t  person by becoming the ch i l d ,  vo lun tee r ,  e t c . ,  and 
descr ib ing  her experience in the disempowering s i t u a t i o n .  
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Sample v i g n e t t e s m i g h t  be: 

1. C h i l d  i n  s h e l t e r :  

A chi ld  in the s h e l t e r  approaches a worker and t e l l s  her that  she 
does not want to go home with her mother who is r e c o n c i l i n g  with 
her abuser the next day. The worker asks i f  the ch i ld  has spoken 
to her mother about her f e e l i n g s .  The chi ld  r epo r t s  that  she has 

not because she is a f r a i d  to do so. The chi ld  c l e a r l y  wants to 
be with the mother but does not want to re turn to the abuser with 
the mother. The worker reminds the ch i ld  that  the f a the r  has 
never h i t  her ( i . e . ,  the c h i l d ) .  The worker t e l l s  the ch i ld  that 
i t  w i l l  be hard for the mother to go home and that i t  is impor- 
tant to the mother that  she know the chi ld  supports  her.  The 
ch i ld  responds that  the abuser beats  up the mother a l o t .  The 
worker answers by poin t ing  out that i t  is important to the mother 
to t ry  to work i t  out with her husband and that she cannot do i t  
without the help of the ch i ld .  The chi ld  r e t o r t s  that  she does 
not l ike  i t  in the home. The worker assures  the ch i ld  that  she 
understands that  the ch i ld  does not l ike  i t  in the home and that 
she probably wi l l  not be happy there but that  the mother cannot 
a f f e c t  th i s  r e c o n c i l i a t i o n  without the ch i ld  and her suppor t .  
The worker suggests  that  i f  the ch i ld  has problems once she 
re turns  home ,  she may ca l l  the s h e l t e r  to t a l k .  The ch i ld  
i n s i s t s  that  the mother is re turning with the b e l i e f  that  the 
v io lence  wi l l  end but the chi ld  is c e r t a i n  the v io lence  wi l l  
continue and that her mother wi l l  be hurt .  The worker responds 
that the mother has a r ight  to make a dec i s ion  about her own 
l i f e .  The ch i ld  a s s e r t s  that  she wi l l  run away from home ra ther  
than r e tu rn .  The worker i n s i s t s  that  the ch i ld  speak to the 
mother. What should the chi ld  do? 

2 .  V o l u n t e e r  i n  r a p e  c r i s i s  c e n t e r :  

The v o l u n t e e r ' s  daughter was a c l i e n t  of the rape c r i s i s  center  
sometime ago. To express her app rec i a t ion  and to t ry  to help 
other women, the volunteer  began working with the rape c r i s i s  
c e n t e r .  

F i r s t ,  she went through 40 hours of volunteer  t r a i n i n g .  During 
her pre l iminary  in te rv iew,  she advised the s t a f f  that  she wanted 
to do publ ic  speaking. She is a member of the Junior League and 
has worked with the i r  speake r ' s  bureau over the yea r s .  She 
b e l i e v e s  that  she is p a r t i c u l a r l y  t a l e n t e d  in publ ic  speaking and 
community educat ion .  When she completed the volunteer  t r a i n i n g ,  
s t a f f  advised her that  she could not work on the s p e a k e r ' s  bureau 
because a new s t a f f  member had been hired to do community educa- 
t ion and publ ic  speaking. Therefore ,  the only volunteer  work 
a v a i l a b l e  to her would be on the h o t l i n e .  She was to ld  that  
a f t e r  she had worked on the h o t l i n e  for a number of months, there  
might be a p o s s i b i l i t y  that  she could do publ ic  speaking on 
behal f  of the o rgan iza t ion .  The volunteer  does not want to do 
ho t l i ne  work. She b e l i e v e s  that  she does not have the kind of 
empathy that is e s s e n t i a l .  Nor does she want to face the 
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emotional exhaustion that she has heard occurs for h o t l i n e  
workers.  She has to decide whether she wi l l  comply with the 
requirement that  she work the ho t l i ne  under these c i rcumstances .  
What should she do? 

3 .  B a t t e r e d  w o m a n  i n  s h e l t e r :  

The drug and alcohol counselor in the s h e l t e r  approaches a 
b a t t e r e d  woman and t e l l s  her that she appears to be very 
depressed.  The b a t t e r e d  woman responds that  she is not f e e l i n g  
we l l .  The worker comments that the b a t t e r e d  woman seems to fee l  
th i s  way f r e q u e n t l y .  The worker reminds her that  i t  is 9 a.m. 
and that  she is not d ressed ,  cont ra ry  to the s h e l t e r  r u l e .  The 
worker s t a t e s  that she is worried about the b a t t e r e d  woman. The 
b a t t e r e d  woman again says that  she has not been f e e l i n g  well but 
that given a l i t t l e  time, she wi l l  fee l  b e t t e r .  The worker 
responds that she b e l i e v e s  the b a t t e r e d  woman has been abusing 
drugs. The b a t t e r e d  woman says that  she has never used any 
drugs. She adds that she has had a beer or two o c c a s i o n a l l y  but 
that  drugs have nothing to do with her f e e l i n g  poor ly .  The 
worker observes that when the b a t t e r e d  woman f i r s t  a r r i ved  in the 
s h e l t e r ,  she seemed to have plenty  of energy but that  t h i s  has 
d i s s i p a t e d .  The worker fu r ther  notes that  the b a t t e r e d  woman is 
hanging around with people who are known drug users  in the 
s h e l t e r  and on the s t r e e t .  The worker assures  the b a t t e r e d  woman 
that they want to help her and that drug use does not make her a 
bad person. She asks the b a t t e r e d  woman to acknowledge that she 
has a drug problem. The ba t t e r ed  woman denies any consumption of 
drugs and denies excess ive  consumption of a l coho l .  She a s s e r t s  
that  the consumption of two beers the night before  is not the 
cause of her i l l n e s s .  The worker responds that the other women 
with whom she was drinking do not seem to be depressed.  F i n a l l y ,  
the worker s t a t e s  that she must i n s i s t  that the b a t t e r e d  woman 
provide the s h e l t e r  with a urine specimen so that  i t  can be 
t e s t e d  for drug and alcohol conten t .  The b a t t e r e d  woman is in- 
c redulous .  The worker ind ica tes  that  she knows i t  is d i f f i c u l t  
to acknowledge add ic t ion  but that i t  is necessary in order to be 
hea l thy .  The b a t t e r e d  woman looks at the worker, d i s b e l i e v i n g  
what she hears .  What should the b a t t e r e d  woman do? 

4. S t a f f  person in Women's Resource Center: 

A women's resource center  d i r e c t o r  r epor t s  to a board member that  
a s t a f f  person wants to go to the National Women's Center Con- 
ference th is  summer. The board member is very e x c i t e d .  The 
d i r e c t o r  s t a t e s  that she thinks it  is a good idea for someone to  
go to the conference but is h e s i t a n t  to give permission because 
the worker wants the conference fees and c o s t s ,  as well as 
t r a n s p o r t a t i o n ,  to be paid and expects to get leave with pay for 
t r ave l  and conference time. The d i r e c t o r  is r e l u c t a n t  to pay a l l  
of the worker ' s  expenses and wants support from the board. The 
board member asks why the worker shou ldn ' t  go. The d i r e c t o r  
responds that  there is money for s t a f f  t r a in ing  in the budget but 
that  the conference wi l l  take a s u b s t a n t i a l  por t ion  of i t  and 
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might very well preclude the d i r e c t o r  from a t t end ing  a t r a i n i n g  
in the f u t u r e .  The board member reminds the d i r e c t o r  that  the 
budget has money designated both for s t a f f  t r a i n i n g  and d i r e c t o r  
development. In reviewing the budget and books, i t  appears there  
is adequate money for the worker to a t tend the conference .  The 
d i r e c t o r  responds that  the board member's proposal does not give 
her leverage and that  the worker is so i n t e r e s t e d  in going that  
she is l i k e l y  to underwri te  some of the costs  of the conference 
h e r s e l f .  The d i r e c t o r  proposes that  she t e l l  her s t a f f  person 
that  the program wi l l  pay $350 but that  she must come up with the 
other $250. The  board member again says that  she f ee l s  there  is 
adequate money in the budget but she wi l l  defer  to the d i r e c t o r .  

The d i r e c t o r  meets with the worker and repor t s  that  she has 
spoken with the board and that a dec is ion  has been made, i n fe ren -  
t i a l l y  by the board member, that  only $350 of the costs  of the 
conference wi l l  be paid by the program. The d i r e c t o r  s t a t e s  that  
the board is concerned about the budget. The worker responds, 
apparent ly  surpr i sed  that  she does not have the money, that  she 
was under the impression that the program would underwri te  a l l  of 
the costs  a s soc ia t ed  with the conference .  The d i r e c t o r  responds 
that  th i s  has put her in a very d i f f i c u l t  pos i t ion  because she 
wants the worker to a t tend  but she has to respect  the f ee l i ngs  of 
the board. The d i r e c t o r  i n s i s t s  that  she s t ruggled  with the 
board around the issue of fu l l  payment but l o s t .  The worker gets  
angry and s t a t e s  that  she fee l s  the board is ac t ing  most u n f a i r -  
ly.  She points out that  she usua l ly  works about 80 hours a week 
and ' only gets paid for 40 and that  the compensatory time she 
earns can never be taken. She s t a t e s  that  the board is being 
extremely u n f a i r .  The d i r e c t o r  agrees ,  but she says that  the 
board is not w i l l i n g  to r e n e g o t i a t e .  The worker then asks i f  the 
board would be w i l l i n g  to e i t h e r  pay for ch i ld  care or take some 
r e s p o n s i b i l i t y  for ch i ld  care while she is at the conference .  
The d i r e c t o r  ind ica tes  she is c e r t a i n  that the board would not be 
w i l l i n g  to consider  th is  type of ch i ld  care r e s p o n s i b i l i t y  but 
she is w i l l i n g  to ta lk  to them about i t .  What  should the worker 
do? 

5. Lesbian sexual assaul t  victim: 

A vic t im of sexual a s sau l t  c a l l s  the ho t l i ne  and asks for on- 
going support because of the trauma she exper ienced.  The h o t l i n e  
worker encourages her to go to the d i s t r i c t  m ag i s t r a t e  to f i l e  
cr iminal  charges agains t  the a s s a i l a n t .  The v ic t im is very 
r e l u c t a n t  to do so and asks to speak to a counselor ,  s t a t i n g  that  
she needs counsel ing before she could undertake t h e  f u r t h e r  
trauma of cr iminal  p rosecu t ion .  The ho t l i ne  worker t e l l s  her 
that  unless she f i l e s  cr iminal  charges immediately, she wi l l  not 
be e l i g i b l e  for crime v i c t i m ' s  compensation which wi l l  help to 
pay her s u b s t a n t i a l  medical b i l l s  and ou t -o f -pocke t  expenses 
r e l a t e d  to the a s s a u l t .  The v ic t im is very t roubled because the 
h o t l i n e  worker wi l l  not t e l l  her how to make an appointment with 
a counselor .  She hangs up. As soon as she se ts  down the phone, 
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the v ic t im turns to the audience and asks, "How can I prosecute  
my a s s a i l a n t ?  She is my lover .  I would have to t e l l  the world 
that  I am a lesb ian .  I cannot r i sk  t h a t . "  She asks the audience 
for advice in solving her dilemma. 

The f a c i l i t a t o r  s t a t e s  that  each of these women has experienced sub- 
s t a n t i a l  b a r r i e r s  in seeking se rv ice  or p a r t i c i p a t i o n  in women's c r i -  
s is  o rgan iza t ions .  

Step II :  I n s t r u c t i o n s  

The f a c i l i t a t o r  asks p a r t i c i p a n t s  to count off  by f ive  and to join 
small groups according to t h e i r  number. She then i n s t r u c t s  p a r t i c i -  
pants that  group #I wi l l  be ch i ld ren ;  #2 wil l  be vo lun tee r s ,  e t c .  The 
f a c i l i t a t o r  asks each group to become t h e i r  r e spec t i ve  c o n s t i t u e n c y ,  
to act as i f  they were, in f a c t ,  ch i ld ren  in s h e l t e r ,  e t c .  

For f i f t e e n  minutes,  the small groups wi l l  l i s t  a l l  of the b a r r i e r s  to 
fu l l  p a r t i c i p a t i o n  and/or se rv ices  that are experienced by t h e i r  con- 
s t i t u e n c y .  The l i s t  should include examples beyond those demonstrated 
in the r o l e - p l a y .  A recorder  in each group should put th i s  l i s t  on 
newsprint .  

Poss ible  responses from the p a r t i c i p a n t s :  

1. C h i l d r e n  i n  s h e l t e r .  

a. Children are not asked to p a r t i c i p a t e  in s a f e t y  
planning for themselves. 

b. There is no c r e a t i v e  play space for c h i l d r e n .  

c. Children rece ive  no o r i e n t a t i o n  and are not c l e a r l y  
apprised of the ru l e s .  

d. Boys, 14 and o lde r ,  have to be separated from t h e i r  
mothers and s ib l ings  in s h e l t e r .  

2.  V o l u n t e e r s  i n  r a p e  c r i s i s  c e n t e r .  

a .  Volunteers are t r e a t ed  d i s r e s p e c t f u l l y ;  they are asked 
to r e l i e v e  paid s t a f f  in t he i r  du t ies  without any 
adequate p repara t ion .  

b. Volunteers work in i s o l a t i o n .  

C . Volunteers are not o f fe red  the oppor tuni ty  to 
pate in program decision-making.  

p a r t i c i -  

3. Bat tered  women in s h e l t e r .  

a .  Bat tered  women are encouraged to see s t a f f  as rescuers  
ra ther  than to develop problem-solving s t r a t e g i e s  with 
other r e s i d e n t s .  
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b. 

C . 

d. 

Bat tered  women are required  to do household chores even 
i f  p h y s i c a l l y  unable to do so. 

Bat tered  women are subjected to room searches without 
consent and no t i c e .  

They are required  to d i s c i p l i n e  ch i l d r en  n o n - v i o l e n t l y  
but they are not o f f e r ed  judgment-free a s s i s t a n c e  in 
learn ing  non-vio lent  c o r r e c t i v e  measures. 

. S t a f f  p e r s o n s  

a. S t a f f  are subjected to the a r b i t r a r y  decision-making of 
d i r e c t o r s  and boards who of ten  have no exper ience in 
providing s e r v i c e .  

b. D i r ec to r s  hoard c r i t i c a l  information.  

C .  Sta f f  do not have r e p r e s e n t a t i o n  on the board 
board committees. 

or on 

d. S t a f f  have no chance to u t i l i z e  compensatory time. 

. L e s b i a n  v i c t i m s  o f  s e x u a l  a s s a u l t .  

a .  Sta f f  assumes that  the v i c t i m ' s  a s s a i l a n t  is a male and 
is ,  t h e r e f o r e ,  b l a t a n t l y  homophobic. 

b. S t a f f  implies that  the a s sau l t ed  lesbian should consider  
becoming he te rosexua l .  

C . Sta f f  pushes the lesbian v ic t im to give d e t a i l s  about 
the sexual a s sau l t  when she does not want to; there  is 
voyeurism about lesbian sexual v io lence .  

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  then asks small groups to brainstorm a l i s t  of s t r a t e -  
gies for e l imina t ing  b a r r i e r s  to empowerment. Again, a recorder  in 
each group should make a l i s t  on newsprint .  

Next, the t r a i n e r  asks each group to develop a work plan to e l imina te  
one b a r r i e r .  This work plan should be r e a l i s t i c .  It may e i t h e r  be a 
work plan for a local program or for the s ta tewide c o a l i t i o n .  It  must 
include a task l i s t ,  persons responsib le  for completing tasks ,  time- 
l ines  and an a c c o u n t a b i l i t y  mechanism. 

The whole group then reconvenes for a repor t -back on each group's  work 
plan. 
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Step IV: Summary 

Barr ie rs  preclude our achieving democratic,  p a r t i c i p a t o r y  and inclu-  
sive o rgan iza t ions .  The b a r r i e r s  that  we have i d e n t i f i e d  in th i s  
exerc i se  are but a few. Unless we i d e n t i f y  those o rgan iza t iona l  s t r u c -  
tures and b e l i e f  systems that  maintain the impediments, we cannot 
e r ad ica t e  b a r r i e r s .  We must plan to e l iminate  ba r r i e r s  and develop 
ways for eva lua t ing  our s t r a t e g i e s .  

C o n c l u d i n g  Comments 

We have only begun to examine the ba r r i e r s  to p a r t i c i p a t i o n  of 
ch i l d r en ,  vo lun tee r s ,  su rv ivors ,  s t a f f ,  and lesb ians .  We have not yet 
addressed the ba r r i e r s  for non-English speaking persons,  the d i f f e r -  
e n t l y - a b l e d ,  working class  persons,  older women, n o n - t r a d i t i o n a l l y  
educated persons and women of color .  The challenge is that p a r t i c i -  
pants make a clear  commitment to continue th i s  hard work. F a c i l i t a -  
tors might suggest that p a r t i c i p a n t s  meet again in six months to 
examine th i s  issue.  Persons i n t e r e s t e d  in follow-up could place the i r  
names, addresses ,  e tc .  on a piece of newsprint and a volunteer  could 
agree to convene a meeting. The work plans developed in th i s  exerc i se  
might be c o l l e c t e d ,  and the person taking minutes of the t r a i n i n g  for 
the sponsoring organiza t ion  could l a t e r  disseminate  the work plans to 
p a r t i c i p a t i n g  o rgan iza t ions .  

Handouts :  N o n e .  

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  

Bibliography of resources for the ch i ldren  of ba t te red  women pro- 
duced by the National Coa l i t ion  Against Domestic Violence, Decem- 
ber,  1985. 

Browne, Susan E., Connors, Debra, and Stern,  Nancy ( e d s . ) .  
THE POWER OF EACH BRF_JkTH: A Disabled Women's Anthology. 

WITH 

Lobel, Kerry (ed).  
Lesbian Battering. 

Naming the  V i o l e n c e :  Speaking Out About 

Onley-Campbell, Diana. "Empowering Children in S h e l t e r s . "  

See reading l i s t s  from workshop e n t i t l e d  
Cul tu re ,  Part I f .  

Celebrating Women's 

See references  in the workshops on homophobia and racism. 

Szymanski, Sharon (ed).  
for Empowerment. 

Violence Against Women: A Curriculum 

Time Frame: 2 hours 
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WORKSHOP II-H 

Resisting Rape 
Goals 

I . 

. 

. 

. 

. 

To explore the idea that  r e s i s t a n c e  to a r ap i s t  is a v iable  
option for women; i t  is one of many s t r a t e g i e s  for dea l ing  
with sexual v io lence .  

To c l a r i f y  that  acts  of r e s i s t a n c e  may be d i f f e r e n t  for 
woman conf ron t ing  a r ap i s t  who is her par tner  than for 
conf ront ing  a r ap i s t  who is a s t ranger  or acquaintance .  

a 
one 

To help p a r t i c i p a n t s  understand that survival  is a form of 
r e s i s t a n c e  to rape. 

To v a l i d a t e  the need for c o l l e c t i v e  r e s i s t a n c e  
through d i r e c t  ac t ion  and systems change work. 

to rape 

To o f f e r  p a r t i c i p a n t s  an oppor tuni ty  to p r a c t i c e  rape 
r e s i s t a n c e  s t r a t e g i e s  and to discuss the impl icat ions  of the 
information presented .  

6. To e x p l o r e  the idea that ba t t e r ed  women who are raped by 
t h e i r  pa r tne r s  may face unique i ssues .  

Why We Include This in Leadership Training 

This segment o f f e r s  new and c o n t r o v e r s i a l  information about r e s i s t a n c e  
to sexual a s s a u l t .  To s t imula te  th is  d i scuss ion ,  we show the video- 
tape, e n t i t l e d  A Fight ing  Chance. The tape chal lenges  the idea that  
i t  is best to do nothing when confronted by a r a p i s t ;  i t  serves to 
help women debate and consider  r e s i s t a n c e  s t r a t e g i e s .  We be l ieve  that  
each woman confronted by a r ap i s t  is best able to decide u p o n  the 
appropr ia te  s t r a t e g y  for her su rv iva l .  Because the videotape empha- 
s izes  other forms of r e s i s t a n c e ,  i t  is imperative that  the f a c i l i t a t o r  
s t r e s s  that  s u r v i v a l ,  i . e . ,  whether f i g h t i n g  back or not ,  is r e s i s -  
tance.  In th i s  way, we a f f i r m  women's coping s t r a t e g i e s  and a b i l i t i e s  
when faced with sexual a s s a u l t .  

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

This workshop is o f ten  presented as an evening a c t i v i t y .  The f a c i l i -  
t a to r  b r i e f l y  introduces the videotape,  A Fight ing  Chance. She 
should be f ami l i a r  with the i n s t r u c t i o n a l  m a t e r i a l s  provided with the 
videotape pr ior  to i t s  use. She notes that  the videotape deals with 
s t r ange r  or acquaintance rape, and that  i t  does not deal with rape by 
a par tner  or by a b a t t e r e r .  

The f a c i l i t a t o r  notes that  women have been s o c i a l i z e d  to be passive in 
the face of sexual a s sau l t  and to be l ieve  that  the s a f e s t  thing is to 
give in to a r a p i s t .  She informs the p a r t i c i p a n t s  that  th i s  videotape 
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examines the myths about rape, the rapis t  and the victim. She also 
comments that the videotape will demonstrate that r es i s tance  to rape 
is an e f f e c t i v e  response s t r a t egy .  

The f a c i l i t a t o r  should caution the group that the videotape may arouse 
fee l ings  of v u l n e r a b i l i t y ,  rage, fear and anxiety,  e spec ia l ly  for sur- 
vivors of sexual assau l t .  Because survivors may find themselves 
r e l i v ing  or remembering painful moments, the f a c i l i t a t o r  o f fe r s  her 
support to anyone who needs i t .  The f a c i l i t a t o r  also should acknow- 
ledge that because the videotape is very powerful, the rape survivor 
in the audience who chose not to r e s i s t  may feel inval idated by the 
message of r e s i s t ance .  As a t ra in ing team and movement, we strongly 
va l ida te  her decision and recognize that her decision-making is not to 
be challenged by anyone. However ,  this  exercise  o f fe r s  pa r t i c ipan t s  
the opportunity to think about rape res i s tance  as a s t r a t egy  each 
woman might choose to employ in the future when confronted by a 
r a p i s t .  

Step II:  Ins t ruc t ions  

The f a c i l i t a t o r  shows the videotape. During i ts  showing, the f a c i l i -  
ta tor  should take care to note d i s t r e s s  on the part of any p a r t i c i -  
pant. 

Step I l l :  Ins t ruc t ions  

When the videotape ends, each par t i c ipan t  is asked to s i t  qu ie t ly  for 
t h i r t y  seconds and think. The f a c i l i t a t o r  then ra ises  the following 
questions: "What  did you learn from the videotape? What emotional 
responses did you have to i t?" The f a c i l i t a t o r  should ask p a r t i c i -  
pants to iden t i fy  ways that the videotape made them feel comfortable 
and uncomfortable. The f a c i l i t a t o r  concludes by asking pa r t i c ipan t s  
if  they could use this as a resource for the i r  programs. 

Step IV: Summary 

Whether we have been raped or not, a l l  women fear rape. The fear of 
rape keeps us in l ine ;  keeps us dependent upon men for pro tec t ion ;  
keeps us locked up at night;  or renders us fear fu l  of every unex- 
plained noise in our home. In fac t ,  our fear is g rea t ly  exaggerated. 
Men benef i t  by our u n r e a l i s t i c  fear .  

Step V: Ins t ruc t ions  

After several minutes of sharing, the f a c i l i t a t o r  should underscore 
the fact that the videotape did not deal with mari tal  or partner 
rape. The presenters  are not t e l l i n g  rape survivors or bat tered 
women that they should r e s i s t  in the ways suggested by the film. For 
.example, bat tered women, who are repeatedly disempowered by the i r  
abusers,  may be more v io l en t ly  assaulted if they fight  back during a 
sexual a t t ack .  The f a c i l i t a t o r  should repeat that the purpose of the 
videotape is to demonstrate that res i s tance  is one viable response to 
a rape a t t ack .  F a c i l i t a t o r s  should emphasize that every choice by the 
victim in response to a rapis t  is val id .  Only the victim can choose. 
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Her judgment is bes t .  The purpose of showing th i s  videotape 
increase consciousness about the choices that  we have. 

is to 

Step VI: Summary 

The f a c i l i t a t o r  ta lks  about rape r e s i s t a n c e  as a "mind s e t , "  a way of 
prepar ing onesel f  to deal with the p o s s i b i l i t y  of sexual a s s a u l t .  She 
d i s t r i b u t e s  the Rape Avoidance Handout. She notes that  while rape 
r e s i s t a n c e  may r e s u l t  in physical  in ju ry ,  i t  is not l i k e l y  to r e s u l t  
in permanent or l e tha l  in ju ry .  

