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Educators had believed for centuries that learning and cognition happen “in the 

head” of individuals, and that education should be about getting information 
into those individuals’ heads so they can carry knowledge around and apply it in 
different setting.
Despite this established pedagogical perspective, since last century the educational 
system has witnessed, in various fields, people debate and synthesize a new 
paradigm for theorizing and supporting learning in a participatory and not formal 
manner. Indeed, researchers demonstrated through empirical study that learning is 
inseparable from the cultural identities, practices, and material settings of everyday 
life. They argued that the educational agenda should focus not on getting things 
into kids’ heads but on supporting contexts where kids could belong, participate, and 
contribute to their own learning.
“Situated learning” theory instead not only took aim at the foundations of cognitive 
theory, it challenged the core assumptions of our educational practice. Why should 
we be sitting kids down in rows to learn math or philosophy in the abstract when it is 
both more engaging and effective to learn it in the real world or through meaningful 
social activity? Real-world and real-frame promote the concrete comparison in 
everyday problem-solving for a meaningful purpose (of learning) 1.
As such we can understand, then, how important is to emphasize the effectiveness 
of non-formal teaching methodologies in frameworks aimed at the creation of 
complementary skills to those schools. Through one-to-one teaching and group 
facilitation, people all over the world have used non-formal education methods to 
pass on traditional knowledge and ensure that each new generation learns from 
the old.

Pillars of Non-Formal Education

Non-Formal Education (NFE) is defined differently by different practitioners: some say 
that NFE is any out-of-school learning, others stress that participants need to design 
their own learning activities, while others say that non-formal teaching methods can 
be incorporated into all learning.
For us and in the present context, it’s interesting to consider non-formal education 
as further methods to achieve the goal of helping people develop the capacity to 
improve their own lives and their interactions in society.

I.  Introduction to Non-Formal Education
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The real strength of non-formal education is that the community can learn to identify 
what it is needed or desired to be changed, use its own resources to do so and then 
learn new skills to achieve the goal.
Every activities or product developed from non-formal education can be tangible, but 
the sustainability of the activity or the product itself lays in the skills and abilities the 
community has gained through the process.
NFE is indeed a participatory process of learning that takes place outside of the 
classroom and, also, means articulating the hierarchy between teacher and student. 
At the root of NFE is a participatory, grassroots approach helping people to clarify 
and address their own needs, taking an active role to fulfil them.
Focuses on the learners’ needs: the participants actively identified their own needs 
and proposed solutions. Some non-formal education experiences include more 
structured activities and training.

NFE it’s not completely distinct from formal education in its methods; participants 
exercise varying degrees of control over the process, from designing all their own 
learning and using the facilitator as a resource person, to attending a learning activity 
where the content is mostly planned in advance. In some ways, we might imagine 
formal and non-formal education along a continuum.
An integral part of NFE is that learners participate in the design, development, 
implementation, and evaluation of their own learning.

This publication stems from the first-hand and on ground experience developed 
during a NFE project financed by Erasmus Plus Programme of the European Union and 
implemented by a group of European and non-European youth organizations and 
public authorities. The project has foreseen the organization of six youth exchanges 
involving about one hundred participants from Italy, Belgium, Spain, Macedonia, 
Vietnam, Kenya, and Hong Kong and observers from Portugal and Croatia.
In this context, youth exchanges involving simultaneously youngsters from different 
continents and local communities in local social activities provided the ground for a 
research study on methods and impact of NFE.
Through the participation of observers to the exchanges and collecting feedbacks 
from participants, we observed how youth workers, youth leaders and young people 
can take an active role to build practices pointed at improve certain skills and 
therefore meet some of their educational needs.