Step VII: Comments 

Again the f a c i l i t a t o r  should d i s t i n g u i s h  between women raped by the i r  
par tners  from women assau l ted  by s t rangers  by making the following 
obse rva t ions .  We know that ba t te red  women have of ten found that  when 
they r e s i s t  the b a t t e r e r  during the course of the a s s a u l t ,  he becomes 
fu r the r  enraged and his a t tack  can become more l i f e - e n d a n g e r i n g .  
However, we also know that ba t te red  women do r e s i s t  when they conclude 
that  the circumstances warrant f i g h t i n g  back. The judgment of bat- 
tered women about the best response to sexual a s sau l t  by t he i r  
par tner  must take into cons ide ra t ion  the current  circumstances and 
h i s t o r y  of esca la ted  violence in the face of r e s i s t a n c e .  In f ac t ,  we 
know that for many ba t t e red  women, acquiescence in unwanted sex has 
been a s t r a t egy  to avoid fu r ther  b r u t a l ,  physical  a s s a u l t .  In our ex- 
per ience ,  i t  is much harder for the v ic t im of mar i ta l  rape to avoid 
sexual a s sau l t  because of the legal and social  approval of sexual vio- 
lence wi th in  a marriage or a pa r tne r sh ip .  The f a c i l i t a t o r  also might 
want to point  out that  most ba t te red  women who come for s h e l t e r  and 
advocacy serv ices  do not i n i t i a l l y  i d e n t i f y  themselves as sexual 
a s sau l t  v ic t ims .  Only when the concept of sexual assau l t  is def ined 
as any "unwanted sexual conduct or language" do ba t te red  women recog- 
nize that  they have been vic t imized sexually as well as phys i ca l l y .  

The f a c i l i t a t o r  then helps the group to brainstorm acts  of individual  
r e s i s t a n c e  by women who are raped by the i r  husbands, p a r t n e r s ,  or boy- 
f r i e n d s .  Here, the f a c i l i t a t o r  wants to expand the p a r t i c i p a n t s '  
ideas about r e s i s t a n c e .  M o s t  people think that  only f i g h t i n g  back is 
r e s i s t a n c e ,  but avoidance is also r e s i s t a n c e .  For example, if  a bat- 
t e re r  refuses  to le t  his par tner  use con t racep t ion  and the ba t t e red  
woman uses i t  s e c r e t l y ,  knowing she wil l  be assau l t ed  if  he finds out ,  
she is r e s i s t i n g .  Obtaining an order of p ro t ec t i on  is r e s i s t a n c e .  
The f a c i l i t a t o r  asks the group to brainstorm the ways ba t te red  women 
avoid or r e s i s t  sexual a s sau l t  from the i r  abusers.  

Concluding C o m m e n t s  

The f a c i l i t a t o r  should point  out that  we c o l l e c t i v e l y  r e s i s t  by 
helping each o ther ,  by in te rvening  when a sexual a s sau l t  is occur r ing ,  
and by providing serv ices  for surv ivors .  Resis tance includes com- 
munity education e f f o r t s  and legal change that stops the r ap i s t  and 
a s s i s t s  the surv ivor .  The f a c i l i t a t o r  encourages p a r t i c i p a n t s  to 
remember socia l  ac t ion  s t r a t e g i e s  such as marches, demonst ra t ions ,  and 
d i r e c t  con f ron ta t i on  of the r ap i s t  in his community. The f a c i l i t a t o r  
concludes by reminding p a r t i c i p a n t s  that  r e s i s t a n c e  is only one 
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response to rape. We are i nd iv idua l ly  and c o l l e c t i v e l y  r e s i s t i n g  rape 
in many ways and we must never blame the v ic t im for the response s t r a -  
tegy she chooses. Her judgment is bes t .  

Handouts: 

Rape Avoidance Handout 

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  

A F i g h t i n g  C h a n c e  and a g u i d e  f o r  p r e s e n t i n g  i t ,  
t h e  Rape C r i s i s  C e n t e r ,  New O r l e a n s  YWCA. 

Rape  and  O l d e r  Women: A G u i d e  t o  P r e v e n t i o n .  
for the Prevention and Control of Rape. 

a v a i l a b l e  from 

National Center 

Time F r a m e :  2 h o u r s  
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HANDOUT 

RAPE AVOIDANCE 

AT HOME 
I. When moving into a new home or apartment,  change a l l  locks on 

outs ide  doors. This p r a c t i c e  prevents former tenants  from e n t e r -  
ing with old keys. 

. 

. 

Have a chain lock i n s t a l l e d  inside your door. Be sure that  the 
chain is s h o r t e n o u g h  to prevent an in t ruder  from removing i t  and 
that  the screws are long enough to prevent a sudden v io l en t  push 
from pu l l ing  them out.  

Have a peephole i n s t a l l e d .  A "peephole" device is easy to 
i n s t a l l  and inexpensive.  

. Have a lock i n s t a l l e d  on every window a burglar  or in t ruder  can 
reach.  There are also ava i l ab l e  a v a r i e t y  of devices that  l imi t  
how far a window can be opened. Use your window locks! 

. Consider i n s t a l l i n g  an e l e c t r o n i c  s e c u r i t y  system in your 
There are m a n y  types of burglar alarms l i s t e d  in. the 
pages. 

home. 
yellow 

. Consider asking the phone company not to l i s t  your s t r e e t  address 
in the phone book. This wi l l  enable your f r i ends  to f ind your 
number and prevent unwanted v i s i t o r s .  

. Do not leave keys in a " s e c r e t "  hiding place ,  
mat, or on a windowsil l ,  or in the mailbox. 
leave your keys with a t r u s t ed  neighbor. 

i . e . ,  under the 
It  is much sa fe r  to 

. Keep house keys on a d i f f e r e n t  r ing than car keys. Many success-  
ful burglars  conspire  with parking lot a t t endan t s  to have keys 
dup l i ca ted  while a car is parked. 

. Keep your d raper ies  and shades drawn at n igh t ,  e s p e c i a l l y  i f  your 
home is e a s i l y  a c c e s s i b l e  from the s t r e e t .  If  a p o t e n t i a l  
a s s a i l a n t  sees you alone,  he ' s  more l i k e l y  to enter  the house. 

10. Keep  l i gh t s  on in at l eas t  two rooms. 

11. Have doorways and driveways l igh ted  at n ight .  

12. If you re tu rn  home to find doors or windows open or you suspect a 
bu rg la ry ,  don ' t  go into the house - ca l l  the pol ice  from a 
ne ighbor ' s  house. 

Gulf Coast Women's Center 
P. O. Box 333 
Bi lox i ,  MS 39533 
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TELEPHONE CALLS 
I. Never give personal information to a c a l l e r  you don ' t  know. 

2. If  a phone ca l l  is becoming obscene or f r i g h t e n i n g ,  hang up 
immediately. 

3. If  the c a l l e r  p e r s i s t s ,  blow a wh i s t l e  loudly into the mouth- 
p iece .  

4. Never give a c a l l e r  any reason to suspect  you are alone in the 
house• 

• 

6 .  

Advise the c a l l e r  that th i s  ca l l  is being monitored• 

If  th rea ten ing  or obscene c a l l s  p e r s i s t ,  repor t  immediately 
the phone company. 

to 

ON THE STREET 
I. Be aware 

heal th•  
that  walking alone at night may be hazardous to your 

. If  you are being followed or you see a man (men) fu r the r  down the 
s t r e e t  who makes you feel  uncomfortable,  cross  the s t r e e t ,  or 
walk in another d i r e c t i o n ,  or ask other people walking i f  you can 
walk a short  d i s t ance  with them. 

. I t  is sa fe r  to walk near the curb, 
and away from bu i ld ings ,  t r e e s ,  
p o t e n t i a l  a s s a i l a n t s .  

in the middle of the s t r e e t ,  
shrubbery,  e t c .  which can hide 

. 

. 

When walking from your car to your home or apartment, car ry  your 
house keys in your hand, not in your purse.  Don't stand in a 
doorway and fumble in your purse or pocket for keys. Have them 
ready to use. 

If  you have a weapon, carry it  in your hand - not in your purse.  
Learn (in advance) how to use the weapon• 

. Be aware, at a l l  times, of your surroundings.  L o o k  over your 
shoulder and behind you several  times while walking. Be t t e r  to 
look and/or fee l  f oo l i sh  or susp ic ious  than to be raped. 

. Don't give f r i e n d l y  answers to men who attempt to s t r i k e  up con- 
v e r s a t i o n s  on the s t r e e t .  W a l k  b r i s k l y  and with purpose - keep 
walking. 

. Use a grocery car t  when you have many packages. 
mark when your arms are f u l l .  

You make a good 

9. You should always dress so that  movement is not r e s t r i c t e d  and 
you are not made more vulnerable  by your c lo th ing•  

10. While wai t ing for publ ic  t r a n s p o r t a t i o n ,  keep your back agains t  a 
wall (or pole) so that you cannot be su rp r i sed  from behind. 

I 
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11. Try to vary your rou t ine  routes of t r a v e l .  A ma jo r i t y  of r a p i s t s  
have been found to study t h e i r  v i c t i m ' s  habi tual  p a t t e r n s .  

12. Know your rou tes .  
and s t r e e t  people. 

Notice l i g h t i n g ,  a l l e y s ,  abandoned bui ldings  

13. Pick out places that  you consider  s a f e r ,  places where you can 
e i t h e r  make a stand or reassure  you r se l f  that  you are not being 
followed or watched, e .g .  l igh ted  porches,  bus s tops ,  s t o r e s ,  
e t c .  

14. If you ' r e  going somewhere in a c i t y  you a r e n ' t  f ami l i a r  with,  
check a map,  know where you ' re  going. Looking lost  increases  
your v u l n e r a b i l i t y .  

VISITORS, REPAIRMEN, DELIVERYMEN 
I. When alone and answering a door r ing ,  ca l l  out,  " I ' l l  take i t ,  

B i l l " ,  or " I ' l l  go, Tom."  Make sure the ca l l  is loud and c l e a r .  
Never reveal  e i t h e r  in person or on the phone that  you are a lone.  

2. Never le t  small ch i ld ren  answer the door. 

. Repairmen who represen t  u t i l i t y  companies ca r ry  i d e n t i f i c a t i o n  
cards .  If a man has none, get his name and phone the company he 
claims to represen t  before you admit him. 

. A large number of a t t acks  occur because women allow u n i d e n t i f i e d  
s t r ange r s  to en ter  t h e i r  homes. Never say to a repairman, "Come 
in",  and then check his i d e n t i f i c a t i o n  card.  Make him wait out-  
side the door u n t i l  you are s a t i s f i e d  i t ' s  safe to le t  him e n t e r .  

. Many a s s a i l a n t s  gain en t ry  into homes and apartments by pre tend-  
ing to be v i s i t o r s ,  repairmen or deliverymen. You can avoid such 
decept ions by i n s t a l l i n g  a peephole. If you don ' t  have a peep- 
hole,  make  sure your s a f e t y  chain is hooked before opening your 
door. 

. Ask deliverymen to leave packages outs ide  the door. 
you ' r e  sure he ' s  gone away, then go for the package. 

Wait u n t i l  

IN A CAR 
1. Picking up h i t c h h i k e r s  is never sa fe ,  but i f  you feel  compelled 

to do so, pick up a woman alone.  You may be saving a woman from 
a r a p i s t .  

. When alone in a car ,  keep the doors and windows locked and r o l l e d  
up. If  you must keep a window open, m a k e  sure i t  is the one 
nea res t  to you so that  you can ro l l  i t  up quickly i f  necessa ry .  
Keep windows open only enough to admit brea th ing space--but  not 
to admit a hand. 

. Do not t r ave l  on dese r t ed  roads, e s p e c i a l l y  at n igh t .  Bet te r  to 
dr ive on a w e l l - l i t  highway . . . .  even though i t  may take a l i t t l e  
longer to reach your d e s t i n a t i o n .  
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. When d r iv ing ,  don ' t  l e t  your gas ind ica to r  f a l l  past the I/4 
mark. If  you feel  you are being fol lowed,  head for the neares t  
po l i ce  s t a t i o n ,  gas s t a t i o n ,  shopping center  or home with l i g h t s ,  
e t c .  

. Do not enter  a car without f i r s t  checking to see if  someone is 
hiding on the rear seat  or on the rear f l o o r .  Do not enter  a car 
on which a man (men) is leaning or loa f ing .  Turn around immedi- 
a t e l y  and go back to where you came from. 

. If you carry a small weapon on the front  seat  next to you, be 
sure you know how to use i t  and that i t  is e a s i l y  a c c e s s i b l e .  
Weapons ca r r i ed  in glove compartments or under sea t s  may mean 
nothing if  you must h a s t i l y  search or s t rugg le  for them. Road 
f l a r e s  are very good weapons to keep in the car .  

. If  you run out of gas or have an acc iden t ,  lock a l l  doors and 
s tay  inside the car .  Accept no r ides  from men--wait for p o l i c e .  
If a man wants to help, ask him to send the repai r  truck or 
po l i ce  from the next ex i t  or neares t  phone. 

. If you see an accident  or stranded m o t o r i s t ,  before  s topping 
consider  that i t  might be a trap set  by a r a p i s t .  I t  is probably 
more he lpfu l  to hurry to repor t  i t  from the neares t  phone. 

. P a r k i n g  lo t s  and garages are p a r t i c u l a r l y  dangerous. When 
parking your car ,  note your pos i t i on  c a r e f u l l y ,  so that  you can 
go d i r e c t l y  to i t .  When re turning to your car ,  look around. If  
you see anyone s u s p i c i o u s ,  a l e r t  the a t t e n d a n t .  

HITCHHIKING 
Hitchhiking is never s a f e .  Try to arrange r ides  with f r i e n d s ,  walk or 
take publ ic  t r a n s p o r t a t i o n  whenever p o s s i b l e .  If  you do h i t chh ike :  

I. Avoid h i tchh ik ing  by y o u r s e l f  at n ight .  

2. Accept r ides  only with other women. 

3. If  you do accept a r ide with a man, do not get in i f  there is 
more than one man (boy) in the car .  

4. Check the back seat  of the car before  en te r ing  to see if  anyone 
is hiding or i f  there are any l iquor b o t t l e s  or beer cans lying 
around. 

. Refuse the r ide i f  the man: was speeding, looks or ac ts  drunk o r  
drugged, is not f u l l y  c lothed and/or has made a quick U-turn to 
pick you up. 
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WORKSHOP I I - I  

Celebrating Women's 
Culture: Part ! 
G o a l s  

1. 

2 .  

To c r e a t e  a bond among the p a r t i c i p a n t s .  

To c e l e b r a t e  the inf luence  and importance of women upon each 
o the r .  

Why We I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g :  

H i s t o r i c a l l y ,  women's work in mainta ining t he i r  f ami l i e s  and communi- 
t i e s  has been f r equen t l y  unacknowledged. Often women have been 
i n v i s i b l e  even though they have c rea ted  many important soc ia l  we l fa re  
and socia l  change o rgan iza t ions  and have sus ta ined t h e i r  f a m i l i e s .  In 
th i s  e x e r c i s e ,  we want to name and acknowledge those women who have 
inf luenced our l i v e s .  We want to c e l e b r a t e  the bonds that  ex i s t  among 
women. 

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

Celebrat ing Women's Culture,  Part I and I I ,  are best used as an 
evening a c t i v i t y .  The f a c i l i t a t o r  places chai rs  in a c i r c l e .  She in- 
troduces the exe rc i s e  with these words: "We want to rec la im and ce l e -  
b ra te  women's h i s t o r y  because so much of i t  has disappeared.  We want 
to reach out to women who are not here in person but whose work and 
love have made i t  poss ib le  for us to be here.  In th i s  way, we can 
rec la im t h e i r  exper iences  and make t h e i r  l ives  v i s i b l e . "  The f a c i l i -  
t a to r  asks p a r t i c i p a n t s  to think about a woman -- mother, f r i e n d ,  
t eache r ,  companion, r e s iden t  in the s h e l t e r  -- who has inspi red  them, 
given them s t r eng th  and allowed them to be who they are or to p a r t i -  
c ipa te  in the movement or th i s  t r a i n i n g .  The f a c i l i t a t o r  explains 
that  the p a r t i c i p a n t s  can simply ca l l  out the woman's name or they can 
say a few words about her.  

Step I I :  Surrrnary 

A f a c i l i t a t o r  usua l ly  begins by o f f e r i n g  a model of the kind of 
s h a r i n g a n d  c e l e b r a t i o n  of women's l ives  th is  a c t i v i t y  in tends .  Then  
d i f f e r e n t  women, one by one, ca l l  up names, memories, and s t o r i e s .  
Although everyone does not p a r t i c i p a t e ,  th i s  exe rc i s e  usua l ly  con- 
t inues for about t h i r t y  minutes.  When i t  concludes,  the room has been 
f i l l e d  with sadness,  l augh te r ,  and pride and women have ta lked about 
the g i f t s  that  t h e i r  mothers,  r e l a t i v e s ,  f r i e n d s ,  and ba t t e r ed  women 
have given to them. 

* We would l ike  to acknowledge Suzanne Pharr of the Arkansas Women's 
P ro jec t  who taught us th i s  e x e r c i s e .  
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Step I l l :  I n s t r u c t i o n s  

We conclude th is  sess ion by sharing women's music and 
next workshop, Ce lebra t ing  Women's Cul ture :  Part I f . )  

c u l t u r e .  (See 

C o n c l u d i n g  Comments: 

Many p a r t i c i p a n t s  describe th is  event as the most memorable one of 
the i r  t r a i n i n g .  The f a c i l i t a t o r  should make sure that  at l eas t  one 
evening of the t r a in ing  is set aside for personal and c u l t u r a l  sharing 
and that  everyone has a chance to p a r t i c i p a t e .  

Handouts: None. 

Resources, Readings, References: None. 

Time Frame: 30 minutes 
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WORKSHOP I I - J  

Celebrating Women's 
Culture: Part I! 
Goals 

I. 

. 

• 

4. 

To acquaint p a r t i c i p a n t s  with the l i t e r a t u r e ,  music and a r t  
which has sus ta ined and heralded the work of women a c t i -  
v i s t s •  

To encourage group members to share and c e l e b r a t e  women's 
c u l t u r e  with each o the r .  

To insp i re  p a r t i c i p a n t s  to c r ea t e  women's c u l t u r e .  

To build un i ty  among group members. 

Why We I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g  

H i s t o r i c a l l y ,  the l i t e r a t u r e ,  music, drama, visual  a r t  and h a n d i c r a f t s  
c rea ted  by women were of ten  i n v i s i b l e .  

In the las t  f i f t e e n  years ,  many a c t i v i s t s  have developed music, poet- 
ry,  f i c t i o n ,  dance, and drama that  r i c h l y  honors women's s t rugg le s  
and v i c t o r i e s .  Much of th i s  c u l t u r e  is not e a s i l y  a c c e s s i b l e  nor is 
i t  pra ised by the media• Often we only hear of women's c u l t u r e  by 
sharing with each o the r .  

Women's c u l t u r e  has insp i red ,  nur tured and sus ta ined many in the 
women's movement. It  chal lenges  us to seek new v i c t o r i e s .  It sug- 
ges ts  to those of us who be l ieve  we are not c r e a t i v e ,  that  we, too, 
can p a r t i c i p a t e  in bui ld ing women's c u l t u r e .  

D e s c r i p t i o n  of  A e t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  shares the important role  of women's c u l t u r e  in her 
own work. She might ta lk  about how it  sus ta ined her through hard 
times or note that when s t rugg les  seem lonesome, women's c u l t u r e  
r e c r e a t e s  a f e e l i n g  of s o l i d a r i t y  with women everywhere• She might 
t a lk  about how l i t e r a t u r e  and music give her hope for her ch i ld ren•  
She could share the fac t  that  women's l i t e r a t u r e  helped her heal a f t e r  
exper ienc ing  violence  or helped her make important l i f e  choices .  

The f a c i l i t a t o r  then should suggest that i f  women's c u l t u r e  has been 
s i g n i f i c a n t  in her own l i f e ,  i t  must be so for others  in the room. 
She might also acknowledge those in the room who have Created women's 
c u l t u r e  and thank them for t h e i r  i n s p i r a t i o n .  

Step I I :  I n s t r u c t i o n s  

The f a c i l i t a t o r  s e l e c t s  a song, poem or dramatic reading to share with 
the group. She can e i t h e r  perform it  h e r s e l f  or use audio or video- 

100 

| 

| 
| 

| 

| 

| 

| 

| 
| 
| 

| 

| 
| 
| 
| 
| 
| 
| 
| 



I 

I 
I 

I 

I 

I 
I 
I , 

I 
I 
I 
I 
I 
I 
I 
I 
l 

tapes.  She should introduce the piece by explaining why i t  is impor- 
tant to her.  

If there is more than one f a c i l i t a t o r ,  each can of fer  something to the 
group. The f a c i l i t a t o r s  wi l l  probably want to present  at l eas t  three 
pieces of women's cu l tu re  before moving on to the next segment. 

In the r e g i s t r a t i o n  ma te r i a l s  for the conference,  there should be a 
no ta t ion  that  there wi l l  be oppor tuni ty  for p a r t i c i p a n t s  to share 
music, poetry or dramatic readings.  The f a c i l i t a t o r  now inv i t e s  group 
members to ta lk  about or perform pieces of women's cu l tu re  that  have 
been meaningful for them. 

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  then might d i s t r i b u t e  reading l i s t s  that  have been 
s i g n i f i c a n t  in the development of her own consciousness about her 
work, about feminism, about racism, about the l ives  of l e sb ians ,  and 
about c u l t u r a l  d i v e r s i t y .  Pub l i c i t y  f lye rs  for AEGIS, Kitchen Table 
Press and off  our backs might be handed out .  The f a c i l i t a t o r  notes 
that  these three endeavors s u b s t a n t i a l l y  con t r ibu te  to women's mu l t i -  
c u l t u r a l  consciousness .  

Step IV: Surm~ary 

The ce l eb ra t i on  of women's cu l tu re  wil l  sus ta in  women in th i s  work. 
The group sharing during th is  exerc ise  gives p a r t i c i p a n t s  but a small 
f lavor  of how i n s p i r a t i o n a l  a r t s  and l i t e r a t u r e  can be. 

C o n c l u d i n g  Comments 

Each of us can create  women's c u l t u r e .  Sharing th is  "cu l tu re"  is a 
wonderful g i f t  we can give one another .  As leaders ,  we need to pass 
along the ce lebra to ry  aspects of our s t rugg le  to others  in order to 
build and sus ta in  a movement. 

Handouts: 

Lesbian Reading and Resource Lis t  

Reading Lis t  for Mul t i -Cu l tu ra l ,  Anti-Racism Education 

R e a d i n g s ,  R e f e r e n c e s ,  R e s o u r c e s :  

The Journey. Videotape. Minnesota Program Development, 206 W. 
4th S t . ,  Duluth, MN 55806. 

Ladyslipper Music Catalog, c/o Ladysl ipper ,  Inc . ,  P. O. Box 3130, 
Durham, NC 27705. 

One Fine Day. I s t a r  Films, Box 51, Rt. 311, Pa t t e r son ,  NY 12563. 

One Out of Four. An audiotape of poetry ,  music and i n s p i r a t i o n .  
Minn. Program Development. See above. 

Time Frame: 35 minutes 
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HANDOUT 

LESBIAN ~ I N G  & RESOURCE LIST 

The following is a l i s t  of books that may be helpful to you in learn- 
ing more about lesbians and in serving bat tered lesbians in your pro- 
gram. Many of the authors l i s t e d  below have wr i t ten  several books. 
Space cons t ra in ts  permit us to l i s t  only one t i t l e .  

Abbott, Sidney, & Love; Barbara; Sappho Was A Right-On 
Woman. New York: Stein & Day, 1978 

Achtenberg, Roberta, ed i t o r ,  Sexual Or ienta t ion  and the 
Law. New York: Clark Boardman Company, Ltd. ,  
1985.  

Brady, Maureen, Folly.  
ing Press, 1982. 

Trumansburg, New York: Cross- 

Brown, Rita Mae, Rubyfruit Jungle. 
1977. 

New York: Bantam, 

Bulkin, Elly & Larken, Joan, 
Anthology. Out and Out, 1975. 

Forres t ,  Katherine V., Amateur 
Naiad Press,  1984. 

Amazon Poetry: An 

City. Tallahassee:  

Gidlow, Elsa, Sapphic Songs: Seventeen to Seventy. 
Baltimore: Diana Press, 1976. 

J u l l i o n ,  Jeanne, LONG WAY HOME: The Odyssey of a 
Lesbian Mother and Her Children. Pi t tsburgh:  
Cleis Press,  1986. 

Lobel, Kerry, ed i to r ,  Naming the Violence: Speaking Out 
About Lesbian Bat ter ing.  Sea t t l e :  Seal Press,  
1986. 

Lorde, Audre, Zami: A New Spell ing of My Name. Tru- 
mansburg, New York: The Crossing Press, 1983. 

Martin, Del, & Lyon, Phy l l i s ,  Lesbian-Woman. 
cisco:  Volcano Press,  1972. 

San Fran- 

Miner, Valer ie ,  Winter's Edge. 
The Crossing Press,  1985. 

Trumansburg, New York: 

off our backs, a monthly r ad i ca l / f emin i s t  newspaper, 
1841 Columbia Road, #212, Washington, DC 20009. 

NF 

NF 

F 

F 

P 

F 

P 

NF 

F / N F  

F 

NF 

NF 

F - Fic t ion 
NF - Nonfiction 
P - Poetry 
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Roberts, J.R., Black Lesbians. 
Press, 1981. 

Tallahassee: 

Taylor, Sheila Ortiz, 
Press, 1982. 

F a u l t l i n e ,  Tallahassee: 

Taylor, Valerie, Prism. Tallahassee: Naiad 
1981. 

Walker, Alice, The Color Purple. San Diego: 
Brace and Jovanovich, 1982. 

Vida, Ginny, Our Right to Love: A Lesbian 
Book. New York: Harper.& Rowe, 1978. 

Naiad 

Naiad 

Press, 

Harcourt 

R e s o u r c e  

NF 

F 

F 

F 

NF 
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HANDOUT 

READING LIST FOR MULTI-CULTURAL, ANTI-RACISMEDUCATION 

The following is a l i s t  of books that  may be helpful  for learning more 
about women of co lor ,  t he i r  cu l tu re s  and the racism that  pervades 
the i r  l i v e s .  We t r u s t  that  these readings wil l  help our advocacy and 
serv ice  for women of co lor .  Many of the authors l i s t e d  below have 
wr i t t en  several  books. Space c o n s t r a i n t s  p roh ib i t  giving fu l l  c r e d i t  
to the work of the authors .  Therefore,  we have only chosen one work 
but encourage you to read a l l  of the i r  books. 

Allen,  Paula Gunn, The Woman Who Owned the 
San Francisco:  Spins ters  Ink, 1983. 

Shadows. F 

Andrews, Lynn, Medicine Woman. 
Rowe, 1981. 

New York: Harper & F 

Anzaldua, Glor ia ,  and Morraga, Cherr ie ,  e d i t o r s ,  This 
Bridge Called My Back. Watertown, Mass: 
Persephone Press ,  1981. 

Brant, Beth, A Gathering of S p i r i t .  
Wisdom, 1984. 

New York: S i n i s t e r  

But le r ,  Octavia,  Kindred. New York: Pocketbooks, 1983. 

Cameron, A n n ,  Daughters of Copper Woman. 
Toronto Women's Press ,  1980. 

Toronto: 

Davis, Angela Y., 
Random, 1983. 

Women, Race and Class.  New York: 

Erdr ich,  Louise, Love Medicine. 
Rinehart & Winston, 1984. 

New York: Holt,  

Green, Rayna, Tha t ' s  What  She Said: Contemporary 
Poetry and F i c t i o n  by Native American Women. 
Bloomington, Indiana: Indiana Univers i ty  Press ,  
1984. 

Guy, Rosa, Ruby. New York: Bantam, 1979. 

Hull,  Gloria T. ,  Sco t t ,  P a t r i c i a  Bell and Smith, 
Barbara, All the Women Are White, All the Blacks 
are Men, but Some of Us Are Brave. Westbury, New 
York: The Feminist Press ,  1982. 

F/P/NF 

F/NF 

F 

F 

NF 

P/F 

CF 

NF 

F - F i c t i on  
CF - C h i l d r e n ' s  F ic t ion  
NF - Nonfict ion 
P - Poetry 
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Kogawa, Joy, Obasan. Boston: Godine, 1982. 

L o r d e ,  A u d r e ,  T h e  B l a c k  U n i c o r n .  New Y o r k ,  
1 9 7 8 .  

Norton, 

Manguel, Alberto, editor,  OTHER FIRES: Short Fiction by 
Latin American Women. New York:  Clarkson N. 
Potter, 1986. 

M o r r a g a ,  C h e r r i e ,  L o v i n g  i n  t h e  War Y e a r s :  l o  q u e  n u n c a  
p a s o  p o r  s u s  l a b i o s .  B o s t o n :  S o u t h  End  P r e s s ,  
1 9 8 3 .  

Naylor, Gloria, The Women of Brewster Place. 
Penguin, 1983. 

New York: 

Partnoy, Alicia, The L i t t l e  School: Tales of Disap- 
pearance and Survival in Argentina. Pittsburgh: 
Cleis Press, 1986. 

Smith, Barbara, Home Girls:  A Black Feminist Anthology. 
New York:  Kitchen Table, Women of Color Press, 
1983. 

Taylor, Mildred, Roll of Thunder, 
York: Bantam, 1978. 

Hear My Cry. New 

Walker, Alice, In Search of Our Mother's Garden: Woman- 
is t  Prose. San Diego, Harcourt, Brace  and 
Jovanovich, 1984. 

Walker, Alice, Meridian. New York, WSP, 1983. 

White, Evelyn C., Chain, Chain, Change. 
Seal Press, 1985. 

Zambrano, Myrna M., Mejor Sola Que Mal 
Seatt le:  The Seal Press, 1985. 

Seattle:  The 

Aeompafiada. 

F 

NF 

F / N F  

F 

NF 

F / P / N F  

CF 

F 

F 

N F / F  

N F / F  
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WORKSHOP III-A 

Building Coalitions: 
Working at the State Level" 

Goals 

• 

2. 

• 

4. 

To develop goals for statewide c o a l i t i o n  bui ld ing  e f f o r t s .  

To determine if  the goals can be achieved through the cur- 
rent s t r u c t u r e  and a c t i v i t i e s  of the s tatewide network• 

To develop s t r a t e g i e s  to meet the d e f i c i t s  i d e n t i f i e d •  

To formulate a one year work plan for the p r i o r i t i e s  and 
goals e s t a b l i s h e d .  

Why We Include This In Leadership Training 

As the issues of domestic violence and sexual assau l t  are taken up by 
human service  agencies and academics, i t  is c r i t i c a l  that  feminis t  
programs, ba t t e red  women and sexual assau l t  survivors  def ine  the 
philosophy of service  de l ive ry  and develop the appropr ia te  s t r a t e g i e s  
for prevent ion work and in t e rven t ion  with b a t t e r e r s  and r a p i s t s .  Ad- 
vocates and survivors  should be responsib le  for shaping socia l  pol icy  
and l e g i s l a t i o n  on sexual assau l t  and domestic v io lence ,  e s p e c i a l l y  
since heal th  and social  service  providers have h i s t o r i c a l l y  disbe- 
l ieved women's a l l e g a t i o n s  of violence or have urged them to recon- 
c i l e  with abusers• Strong, v i s i b l e  s tatewide c o a l i t i o n s  w i l l  give 
women's c r i s i s  se rv ices  the c lou t ,  p o l i t i c a l  experience and respect  
needed to assume th is  l eadersh ip .  

Coa l i t i on  bui ld ing  also enables women to share the i r  work, to pass on 
valuable informat ion,  to forge new s o l u t i o n s ,  to p a r t i c i p a t e  in a 
powerful socia l  change experience,  and to gain personal support from 
others  who va l ida t e  t he i r  v i s ion .  This is v i t a l  if our o rgan iza t ions  
are to survive .  

Description o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

If a d e s c r i p t i o n  of the current  s tatewide c o a l i t i o n  and i t s  purposes 
and a c t i v i t i e s  has not been provided e a r l i e r  in the t r a i n i n g ,  leaders 
in the s ta tewide network should provide one now. ( I f  the group is 

* F a c i l i t a t o r ' s  Note: This workshop should not be undertaken unless 
the decision-making body of the s tatewide c o a l i t i o n  has approved th i s  
planning process and is w i l l i n g  to adopt the goals and work plans 
developed in the exe rc i se s .  

109 



convening to begin c o a l i t i o n  bu i ld ing ,  those who organized the meeting 
should descr ibe  the i r  v is ion  of the proposed c o a l i t i o n  and i t s  work.) 

Step I I :  I n s t r u c t i o n s  

The f a c i l i t a t o r  should ask the audience to break into small groups of 
s ix .  The groups should then brainstorm the goals of the s ta tewide 
network. Current goals and new goals should be l i s t e d .  The f a c i l i t a -  
tor should speci fy  that  goals are broad and gener ic .  She is not 
asking p a r t i c i p a n t s  to l i s t  individual  tasks such as working on 
v i c t i m ' s  compensation l e g i s l a t i o n .  Rather,  she is asking them to set 
goals ,  such as l e g i s l a t i v e  advocacy, for the cons t i t uency .  

After ten minutes of bra ins torming,  the f a c i l i t a t o r  should ask each 
group to i d e n t i f y  three p r i o r i t y  goals for the s t a t  ewide network. 
Five minutes should be a l l o t t e d  to th i s  task.  

The whole group then reconvenes. A repor te r  from each group should 
name the three goals s e l e c t e d ,  while the f a c i l i t a t o r  places these on 
newsprint .  The f a c i l i t a t o r  should note if  goals are mentioned more 
than once and if they are,  she should conso l ida te  them. If more than 
f ive common goals emerge in th i s  process,  the f a c i l i t a t o r  should ask 
the group to p r i o r i t i z e  the goals and agree, for the purposes of th is  
exe rc i se ,  that  no more than f ive wil l  be pursued. 

Goals f requent ly  i d e n t i f i e d  by s t a t e  c o a l i t i o n s  are: 

a. Qual i ty  se rv ices  for a l l  women in need. 

b . 

C. 

L e g i s l a t i v e  advocacy for c o n s t i t u e n t s  and member programs. 

Community education and public  awareness about the issues 
and the work of local organiza t ions  and the s ta tewide net-  
work. 

d. 

e . 

In format ion-shar ing  and technica l  a s s i s t ance  among member 
programs. 

Maintaining a s tab le  funding base for member programs. 

f.  Social change of re levant  community i n s t i t u t i o n s .  

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  should ask old leaders in the s tatewide network (or 
the organizers  of the f i r s t  c o a l i t i o n  meeting) to i d e n t i f y  the work 
c u r r e n t l y  being undertaken to achieve the goals p r i o r i t i z e d  by the 
large group. P a r t i c i p a n t s  are then asked to i d e n t i f y  any other work 
they feel would be important for achieving these f ive goals .  (When a 
c o a l i t i o n  is n e w ,  probably no more than one piece of w o r k  can be 
undertaken the f i r s t  year under each goal.  When a c o a l i t i o n  has 
ex i s t ed  for several  years and has broad p a r t i c i p a t i o n ,  several  a c t i v i -  
t i e s  may be f e a s i b l e  under each goa l . )  

II 
I , 

i l  
I , 

II 
II 

II 
II 

II 
I! 
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Step IV: I n s t r u c t i o n s  

The f a c i l i t a t o r  should ask leaders in the c o a l i t i o n  to i d e n t i f y  the 
process for completing old work. For example, if  in format ion-shar ing  
pr imar i ly  occurs through a newsle t ter  and monthly regional  meetings,  a 
current  leader should descr ibe how emerging leaders can p a r t i c i p a t e  in 
the newsle t te r  and regional  meetings.  I t  is important to o f f e r  new 
leaders some d e t a i l  about the way work is done and how they may join 
in i t .  

Step V: I n s t r u c t i o n s  

Next, the f a c i l i t a t o r  should ask whether the goals are being accom- 
p l i shed  through the current  a c t i v i t i e s  of the c o a l i t i o n  and if  the 
current  s t r u c t u r e  is funct ioning  well .  The f a c i l i t a t o r  might help 
p a r t i c i p a n t s  in th is  evaluat ion process by asking some of the fo l -  
lowing ques t ions :  

a. D o e s  work get done in a timely fashion? 

b. Is work shared by a number of people or does i t  f a l l  back on 
c o a l i t i o n  s t a f f  or a few leaders from member programs? 

C . Are members s a t i s f i e d  with the qua l i t y  of the 
is good about i t?  What could be improved? 

work? What 

d. Are people who implement the work plan involved in shaping 
i t?  

e. Is the f in i shed  work product v i s i b l e ?  

f. Is there a method 
workers? 

for o r i e n t i n g  and incorpora t ing  new 

As the d i scuss ion  proceeds, the f a c i l i t a t o r  should be making two 
l i s t s  on newsprint - one of problems and the other of successful  
mechanisms for f i n i s h i n g  work. 

This sec t ion  and the previous four give a l l  p a r t i c i p a n t s  i den t i c a l  
information about the c o a l i t i o n  which wil l  be c r i t i c a l  for completing 
the workshop. 

Step VI: I n s t r u c t i o n s  

The f a c i l i t a t o r  then proposes that the large group break into smaller 
groups, with p a r t i c i p a n t s  going to the work group of most i n t e r e s t  to 
them. The f a c i l i t a t o r  should designate  f ive groups which correspond 
to the p r i o r i t i e s  developed during Steps II and I l l  and ind ica te  the 
meeting space for each. The f a c i l i t a t o r  should give each group the 
handout. (See handout - Coa l i t ion  Task Plan.)  The work groups should 
c a r e f u l l y  def ine  the tasks which they are proposing to undertake in 
the next year. They should then break down the tasks into s p e c i f i c  
work components. Next, they should i d e n t i f y  who wil l  be charged with 
each piece of s p e c i f i c  work and the resources which wil l  be necessary.  
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Timelines for the work should be s e t .  Current or proposed methods for 
including new women in the groups should be enumerated. 

Then, the small groups should i den t i fy  the current  process used to 
approve work plans .  If the approval process is unclear or cumber- 
some, the small group might also make suggest ions for a c l a r i f i e d ,  
expedi t ious  approval process .  

Next, the small groups should i d e n t i f y  an a c c o u n t a b i l i t y  process by 
which they assure that  the i r  tasks are done well ,  in a t imely fashion,  
and in keeping with the wishes of the cons t i tuency  served by the 
s ta tewide c o a l i t i o n .  Current a c c o u n t a b i l i t y  mechanisms should be 
i d e n t i f i e d ,  and the small groups may make suggest ions for improving 
the a c c o u n t a b i l i t y  process .  

When a l l  of th i s  work has been accomplished, i t  should be placed on 
newsprint .  Then, each group should report  back to the whole body. 

Each piece of work undertaken by a c o a l i t i o n  must be t ied  to a budget. 
And each piece must be approved by the u l t imate  decision-making body 
of the c o a l i t i o n .  Therefore,  i t  is not appropr ia te  for groups to move 
ahead u n t i l  the c o a l i t i o n  has been able to endorse the work-product of 
th i s  sess ion .  O n c e  work p r i o r i t i e s  have been confirmed, however, 
information about the next meeting of a l l  work groups should be d i s -  
t r i b u t e d  both to p a r t i c i p a n t s  of th is  con fe r enceand  to the membership 
of the c o a l i t i o n .  

Step VII: Summary 

The f a c i l i t a t o r  should give a short ta lk  about the r e l a t i o n s h i p  be- 
tween work groups and the s t a t e  c o a l i t i o n .  No work group should move 
ahead before consu l t ing  with the decision-making body of the c o a l i -  
t ion .  No one should speak on behalf of the c o a l i t i o n  unless 
author ized to do so. No one should enter  into an agreement on behalf 
of the c o a l i t i o n  unless those agreements are approved by the dec i s ion-  
making body. 

For the c o a l i t i o n  to be a powerful force for i t s  cons t i t uency ,  i t s  
members must be fu l l y  informed. Otherwise, we sabotage i t s  power 
with other o rgan iza t ions ,  and we destroy t r u s t  and confidence among 
members. 

C o n c l u d i n g  Comments 

This planning process for c o a l i t i o n s  takes several  hours. The success 
of these plans depends upon the p a r t i c i p a t i o n  of each woman involved. 
To bui ld a s t rong c o a l i t i o n ,  we need to make sure that  the process for 
accomplishing work is i nc lu s ive .  Thus, we must do carefu l  goal- 
s e t t i n g  and planning.  

A c o a l i t i o n  wi l l  f a i l  if  i t  r e l i e s  so le ly  on i t s  formal leaders and 
s t a f f  to do i t s  work. S ta f f  from member programs need to feel that  
they are p a r t i c i p a t i n g  in the work of the c o a l i t i o n .  Paid s t a f f ,  
vo lun t ee r s ,  board members and r e c i p i e n t s  of se rv ices  need to under- 
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stand the v i t a l  role of the c o a l i t i o n  both in nur tu r ing  women and 
doing work. 

in 

Handouts: 

Coa l i t i on  Task Plan 

Readings, References, Resources: 

The Massachusetts Coa l i t ion  of Battered Women's Service Groups, 
For Shelter and Beyond: An Educational Manual for Working With 
Women Who Are Bat tered.  

Time Frame: 3 hours 

113 



HANDOUT 

COALITION TASK PLAN 

1. General descr ip t ion  of task. 

2. Task  Plan 
Work Components Worker(s) 

Resources 
Required 

Time 
Line 

Accountabi l i ty  
Process 
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. Plans for inc lus ion  of new workers (current  procedures 
suggested procedures . )  

a. Notice of a l l  meetings sent to the e n t i r e  membership. 

and/or 

b. 

. Coa l i t i on  approval process (current  and/or suggested 
for approving recommendations of the task group. 

a . 

processes)  

b. 

. Accountab i l i ty  
procedures) .  

process (current  p rac t i ce s  and/or suggested 

a. Minute taking and d i s t r i b u t i o n  to task members and 
making body. 

dec i s ion-  

b. 

115 



WORKSHOP III-B 

D e v e l o p i n g  a 
,Legislative Agenda 
Goal s  

I. 

. 

. 

To help statewide c o a l i t i o n s  learn how to e s t a b l i s h  p r i o r i -  
t i e s  for one l e g i s l a t i v e  sess ion .  

To choose one l e g i s l a t i v e  i n i t i a t i v e  and develop a work plan 
for d r a f t i n g  a b i l l ,  educating lawmakers and n e g o t i a t i n g  
with them, informing cons t i tuency  groups, bu i ld ing  
grassroot  support ,  preparing test imony, and implementing the 
l e g i s l a t i o n .  

To understand the importance of developing a v i s i b l e ,  power- 
fu l ,  and a r t i c u l a t e  p o l i t i c a l  cons t i tuency  to a f f e c t  major 
change for women. 

Why We Include This In Leadership Training 

Often women's programs support progress ive  l e g i s l a t i o n  that  has been 
put forward by other groups. In doing so, a c t i v i s t s  win l e g i s l a t i v e  
reform that  advances the cause of women in a sex i s t  soc i e ty .  Some- 
times, however, th i s  type of l e g i s l a t i v e  act ion does not address and 
amel iora te  c r i t i c a l  concerns of the program's c o n s t i t u e n t s .  Fur ther -  
more, th i s  kind of work does not neces sa r i l y  build a s o p h i s t i c a t e d  
cons t i tuency  that  harnesses power for i t s  own agenda or for the women 
i t  serves .  

To a f f e c t  s t a t u t o r y  change on behalf of ba t te red  women and rape surv i -  
vors, women's o rganiza t ions  must begin to c a r e f u l l y  develop l e g i s l a -  
t ive  p r i o r i t i e s ,  and learn methods of moving l e g i s l a t i o n  s u c c e s s f u l l y  
through law making bodies.  These e f f o r t s  should build l e g i s l a t i v e  
clout  for our cons t i tuency  and cement a l l i ance s  with support ive  
persons and o rgan iza t ions .  

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the p a r t i c i p a n t s  to i d e n t i f y  pieces of l e g i s l a -  
t ion which the c o a l i t i o n  has made a commitment to support or oppose in 
the coming l e g i s l a t i v e  sess ion .  The group then labels  each b i l l  as 
central,  helpful,  marginal, detrimental, or very dangerous. 

* Fac i l i ta tor ' s  Note: This workshop should only be o f fe red  at the 
request of the sponsoring o rgan iza t ion .  It  is designed to help coa l i -  
t ions  s e l ec t  new l e g i s l a t i v e  i n i t i a t i v e s  in l i gh t  of c o n s t i t u e n t  
needs, the current  l e g i s l a t i v e  c l imate ,  the c o a l i t i o n ' s  resources and 
the amount of l e g i s l a t i v e  work already pursued by the c o a l i t i o n .  
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The f a c i l i t a t o r  then ca l l s  for a s t a tus  report  on the l e g i s l a t i o n .  
The group assesses  whether i t  can win the des i red  l e g i s l a t i o n ,  k i l l  
undes i rable  measures or a f ford  to do nothing.  The f a c i l i t a t o r  asks 
that each person cu r r en t ly  working on l e g i s l a t i o n  i d e n t i f y  h e r s e l f  and 
the s p e c i f i c  tasks she has undertaken. Tasks not yet completed should 
be l i s t e d  and volunteers  can be s o l i c i t e d  for s p e c i f i c  jobs. 

The l e g i s l a t i v e  tasks should be l i s t e d  on newsprint with an est imated 
t imel ine  for each, along with the names of the persons or groups 
respons ib le  for the work. 

To expedite  th i s  s ec t ion ,  the f a c i l i t a t o r  might ask the l e g i s l a t i v e  
chair  of the organiza t ion  to prepare the above report  and then answer 
p a r t i c i p a n t ' s  ques t ions .  This sec t ion  is ba s i ca l l y  a review of the 
current  s t a t e  of l e g i s l a t i v e  work by the c o a l i t i o n .  New leaders need 
to know how to join in th i s  work. The following sec t ions  wil l  enable 
a l l  p a r t i c i p a n t s  to consider new l e g i s l a t i v e  i n i t i a t i v e s .  

Step I I :  I n s t r u c t i o n s  

The large group then brainstorms for f ive minutes about other s t a t e  
l e g i s l a t i v e  changes that  i t  would l ike to see in the coming year. 
These l e g i s l a t i v e  i n i t i a t i v e s  should focus on the work of local 
women's programs, the s t a t e  c o a l i t i o n  and/or c o n s t i t u e n t  empowerment. 

No more t h a n t e n  pieces of p o t e n t i a l  l e g i s l a t i o n  should be i d e n t i f i e d .  
The f a c i l i t a t o r  might h igh l igh t  those pieces of l e g i s l a t i o n  that 
generate the most enthusiasm from a l l  p a r t i c i p a n t s .  

The f a c i l i t a t o r  asks each proponent of a piece of l e g i s l a t i o n  to pro- 
vide the group with two minutes of information on the fol lowing:  

a. The purpose of the l e g i s l a t i o n ;  what change can we expect? 

b. I ts  p r o b a b i l i t y  of success,  cons ider ing the l e g i s l a t i o n ' s  
current  momentum, media a t t r a c t i v e n e s s ,  public  support ,  and 
commitment of s p e c i f i c  l e g i s l a t o r s ;  

c. The urgency of the l e g i s l a t i o n ;  

d. Any l e g i s l a t i v e  h i s to ry  or precedents in th is  or other 
s t a t e s ;  

e. Po t en t i a l  support from i n t e r e s t e d  groups and c o n s t i t u e n t s ;  

f.  Resources that  wil l  be needed to assure s a t i s f a c t o r y  passage 
of and implementation of the l e g i s l a t i o n .  

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  then requests  that  p a r t i c i p a n t s  count off  by sixes 
and divide  into small groups. Proponents of the i n i t i a t i v e s  l i s t e d  in 
the las t  sec t ion  wil l  be asked to end the i r  advocacy for the l e g i s l a -  
t ion they descr ibed.  The f a c i l i t a t o r  urges each p a r t i c i p a n t  to set 
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aside her current  l e g i s l a t i v e  preference in order to be an 
evaluator  in th is  p r i o r i t y - s e t t i n g  stage• 

impart ial  

Small groups wi l l  be asked to evaluate  the f e a s i b i l i t y  and d e s i r a b i l i -  
ty of the suggested pieces of l e g i s l a t i o n  using the following ques- 
t ions :  

a • 

b 

Is the problem best resolved at the s t a t e  or federal  level?  