Each part of this volume contains ideas about activities to help youth workers to 
practice NFE and to make it easier NFE educational impact is recognized in formal 
contexts.
In this sense, this text does not intend to be as a set of didactic rules, but to transmit 
methodological attention and concern around the creation of asset contexts with 
young people of different nationalities, cultures and social backgrounds, which (in 
some cases) in a limited time space will immerse themselves in a new social experience.
Skills that are transmitted and learned in a NFE context are strictly related to the 
method and level of involvement in the learning process. The result of the educational 
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activity is connected to the participatory approach: working methodology and 
objectives in NFE are overlapping.

To sum up…

 NFE aims to create contexts where learners can be actively involved, participate, 
and contribute to their own learning

 NFE follows a participatory and grassroots approach
 NFE follows a non-hierarchical approach between teachers (trainers) and 

students (learners)
 NFE help learners to identify and address their own needs
 NFE promotes real-world and real-frame comparison in everyday problem-solving 

for meaningful learning 
 NFE can follow a community-based approach supporting groups of people in 

setting educational goals and assessing their needs.

The recognition of NFE: cooperation between formal and non-formal educational 

systems

Youth workers shall work with the formal education agencies for the creation of 
didactic convergence systems and foster institutional recognition of NFE achievements.
Several Youth Organizations in Europe, with a leading role taken by the European 
Youth Forum, have long been engaged in the debate on recognition of non-
formal education and have actively contributed to the knowledge and legislative 
developments in lifelong and life-wide learning. Developing validation arrangements 
at the national and international level will provide young people with an opportunity 
to give value to the competencies they have acquired outside formal education.
As recommended in the report of The European Commission and The European Youth 
Foundation of the Council of Europe 2:
There is a clear need for a change of mind-set regarding the quality and value of 

non-formal education and informal learning and of the educational work of youth 

organizations. Fostering and enabling more partnerships between formal and non-

formal education is seen by the European Youth Forum as the best way to create 

bridges and change views on the potential of non-formal education among formal 

education actors. This requires creation of opportunities to meet and discover each 

other’s work, as well as cooperation mechanisms at local, regional and national levels 

in order to build trust and understanding. It would also require a simplification of 

administrative procedures to invite and allow youth organisations to work in schools.

And still to follow:
It would be seen as beneficial to organize fora of exchanges that connect all these 

actors, including specific activities bringing together formal education and NFE 

practitioners. This would contribute to reducing any resistance to cooperating and 

learning from each other.
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Recognition of non-formal/informal learning in volunteering activities is based 
on recognizing individual learning outcomes. It is evident that learning in this 
environment does happen. But opinions remain different about when, how and 
what conditions need to be fulfilled. It is about young people’s learning through 
personal experience.
Non-formal learning activities help young people to be protagonist and capable of 
change. Views on the results of such change depend on the perspective. Much of 
empowerment relates to learning and to the ability to apply learning outcomes in 
life, in terms of gained competences, both personal and professional. The non-formal 
learning provides space and opportunity for young people to try things out, to make 
mistakes and to learn from them. In this way, they can gain self-confidence based on 
better understanding, in terms of feeling and knowing, their own capacities and how 
they can use them.
The tools for recognition of non-formal and informal learning, particularly described 
and represented in Europass Framework, Youthpass and others documents reported 
by European Youth Forum, must be accompanied by strategies constantly aimed at 
cooperation and the educational reciprocity between schools/universities and youth 
organizations. The members of voluntary associations should encourage workshops 
and little seminaries with youth kept and led by researchers and academic teachers, 
as well as universities and schools should increase in their educational courses periods 
of stages for students to be done in the same associations.
The impact measurement would result in evaluation of activities in the theoretical 
and practical courses. Through the presentation and analysis of case studies, and 
through the involvement of learners at the resolution of small goals, volunteers, 
educators, and teachers can establish the correspondence for the formal evaluation 
of these processes. 