Is l e g i s l a t i o n  appropr ia te  or is rule-making or pol icy  
adoption prefe rab le?  

c. What is the pr ice  tag of th is  l e g i s l a t i o n ?  

d. What is the urgency of human need assoc ia ted  with th i s  
l e g i s l a t i o n ?  

e. What  i s ' t h e  complexity versus s i m p l i c i t y  of the l e g i s l a t i o n ?  
(Simple is usual ly  eas ier  l e g i s l a t i v e l y . )  

f.  Does i t  represent  a symbolic or actual  v ic to ry  for programs/ 
c o n s t i t u e n t s ?  

g. Does th is  l e g i s l a t i o n  represent  a shor t - t e rm or long-term 
v ic to ry  for programs or c o n s t i t u e n t s ?  

Is there consensus among women in the group on the 
importance of th is  l e g i s l a t i v e  proposal? 

Are there precedents in other s t a t e s?  

Has the l e g i s l a t i o n  been introduced before? 

Is there current  momentum for the l e g i s l a t i o n ?  

Is there public  support for the l e g i s l a t i o n ?  

Is the l e g i s l a t i o n  a t t r a c t i v e  to the media? 

Where does the oppos i t ion  come from and how strong is i t?  

What resources ex i s t  within the group for d r a f t i n g  and lob- 
bying for th i s  l e g i s l a t i o n ?  

What is the p o t e n t i a l  for networking with other groups? 

What is the p r o b a b i l i t y  of success? 

What e f f o r t s  wi l l  be required to implement the l e g i s l a t i o n ?  

h. 

i • 

j .  

k. 

i .  

m. 

n. 

O. 

p • 

q. 

r .  

The f a c i l i t a t o r  d i s t r i b u t e s  the above quest ions to each small group 
and asks each to move quickly through the ques t ions .  It  should take 
no more than f i f t e e n  minutes to evaluate  each l e g i s l a t i v e  piece .  
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Step IV: Ins t ruct ions  

The f a c i l i t a t o r  then asks each small group to choose two pieces of 
l e g i s l a t i o n  to recommend to the larger body for the coming year. In 
the process of choosing, groups should consider the information in the 
las t  section and ask themselves the following addi t ional  questions:  

a. Will working on this l e g i s l a t i o n  build unity and power in 
our organization? 

b. Is t h i s  l e g i s l a t i o n  consis tent  with the p r inc ip les  which 
guide our organization? 

c . If we choose this l e g i s l a t i o n ,  do we have s u f f i c i e n t  re- 
sources (or access to resources) to achieve passage and 
implementation? 

After f i f t e en  minutes, each small group should develop a short report 
in support of i ts  recommendations. The report must be l imited to five 
minutes and no group should repeat information provided by another in 
support of a p r i o r i t y .  

Step V: Ins t ruc t ions  

If the f a c i l i t a t o r  feels that the group can eas i ly  reach consensus 
about a l e g i s l a t i v e  i n i t i a t i v e ,  she should test  for consensus and 
suggest that this exercise might be the beginning of a work plan on 
the l e g i s l a t i o n .  However, should the group not be in consensus on a 
piece of l e g i s l a t i o n ,  the f a c i l i t a t o r  might se lect  one and proceed 
with this  section as a hypothetical  exerc ise .  

The f a c i l i t a t o r  next l i s t s  the tasks involved in designing a l e g i s l a -  
t ive work plan: draf t ing  the l e g i s l a t i o n ;  reviewing, evaluat ing,  and 
modifying the draft  proposal; approving a f inal  d ra f t ;  coordinating 
the d ra f t ing  phase; ident i fy ing  supportive l e g i s l a t o r s ;  choosing the 
best prime sponsor(s); deciding which house is the best place to 
introduce the l e g i s l a t i o n ;  educating the prime sponsor about the pur- 
pose of the l e g i s l a t i o n  and the o rgan iza t ion ' s  posi t ion on i t ;  
negot ia t ing  the language of the l e g i s l a t i o n  with the prime sponsor; 
deciding the "bottom l ines" for compromise if the prime sponsor does 
not adopt the o rgan iza t ion ' s  draft  l e g i s l a t i o n ;  deciding if there 
should be co-sponsors; ident i fy ing  experts on the issue who wil l  lend 
support and testimony to the e f f o r t ;  coaching and coordinating those 
t e s t i f y i n g ;  developing the appropriate media campaign; educating con- 
s t i t u e n t  organizations about the l e g i s l a t i o n ;  developing communication 
and education/lobbying plans for member organizat ions;  s o l i c i t i n g  sup- 
port from other progressive organizat ions;  coordinating the educa- 
t ion/ lobbying e f f o r t s ;  deciding i f ,  when and how l e g i s l a t o r s  should be 
polled;  consult ing the prime sponsor about amendments; developing an 
approval or r e j ec t i on  process for proposed amendments; iden t i fy ing  a 
person or process to determine when the organization should ask that 
the l e g i s l a t i o n  be withdrawn; consult ing with the prime sponsor on 
s t ra tegy  for voting; helping the prime sponsor prepare for a floor 
debate by ident i fy ing  supporters who wil l  speak on spec i f i c  key issues 
or wi l l  provide t a c t i c a l  support, and i n s t i t u t i n g  an implementation 
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| 
plan. 

If the group is committed to developing a w o r k  plan, pa r t i c ipan t s  
should iden t i fy  the person or group charged with undertaking the 
various tasks.  Next, they set a t imeline for the tasks.  The group 
also i d e n t i f i e s  the person who wil l  see that each task is completed 
within the t imelines set fo r th  (or wi l l  modify the t imelines if neces- 
sary) .  

The f a c i l i t a t o r  must make it clear that before contact ing a po ten t ia l  
prime sponsor, the organization should at least  have completed a ten- 
t a t ive  work plan on a l l  the tasks associated with passing l e g i s l a t i o n .  

Step VI: Ins t ruc t ions  

Before ending this exerc ise ,  the f a c i l i t a t o r  should ask the group to 
iden t i fy  those tasks which have h i s t o r i c a l l y  been d i f f i c u l t  for the 
organizat ion during prior l e g i s l a t i v e  i n i t i a t i v e s .  It is important for 
the group to an t i c ipa t e  recurr ing problems and to iden t i fy  spec i f i c  
solut ions in advance. Minutes of this  section on l e g i s l a t i v e  pro- 
blems and potent ia l  solut ions should be given to the l e g i s l a t i v e  com- 
mi t t ee .  

Step VII: Sun'chary 

The f a c i l i t a t o r  points out that developing a l e g i s l a t i v e  agenda is 
complex and requires thoughtful considerat ion and time. It is impor- 
tant to es tab l i sh  l e g i s l a t i v e  p r i o r i t i e s  based on the needs of member 
programs and cons t i t uen t s .  It is also important that l e g i s l a t i v e  
i n i t i a t i v e s  comport with the pr inc ip les  and vision of the organiza- 
t ion.  Leg i s la t ive  drives should not be undertaken unless there are 
adequate resources within the organization to ensure good r e s u l t s .  A 
de ta i l ed  work plan is a p re requ i s i t e  for successful l e g i s l a t i v e  advo- 
cacy. 

Concluding Comments 

In our work, we are not only attempting to pass l e g i s l a t i o n ,  but we 
are also t rying to develop a powerful, a r t i c u l a t e  const i tuency,  cap- 
able of e f f ec t i ng  major social  change on behalf of women. It is 
important that each l e g i s l a t i v e  endeavor involve the grea tes t  number 
of people. Our goal is to share leadership broadly. 

Handout: None. 

Readings, Resources, References: None 

Time Frame: 2 hours 
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WORKSHOP I I I -C 

Designing Workplans 
for State Organizations 
G o a l s  

1. 

2.  

3.  

To teach p a r t i c i p a n t s  a method for developing a work plan. 

To build uni ty  in the group through planning. 

To conduct a s t a t e  planning sess ion ,  leaving p a r t i c i p a n t s  
with a work plan for t h e i r  s t a t e  c o a l i t i o n .  

Why We~ I n c l u d e  T h i s  In L e a d e r s h i p  T r a i n i n g  

Working in women's se rv ices  and soc}al change o rgan iza t ions  can be an 
overwhelming exper ience .  Limited resources and a tremendous work load 
of ten  present  ser ious  obs tac les  to accomplishing work at the s t a t e  
l e v e l .  This exe rc i se  is o f f e r ed  as a concre te  s t r a t e g y  to help groups 
overcome these d i f f i c u l t i e s .  Developing a workplan is a lso a 
mechanism to involve many a c t i v i s t s  in a meaningful and lasting way. 

D e s c r i p t i o n  of  A e t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f i r s t  part  of th is  exe rc i se  i d e n t i f i e s  the work that the s t a t e  
c o a l i t i o n  needs to do. To f a c i l i t a t e  t h i s ,  the t r a i n e r  d i s t r i b u t e s  
the handout. (See handout - Developing a Workplan.) The p a r t i c i p a n t s  
brainstorm a l i s t  of cur ren t  work and other concerns of the c o a l i t i o n  
and wr i t e  them on newsprint .  

Possible  responses from the p a r t i c i p a n t s :  

I. Expansion of c o a l i t i o n  s t a f f .  

. Lack of support and awareness in s t a t e  for domestic v io lence  
and rape v ic t ims .  

3. Few survivors  in leadersh ip  in local programs. 

Step II :  I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the large group to s e l e c t  f ive issues for more 
ca re fu l  a t t e n t i o n  during th i s  workshop. The f a c i l i t a t o r  then wr i t e s  
each issue on a d i f f e r e n t  piece of newsprint .  O n c e  th i s  has been 
done, she asks p a r t i c i p a n t s  to i d e n t i f y  a l l  poss ible  so lu t ions  to 
these problems. Solut ions are l i s t e d  on the appropr ia te  sheet of 
newsprint .  For example, on the issues of lack of support and aware- 
ness for domestic v io lence  and rape v ic t ims:  

Possible  responses from the p a r t i c i p a n t s :  

I. Develop a media campaign. 
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• 

3. 

Step I l l :  

Begin a door- to-door  educat ional  outreach program. 

Organize ba t t e r ed  women, survivors  of ch i ld  sexual a s sau l t  
and rape. 

I n s t r u c t i o n s  

The large group attempts to p r i o r i t i z e  the so lu t ions  o f f e r ed  on a l l  
f ive  i s sues .  The f a c i l i t a t o r  asks the group to consider  each so lu t ion  
in  t e r m s  of  t h e  f o l l o w i n g :  

1. 

2. 

How many women wil l  be a f f e c t e d  by th is  piece of work? 

Will working on th is  so lu t ion  build uni ty  and the power of 
our organiza t ion?  

3. Is th i s  p r i o r i t y  c ons i s t en t  with the p r i n c i p l e s  which guide 
our organiza t ion?  

4. If we choose th is  so lu t i on ,  do we have s u f f i c i e n t  resources  
(or access to resources)  to do thework?  

Step IV: I n s t r u c t i o n s  

The large grou p is then asked to choose one key so lu t ion  to each of 
the f ive  p r i o r i t i z e d  issues for i t s  new work in the coming year .  Once 
th is  is accomplished, small groups should be formed to complete page 2 
of the handout, e n t i t l e d  Developing a Workplan. 

The handout is s e l f - e x p l a n a t o r y ,  although the f a c i l i t a t o r  should 
emphasize that  the information on tasks and t imel ines  should be as 
s p e c i f i c  as poss ib le .  

Possible  responses from the p a r t i c i p a n t s :  

Solut ion p r i o r i t i z e d :  Conduct a s ta tewide media campaign on sexual 
a s s au l t  and domestic v io lence .  

T a s k s  

1) I d e n t i f y  d e s i r e d  a u d i e n c e .  

2) I d e n t i f y  m a t e r i a l s  to  be 
d e v e l o p e d .  

3) I d e n t i f y  s o u r c e s  of  s u p p o r t •  

4) P l a n  c a m p a i g n .  

5) R e p o r t  to  s t a t e  c o a l i t i o n  
and s u b m i t  d r a f t  o f  m a t e r i a l s  
to  s t a t e  c o a l i t i o n .  
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Step V: I n s t r u c t i o n s  

The small groups are next asked to i d e n t i f y  problems 
implementing the so lu t ion  and s t r a t e g i e s  to overcome 
c u l t i e s .  

a n t i c i p a t e d  in 
these d i f f i -  

Step VI: I n s t r u c t i o n s  

The f a c i l i t a t o r  f i n a l l y  asks the small groups to descr ibe how they 
would evaluate  tile success of the work for member programs, on com- 
munity i n s t i t u t i o n s  and in prevent ing violence against  women. 

Step VII: I n s t r u c t i o n s  

The small groups then report  back to the large group.  The large group 
d iscusses  and then revises  the plans offered and develops a formal 
recommendation to the c o a l i t i o n .  

Step VIII:  Summary 

P a r t i c i p a n t s  have completed a to ta l  planning process that included the 
following steps:  i d e n t i f y i n g  current  work  and issues ;  p r i o r i t i z i n g  
i ssues ;  cons ider ing  so lu t ions  to p r i o r i t i z e d  problems; eva lua t ing  
p o t e n t i a l  so lu t ions  in l igh t  of gu ide l ines  of broad p a r t i c i p a t i o n ,  
uni ty  bu i ld ing ,  ph i losophica l  consis tency and adequate resources ;  
s e l e c t i n g  the most promising so lu t ions  in l igh t  of these concerns; 
developing a work plan for these s o l u t i o n s ;  i d e n t i f y i n g  problems and 
developing s t r a t e g i e s  to expedite the work; devis ing systems for 
eva lua t ing  the e f f e c t i v e n e s s  of the work to be undertaken; and pre- 
paring a formal report  to the decision-making body of the c o a l i t i o n .  
This w o r k  was accomplished in a process that  fos te red  imaginative 
th ink ing ,  s t r a t e g i c  planning and broad p a r t i c i p a t i o n .  

C o n c l u d i n g  Comments 

Again, the recommendations to the c o a l i t i o n  must be taken to i t s  u l t i -  
mate decision-making body where budget and f e a s i b i l i t y  wi l l  f i n a l l y  be 
assessed and determined. Once a formal work plan has been embraced by 
the s t a t e  c o a l i t i o n ,  p a r t i c i p a n t s  of th i s  t r a i n i n g ,  as well as the 
membership of the c o a l i t i o n ,  should be advised of the work plan and 
ways in which women can become involved in i t s  implementa t ion .  

The f a c i l i t a t o r  should note that  the group not only has developed a 
d e t a i l e d  work plan for the s t a t e  c o a l i t i o n ,  but has also been taught a 
s k i l l  that  is t r a n s f e r a b l e  to work on a local or regional l eve l .  

Handout: 

Developing a Workplan 

Reading, Resources, References: None. 

Time Frame: 2 I/2 hours 
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HANDOUT 

DEVELOPING A hDRK PLAN 

List  current  problems or concerns 

Lis t  poss ib le  so lu t ions  

P r i o r i t i z e  so lu t ions  

Consider: How many women wil l  be a f fec ted?  
Will uni ty  and power of the group be s t rengthened? 
Is the so lu t ion  in k e e p i n g w i t h  our p r i n c i p l e s  of 

un i ty ,  o rgan iza t iona l  goals and mission statement? 
Are there s u f f i c i e n t  resources ava i l ab le  or a plan to 

develop them (money, time, people,  support ,  e t c . ) ?  

| 
| 
| 

| 

| 

Solu t ion ( s )  se l ec ted  
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Workplan 

Tasks Timelines Responsible person 

Problems an t ic ipa ted  and s t r a t eg i e s  to deal with them: 

Evaluation, monitoring, and accountab i l i ty  systems: 

Considerations:  Is the plan workable? 
Is work shared and yet coordinated? 
Are new women/programs involved? 
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WORKSHOP III-D 

Creating Organizational 
Change in our Programs 
G o a l s  

1. To emphasize the importance of planning 
before we attempt o rgan iza t iona l  change. 

and s t r a t e g i z i n g  

2. To prevent problems for p a r t i c i p a n t s  when they re turn  to 
the i r  programs and try to change them. 

Why We Include This In Leadership Training 

In our workshops, we are helping p a r t i c i p a n t s  d i s t i n g u i s h  between two 
kinds of social  change a c t i v i t i e s  that  they wil l  engage in as leaders .  
One is socia l  change in the community; the other is i n t e rna l  to t he i r  
agency. This workshop focuses on in te rna l  change. 

When new leaders re turn  to the i r  programs from leadership  t r a i n i n g ,  
they f requent ly  t ry to make in te rna l  o rgan iza t iona l  changes too 
abrupt ly  and are surpr i sed  by the negative reac t ions  they rece ive .  In 
th is  exe rc i se ,  we want new leaders to understand that  they should 
expect r e s i s t ance  and c a r e f u l l y  plan for in te rna l  change. 

D e s c r i p t i o n  of  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  breaks p a r t i c i p a n t s  into three groups and reads t h e m  
the problem below. 

"You would l ike to have more ba t te red  women involved in the 
s h e l t e r  and on your board and i t s  committees, in support groups, 
and in a speaker ' s  bureau. The s t a f f  of the organiza t ion  agrees 
with you in p r i n c i p l e ,  but i t  has not acted to encourage more 
p a r t i c i p a t i o n .  No support group has ever been s t a r t e d .  No plans 
for change have been i n i t i a t e d .  Three of your board members wil l  
probably agree s t rongly  with the idea; three probably have never 
thought much about i t  and three have more t r a d i t i o n a l  ideas of 
how to provide p rofess iona l  help and administer  a socia l  serv ice  
agency. Y o u r  p r i n c i p l e s  of uni ty  asse r t  that you bel ieve  in the 
empowerment of ba t te red  women." 

The f a c i l i t a t o r  points  out that our goal is the empowerment of bat- 
tered women. To do t h i s ,  we need to create  o rgan iza t iona l  change. 
The f a c i l i t a t o r  then asks group one to consider how to involve bat- 
tered women in running the s h e l t e r ;  group two is to examine how to 
include ba t t e red  women meaningful ly on the board and i t s  committees; 
group three looks at how to s t a r t  or expand support groups f a c i l i t a t e d  
by ba t t e red  women; group four addresses how to include ba t te red  women 
in the speaker ' s  bureau. Each  group is to appoint a recorder who wil l  
repor t  i t s  plan to the large group. 
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The groups should use the l i s t  of quest ions in the handout at the end 
of th i s  workshop as a guide for formulat ing a s t r a t e g y  to c r e a t e  
o rgan iza t iona l  change. 

Possible  responses from the p a r t i c i p a n t s :  

Group l: Involving Bat tered Women in Running the She l te r  

I. S ta r t  a r e s i d e n t s '  council 

a . Find cur ren t  and former r e s iden t s  who wil l  share t h e i r  
ideas about how the s h e l t e r  might include them. Inv i t e  
several  supportive board members to th is  sess ion .  

b. Talk about the ideas with supportive s t a f f ,  
r e s iden t s  and get feedback. 

board and 

C . Synthesize the ideas gleaned from ba t t e r ed  women and 
other workers in the program. Draft a proposal for 
change incorpora t ing  these ideas. S o l i c i t  modif ica-  
t ions and r ewr i t e .  Ask for the endorsement of a l l  
s t a f f .  

d. Write a proposal summarizing ideas and give i t  to the 
d i r e c t o r  and appropr ia te  board committee(s) for 
cons ide ra t i on .  

Group 2 :  

I. 

. 

. 

. 

. 

Including Battered Women on the Board 

Talk to cur ren t  and former r e s iden t s  who might be i n t e r e s t e d  
in p a r t i c i p a t i n g  on the board. 

Develop a plan to ensure ba t t e red  women's p a r t i c i p a t i o n  in a 
way that does not tokenize or i s o l a t e  them. Create a s t r u c -  
ture so that abused women on the board speak for the 
ba t t e r ed  women's caucus of the organ iza t ion  and the 
r e s i d e n t s '  counc i l .  In other words, ba t t e r ed  women on the 
board may want to represent  a cons t i tuency  and bring t~e 
power of that  cons t i tuency  with them to board meet ings.  
This requi res  mechanisms for d i scuss ion ,  feedback and 
a c c o u n t a b i l i t y .  

Develop o r i e n t a t i o n  m a t e r i a l s  so that  new members of the 
board have information that  allows them to p a r t i c i p a t e  
equal ly  and s u c c e s s f u l l y .  

Discuss ba t t e r ed  women's exclusion from the board with those 
members who care about empowerment. S o l i c i t  t h e i r  ideas for 
change. Share yours.  

Suggest that  a support ive board member discuss her ideas 
with other board members. Encourage her to present  a pro- 
posal to the other board members and plan with her so that  
she has fu l l  support for the proposal .  
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. Develop a plan to f a c i l i t a t e  ba t te red  women's p a r t i c i p a t i o n  
by o f f e r i n g  ch i ld  care supplements, t r a n s p o r t a t i o n  to 
meetings and safe and access ib le  meeting s i t e s  and 
surroundings.  

Group 3: S t a r t i n g  Support Groups F a c i l i t a t e d  by Bat tered Women 

I .  Talk to s t a f f  who are respons ib le  for f a c i l i t a t i n g  support 
groups. Find out the i r  concerns. Are they already over- 
worked, for example? How could the i r  concerns be s a t i s f i e d ?  
What advantages do they see in the inc lus ion  of ba t t e red  
women? 

. Accumulate information from other o rganiza t ions  about t he i r  
support groups. Share th i s  with your s t a f f  or i nv i t e  these 
organiza t ions  to make a p r e s e n t a t i o n ,  if  t h i s  wi l l  help you 
reach your goal.  

. Talk to the appropr ia te  board members or supervisory s t a f f .  
Ask them for advice about proceeding. 

. Convene a group of former and current  r e s iden t s  and s o l i c i t  
t he i r  ideas.  

. Develop a proposal that incorporates  everyone 's  so lu t i ons  
and which points  out the bene f i t s  which wil l  r e s u l t  from the 
increased p a r t i c i p a t i o n  of ba t te red  women. Include ba t te red  
women in the proposal wr i t i ng .  

Group 4: Expanding the Speaker 's  Bureau to Include Battered Women 

I . I n v i t e  s t a f f  and volunteers  responsib le  for o p e r a t i n g  the 
Speaker 's  Bureau to discuss  the advantages and disadvantages 
of increas ing  the p a r t i c i p a t i o n  of ba t te red  women in the 
Speaker 's  Bureau. They might want to also suggest a process 
for adding ba t t e red  women to the Speaker 's  Bureau. 

. Meeting of the r e s i d e n t s '  council and any community-based 
group of ba t te red  women to seek the i r  input.  

. Share these d i scuss ions  with the appropr ia te  board members 
and supervisory s t a f f ;  asking for suggest ions about the next 
s teps to be taken. 

4. Devise a t r a i n i n g  program for ba t te red  women jo in ing  the 
Speaker 's  Bureau. 

. Prepare a d e t a i l e d  proposal to be submitted to the board 
with a l i s t  of ind iv idua l s  or groups endorsing the proposal .  

Step I I :  Summary 

To m a k e  successful  o rgan iza t iona l  change, we must design s t r a t egy  
c a r e f u l l y  and build a l l i a n c e s  with o the r s .  People feel more commit- 
ted to change if  they are consul ted at the beginning and if  the i r  

128 

I 
I 
I 
I 
I 
I 
I 
I 

I 
I 

I 
I 

I 
I 
I 
I 



| 

| 

II 

| 

| 

| 

II 

II 
II 

II 

II 

II 
| 

| 

| 

concerns are addressed r e s p e c t f u l l y .  Developing proposals  with a l l  
the var ious  ac to r s  in our programs bu i lds  enthusiasm and assures  
people that  change can be p roduc t ive  ra ther  than cumbersome. 

We should have severa l  change s t r a t e g i e s  in mind before we begin.  We 
should assume there  may be o p p o s i t i o n .  I t  is n e i t h e r  m a n i p u l a t i v e  nor 
nega t ive  to plan s t r a t e g i e s  unless  we t ry  to d i s c r e d i t  our o p p o s i t i o n .  
If we want our o r g a n i z a t i o n a l  atmosphere to remain p l e a s a n t ,  we should 
avoid d i s c r e d i t i n g  t a c t i c s .  We do need, however, to r e a l i z e  that  
change f r i g h t e n s  people ,  e s p e c i a l l y  those who may lose power or be 
forced to share power in new ways. 

When we develop proposals  for change, we should include those people 
who may be most r e s i s t a n t  when i t  is time to implement new ideas .  

C o n c l u d i n g  Comments 

The a t t ached  handout,  e n t i t l e d  Creating Organizational Change, is es-  
s e n t i a l  for t h i s  e x e r c i s e .  P a r t i c i p a n t s  do not have to answer the 
ques t ions  one by one, but they should use them as a guide .  The 
f a c i l i t a t o r  should encourage the group members to review these ques- 
t ions  before  they at tempt  to make any changes in t h e i r  own programs. 
She should a l so  encourage them to ca l l  each o ther  a f t e r  the t r a i n i n g  
and d i scuss  s t r a t e g i e s .  

Handout: 

Crea t ing  Organ iza t iona l  Change 

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  

B r a g e r ,  George  and H o l l o w a y ,  S t e p h e n .  
O r g a n i z a t i o n s :  P o l i t i c s  and P r a c t i c e s .  

Changing  Human S e r v i e e  

Time Frame:  1 hour  
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HANDOUT 

Creat ing  O r g a n i z a t i o n a l  Change 

I. What is your change goal? What is your shor t - range  goal and you r  
long-range goal? 

. Lis t  the actors  who are c r i t i c a l  to the achievement of your 
chosen goal:  

a. Who has the power to de l ive r  the change? 

b. Who has the power to inf luence the change even if  she has no 
formal power to de l ive r  i t?  

C .  What does 
( p o s i t i v e l y  
the change 
resources? 

the change mean to the re levant  p a r t i c i p a n t s  
and nega t ive ly )?  What might be p o s i t i v e  about 
for those who may lose autonomy, p r e s t i g e  or 

d. What forces impinge on re levant  ac tors  to encourage change? 
(These can include funding sources,  agency phi losophy,  
p o l i t i c a l  favors owed, e t c . )  

e . What forces impinge on re levant  actors  to discourage change? 
Lis t  them. 

f. Weigh the forces 
discouraging i t .  

Forces for change 

that are encouraging change agains t  those 

Forces agains t  change 

| 
| 
| 

| 

| 
| 

| 

| 
* This mate r ia l  is adopted from Brager and Holloway, 
Service Organizations: P o l i t i c s  and Pract ices .  

Changing Human 
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g. Can the s i t u a t i o n  be changed or is i t  too unpred ic tab le  or 
unwinnable r igh t  now? 

. Before you i n i t i a t e  change, how can.you accrue inf luence and 
enhance your own pos i t ion?  (For example, you could accumulate 
personal resources through hard work and favors owed to you by 
having con tac t s ,  e x p e r t i s e ,  and a good r epu t a t i on .  Note that 
th i s  must be done in advance and con t i nua l l y  within an organiza- 
t ion in order for you to be an e f f e c t i v e  change agen t . )  

. Before you i n i t i a t e  change, how might you heighten awareness and 
d i s s a t i s f a c t i o n  about problems re l a t ed  to the change goal? 

. E l i c i t  information and opinions from other people. Who would you 
ta lk  to f i r s t  and what would you say? 

Usually you should explore the reac t ions  to ideas for change 
the following order:  

in 

a . 

b. 
c. 

Friends (get the reac t ion  of your peers) ;  
Neutrals (move c a r e f u l l y  to those outs ide  your peer network); 
Unknowns with decision-making au tho r i t y  ( t ry  to inf luence 
those close to decis ion-makers) .  

. What t a c t i c s  would you choose? (For in te rna l  o rgan iza t iona l  
change, people tend to use c o l l a b o r a t i v e  techniques and if they 
f a i l ,  they move to campaign t a c t i c s . )  

| 

Tact ic  d e f i n i t i o n s :  

a. Co l labora t ive  (open communication, educat ion,  persuas ion ,  
problem so lv ing) ;  

b. Campaign (harder persuasion,  bargaining,  n e g o t i a t i n g ) ;  

c. Contest (public  pressure and c o n f l i c t ) .  
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. To which audience should proposals be addressed and 
sequence would you ta lk  to people? 

in which 

a. What  channels should the proposals go through? 

. Who might e f f e c t i v e l y  introduce the ideas? ( I t  does not have to 
be you; d i f f e r e n t  people can help suggest and introduce ideas . )  

. What appeal would be most convincing? When you i n i t i a t e  ideas ,  
how can you r a i se  the problem, keeping in mind o rgan i za t i ona l  
values ,  corrrnitments and loya l ty?  Can you make i t  seem as i f  you 
are not c r i t i c i z i n g  the organiza t ion?  

10. How wi l l  you gain and hold support? How wil l  you keep contact  
with your a l l i e s ,  both those who hold formal power and those who 
in f luence  formal power? 

11. How wil l  the change be i n s t i t u t i o n a l i z e d ?  

12. Summarize the steps of your ac t i on .  What  are the consequences, 
p o s i t i v e  and nega t ive ,  of the plan? If there  are too many nega- 
t ive  consequences, develop an a l t e r n a t i v e  ac t ion  plan or a 
d i f f e r e n t ,  less d i f f i c u l t ,  change goal .  
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WORKSHOP I I I -E  

Chairing Meetings 
and Running 
Effective Organizations 
Goals 

I. 

. 

. 

To help p a r t i c i p a n t s  run e f f e c t i v e  meetings and use 
decision-making processes .  

good 

To develop cha i r ing  s k i l l s  in many women so that  
shared. 

power is 

To help p a r t i c i p a n t s  understand that poorly run meetings and 
inadequate decision-making processes lead to o rgan iza t iona l  
breakdown and low p a r t i c i p a t i o n .  

Why We Include This In Leadership Training 

Many organ iza t ions  pay l i t t l e  a t t e n t i o n  to how they run meetings and 
make dec i s i ons .  As a r e s u l t ,  morale is low, and s t a f f  and volunteer  
p a r t i c i p a t i o n  dwindles. Informal decision-making processes ,  with no 
a c c o u n t a b i l i t y  to the group, can emerge. Or converse ly ,  groups come 
to a s t a n d s t i l l  and ne i the r  make dec is ions  nor hold members account-  
able for the work they agreed to do. Meetings may drag on for hours 
or may be cance l led  c o n t i n u a l l y .  These problems c r e a t e  ser ious  
o rgan i za t i ona l  c r i s e s ,  but they can be solved. This workshop is de- 
signed to help p a r t i c i p a n t s  run more e f f e c t i v e  meetings and develop 
good decision-making processes .  

Description of Act iv i t i es  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the whole group to l i s t  t he i r  o r g a n i z a t i o n s '  pro- 
blems as they run meetings,  make dec is ions  and t ry  to complete work. 

Poss ible  responses from the p a r t i c i p a n t s :  

I. A few people c o n s i s t e n t l y  dominate the d i scuss ion .  

2. We are always changing the subject  and can never f i n i s h  one 
top ic .  The meetings are endless .  

3. No one remembers dec is ions  from one meeting to the next and 
no work gets done. 

4. When we d isagree  s e r i o u s l y  with each o the r ,  we do not know 
how to proceed. 

I n s t r u c t i o n s  

The f a c i l i t a -  

Step I f :  

Usually the group genera tes  a lengthy l i s t  of problems. 
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tor begins by making some general  comments about s t r u c t u r i n g  meetings.  
(See handout, Cha i r ing . )  She then u t i l i z e s  the group's  problem l i s t  
to help p a r t i c i p a n t s  set an agenda for th i s  workshop. The group 
p r i o r i t i z e s  the problems they want to solve;  an agenda is quickly se t ;  
each item on i t  is given a set amount of time for d i scuss ion  and w r i t -  
ten on the blackboard for a l l  to see. A timekeeper is appointed and 
the f a c i l i t a t o r  begins cha i r ing  the meeting. 

The group then considers  the f i r s t  problem, "A few people c o n s i s t e n t l y  
dominate the d i s c u s s i o n . "  The f a c i l i t a t o r  e l i c i t s  more information 
about the problem and then asks the group to brainstorm s o l u t i o n s .  
The f a c i l i t a t o r  adds her own. 

Poss ible  responses from the p a r t i c i p a n t s :  

I. Go around the room and le t  everyone add an opinion.  

. The chair  s p e c i f i c a l l y  asks for opinions from those who have 
not had a chance to speak ye t .  

. The group appoints a "process person,"  an individual  who 
pays a t t e n t i o n  to the emotional tone of the meeting. When 
the process person no t ices  problems, she shares them and the 
group decides how it  wants to deal with the issue.  

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  then moves on to the second problem, 
changing the subject  and can never f i n i s h  one' topic ;  
e n d l e s s . "  

"We are always 
the meetings are 

Possible  responses from the p a r t i c i p a n t s :  

I. The f a c i l i t a t o r  and group members need to hold the group 
accountable for d i scuss ing  one issue at a time. 

. At the beginning of the meeting,  set a time l imit  for each 
d i scuss ion  and for the e n t i r e  meeting. Appoint a t imekeeper.  

. Ask people to not repeat comments others  have a l ready  made 
in the meeting.  

4. The f a c i l i t a t o r  needs to summarize, t e s t  the group for 
agreement and s o l i c i t  proposals for problem r e s o l u t i o n .  

Step IV: Summary 

Here, the workshop f a c i l i t a t o r  needs to o f f e r  a short  d i d a c t i c  presen- 
t a t i o n  on good decision-making processes .  She needs to urge organiza-  
t ions to use committees. Committees should do most of the work 
before large meetings ever occur; they gather  information and make 
recommendations. 

The workshop f a c i l i t a t o r  should ta lk  about the importance of good 
a g e n d a - s e t t i n g  and strong cha i r ing  to keep the group on t a r g e t .  She 
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also can demonstrate how to make dec is ions  and of fe r  suggest ions  if  
the group changes the topic  or f a i l s  to reach consensus. The f a c i l i -  
t a to r  should ooint out that  when a dec is ion  is reached, i t  must be 
recorded and a work plan and t imel ine  designed so that  implementation 
can proceed. 

C o n c l u d i n g  Comments  

We have found that  many organiza t ions  do not set agendas nor do they 
f a c i l i t a t e  meetings in a cons i s t en t  manner. Often, there are no com- 
mi t t ees  opera t ing  and very few people gain experience in running 
meetings and exe rc i s ing  leadersh ip .  This of ten produces f r u s t r a t i o n  
about the lack of p r o d u c t i v i t y  of group meetings and confusion about 
dec is ions  made or implementation plans adopted. Therefore ,  we have 
of fe red  th i s  workshop as a c r i t i c a l l y  important i n t roduc t ion  to group 
f a c i l i t a t i o n .  P a r t i c i p a n t s  should consider h i r i ng  a local t r a i n e r  who 
wi l l  teach them cha i r ing  and organiza t iona l  s k i l l s .  

Handout: 

Chairing 

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  

A u v i n e ,  B r i a n ,  and D e n s m o r e ,  B e t s y ,  e t  a l .  A Manua l  f o r  G r o u p  
F a c i l i t a t o r s .  

A v e r y ,  M i c h a e l ,  e t .  a l .  B u i l d i n g  U n i t e d  J u d g m e n t :  A Handbook f o r  
C o n s e n s u s  D e c i s i o n  M a k i n g .  

G u t h r i e ,  E i l e e n ,  and M i l l e r ,  Sam W a r r e n .  M a k i n g  C h a n g e :  A G u i d e  
to  E f f e c t i v e n e s s  in  G r o u p s .  

Time Frame: I hour 

II 
II 
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F a c i l i t a t o r  note:  For th is  workshop, the f a c i l i t a t o r  must have exten- 
sive experience in running e f f e c t i v e  meetings.  She wil l  want to refer  
to our handout, Chair ing,  and read the two manuals from which the 
handout was developed, Making Change: A Guide for Effect iveness  in 
G r o u p s  and B u i l d i n g  U n i t e d  J u d g m e n t :  A Handbook f o r  C o n s e n s u s  DecTZ 
s i o n - M a k i n g .  

Because p a r t i c i p a n t s '  problems vary from t r a i n i n g  
f a c i l i t a t o r  must be f l e x i b l e  in th is  workshop. 

to t r a i n i n g ,  the 
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HANDOUT 

C H A I R I N G  

A success fu l  meeting is a meeting where: 

1 .  People leave f e e l i n g  s a t i s f i e d .  
2. People leave looking forward to the next meeting.  
3. Everyone agrees that  something got done. 
4. Lots of people came on time. 
5. People stayed u n t i l  the end. 
6. Decisions are understood. 
7. There is d i scuss ion  of both fac t s  and f ee l ings  about i s sues .  
8. People have an oppor tuni ty  to use t h e i r  s k i l l s  and to develop new 

ones. 
9. Conf l i c t s  are dea l t  with and not avoided. 

10. Rewards are handed out during the meeting, as, for example, when 
a person is thanked for a job well done. 

. 

. 

. 

. 

H I N T S  FOR C H A I R I N G / F A C I L I T A T I N G  

F a c i l i t a t i o n ,  leadersh ip  func t ions ,  decision-making r e s p o n s i b i l i -  
t i e s  and s k i l l s  can be spread throughout the o r gan i za t i on .  The 
chair  moves  the group forward in i t s  def ined tasks;  the chai r  
does not do a l l  the work nor is she a lobby i s t .  

The  chai r  ensures that  the meeting progresses ,  that  issues are 
presented f u l l y ,  that  d i scuss ion  is f a c i l i t a t e d ,  and that  there  
is a common information base. The chair  makes sure that  issues 
are c l a r i f i e d  and that  people can ask ques t ions .  The chair  sum- 
marizes ,  organizes ideas,  and t e s t s  for consensus by d e l i n e a t i n g  
the agreements that  appear to emerge from the group. 

F a c i l i t a t i o n  funct ions  can be shared and everyone can learn to 
f a c i l i t a t e .  Chairs can assign group members to play many r o l e s .  
For example, one assignment might be "process obse rve r , "  the per- 
son who observes the group and t e l l s  i t  what she sees.  For 
example , "I 'm f e e l i n g  tens ion .  Is anyone e l se?"  Another role  is 
agenda t imekeeper.  Another is sunvnarizing group d i scuss ion  and 
d e c i s i o n s .  Someone must a c c u r a t e l y  record the dec i s ions  made, 
the steps for implementing dec i s ions ,  the assignment of tasks and 
the t imel ine  for t h e i r  completion. 

People who a re  not cha i r ing  are respons ib le  for helping the chai r  
s tay on t rack and follow the agenda. Non-chairs need to le t  
other  group members know if  they are g e t t i n g  of f  the topic or 
t a lk ing  too long. Group members are respons ib le  for l e t t i n g  
o thers  know when they d isagree  with the group's  dec is ion  or with 
the c h a i r ' s  handling of the meeting. 

| 
| 

| 

| 

| 
| 
| 
| 

| 
* Adapted from m a t e r i a l s  in Making Change: 
in Groups. 
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The chair  is r e s p o n s i b l e ,  along with the execu t ive  committee or 
any other des ignated  body, for drawing up a proposed agenda which 
includes committee r e p o r t s ,  new and old bus iness ,  and announce- 
ments. The agenda should be d i s t r i b u t e d  in advance• Before the 
meeting s t a r t s ,  the chair should have an idea of how much time 
each committee needs and proposed time l imi t s  should be w r i t t e n  
next to each agenda item. However, the working group at the 
meeting should decide together  how much time each item on the 
agenda should get for d i scuss ion•  

The chair  can appoint ,  the group can s e l e c t ,  or the group can 
r o t a t e  a timekeeper who l e t s  the group know i f  time is up for a 
d i s cus s ion •  If the group wants to continue the d i s c u s s i o n ,  the 
chair  must ask the group to decide what items i t  wishes to defer  
or what items i t  wants to shor ten.  

If  a d i scuss ion  seems to be going on too long, the chair  or other  
group members may suggest sending the issue back to committee. 
Committees should be used to gather information,  def ine  i s sues  
and op t ions ,  make recommendations and then repor t  back to the 
whole group• Committees are the backbone of the o rgan i za t i on .  
The whole group should not do the work of the committee. 

A chair  or group member should ca l l  a t t e n t i o n  to decision-making 
opt ions  within a meeting: 

a • 

b. 
C .  

d. 

Issue can be tab led ;  
Issue can be sent back to committee; 
Whole group can break into small groups for a few minutes to 
bra ins torm,  d e l i n e a t e  issues  or c o n f l i c t s  or caucus about 
opinions;  
The group then decides what i t  wants to do. 

. Some hints  for f a c i l i t a t i n g  d i f f i c u l t  d i s cus s ions  are:  

a . Ask the group to l i s t  pros and cons of the issue with the 
goal of g e t t i n g  as much information as p o s s i b l e  before  the 
group• 

b. Inv i t e  input by ques t ions  l i k e ,  "Does  anyone have a problem 
with that  idea?" "Is anyone uncomfortable?" "Are there 
negat ive  aspec t s  to the d i r e c t i o n  we are moving in?" 

C . Allow time for each person in the room to express a personal 
view, with a time l imi t  for everyone and a r ight  to pass 
without making a s ta tement .  

d. Ask the group to t h i n k t h r o u g h  the i r  op in ions ,  
going around the room. 

pr ior  to 

e . Record opinions on the chalkboard as they are s t a t e d ,  
reminding people not to repeat  an idea once i t  is s t a t e d •  
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10. 

11. 

12. 

13. 

f .  Go around the room with a sentence completion phrase such 
as, "I would vote no (or yes) on that  proposal b e c a u s e . . . "  
and a suggested time l i m i t .  

The chair  must make sure that  one person or one group does not 
dominate. The chai r  can ask for opinions of those who have not 
spoken or the chair  can go around the room. 

The chai r  or other group members should watch for the group's  
"body language." If people are f i d g e t i n g  or unhappy, the f a c i l i -  
t a to r  may need to point th i s  out ,  stop and ask the group to pro- 
cess f ee l ings  before moving on to con ten t .  

When the f a c i l i t a t o r  i s  confused or l o s t ,  
group to help or to c l a r i f y  the i ssues .  
i t  should focus back on the goal of the 
problems the group is t r y ing  to solve.  

she should ask the 
If  the group is l o s t ,  

d i scuss ion  and the 

The group should introduce and welcome new members at the begin- 
ning of the meeting. A new member should be paired with an old 
member as a buddy system and make sure that the new member has an 
o r i e n t a t i o n  before she comes to the f i r s t  meeting.  New members 
should know how dec is ions  are made ( e . g . ,  by consensus, by 
Roberts Rules) .  
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WORKSHOP I I I -F  

N mO aO e g o u a u n g  for R e s o u r c e s  

Goals 

I. 

. 

• 

4. 

To develop p a r t i c i p a n t s '  n ego t i a t i ng  s k i l l s  during c o n f l i c -  
tual s i t u a t i o n s .  

To c l a r i f y  p a r t i c i p a n t s '  values 
reques t .  To help them evaluate  
t e g i e s .  

about the funding they 
the i r  g ran t - seek ing  s t r a -  

To help p a r t i c i p a n t s  learn community organizing s k i l l s .  

To i d e n t i f y  the power that  o rganiza t ions  can 
they nego t i a t e  with funders.  

exerc ise  as 

Why We Include This in Leadership Training 

Frequent ly ,  g rass roo ts  women's organiza t ions  are in t imidated  by the i r  
funding sources and fear that  grants  wil l  be withheld if  disagreement 
erupts  with the funders.  As a r e s u l t ,  programs sometimes unnecessar i -  
ly defer to a funder ' s  agenda and l a t e r  regret  i t .  Organizat ions find 
that  they unwi t t ing ly  change d i r e c t i o n ,  goals or service  s t r a t e g i e s .  
This exerc ise  is designed to give women experience in n e g o t i a t i n g  and 
d i sagree ing  with funders.  It  helps p a r t i c i p a n t s  face the fact that  
they may have to make d i f f i c u l t  and unpopular dec is ions  and develop 
"bot tom-l ine"  n e g o t i a t i n g  p o s i t i o n s .  It  also helps them to acknow- 
ledge the i r  power and c r e d i b i l i t y  in the community so that  they are 
b e t t e r  prepared to advocate for the i r  programs. 

II 

Description of Activit ies  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  breaks the p a r t i c i p a n t s  into groups of f ive or 
s ix ,  reads the following problem, and gives each group a copy of i t .  
(See handout, e n t i t l e d  Negotiating for Resources.) 

"You, the Director  of your local program, are at your f i r s t  
meeting with United Way. The Program Off icer  of United Way 
s t a t e s  that  she bel ieves  that  ba t te red  women provoke the i r  
abusers '  v io lence .  She fee ls  that  United Way should fund a man- 
datory counsel ing program for the women so that  they can give up 
the i r  "addic t ion"  to violence while they are in the s h e l t e r .  The 
Program Off icer  t e l l s  you that she is not i n t e r e s t e d  in funding 
any of the other program components you have l i s t e d  in your pro- 
posal ( i . e . ,  community educat ion,  support groups, or legal advo- 
cacy) ."  

"You need to respond immediately and then you must f igure  out a 
longer range s t r a t egy  for working with United Way. Make a l i s t  
of the advantages and disadavantages of each shor t - t e rm and 
long-term s t r a t egy  you cons ide r . "  
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The f a c i l i t a t o r  c l a r i f i e s  that  the group has two tasks .  I . )  It must 
decide how to respond immediately to the United Way o f f i c e r .  2.) It 
must develop a long-range plan to get what i t  wants. The group should 
discuss the advantages and disadvantages of each pos i t ion  i t  con- 
s i d e r s .  Each group should appoint a recorder  and discuss  the problem 
for twenty minutes a f t e r  which i t  wi l l  repor t  to the whole group. 

Possible  responses from the p a r t i c i p a n t s :  

TASK I - Shor t - te rm 

I. 

° 

3. 

. 

Explain to the Program O f f i ce r  that  you see the issues d i f -  
f e r e n t l y .  Give her fac t s  and t e l l  her about b a t t e r e d  
women's exper iences ,  perhaps advis ing her that  w r i t t e n  
documentation for your pos i t ion  can be suppl ied.  

Disagree more boldly and chal lenge her assumptions. 

Tell  her that  you cannot accept her dec is ion  and 
wi l l  have to repor t  back to your o rgan iza t ion .  

that  you 

Point out that  most community o rgan iza t ions  making requests  
for speakers from United Way ask for p r e s e n t a t i o n s  from the 
s h e l t e r .  The community supports the s h e l t e r .  

TASK II - Long-Range 

I. 

. 

. 

. 

Report to the s t a f f  and board and design a plan to "go 
around" the Program O f f i c e r .  Ask for a meeting with the 
United Way D i r e c t o r .  

Find out i f  your s t a f f  and board know United Way board 
members and discuss  the problem with these c o n t a c t s ,  seeking 
t h e i r  advice and help. 

Discuss the problem with the press i f ,  a f t e r  
United Way wi l l  not change i t s  pos i t i on .  

n e g o t i a t i n g ,  

Ask United Way donors to des ignate  that  t h e i r  c o n t r i b u t i o n s  
are to go to the b a t t e r e d  women's program, perhaps even 
spec i fy ing  the p a r t i c u l a r  p r o j e c t s  unacceptable to United 
Way. 

Step II :  I n s t r u c t i o n s  

The small groups wi l l  o f f e r  many d i f f e r e n t  responses to these two 
tasks .  The t r a i n e r  should f a c i l i t a t e  a d i scuss ion  of the pros and cons 
of each response o f f e r e d ,  emphasizing some of the following po in t s :  

I. We should not au toma t i ca l ly  accept a funde r ' s  d e f i n i t i o n  of 
the problem or of our needs. 

2. If  we surrender  too e a r l y  to funders '  ideas or demands, we 
wi l l  not get what we want and others  wi l l  set  our program 

II 

II 

II 

II 

II 

II 

I! 

II 

II 

II 

II 

II 

II 
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. 

. 

d i r ec t i on .  

We should not, however, unnecessari ly  antagonize our funders 
or esca la te  more than we have to. Many funders can be per- 
suaded by our arguments and our c r e d i b i l i t y  in the communi- 
ty. 

We do have power to persuade and organize. We have a board 
of d i r ec to r s  and volunteers and we serve hundreds of 
fami l ies .  Numbers are power. 

We must urge our organizations to develop s tep-by-s tep  
negot ia t ing plans. We should not act by ourselves in these 
s i t u a t i o n s .  A committee should plan s t ra tegy  with us at 
each juncture of the negot ia t ions .  

we have to discuss c a r e f u l l y  the possible consequences, 
pos i t ive  and negative,  of the actions that our organizat ion 
is advocating. We should never esca la te  our t a c t i c s  without 
f i r s t  evaluating the possible outcomes. 

7. We should roleplay and prac t ice  a l l  negot ia t ing sessions 
before the actual meetings occur. 

C o n c l u d i n g  Comments  

The goal of this exercise  is to encourage women's organizat ions to 
asser t  the i r  needs and to negotiate  a s s e r t i v e l y  for funding that is 
consis tent  with the mission and object ives of thei r  program. Some 
p a r t i c i p a n t s ,  however, will argue that we should take money with 
whatever s t r ings  the funder demands. The f a c i l i t a t o r  should allow the 
group members to discuss this posit ion fu l l y .  It will  provoke an 
important dialogue about s t r a t egy .  

The f a c i l i t a t o r  should emphasize that ,  although our organizations have 
l i t t l e  money,  they do have sources of power, such as the number of 
people they can mobilize in the community, contacts with the media, 
the Posi t ive  image of the she l te r  and the c r e d i b i l i t y  that the pro- 
grams bring to the United Way during i ts  Funding Campaign. Organiza- 
tions must mobilize these resources to get what they need, and this  
e n t a i l s  planning. 

H a n d o u t :  

Negotiating for Resources: The Si tuat ion 

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  

G r a m b s ,  M a r y a ,  and M i l l e r ,  Pam. D o l l a r s  and  S e n s e :  A C o m m u n i t y  
F u n d r a i s i n g  M a n u a l  f o r  S h e l t e r s  and  O t h e r  N o n p r o f i t  O r g a n i z a t i o n s .  

T ime  F r a m e :  1 h o u r  
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HANDOUT 

~IATING FOR RESOURCES: THE SITUATION 

You, the d i rec to r  of your local program, are at your f i r s t  meeting 
with United Way. The Program Officer  of United Way s ta tes  that she 
believes that bat tered women provoke the i r  abusers'  v iolence.  She 
feels  that United Way should fund a mandatory counseling program for 
the women so that they can give up the i r  "addiction" to violence while 
they are in the s h e l t e r .  The Program Officer  t e l l s  you that she is 
not in te res ted  in funding any of the other program components you have 
l i s t e d  in your proposal ( i . e . ,  community education, support groups, 
legal advocacy). 

You need to respond immediately and then you must f igure out a longer 
range s t ra tegy for working with United Way. Make a l i s t  of the 
advantages and disadvantages of each short- term and long-term s t ra tegy 
you consider .  
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WORKSHOP III-G 

Starting A Speaker's 
Bureau: The Development 
of Volunteer Leadership 
G o a l s  

I • 

2. 

. 

To involve many women in managing program a c t i v i t i e s .  

To enhance s k i l l s  o f  non-paid s t a f f  so that they can a r t i c u -  
l a t e  issues of importance to ba t t e red  women and sexual 
a s sau l t  survivors•  

To develop a group of t r a ined  women whose primary work is to 
educate the community about v iolence agains t  women. 

Why We I n c l u d e  T h i s  in L e a d e r s h i p  T r a i n i n g  

In many programs, only paid s t a f f  are allowed to do public 
and community outreach.  This c r ea t e s  two major problems. 

speaking 

I . Battered women, rape survivors  and volunteers  cannot share 
t he i r  experiences  and e x p e r t i s e  with the community and are 
denied access to new leadership  s k i l l s  and sources of s e l f -  
confidence• 

. Our programs are deprived of the energy that  is necessary to 
change consciousness about v iolence against  women. If only 
a few people speak publ ic ly  and do outreach,  the community 
experiences  no pressure  to change. Very few people are 
reached and ba t t e r ed  women lose the support that  they need. 

This workshop is designed to teach p a r t i c i p a n t s  to s t a r t  
bureaus, but i t  is also geared to expand t he i r  ideas about 
bui ld leadersh ip  among women in the community. 

speaker ' s  
how to 

D e s c r i p t i o n  o f  A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the whole group to brainstorm the goals for a new 
speaker ' s  bureau• The f a c i l i t a t o r  adds some of her own. 

Poss ible  responses from the p a r t i c i p a n t s :  

I • 

2. 

3. 

To educate the conTnunity. 

To win support and funding from diverse  community groups. 

To empower ba t t e r ed  women and sexual a s sau l t  su rv ivors .  
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Step II :  I n s t r u c t i o n s  

The f a c i l i t a t o r  breaks the p a r t i c i p a n t s  into small groups and d i s t r i -  
butes the handout, e n t i t l e d  S t a r t i n g  a Speaker ' s  Bureau: A Personal 
Account. She asks each group to consider  the following ques t ions ,  one 
by one: 

I. What do you think of th i s  model? What  would you add to i t  
or how would you change i t  to make i t  f e a s i b l e  for your 
community? 

2. Is i t  adaptable to your program? 

. What help would you need to s t a r t  a Speaker 's  Bureau, to 
t r a i n  people to speak, and then to coord ina te  i t?  Make a 
l i s t  of tasks that  must be done and resources  you need. 

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  asks each group to give a b r i e f  summary of the answers 
to a l l  these ques t ions .  T h e n  she asks the whole group to o f f e r  help 
and suggest ions to each o the r .  For example, one program may have 
developed m a t e r i a l s  for t r a i n i n g  members of a Speaker 's  Bureau and 
could o f f e r  these to another .  An experienced t r a i n e r  may agree to 
v i s i t  a s h e l t e r  that  has no volunteer  program in place and help set 
one up. 

C o n c l u d i n g  Con~nents:  

A Speaker 's  Bureau is but one of many program a c t i v i t i e s  through 
which women can involve themselves and gain new s k i l l s .  The f a c i l i t a -  
tor should gene ra l i z e  from the exe rc i se s  in th i s  workshop and recom- 
mend that  p a r t i c i p a n t s  s c r u t i n i z e  every aspect of t h e i r  work - 
s e r v i c e s ,  l e g i s l a t i v e  change, fundra is ing  - for ways to include o thers  
in meaningful ways. 

H a n d o u t :  

S t a r t i n g  a Speaker 's  Bureau: A Personal Account 

Readings, Resources, References: None. 

Time Frame: I Hour 
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HANDOUT 

Starting a Speaker's Bureau: A Personal Account* 

In the Park Slope Safe Homes P r o j e c t ,  we asked a group of b a t t e r e d  
women and vo lun t ee r s  to become a Speaker ' s  Bureau. Each p a r t i c i p a n t  
committed h e r s e l f  to 12 weeks of t r a i n i n g  and reading and then became 
a working member of the Speaker ' s  Bureau Committee, sending out 
l e t t e r s  to community agenc ies ,  c a l l i n g  them to s o l i c i t  speaking 
engagements and a c t u a l l y  speaking at community even t s .  

As the t r a i n e r ,  one of my goals was to encourage the p a r t i c i p a n t s  to 
bond so that  they would become an ongoing, e f f e c t i v e  work group. We 
did t h i s  in severa l  ways. At the second t r a i n i n g  meet ing ,  we went 
around the room and everyone ta lked  about ~hat v io lence  aga ins t  women 
meant to her and why she was pe r sona l l y  doing t h i s  work. It  was very 
moving and i t  a f f i rmed the importance of our task .  We a l so  began 
meet ing about a ha l f  hour ea r ly  and ea t i ng  dinner  t o g e t h e r .  After  the 
seventh week of t r a i n i n g ,  each woman chose a pa r tne r  with whom to do a 
p r e s e n t a t i o n .  Each person,  working with a p a r t n e r ,  had to speak to 
the whole group for 15 minutes as i f  she were at an ac tua l  community 
speaking event .  In t h i s  way, everyone had p r a c t i c e  speaking and the 
whole group learned to give s u p p o r t i v e ,  c o n s t r u c t i v e  c r i t i c i s m .  Fi-  
n a l l y ,  we encouraged bonding by t e l l i n g  the group that  i t  was respon- 
s i b l e  for running the Speaker ' s  Bureau. I, as a s t a f f  person,  
designed informat ion  sheets  ( e . g . ,  which agency was c a l l e d ,  reques t  
for speaker ,  da te ,  t ime, e t c . )  but the speakers a c t u a l l y  s o l i c i t e d  
engagements. I worked c o o p e r a t i v e l y  with them to f ind the best  
speaker for each engagement, but I did not do the bulk of the work; 
nor,  however, did I give up contr¢.l t o t a l l y .  Also, p a r t i c i p a n t s  de- 
termined the p r i o r i t i e s  of the Speaker ' s  Bureau; for the f i r s t  year ,  
they t a r g e t e d  day care c e n t e r s ,  p a r e n t s '  groups and t e n a n t s '  o rganiza-  
t ions  for Speaker ' s  Bureau ou t reach .  

Tra in ing  was informal and p a r t i c i p a t o r y ,  whenever p o s s i b l e .  The 
f a c i l i t a t o r ' s  goal was to teach p a r t i c i p a n t s  what she knew about 
v io l ence  aga ins t  women in a way that  would al low them to i nco rpo ra t e  
the informat ion  and teach i t  to o t h e r s .  

Content of the t r a i n i n g  included:  

I. Overview of the program and i t s  p u r p o s e s / g o a l s / v i s i o n s .  

2. V i c t i m i z a t i o n  - what i t  does to women. 

3. Abuse: an a n a l y s i s  of power and c o n t r o l .  

4. An overview of v io lence  aga ins t  women ( s t a t i s t i c s ,  e t c . ) .  

5. Myths and f ac t s  about abuse. 

6. Why women stay with t h e i r  abusers .  

7. Why men get away with v io lence  ( e . g . ,  d i scuss  var ious  i n s t i t u -  
t ions  and how they sanc t ion  abuse) .  
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8. Racism and outreach to women of color .  

9. Women's options for help in the community. 

10. What the community csn do to help. 

11. Common p r o b l e m s / f e a r s / p i t f a l l s  in public speaking. 

12. Typical questions audiences ask; helpful hints for speaking. 

13. Roleplay of a ~roblematic speaking event. 

14. Pair ing up to make a presenta t ion to the group. 

The Speaker's Bureau Committee met monthly and each member chose three 
community agencies to ca l l  to schedule speaking events. We also used 
monthly meetings to discuss problems and speaking s t r a t e g i e s .  

* Materials taken from Susan Schechter for the Park Slope Safe Homes 
Pro jec t ,  Brooklyn, N.Y. 
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WORKSHOP III-H 

Resolving Conflict 

G o a l s  

1. To heighten p a r t i c i p a n t s '  awareness about t h e i r  responses to 
c o n f l i c t .  

2. To i l l u s t r a t e  the s i m i l a r i t i e s  and d i f f e r e n c e s  among p a r t i -  
c ipants  in response to c o n f l i c t .  

3. To demonstrate that we each bring d i f f e r e n t  needs, values 
and experiences  to c o n f l i c t  s i t u a t i o n s .  

. To o f f e r  p a r t i c i p a n t s  the oppor tuni ty  to p r a c t i c e  a c o n f l i c t  
r e s o l u t i o n  s t r a t e g y .  

Why We Include This In Leadership Training 

Conf l i c t  of ten  tears  o rganiza t ions  apar t ,  e s p e c i a l l y  those that  work 
with women in c r i s i s .  The a b i l i t y  to resolve c o n f l i c t  s u c c e s s f u l l y  is 
a c r i t i c a l  leadersh ip  s k i l l ,  one which can be learned.  Successful  
c o n f l i c t  r e so lu t i on  depends on se l f - awareness ,  a wi l l ingness  to s e t t l e  
d i f f e r e n c e s  e t h i c a l l y  and a model for r e s o l u t i o n .  

This exe rc i s e  teaches a framework for handling c o n f l i c t s  with the hope 
of s t r eng then ing  o rgan iza t ions .  It is not o f f e r ed  as a method for 
r e so lv ing  c o n f l i c t  between adve r sa r i a l  o rganiza t ions  nor, for example, 
between a ba t t e r ed  woman and her abuser.  This method works for those 
s e e k i n g m u t u a l l y  empowering so lu t i ons .  

Description of A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  explains the goal of the e x e r c i s e ,  emphasizing that  
each p a r t i c i p a n t  has experiences which inf luence  her percept ion of 
c o n f l i c t .  To i l l u s t r a t e  th i s  concept,  the f a c i l i t a t o r  reads t h e  
following open-ended statements to the group, asking p a r t i c i p a n t s  to 
wr i t e  down the i r  response to each one. 

One of the hardest things for me in handling a c o n f l i c t  is . . . .  

Poss ible  responses from the p a r t i c i p a n t s :  

I • 

2. 

3. 

Recognizing that a c o n f l i c t  e x i s t s .  

Confronting people I am angry a t .  

Fear that  I wi l l  lose f r i e n d s .  

* Much of th i s  workshop was developed by Lonnie Weiss for the I l l i n o i s  
Coa l i t ion  Against Domestic Violence. See Conf l ic t  Resolution S k i l l s .  
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I funct ion  best  in a c o n f l i c t  when . . .  

P o s s i b l e  responses  from the p a r t i c i p a n t s :  

I. I have l i t t l e  to l o s e .  

2. I know people  w e l l .  

3. I d o n ' t  get  emot iona l •  

I am s u r e  t o  l o s e  c o n t r o l  i n  a c o n f i c t  i f  . . . .  

P o s s i b l e  responses  from the p a r t i c i p a n t s :  

I. I am being ignored.  

2. I t ' s  an old c o n f l i c t •  

3. I am t i r e d .  

I was taught that c o n f l i c t  is  . . .  

P o s s i b l e  responses  from the p a r t i c i p a n t s :  

I. Hea l thy .  

2. To be avo ided .  

3. The end of a r e l a t i o n s h i p .  

What scares  me about c o n f l i c t  is  . . .  

P o s s i b l e  responses  from the p a r t i c i p a n t s :  

I d o n ' t  know how to r e s o l v e  i t .  

I t  reminds me of f i g h t i n g .  

I • 

2. 

3. I t  has ruined r e l a t i o n s h i p s  for me in the p a s t .  

I ' I I  respond d i f f e r e n t l y  in c o n f l i c t  i f  . . .  

P o s s i b l e  r e sponses  from the p a r t i c i p a n t s :  

I. I t r u s t  o t h e r s .  

2. I f e e l  r e s p e c t e d .  

3. I have an investment  in the r e l a t i o n s h i p .  

The f a c i l i t a t o r  then e l i c i t s  responses  from group members, encouraging 
many people  to sha re .  

1 4 8  
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Step I I :  Summary 

The f a c i l i t a t o r  summarizes th is  part  of the exe rc i se  by noting the 
d i v e r s i t y  of responses.  She emphasizes that responses to c o n f l i c t  are 
based on experience and that  people ' s  experiences  d i f f e r  v a s t l y .  The 
f a c i l i t a t o r  should encourage the group to recognize and respect  these 
d i f f e r e n c e s .  She wi l l  then d i s t r i b u t e  the handout, e n t i t l e d  Schema 
of C o n f l i c t  Behaviors, which i l l u s t r a t e s  the d i v e r s i t y  of f e e l i n g s  we 
may experience during c o n f l i c t .  

Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  wi l l  then o f f e r  the following ideas.  
w r i t t e n  on newsprint in advance . )  

(These may be 

I. Conf l i c t  is a part  of r e a l i t y .  We wil l  f a i l  in c o n f l i c t  
r e s o l u t i o n  if  our goal is to e l imina te  c o n f l i c t .  Ins tead ,  
we must learn to deal with i t .  

. Conf l i c t  is not good nor is c o n f l i c t  bad. It becomes bad 
when i t  is handled d e s t r u c t i v e l y .  We can learn to handle i t  
well and c o n f l i c t  thereby becomes the means for growth and 
change. 

. Conf l i c t  and violence are d i f f e r e n t  th ings .  It is important 
for women working against  violence not to confuse c o n f l i c t  
and v io lence .  If we do, we r i sk  avoiding c o n f l i c t  ins tead 
of deal ing with i t  d i r e c t l y .  

. Conf l i c t  occurs within r e l a t i o n s h i p s .  P a r t i c i p a n t s  should 
be reminded that the type of c o n f l i c t  we are address ing in 
th i s  exe rc i se  occurs within r e l a t i o n s h i p s  which we want to 
preserve .  The s t r a t e g y  presented here can be used with 
e i t h e r  indiv iduals  or groups in c o n f l i c t .  

Step IV: I n s t r u c t i o n s  

The f a c i l i t a t o r  reads the a t tached Conf l i c t  Resolut ion Example, and 
d i s t r i b u t e s  i t  along with copies of the F i r s t  Person Account Sheet. 
(See handouts .)  She then asks p a r t i c i p a n t s  to break down into small 
groups of four.  The task of each small group is to wr i te  a f i r s t  per- 
son account from the board vice p r e s i d e n t ' s  pe r spec t i ve .  

Possible  responses from the p a r t i c i p a n t s :  

I. As a board vice p r e s i d e n t ,  I do not support the idea of 
second stage housing. 

. My f r i e n d ,  the s h e l t e r  d i r e c t o r ,  has not supported my new 
ro l e .  She knows how d i f f i c u l t  my personal l i f e  is r igh t  
n o w .  

. The task was a set up; no one has the information,  time or 
s k i l l s  to help me. Attempts to reach out for help have gone 
unanswered. 
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4. I under- I be l ieve  that  s t a f f  should do th is  type of work; 
stood the d i r e c t o r  was working on th i s  task.  

Then the small groups should complete a f i r s t  person account from 
pe r spec t ive  of the s h e l t e r  d i r e c t o r .  

the 

Step V: Summary 

The small groups surrrnarize t he i r  " f i r s t  person accounts" for the 
whole group. The f a c i l i t a t o r ' s  ro le  is to encourage the group to con- 
s i d e r ,  what might be t rue  from both the pe r spec t ive  of the board vice 
p res iden t  and the s h e l t e r  d i r e c t o r .  The large group may discuss  how 
d i f f i c u l t  th i s  process has been. The f a c i l i t a t o r  should emphasize 
that  we have been taught to be l ieve  that  i f  we understand the o t h e r ' s  
p e r s p e c t i v e ,  our own is weakened. The f a c i l i t a t o r  should point out 
that a c l ea r  understanding of the other person ' s  pe r spec t ive  may aid 
us in c o n f l i c t  r e s o l u t i o n .  

Step VI: I n s t r u c t i o n s  

The f a c i l i t a t o r  asks the small groups to resolve the c o n f l i c t .  She 
wil l  note that  there  are two tasks at hand: I . )  To f igure  out what to 
do for the meeting ton igh t .  2.) To resolve the c o n f l i c t  in an e f f o r t  
to prevent s imi la r  d i f f i c u l t i e s  in the f u t u r e .  To do t h i s ,  each small 
group member wi l l  play one of four ro l e s :  the board vice p r e s i d e n t ,  
the s h e l t e r  d i r e c t o r ,  the vice p r e s i d e n t ' s  advocate or the d i r e c t o r ' s  
advocate.  The advocates '  jobs are to help the board v i c e - p r e s i d e n t  
and d i r e c t o r ,  r e s p e c t i v e l y ,  s tay focused, r e s p e c t f u l  and c l e a r .  The 
advocates are encouraged to give feedback and to help the primary 
p a r t i c i p a n t s  remember t h e i r  f i r s t  person accounts .  

Step VII: I n s t r u c t i o n s  

After  the small groups r o l e - p l a y  the sho r t - t e rm and long-term c o n f l i c t  
r e s o l u t i o n  s t r a t e g i e s ,  they should report  b a c k t o  the large group. 

Poss ible  responses from the p a r t i c i p a n t s :  

I.  S h o r t - t e r m  
a. H a v e  one person do the work. 
b. Both approach board and apologize for not having the work 

done. 
c. Ask others  for a s s i s t a n c e .  
d. Postpone board meeting. 

. Long-term 
a. Agree to document d i s cus s ions .  
b. Recreate  events and assess breakdown in process .  
c. Reassess r o l e s .  
d. S t r a t e g i z e  about fu tu re  work. 
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Step VIII: Ins t ruc t ions  

The f a c i l i t a t o r  d i s t r i b u t e s  the Confl ic t  Analysis Worksheet. (See 
handout.) She explains that i ts  purpose is to help understand and 
evaluate the complexities inherent in con f l i c t  and to break c o n f l i c t  
down into manageable dimensions in an e f f o r t  to resolve problems. 

The f a c i l i t a t o r  explains that the worksheet is a mechanism for evalu- 
a t ing those forces which a f f e c t  con f l i c t  reso lu t ion .  S m a l l  groups 
will complete the C o n f l i c t  A n a l y s i s  Worksheet using the problem they 
just resolved as the i r  example. 

The f a c i l i t a t o r  reconvenes the large group and discusses the exerc i se .  
She focuses on what was d i f f i c u l t  about the exerc ise ,  w h a t  p a r t i c i -  
pants learned from it  and what they can apply to current  s i t u a t i o n s .  
The f a c i l i t a t o r  must be encouraging and suggest that c o n f l i c t s  can be 
resolved success fu l ly .  

Step IX: Ins t ruc t ions  

The f a c i l i t a t o r  then describes the organizat ional  c o n f l i c t  resolut ion  
process set forth in Complaint/Grievance Form. (See handout.) P a r t i -  
cipants are encouraged to ask questions and consider ways that this  
process and s t ruc tu re  might be adopted in thei r  own programs. 

Step X: Summary 

The following points are to be emphasized at the conclusion of the 
workshop: 

I . Confl ict  is complex and resolut ion of it  must be broken down 
into manageable par ts .  

. There are at least  two perspectives to each c o n f l i c t .  
Understanding the other perspective does not inval idate  
one's own posi t ion.  Rather, i t  helps one enter into con- 
f l i c t  resolut ion without a win-lose menta l i ty .  

. Power d i f f e r e n t i a l s ,  the h is tory  of a r e l a t i onsh ip ,  personal 
a t t i t u d e s ,  and group dynamics influence con f l i c t  r eso lu t ion .  
You can learn to successfu l ly  resolve c o n f l i c t s .  Resolving 
c o n f l i c t s  is more useful than avoiding them. 

C o n c l u d i n g  Comments: 

If we have an agreed-upon s t ra tegy  to resolve d i f f e r ences ,  our organi- 
zations will  suf fer  less from c o n f l i c t .  We need to consider c o n f l i c t  
as an opportunity to enhance re la t ionships  rather than destroy them. 
Confl ic t  resolut ion  is a learnable s k i l l ,  one which is c r i t i c a l  for 
e f f e c t i v e  leadership.  

Each p a r t i c i p a t i n g  organization should develop a c lear  
c o n f l i c t  r eso lu t ion .  

process for 
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H a n d o u t s :  

The Schema of Confl ic t  Behaviors 

Confl ic t  Resolution Example 

F i r s t  Person Account Sheet 

Confl ic t  Analysis Worksheet 

Complaint/Grievance Form 

Readings, Resources, References: 

Weiss, Lonnie. Confl ic t  Resolution S k i l l s .  

Time Frame: 2 hours 
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HANDOUT 

SCHEMA OF CONFLICT BEHAVIORS 

What do you do in c o n f l i c t s ?  

II 

II 

II 

II 

II 

Avoid i t  a l t oge the r  
Speak d i r e c t l y  to person 

Hint at the problem 
Hit someone 

Arrange for a meeting 
Apologize 

Get v i s i b l y  angry 
Take i t  out on someone e lse  

Go to an au tho r i t y  
Use a go-between 

Write a note 
Ignore the problem 

Complaint to a th i rd  person 
Sulk 

Try to be reasonable and ra t iona l  
Think of changing yourse l f  

Punch a pi l low 
Leave, walk out 

Use your pos i t ion  of au tho r i t y  
Make excuses 

Cry 
Get indignant 

Just give in 
Suggest a compromise 
Change the subject  

Use put-downs and labels  
Smile no matter what 

Use the s i l e n t  treatment 
Have a tantrum 

Agree on how to ta lk  about the problem 
( e . g . ,  no ye l l i ng )  

Bring up other c o n f l i c t s  form past 
Hate yourse l f  

Take a deep breath 
Refuse to engage 

Pretend no th ing ' s  wrong 
Sigh a lot  

Make jokes,  kid around 
Aim for her v u l n e r a b i l i t i e s  

G u i l t - t r i p  the person 
Deny that you r ea l ly  meant i t  

Expect th is  to go nowhere 
Don't l i s t e n  

Try to understand her side of i t  
Gently touch her 

From: 
Conf l i c t  Resolut ion S k i l l s  
ICADV 
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HANDOUT 

C o n f l i c t  R e s o l u t i o n  Example 

You are the s h e l t e r  d i r e c t o r .  Y o u r  board v i c e - p r e s i d e n t ,  a member of 
the Program Committee, promises to meet with the local  c o a l i t i o n  of 
UCC Churches which is i n t e r e s t e d  in developing a second stage hous ing  
program for s h e l t e r  r e s i d e n t s .  The UCC group requests  a needs assess -  
ment and d e s c r i p t i o n  of second stage housing for t h e i r  meeting.  They 
must spend t h e i r  money soon. 

Five hours before th is  meeting,  the v i c e - p r e s i d e n t  c a l l s  and says she 
c a n n o t  come  and has not done any work on the needs assessment or 
d e s c r i p t i o n .  She asks you to do i t  for her.  

There have been other times r e c e n t l y  when she has not followed through 
on work she agreed to do, and she always turns to you. You r e c e n t l y  
learned that  she blames you whenever the work is not completed, and 
she has d i s c r e d i t e d  you in s t a f f  meetings.  

You care about th is  woman persona l ly  and p r o f e s s i o n a l l y .  She is the 
f f r s t  formerly ba t t e r ed  woman in a leadersh ip  pos i t ion  within  your 
o rgan i za t i on ,  and you were instrumental  in g e t t i n g  her on the board. 
You have t r i e d  to discuss th i s  with her and have not succeeded. 
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HANDOUT 

Conflict AJnalysis Worksheet 
hsues  

What were the issues as you saw them? 
How did the other parry define the issues? 

Did both parties understand, and agree on what the issues were? 
How did they develop? Did the issue change? Multiply? 

P r i n c i p a l  Par t i es  

Did the principals try to involve others? 
What happened? What roles did others play (mediator, consultant, ally, etc.)? 

| 

| 

O t h e r  Par t ies  

Did the principles try to involve others? What happened? 
What roles did others play (mediator; consultant, all~ etc.)? 

Power and E q u a l i t y  

What power resources are available to the parties? 
How was power used? 

How did each person perceive her/his own power in relation to the other party? 
Were any perceived inequalities present, based on such things as gender, race, class, age, credentials, role? 
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Conflict Interaction 

How did the parties handle the conflict? Did their approaches change over time? 

How did parties perceive each other? As cooperative? competitive? 

How open was communication? What barriers existed? 

How much did the parties trust each other? How was trust, or lack of it, shown? 

Did parties distort information or lose their ability to think clearly through the stress of the conflict? 

Did the conflict come out in the open? What  was the triggering incident? 

Did parties change their stands as conflict progressed? 
How flexible were they? How committed to their positions were they? 

Did parties have a win-lose orientation? Try to beat each 
other rather than resolve the conflict? Escalate little problems into bigger ones? 

Were there power plays (intimidation, use of force, personal attacks, coercion)? 
Were conciliatory moves made? 
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HANDOUT 

C o m p l a i n t / G r i e v a n c e  Form 

S t e p  I 

Statement of complaint or grievance. (Describe the issue b r ie f ly  but 
thoroughly so as to give the other party a clear understanding of the 
problem involved. Identify the person(s) against whom the complaint 
or grievance if being brought): 

I! 

| 

R e s o l u t i o n ( s )  d e s i r e d .  ( I d e n t i f y  a l l  r e s o l u t i o n s  you d e s i r e .  P r i o r i -  
t i z e  t hem.  Be c l e a r  a b o u t  w h i c h  i s / a r e  mos t  e s s e n t i a l .  I n c l u d e  a 
s u g g e s t e d  r e s o l u t i o n  t h a t  w i l l  p r e v e n t  r e o c c u r r e n c e  in  t h e  f u t u r e .  I f  
c h a n g e  in p r a c t i c e  i s  r e q u i r e d  b o t h  of  t h e  o r g a n i z a t i o n  and t h e  p e r s o n  
a g a i n s t  whom t h e  g r i e v a n c e  was b r o u g h t ,  p l e a s e  d i f f e r e n t i a t e . ) :  

D a t e d :  

R e s o l u t i o n  

Conclusion of complaint. 
able to reach a resolut ion,  

Signature of Complainant 

( I f  t h e  c o m p l a i n a n t  and  t h e  c o m p l a i n e e  a r e  
t h e y  s h o u l d  s p e c i f y  i t  b e l o w ) .  

Complainant 

Dated: 

Complainee 

II 

I 
II 

II 

II 

| 

| 
| 
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C o m p l a i n t / G r i e v a n e e  Form 

Step  II 

I f ,  however, the pa r t i e s  cannot resolve the complaint together ,  Step 
II of the process is invoked. The Supervisor(s) of the complainant 
and the complainee are charged with a r b i t r a t i n g  the conf l i c t  and 
issuing a decision . This decision should be entered below. Both  of 
the pa r t i e s  and the Supervisor(s)  should sign the a rb i t r a t ed  decis ion.  
The s ignature  of the par t i es  indicates  only that they have been 
advised of the a r b i t r a t e d  decision of the Supervisor(s) .  

C o m p l a i n a n t  . C o m p l a i n e e  

S u p e r v i s o r  

D a t e d :  

S u p e r v i s o r  

Step I l l  

D e t e r m i n a t i o n  of  D i r e c t o r .  ( S h o u l d  e i t h e r  p a r t y  r e q u e s t  r e v i e w  of  t h e  
d e t e r m i n a t i o n  of  t h e  S u p e r v i s o r ( s ) ,  t h e  D i r e c t o r  w i l l  c o n s i d e r  t h e  e n -  
t i r e  m a t t e r .  She may i n t e r v i e w  any  p e r s o n s  deemed to  have  c r i t i c a l  
i n f o r m a t i o n  r e l a t e d  to  t h e  c o m p l a i n t  o r  i t s  r e s o l u t i o n .  The D i r e c -  
t o r ' s  d e t e r m i n a t i o n  w i l l  be g i v e n  in  w r i t i n g  to  t h e  p a r t i e s  and t h e  
S u p e r v i s o r ( s ) ,  e a c h  o f  whom w i l l  be a s k e d  to  a e k n o w l e d g e  t h e  D i r e c -  
t o r ' s  r e s o l u t i o n  by s i g n i n g  b e l o w ,  as  s h a l l  t h e  S u p e r v i s o r ( s ) . )  

Complainant C o m p l a i n e e  

S u p e r v i s o r  

S u p e r v i s o r  

D i r e c t o r  

D a t e d :  
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C o m p l a i n t / G r i e v a n c e  Form 

S t e p  IV 

Should e i t h e r  of the p a r t i e s  be d i s s a t i s f i e d  with the determinat ion of 
the D i r e c t o r ,  she may seek a review by the Personnel Committee. The 
Personnel Committee sha l l  determine i f  the grievance or complaint 
r e l a t e s  to a matter  of broad, profound program importance. If the 
Personnel Committee concludes that  the r e s o l u t i o n  of the complaint 
wi l l  have a s u b s t a n t i a l  impact on the program, i t  may review the 
ma t t e r .  If  they conclude to the con t ra ry ,  they wi l l  r e j e c t  review, 
thereby a f f i rming  the determinat ion of the Di rec to r ,  which determina- 
t ion sha l l  stand and be f i n a l .  Where  the Personnel Committee e l e c t s  
to review and reaches a de te rmina t ion ,  i t  sha l l  be placed in wr i t i ng  
below and the p a r t i e s  sha l l  acknowledge the dec i s ion  by placing the i r  
r e s p e c t i v e  s igna tu res  on th i s  document. 

Complainant C o m p l a i n e e  

P e r s o n n e l  Commi t t ee  Direc tor  

Dated: 

(Step I is a voluntary mediation process between the complainant and 
the complainee. The p a r t i e s  together  may choose a mediator who wi l l  
be a f a i r  f a c i l i t a t o r  of t he i r  conversa t ions  to resolve the gr ievance.  
Step I is a p r iva te  event .  No d i s c l o s u r e  of the complaint or any 
r e s o l u t i o n  should be made without the e x p l i c i t  agreement of both 
p a r t i e s .  Steps II-IV are a r b i t r a t i o n .  However, the p a r t i e s  are 
e n t i t l e d  to bring an advocate to any meeting of program personnel 
charged with a r b i t r a t i n g  the complaint .  There is no r igh t  to a 
hear ing at any phase of the a r b i t r a t i o n  process .  Nor shal l  there be 
any r igh t  to discovery or con f ron ta t i on  of the adverse par ty .  Should 
the p a r t i e s  not be able to resolve the c o n f l i c t  at Step I and take the 
matter  to Step I I ,  i t  is no longer a p r iva t e  ma t t e r ,  and supervisory 
s t a f f ,  the d i r e c t o r ,  or the personnel committee may d i s c lo se  the com- 
p l a i n t  and i t s  r e s o l u t i o n  to other s t a f f  of the organiza t ion  and to 
t h i rd  p a r t i e s ,  where a p p r o p r i a t e . )  
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WORKSHOP I I I - I  

Using Consensus 
eas on- naRmg 

G o a l s  

I. To advocate 
model. 

• 

3. 

for the use of consensus as a decision-making 

To examine and teach one model of consensus decis ion-making.  

To h igh l igh t  the n e c e s s i t y  of ca re fu l  team work in ordc, r to 
make knowledgeable and expedi t ious  dec i s ions .  

Why We I n e l u d e  This In L e a d e r s h i p  T r a i n i n g  

Leadership is enhanced by a process that  allows a l l  p a r t i c i p a n t s  to 
examine problems, propose so lu t ions  and then make choices .  In f a c t ,  
the best dec is ions  are produced by the c o l l e c t i v e  thinking of those 
charged with implementing them. If we are to share power in women's 
c r i s i s  s e r v i c e s ,  each worker and c o n s t i t u e n t  needs to understand that 
she has a ro le  in making o rgan iza t iona l  dec i s ions .  She needs to be 
t r a ined  so that  she can f u l l y  p a r t i c i p a t e .  This workshop gives p a r t i -  
c ipants  tools  to make responsib le  dec is ions  in an inc lus ive  and t imely 
way. 

Description of A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  gives a short  ta lk  on consensus decision-making which 
might include the following: 

ADVANTAGES OF CONSENSUS DECISION-MAKING 

I. P a r t i c i p a n t s  have access to information and genera te  many 
ideas.  

2. It  involves many ac tors  in designing and implementing the 
dec i s ion .  

3. Conf l i c t  is seen as product ive .  0 

4. Leadership is developed in the process of decision-making.  

5. It increases  communication and problem-solving s k i l l s  of 
members of the group. 

* Note to Reader: Much of the mate r i a l  in th is  exe rc i se  was adapted 
from Building United Judgment: A Manual for Consensus Decision 
Making. 
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• 

7. 

• 

9. 

10. 

It  f o s t e r s  cooperat ive  values .  

It  enhances group ownership, as opposed to individual  owner- 
ship,  of ideas and so lu t ions •  

I t  encourages c r e a t i v i t y .  

I t  produces dec is ions  that are workable and that  accura te ly  
r e f l e c t  the group's  wishes. 

It  r e s u l t s  in the g r ea t e s t  con~nitment to and s a t i s f a c t i o n  
with the dec i s ion .  

REQUIREMENTS FOR CONSENSUS DECISION-MAKING 

I. 

. 

• 

4. 

10. 

Time for in format ion-shar ing ,  r e f l e c t i o n ,  and the develop- 
ment of a l t e r n a t i v e s .  

Complete information• P a r t i c i p a n t s  share information and 
e l i c i t  i t  from others•  

A coopera t ive ,  not compet i t ive ,  group philosophy.  

Conf l i c t /d i sagreement  viewed as product ive .  C r i t i c a l  
examination 
t i a l .  

5. Trust•  

6. L i s t en ing .  

7 .  R i sk- tak ing .  

8. 

9. 

of group product and process are seen as essen- 

Prompt naming and confront ing  of power and personal i s sues .  

R e s p o n s i b i l i t y  to the group for f a c i l i t a t i n g  consensus deci-  
sion-making. 

Agreement that  dec is ions  wil l  change as new information 
comes fo r th .  

The f a c i l i t a t o r  should also note that  consensus decision-making does 
not mean that  every dec is ion  is made by everyone within the organiza- 
t ion .  We s t rongly  encourage autonomous decision-making among those 
charged with spec i a l i z ed  pieces of work. Consensus decision-making 
does not preclude de lega t ion  of decision-making a u t h o r i t y .  Only 
pol icy  and other major dec is ions  must be made with input from everyone 
in the organiza t ion•  

Step I I :  I n s t r u c t i o n s  

The f a c i l i t a t o r  then descr ibes  the process for u t i l i z i n g  the consensus 
decision-making model. 
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PROCESS OF CONSENSUS DECISION-MAKING 

I. 

. 

A committee 
a l t e r n a t i v e s  
meeting. 

thoroughly considers  an issue 
to reso lv ing  i t  pr ior  to the 

and develops 
o rgan iza t iona l  

One committee member  c a r e f u l l y  frames the quest ions 
issue for the o r g a n i z a t i o n ' s  decision-making group. 

o r  

. A committee member also provides the l a rger  group with 
h i s t o r i c a l  information and a d e s c r i p t i o n  of the i ssues .  

. A committee member descr ibes  the 
o f f e r s  a recorrrnendation(s). 

poss ible  so lu t ions  and 

5. Group d iscuss ion  commences. 

. Each speaker responds s p e c i f i c a l l y  to pr ior  s ta tements  and 
adds comments. She does not repeat pr ior  s ta tements  and 
ta lks  only to c l a r i f y ,  d i s ag ree ,  provide new information or 
o f f e r  other a l t e r n a t i v e s .  

. A group member or the f a c i l i t a t o r  t e s t s  for group agreement 
by o f f e r i n g  a s p e c i f i c a l l y  worded proposal.  

8. Group  members comment on the apparent agreement. 

9. The group speaks i t s  concerns and o f f e r s  m o d i f i c a t i o n s .  

10. The f a c i l i t a t o r  attempts to syn thes ize  the d i scuss ion  into a 
proposal which incorporates  the feedback. She then t e s t s  
for agreement again. 

11. When there  is apparent agreement, 
down for everyone to see. 

the agreement is w r i t t e n  

12. A ca l l  for group agreement/consensus,  is made. 

13. If  consensus 
implementing 
for i t .  

is found, the group o u t l i n e s  steps for 
the decis ion and holding the group accountable 

14. Minutes are recorded.  

15. If consensus is not found, the group must decide to continue 
to seek consensus, to postpone decision-making or to move to 
another method of decision-making,  such as vot ing,  upon 
which the group has previously  agreed.* 

* (The t r a i n e r  should also review the suggest ions o f f e r ed  in Workshop 
III-E, Chairing Meetings and Running Ef fec t ive  Organizations.)  
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Step I l l :  I n s t r u c t i o n s  

The f a c i l i t a t o r  should next address the quest ion of how to handle d i s -  
agreement. She might suggest the following: 

When a group member is in disagreement,  she should be given eve ry  
oppor tuni ty  to explain the reasons for her pos i t ion  and provide new 
information and o f f e r  a l t e r n a t i v e s .  When the group is not persuaded 
and the person s t i l l  d i s ag ree s ,  she may: 

a. Ask that  the group continue d i scuss ion .  

b. Let the dec is ion  be made. 

c. Ask that  her ob jec t ions  be noted. 

d. Not p a r t i c i p a t e  in implementation. 

e. Ask that  the dec is ion  be postponed. 

f. Develop a l t e r n a t i v e s  
others  about them. 

before the next meeting and educate 

g. Ask that  th i s  dec is ion  not serve as a precedent for 
ones. 

fu tu re  

h. Ask that  the back-up decision-making process be invoked. 

i. Leave the group. 

This model of consensus decision-making does not allow one person to 
i n d e f i n i t e l y  block a dec i s ion .  However, when a person cannot join in 
consensus, her input should be sought and considered in framing the 
dec i s ion .  Her input during the implementation process may also make 
i t  a more workable dec i s ion ,  wi l l  minimize c o n f l i c t  within the organi-  
za t ion ,  and wi l l  demonstrate an on-going commitment to inc lus iveness  
in the face of disagreement .  

If wedo  not convey to those in d i ssen t  that we value t h e i r  th inking 
and p a r t i c i p a t i o n  , important persons wi l l  leave our o rgan i za t i ons ,  
or our o rgan iza t ions  wi l l  become fraught with c o n f l i c t s .  Those in 
consensus about a dec is ion  should not be thought of as winners while 
the d i s s e n t e r ,  a l o se r .  

It is also c r i t i c a l  to remember that  a decis ion made by consensus is 
one which is most u n i v e r s a l l y  acceptable  to the group. This does not 
mean that  everyone is d e l i g h t e d .  It does mean that  everyone can l ive  
with the dec is ion  and that  no one wil l  work to sabatoge i t .  

Step IV: I n s t r u c t i o n s  

The f a c i l i t a t o r  s o l i c i t s  quest ions and e i t h e r  o f f e r s  answers h e r s e l f  
or asks the group to respond. If the group does not have ques t ions ,  
the f a c i l i t a t o r  might want to suggest some and then o f f e r  answers. 
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Question: 
Is i t  ea s i e r  to remember dec is ions  made 
those made by voting? 

by consensus than 

Answer: 
Not n e c e s s a r i l y .  Whatever decision-making process is followed, i t  
is c r i t i c a l  that there  be minutes which: 

a. S ta te  the quest ion or problem. 

b. Outl ine major d i scuss ions ,  including concerns.  

c. S ta te  the dec is ion  in c lea r  and concise language. 

d. Ind ica te  issues to be reviewed or completed at fu tu re  
meetings.  

e. Outl ine the implementation phase, including assignments,  
due da tes ,  process of a c c o u n t a b i l i t y .  

f. Provide an assignment l i s t  which is d i s t r i b u t e d  promptly 
with the notes from the meeting. 

Question: 
What do you mean when you say that c o n f l i c t  is productive? 

Answer: 
Conf l i c t  or disagreement f a c i l i t a t e s  our c r i t i c a l  th inking.  Al- 
though a proposal may i n i t i a l l y  seem s a t i s f a c t o r y ,  ser ious  con- 
cerns of ten  a r i s e .  Addressing a l l  those concerns wi l l  help the 
group to formulate a b e t t e r  dec i s ion .  

If people are supported for pub l ic ly  s t a t i n g  t he i r  d isagreements ,  
these wi l l  surface  during the decision-making process ra ther  than 
in small groups a f t e rwards .  When c o n f l i c t  can be accommodated 
in a decision-making process,  group members are more l i k e l y  to 
e n t h u s i a s t i c a l l y  work toward implementation of the dec i s ion .  

Question: 
Do you think that  i t  is necessary to have a formalized chair  
f a c i l i t a t e  decision-making processes for them to work? 

to 

Answer: 
Yes. 

Question: 
Is consensus decision-making more time-consuming than other dec i -  
sion-making processes? 

Answer: 
Poss ib ly .  The chair  should be firm and urge the group to move 
forward quickly .  Consensus does not mean moving slowly or 
th inking s lopp i ly .  It  does not mean cons t an t ly  nur tu r ing  members 
of the group. Consensus may take more time, but dec i s ions  made 
by th i s  process are more l i k e l y  to be followed. They wi l l  not 
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require  as much r econs ide ra t ion  and modi f i ca t ion  as those made in 
compet i t ive or coercive ways. 

Step V: I n s t r u c t i o n s  

The f a c i l i t a t o r  then asks the group to i d e n t i f y  an issue that might be 
resolved during the group 's  t r a i n i n g  time toge ther .  The f a c i l i t a t o r  
then acts as chair  and leads the group through a consensus dec i s ion-  
making process on that  issue.  Minutes of the dec i s ion ,  as descr ibed 
in Step IV - I, should be developed and posted.  

II 
II 
11 
il 

C o n c l u d i n g  Comments 

This is but one model of consensus decision-making.  For i t  to work, 
each p a r t i c i p a n t  must be c a r e f u l l y  t ra ined  in i t s  use. I t  must be 
safe for people to disagree and to take r isks  in c o n s t r u c t i n g  a l t e r n a -  
t i v e s .  No decision-making process is se l f - implement ing .  Women's 
c r i s i s  o rganiza t ions  of ten spend much more time making dec is ions  than 
planning for the i r  implementation. Our model h i g h l i g h t s  the 
importance of spending s u f f i c i e n t  time on implementation. 

| 
| 
| 

Handouts: None 

Readings, Resources, References: 

Avery, Michael; Auvine, Brian; S t r e i b e l ,  Barbara; and Weiss, 
Lonnie. Building United Judgment: A Handbook for Consensus 
Decision-Making. | 

Time F r a m e :  2 hours 
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Sus ta in ing  
Our  Work 
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WORKSHOP IV-A 

Institutionalizing 
Leadership Development 
Goals 

I. To c r e a t e  a program or a s ta tewide s t r u c t u r e  which en- 
courages ongoing leadership  development. 

2. To i n s t i t u t i o n a l i z e  the work i n i t i a t e d  during 
t r a i n i n g .  

l eadersh ip  

Why We Include This In Leadership Training 

Ret rea t s  and workshops which are f a c i l i t a t e d  by outs ide  t r a i n e r s  pro- 
vide an important beginning for leadership  development within a s t a t e  
c o a l i t i o n .  Most p a r t i c i p a n t s  are inspi red  by these three  day 
t r a i n i n g s ,  only to re tu rn  home to find l i t t l e  support for new ideas,  
few resources  to implement them and i s o l a t i o n  from newly discovered 
a s s o c i a t e s  and f r i e n d s .  Because leaders need ongoing support ,  the 
following exe rc i s e  attempts to i n s t i t u t i o n a l i z e  the work begun at the 
Leadership Development Tra in ing.  

Description of A c t i v i t i e s  

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  suggests that  the group form a l eadersh ip-deve lop-  
men t / r e sou rce - sha r i ng  committee. She presents  the purpose of the com- 
mi t t ee  as follows: 

I. To plan for fu ture  t r a i n i n g ,  including follow-up on th i s  
leadersh ip  development curr iculum. 

. To provide an information and r e f e r r a l  network or a t echn i -  
cal a s s i s t a n c e  bank within each s t a t e  whereby women with 
p a r t i c u l a r  needs can be d i r e c t e d  to other women in the s t a t e  
who have the s k i l l s ,  r esources ,  and time to provide a s s i s -  
tance to other a c t i v i s t s .  

3. To i n i t i a t e  f u r t he r  d iscuss ion  about issues ra i sed  during 
the leadersh ip  development t r a i n i n g  and to plan and imple- 
ment new programs. 

. To c r e a t e  a mechanism by which women in the s t a t e  can solve 
problems or s t r a t e g i z e  together  to m a k e  socia l  change. 

. To develop ways to i d e n t i f y  p o t e n t i a l  l eade r s ,  t r a n s f e r  
s k i l l s  to them and support new and e s t a b l i s h e d  l eade r s .  

The f a c i l i t a t o r  asks the group to discuss the p o s s i b i l i t y  of forming a 
l eade r sh ip -deve lopmen t / r e sou rce - sha r ing  committee. 
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Possible  responses froi:i the p a r t i c i p a n t s :  

I. Tha t ' s  g r e a t ,  l e t ' s  do i t .  

2. It sounds hard; i t ' s  too much work. 

3. We choose not to do t h i s .  

Step I I :  I n s t r u c t i o n s  

The f a c i l i t a t o r  helps the group come to consensus. Because some 
s t a t e s  do not want to s t a r t  a l eade r sh ip -deve lopmen t / r e sou rce - sha r ing  
committee, the f a c i l i t a t o r  needs to o f f e r  other suggest ions for sus- 
t a in ing  the contact  and developing the s k i l l s  among p a r t i c i p a n t s .  
Some suggest ions are:  

I . Estab l i sh ing  a buddy system a simple corrcritment between 
two people who wil l  r e f l e c t  with and support each o the r .  

2. Se t t ing  up one more meeting, perhaps r e g i o n a l l y ,  to share 
with one another and decide upon the next s ta tewide organi-  
zing s teps .  

3. S t a r t i n g  a t ime- l imi t ed  task group that develops a p!an for 
th i s  work to cont inue .  

Step I l l :  I n s t r u c t i o n s  

If the group decides to set up a l eader sh ip -deve lopment / r e source -  
sharing committee, the f a c i l i t a t o r  helps i t  formulate a workplan. 
She presents  the following format to the group. 

GOAL: 

Responsible 
T a s k '  R e s o u r c e s  N e e d e d  P e r s o n  T i m e l i n e  

The f a c i l i t a t o r  i l l u s t r a t e s  the use of th is  chart  by sharing some 
examples and then a s s i s t s  the whole group in f i l l i n g  out a work plan. 

Possible  responses from the p a r t i c i p a n t s :  

GOAL: To plan the f i r s t  meeting of the 
source-Shar ing Committee. 

Leadership-Development/Re- 

Responsible 
Task Resources Needed Person Timeline 

1. Choosing a 
da te ,  time 
and place .  

a. Access to c o a l i t i o n  
calendar and awareness 
of competing s ta tewide 
func t ions .  

b. Free space of 
adequate s i z e .  

B a r b a r a  - 

T e m p o r a r y  

Committee Chair 

Immediately 

Immediately 
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Task Resources Needed 
Responsible 
Person Timeline 

c. Postage,  photo- 
copying. 

d. Announcement pre- 
pa ra t ion .  

One week 

Two weeks 

2. Developing 
an agenda 

a. Input from other 
members of committee. 

b. Ideas from t r a in ing  
p a r t i c i p a n t s .  

All p a r t i -  
c ipants  and 
member programs 

Immediately 

3. Obtaining 
c o a l i t i o n  
endorsement. 

a. Attendance of board 
memLers and endorse- 
ment by program 
d i r e c t o r s .  

Nan - 
Coa] i t ion  
Executive 
Di rec tor  

Two weeks 

4. Notice to 
o thers  
p o t e n t i a l l y  
i n t e r e s t e d .  

a. Coa l i t i on  mailing 
l i s t  and p a r t i c i -  
pant sign-up shee t .  

Beth - 
Temporary 
Committee 
Secre ta ry  

Immediately 

Step IV: I n s t r u c t i o n s  

In some s t a t e s ,  groups have begun a r e source - sha r ing  process 
tilis workshop. The f a c i l i t a t o r  can encourage th is  sharing by 
the fol lowing ques t ions :  

during 
asking 

I. Who has a work- re la t ed  problem that she would l ike  to ta lk  
out with other women here? 

2. Who is looking for new program ideas? Be s p e c i f i c  
help do you need? 

- what 

One p a r t i c i p a n t  c a l l s  out an issue or problem. The f a c i l i t a t o r  then 
asks that  o thers  whc are i n t e r e s t e d  in the issue r a i se  the i r  hands 
and i d e n t i f y  themselves.  Then, the f a c i l i t a t o r  c a l l s  on another p a r t i -  
cipant  with a new i ssue .  At the end of th i s  p rocess ,  the f a c i l i t a t o r  
tapes newsprint around the room with t i t l e s  on each sheet r e f l e c t i n g  
the top ics  r a i s ed .  The f a c i l i t a t o r  asks that everyone i n t e r e s t e d  
place her n a m e ,  address and phone number on as many sheets  as she 
wants. T h e n  the f a c i l i t a t o r  reques ts  that one woman from each group 
volunteer  to plan a meeting or i n i t i a t e  the f i r s t  phone ca l l  to o thers  
on the l i s t .  E a c h  group agrees to keep the s t a t e  c o a l i t i o n  informed 
of i t s  a c t i v i t i e s  and to set  up a coord ina t ing  mechanism with the 
s t a t e  c o a l i t i o n  before  i t  plans any i n - s e r v i c e  t r a in ings  or publ ic  
even t s .  

Step V: Summary 

This segment of the curriculum serves to s o l i d i f y  the impact of the 
t r a in ing  and should not be neglected  due to lack of time cr energy. 
It c r e a t e s  a way for p a r t i c i p a n t s  to continue to work together  and to 
s tay  connected to others  across  the s t a t e .  It o f f e r s  each p a r t i c i p a n t  
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one more concrete  product from the t r a i n i n g  to share with others  
her program who were not able to a t t end .  

i n  

C o n c l u d i n g  Comments 

Groups may choose to form committees, buddy systems, study groups, 
and/or regional  meetings to f a c i l i t a t e  leadership  development.* Any 
and a l l  of these systems for exchanging information and bui ld ing  
leadersh ip  are important.  Whichever approach is taken, the group must 
ensure that  workers have a supported s t r u c t u r e  to turn to for help,  
that  many new women are p a r t i c i p a t i n g ,  and that  the committee 's  a c t i -  
v i t i e s  help build s t a t e  networks. 

Handout: None. 

Readings, Resources, References:  None 

T i m e  F r a m e :  1 hour 

* In th i s  workshop, the f a c i l i t a t o r  needs to be f l e x i b l e .  Her goal is 
to leave a mechanism in place for leadership  development. 
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WORKSHOP IV-B 

Sustaining Ourselves: 
Closure 

G o a l s  

1. To r e i n f o r c e  
severa l  days. 

the learning that  has occurred over the las t  

2. To remind p a r t i c i p a n t s  of the importance of g e t t i n g  t h e i r  
personal needs met. 

3. To build a community of support among p a r t i c i p a n t s  so that  
they continue as leaders  in the women's movement. 

Why We Include This In Leadership Training 

Often leaders  in local programs are i so la ted  from other leaders  in 
t h e i r  s t a t e  and across the country.  This i s o l a t i o n  leads to burn-out 
and to a sense of personal f a i l u r e  w h e n  organ iza t ions  exper ience 
d i f f i c u l t i e s .  One of the ways that leaders overcome these problems is 
through contact  with o the r s ;  another is by planning for t h e i r  personal 
and p o l i t i c a l  growth. This exe rc i se  is designed so that  women 
leaders  wi l l  feel  less g u i l t y  about addressing t he i r  needs for p o l i t i -  
cal and personal development. 

D e s c r i p t i o n  o f  A c t i v i t i e s  

S t e p  I :  I n s t r u c t i o n s  

The  f a c i l i t a t o r  r a i s e s  some o f  t h e  f o l l o w i n g  q u e s t i o n s  f o r  t h e  w h o l e  
g r o u p  a n d  l e a d s  a d i s c u s s i o n  a b o u t  t h e m .  

1. How c a n  you  k e e p  y o u r s e l f  i n v o l v e d  in  t h i s  w o r k ?  

2.  How c a n  y o u  r e w a r d  y o u r s e l f  f o r  t h i s  w o r k ?  

3. W h a t  are the ways you can stay connected to each other and 
to th i s  movement? 

Step II :  Summary 

The f a c i l i t a t o r  should point out that the p a r t i c i p a n t s  must meet some 
of t h e i r  f r i endsh ip  and personal needs through th is  work; they must 
also feel  that  they are growing, learn ing  and developing as people 
through th i s  movement. 

If leaders  do not have a p o l i t i c a l  and moral v i s ion ,  personal support 
and growth, r e cogn i t i on ,  and a sense of community, they burn-out and 
leave the movement. A task of leaders  is to see that  t h e i r  needs are 
met. 
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I 
C o n c l u d i n g  C o n m e n t s  

F a c i l i t a t o r s  should share ways in which they are sus ta ined  in t h e i r  
work. It  also helps to point out that  many leaders  see the women's 
movement and the ba t t e r ed  women's movement as a l i f e l o n g  commitment 
and that  because change is slow, leaders  need to find many forms o f  
sustenance.  

The f a c i l i t a t o r s  should thank the group for t h e i r  p a r t i c i p a t i o n ,  as 
well as for the r i s k - t a k i n g  and other acts  of l eadersh ip  c o n t i n u a l l y  
demonstrated throughout the t r a i n i n g .  Each f a c i l i t a t o r  might want to 
share what the t r a i n i n g  has meant to her; what each has learned and 
how the time together  has con t r ibu ted  to her own leadersh ip  develop- 
ment. 

I! 

H a n d o u t :  N o n e .  

R e a d i n g s ,  R e s o u r c e s ,  R e f e r e n c e s :  N o n e .  

Time Frame:  30 m i n u t e s  
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WORKSHOP IV-C 

Evaluation 

G o a l s  

I. 

. 

To provide a s t r u c t u r e  for p a r t i c i p a n t s  to eva lua te  t h e i r  
learn ing  exper ience .  

To o f f e r  p a r t i c i p a n t s  an oppor tuni ty  to give feedback to the 
f a c i l i t a t o r s .  

Why We Include This in Leadership Training 

Evaluation serves several  purposes. It helps p a r t i c i p a n t s  review 
t h e i r  t r a i n i n g  exper iences ,  s o l i d i f y  t h e i r  knowledge and s k i l l s ,  and 
c r i t i c a l l y  r e f l e c t  on t he i r  needs and learning s t y l e s .  Evaluation 
also helps the f a c i l i t a t o r s  to rev ise  the curr iculum for fu tu re  
t r a i n i n g s  and to respond more adequately to p a r t i c i p a n t s '  needs. 

Descript ion of A c t i v i t i e s  

Part I Written Evaluation Forms 

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  d i s t r i b u t e s  the eva lua t ion  forms (see a t tached  
handout) and allows p a r t i c i p a n t s  f i f t e e n  minutes to complete them. 
P a r t i c i p a n t s  should be assured that the f a c i l i t a t o r s  wi l l  consider  
t h e i r  comments s e r i o u s l y  and wil l  respond in fu ture  t r a in ings  to the 
concerns r a i s ed .  These forms wil l  be c o l l e c t e d  in a manner which 
assures  anonymity. 

Part II Oral Evaluation 

Step I: I n s t r u c t i o n s  

The f a c i l i t a t o r  uses the following questions to s o l i c i t  verbal 
back from the group: 

feed- 

I. 

. 

. 

. 

. 

What was the most helpful  port ion of the t r a in ing?  

What could have been done d i f f e r e n t l y  to make the 
b e t t e r  for you? 

Did the t r a i n i n g  meet your expec ta t ions?  (Negative or 
p o s i t i v e . )  

In what ways were your expec ta t ions  not met? (Negative or 
p o s i t i v e . )  

Was there  some port ion of the t r a i n i n g  which you feel  could 
have been omitted? 

t r a i n i n g '  
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. 

• 

8. 

• 

10. 

Do you feel  more prepared to address l eadersh ip  issues in 
your organiza t ion?  If so, in what s p e c i f i c  a r e a ( s ) ?  

Which leadersh ip  issues need f u r t he r  a t t e n t i o n  for you? 

Which of the t r a i n i n g  modules were the most meaningful for 
you? 

Which t r a i n i n g  methods do you feel  were most e f f e c t i v e ?  

If you could give us one thing to improve our p r o j e c t ,  what 
would i t  be? 

C o n c l u d i n g  Comments 

It is important to rece ive  w r i t t e n  and verbal feedback from the p a r t i -  
c ipan t s ;  some of the most meaningful changes in the t r a i n i n g  c u r r i c u -  
lum have come from p a r t i c i p a n t  feedback. It has been our exper ience 
that  the oral eva lua t ion  leads well into the f ina l  e x e r c i s e ,  c lo su re .  

Handouts: 

o Wri t ten  E v a l u a t i o n  Form. 

Reading,  R esources ,  Re ferences :  - None 

Time Frame: Part I - 15 minutes 

Part II - 20-30 minutes 
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HANDOUT 

EVALUATION FORM 

I. What  did you l ike  most about th is  t r a in ing?  

2. What  did you l ike  leas t  about th is  t r a in ing?  

3. What  suggestions for change can you o f fe r?  

4. What  quest ions were not answered for you? 

5. Wha t  issues would you have l iked to explore more? 

| 
| 

| 

| 

| 

| 

. If the Leadership I n s t i t u t e  for Women obtained funding to provide 
t echn ica l  a s s i s t a n c e  to your s t a t e  c o a l i t i o n  or i t s  member pro- 
grams, what kind of t echnica l  a s s i s t a n c e ,  i f  any, would you find 
most he lpfu l?  Please l i s t  and b r i e f l y  descr ibe  your t echn ica l  
a s s i s t a n c e  needs. 
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SAMPLE AGENDA 

LEADERSHIP DEVELOPMENT TRAINING 

TIME EXERCISE FACILITATOR 

Day I 

I hr. 
9-10 a.m. 

I n t r o d u c t i o n  & A g e n d a  R e v i e w  

ASPECTS OF LEADERSHIP DEVELOPMENT 

Beth 

30 min. 
1 0 - 1 0 : 3 0  a.m. 

a. Defining Leadership 

Handout - 
P re l imina ry  Assessment & Workplan 

Beth 

15 m i n .  B r e a k  
1 0 : 3 0 - 1 0 : 4 5  a . m .  

1 h r .  15 m i n .  
1 0 : 4 5 - N o o n  

b. Building Other People's 
Leadership 

Mail ing - 
Safespace for Ba t te red  Women 

Barbara 

1 h r .  
N o o n - 1  p . m .  

Lunch 

During lunch there  w i l l  be a 
g a t h e r i n g  of su rv ivors  of 
i n t ima te  v io lence  

Barbara 

15 m i n .  Announcements & Check-in Beth 

I hr .  15 min. c.  Cha l l eng ing  the Myths About 
1:15-2:30 p.m. Battering 

Susan 

Mail ing 
Toward An Analys is  

Handout - 
Myths About Abuse 

I hr .  15 min. 
2:30-3:45 p.m. 

d .  S e l e c t i n g  L e a d e r s  

Handout - 
S e l e c t i n g  Leaders:  

Susan 

Cand ida te s '  D e s c r i p t i o n s  

15 m i n .  
3 : 4 5  -4  p . m .  

I hr .  45 min. 
4.-5:45 p.m. 

Break 

e .  R e s o l v i n g  C o n f l i c t  B e t h  
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I hr .  15 min. 
5:45-7 p.m. 

1 h r .  
7-8 p.m. 

End at 8 p.m. 

Day 2 

15 min. 
8-8:15 a.m. 

I hr .  30 min. 
8:15-9:45 a.m. 

Mai l ing - 
Organ i za t i ona l  E th ics  

Handouts - 
The Schema of C o n f l i c t  Behaviors 
F i r s t  Person Account Sheet 
C o n f l i c t  Reso lu t ion  Example 
Complaint /Grievance Form 
C o n f l i c t  Analys i s  Worksheet 

Dinner 

During dinner  there  w i l l  be a 
g a t h e r i n g  of Women of Color 

Mail ing - 
I n t e r n a t i o n a l  Working Group on Women 

Celebrating Women's Culture 
Parts I & II 

Handouts - 
Lesbian Reading & Resource L i s t  
Reading L i s t  for M u l t i - C u l t u r a l ,  

Anti-Racism Education 

SOCIALIZE OR SNOOZE 

Announcements & Cheek-In 

F a c i l i t a t i n g  the Growth of Current 
and Emerging Leaders, Survivors 
of Violence & Women of Color 

Mail ing - Burn-Out, A P o l i t i c a l  View 

Beth 

Susan 

Handout - 
P r e l i m i n a r y  Assessment and Workplan 

Beth 

15 min. Break 
9:45-I0 a.m. 

2 h r s .  15 min. Exploring the Analysis  of Violence 
10-12:15 p.m. Against Women in the Family:  

Leadership as Vision: Parts I & II 

Handout - 
Violence Against Women: 
For Empowerment 

L u n c h  

Barbara 

1 h r .  
1 2 : 1 5 - 1 : 1 5  p . m .  

A Curriculum 

Susan 
Beth 
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During lunch there wi l l  be a 
gather ing of lesb ians  

Mailing - Lesbians in the Movement 

15 m i n .  
1 : 1 5 - 1 : 3 0  p . m .  

2 hrs .  30 min. 
1:30-5 p.m. 

15 m i n .  
4 - 4 : 1 5  p . m .  

1 hr. 
4:15-5:15 p.m. 

1 h r .  15 m i n .  
5 : 1 5 - 6 : 3 0  p . m .  

30 m i n .  
6 : 3 0 - 7  p . m .  

3 h r s .  
7 - 1 0  p . m .  

Day  3 

15 m i n .  
8 - 8 : 1 5  a . m .  

2 hrs.  

Announcements & Cheek-In 

I d e n t i f y i n g  and  S t o p p i n g  R a c i s m  
in  O u r  O r g a n i z a t i o n s  

Mailing - 
Racism, 
Racism in the English Language, 
S t i l l . . .  Small Change 

Handout - 
Racism D e f i n i t i o n  Sheet 

Break 

B u i l d i n g  C o a l i t i o n s :  
W o r k i n g  a t  t h e  S t a t e  L e v e l  

Handout - 
C o a l i t i o n  Task Plan 

Dinner 

During dinner there wi l l  be a 
gather ing of new leaders  

Break - Personal Time 

M o v i e  & D a n c e  

A n n o u n c e m e n t s  & C h e e k - I n  

Challenging Homophobia Within 
8 : 1 5 - 1 0 : 1 5  a . m .  O u r  O r g a n i z a t i o n s  

Mailing 
Homophobia, 
Lesbians in the Bat te red  Women's 

Movement 

Handout 
Homophobia D e f i n i t i o n  Sheet 

Barbara 

Beth 

Susan, Beth 
and Barbara 

Barbara 

Susan 

Beth 

Beth, Susan 
and Barbara 
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15 min. Break 
10:15-10:30 a.m. 

I h r .  
1 0 : 3 0 - 1 1 : 3 0  

45 m i n .  
1 1 : 3 0 - 1 2 : 1 5  

1 hr. 
1 2 : 1 5 - 1 : 1 5  

15 m i n .  
1 : 1 5 - 1 : 3 0  

I hr.  

1 hr. 
2:30-3:30 

15 min. 
3:30-3:45 

1 hr. 
3:45-4:45 

30 min. 
4:45-5:15 

15 m i n .  
5 : 1 5 - 5 : 3 0  

Two s i m u l t a n e o u s  workshops ( choose  one)  

a . m .  

C r e a t i n g  O r g a n i z a t i o n a l  Change 
C h a i r i n g  Meet ings  

Beth 
Susan 

Handouts - 
Creat ing Organizat ional  
Chairing 

Change, 

Monitoring Men's Programs 
p.m. 

Mail ing 
Accoun tab i l i t y  for B a t t e r e r s ,  
Assessing Men's Programs 

Barbara 

Lunch 
p.m. 

During lunch, there wi l l  be a f a c i l i t a t e d  
d i scuss ion  on sharing power with new 
leaders  and v a l i d a t i n g  the leadership  
of old l eaders .  

Announcements & Check-ln 
p.m. 

B e t h  

Negotiating for Resources Beth 

Handout - 
Negot ia t ing for Resources: 

The S i tua t ion  

Developing a Legislative Agenda 
p.m. 

Barbara 

Break 
p.m. 

Institutionalizing Leadership 
p.m. Development 

Barbara 

p.m. 
Evaluation & Feedback 

Handout - 
Writ ten Evaluation Form 

Susan 

Closure 
p.m. 

Beth, Susan 
and Barbara 

i l  
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WORKSHOP APPLICATION 

The following is an example of m a t e r i a l s  that  t r a i n e r s  should develop 
in order for p a r t i c i p a n t s  to extend t he i r  learning exper ience .  

P a r t i c i p a n t s  are asked to spend f ive minutes at the end of each 
workshop cons ider ing  how to apply the information in t h e i r  programs 
and/or in the s t a t e  c o a l i t i o n .  

P a r t i c i p a n t s  should also note ideas for passing information 
others  who were not able to a t tend this  meeting. 

on to 

P a r t i c i p a n t s  wi l l  r e t a i n  these 'App l i ca t ion '  
a f t e r  the t r a i n i n g .  

sheets for . fo l low-up  

I. 

Application of Training Workshops 

Introduction & Agenda Review - 
a) How can th is  workshop be used by my program/coa l i t ion?  

b) How can I share th is  information with others?  

. Defining Leadership - 
a) How can th is  workshop be used by my program/coa l i t ion?  

b) How can I share th i s  information with others?  

. Building Other Peoples' Leadership - 
a) How can th is  workshop be used by my program/coal i t ion?  

b) How can I share th is  information with others? 
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Chal leng ing  the Myths About B a t t e r i n g  & Explor ing  the Ana lys i s  of 
V i o l e n c e  Against  Women in the Family.  - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n ?  

b) How can I share t h i s  in format ion  with o t h e r s ?  

S e l e c t i n g  Leaders - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n ?  

bi How can I share t h i s  informat ion  with o t h e r s ?  

. 

n 
Ig 
m 
n 

. 

R e s o l v i n g  C o n f l i c t  - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n ?  

b) 

b) How can I share t h i s  informat ion  with o t h e r s ?  

C e l e b r a t i n g  Women's C u l t u r e ,  Parts  I & l l  - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n ?  

B 

| 

. 

How can I share t h i s  informat ion  with o t h e r s ?  B 

. 

F a c i l i t a t i n g  the Growth of  Current & Emerging Leaders ,  S u r v i v o r s  
of  Vio lence  & Women of  Color - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n ?  

b) How can I share t h i s  informat ion  with o t h e r s ?  

184 

I d e n t i f y i n g  & Stopping Racism in Our Organizat ion  - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n ?  

b) How can I share t h i s  in format ion  with o t h e r s ?  

B 
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10 B u i l d i n g  C o a l i t i o n s :  W o r k i n g  a t  t h e  S t a t e  L e v e l  - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n  9 

b) How can I share th s informat ion  with o the r s?  

11 Challenging Homophobia Within Our Organizations 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n  9 

b) How can I share th s informat ion  with o the r s?  

12 Creating Organizational  Change - 
a) How can th i s  workshop be used by my p r o g r a m / c o a l i t i o n  ~ 

b) How can I share th s informat ion  with o the rs?  

13 Chaining Meetings - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n  9 

b) How can I share th s informat ion  with o the r s?  

14 Developing a L e g i s l a t i v e  Agenda: Working At the State Level - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n  ~ 

b) How can I share th s informat ion  with o the rs?  

15 I n s t i t u t i o n a l i z i n g  Leadership Development - 
a) How can t h i s  workshop be used by my p r o g r a m / c o a l i t i o n  ~ 

| 
| 
| 

b) How can I share th s informat ion  with o the rs?  
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16. Evaluat ion & Feedback - 
a) How can th i s  workshop be used by my program/coa l i t ion?  

b) How can I share th i s  information with others? 
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Selected Media 

A Fighting Chance, a video and guide on rape res i s tance  s t r a t e g i e s .  
Produced by the YWCA Rape Cr is i s  Service,  601S. Jefferson Davis 
Parkway, New Orleans, LA 70119. 

Battered Women, A Hidden Crime, a slideshow avai lab le  from the Depart- 
ment of Correct ions ,  Battered Women's Program, 430 Metro Square 
Building, 7th & Roberts S t r ee t s ,  St. Paul, MN 55101. 

One Fine Day, a videotape for t ra in ing  and ce lebra t ion  of the American 
Woman from the 18th century to the present - a montage to Kay 
Weaver's anthem, "One Fine Day." Is tar  Films, Box 51, Rt. 311, 
Pat terson,  NY 12563. 

Shelter Song, a videotape depict ing the empowerment prac t ices  of the 
Biloxi ,  Mississippi s h e l t e r .  Produced by Mary Capps, Ph.D., 
320 S. Alexander S t . ,  New Orleans, LA 70119. 

The Journey, a videotape on the experiences of violence in the l ives 
of Indian women. Produced by the Minnesota Program Development 
Corporation, 206 W. Fourth S t . ,  Duluth, MN 55806. 

The Rites of Violence, a film about the Domestic Abuse In tervent ion 
Project  in Duluth which works through the criminal j u s t i c e  system 
to hold men accountable for thei r  violence.  Available from 
Domestic Abuse Intervent ion Pro jec t ,  206 W. Fourth S t . ,  Duluth, 
MN 558056. 

To Love, Honor and Obey, a film about bat tered women. Available from 
Third World Newsreel, 160 Fif th Avenue, Suite 911, NY, NY 10010. 

We Will Not Be Beaten, a film about battered women. Available from 
Transi t ion House Films, 120 Boylston S t . ,  Room 708,  Boston, MA 
02116. 

When the Good Times Go B a d :  Teenage Dating Violence, a videotape on 
the violence that occurs in re la t ionsh ips  of high school 
s tudents .  Available from Turning Point,  P. O. Box 103, Columbus, 
IN 47202. 

Journals 

AEGIS: The Magazine on Ending Violence Against Women. The Feminist 
All iance Against Rape, P. O. Box 21033, Washington, D.C. 20009. 

Journal of Interpersonal  Violence. S a g e  Publ ica t ions ,  Beverly H i l l s ,  
CA 90212. 

Response: To The Vict imizat ion of Women and Children. A publ icat ion 
of the Center for Women Policy Studies,  2000 P S t r ee t ,  N.W., 
Suite 508, Washington, D.C. 20036. 

Victimology: An In te rna t iona l  Journal.  Published by Visage Press,  
3409 Wisconsin Ave., N.W., Washington, D .C .  20016. 

Violence and Victims. Sponsored by the Family Research Laboratory of 
New Hampshire, published by Springer Publishing Company, New 
York, NY 10012. 

Organizat ions  

Council on I n t e r r a c i a l  Books for Children, 1841 Broadway, NY, NY 
10023. 

Leadership I n s t i t u t e  for Women, Inc . ,  524 McKnight S t . ,  Reading PA 
19601. 
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National Associa t ion  of Women Centers ,  a 
resource cen t e r s .  Membership information 
Stevenson, Houston Area Women's Center 
Houston, TX 77006. 

National Clearinghouse on Battered Women's Self  
network of defense counsel ,  expert witnesse 
tered women defendants seeking j u s t i c e  fo 
have k i l l e d  or a ssau l t ed  the i r  abusers.  
from 524 McKnight S t . ,  Reading, PA 19601. 

Clearinghouse on Marital Rape, 2325 Oa 
94708. 

Coa l i t i on  Against Domestic Violenc 

na t ional  network of women's 
ava i l ab le  from Judi th  
, #4 Chelsea Place,  

-Defense, a na t ional  
s, advocates ,  and bat- 
r ba t t e red  women who 
Information ava i l ab le  

ks S t r e e t ,  Berkeley, 

e, a na t ional  network of 
ba t t e red  women's programs. Membership info 
NCADV, P. O. Box 15127, Washington, D.C., 2 

National Coa l i t i on  Against Sexual Assaul t ,  a n a  
c r i s i s  c en t e r s .  Membership information 
Condo, Albany R a p e  C r i s i s  Center,  112 S 
Albany, NY 12207. 

rmation ava i l ab le  from 
0003-0127. 
t iona l  network of rape 
ava i l ab le  from Judy 

rate S t . ,  Room 640, 
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