To sum up…

 The European Youth Forum and many other Youth NGOs have long been 
engaged in the debate on recognition of NFE and have actively contributed to 
the knowledge and legislative developments in lifelong and life-wide learning

 Recognition of NFE requires creation of opportunities to encourage exchanges 
between formal and non-formal educators

 Recognition of NFE requires simplification of administrative procedures
 Opinions remain divided over describing when, how and what conditions need 

to be fulfilled for NFE recognition
 Through the presentation and analysis of case studies, and through the 

involvement of learners at the resolution of small goals, volunteers, educators 
and teachers can establish the correspondence for the formal evaluation of 
these processes.
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Notes to chapter I

1  Situated Learning: Legitimate Peripheral Participation, J. Lave, E. Wenger, Cambridge University Press, 1990.

2  European Council Recommendation 2012/C 398/01.



2  Volunteering for quality NFE:
the educational impact of the volunteering activities
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Volunteering is done in the interest of people, by freewill, as a personal motivation 
and a free choice.
It encourages development of human potentials, active citizen’s role and improves 
quality of living by solving concrete problems.
As stated in the IAVE Universal Declaration on Volunteering:

“Volunteering is a fundamental building block of civil society. It brings to life the 

noblest aspirations of humankind – the pursuit of peace, freedom, opportunity, 

safety, and justice for all people.

In this era of globalization and continuous change, the world is becoming smaller, 

interdependent, and more complex. Volunteering – either through individual or 

group action – is a way in which:

 human values of community, caring, and serving can be sustained and 

strengthened

 individuals can exercise their rights and responsibilities as members of 

communities, while learning and growing throughout their lives, realizing their 

full human potential

 connections can be made across differences that push us apart so that we can 

live together in healthy, sustainable communities, working together to provide 

innovative solutions to our shared challenges and to shape our collective 

destinies.” 1

Beyond personal development: social and community impact

By participating in voluntary activities, volunteers have a chance to experience, 
through their own actions, the positive impact on development and support of 
human system of values. Namely, through involvement of people in local projects 
that contribute to the improvement of their community, people become aware 
and strengthen their feeling of responsibility for community and the values of civil 
society – tolerance, solidarity, togetherness, intercultural understanding, peace, love, 
gender/sex equality, non-violent communication, environment protection, individual 
and social development. After initial voluntary activities, people become aware of 
their own contribution to community and society in general, and continue with their 

II. Volunteering for quality NFE: the educational impact of the 
volunteering activities
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active engagement in society. System of values that volunteers accept and promote 
gives them the faith that things around them can be improved and the feeling of joy 
while they are building their own future and future of the community.

Volunteering gives the opportunity to develop respect and self-respect for the 
individual and the opportunity of self-actualization and realization of all human 
potentials – “be all that you can be, become the full, complete you”. Through 
volunteering, we have a chance to try ourselves out in different types of activities and 
learn many new things. Since anyone can become a volunteer, one must satisfy just one 
condition – having the WILL to volunteer. Through self-actualization of individuals, 
volunteering enables individual and social development. It has been proven that self-
actualized people possess the quality of full acceptance of themselves and the others 
the way they are, they have a sense of humility and respect towards others, respect 
democratic values, are open towards ethnic and individual variety and even treasure 
it. Self-actualised people feel that the ends do not necessarily justify the means, and 
by participation in a certain activity, they reach aims and improve themselves and 
their surroundings.

To sum up...

 Volunteers experience the positive impact of their own actions on development 
and support of human system of values

 Through involvement in local projects that contribute to the improvement of 
their community, volunteers become aware and strengthen their feeling of 
responsibility and potential

 Volunteering gives the opportunity to develop respect and self-respect for the 
individual and the opportunity of self-actualization 

 Volunteering gives a chance to try out different types of activities.

Volunteering and skills for employability

 
A research carried out by SALTO Training and Cooperation Resource Centre 2, 
states that “the competences and skills obtained through non-formal education 

in youth organizations contribute to the employability of young people”.

Such assumption got confirmed in several researches run at national and international 
level. It has been indeed highlighted that engagement and participation in youth 
organizations as well as in voluntary service organizations, brings high soft-skills 
development with an interesting relation between most requested skills in the labor 
market and those skills mostly acquired by involvement in youth organizations. Five 
over the six mostly demanded skills are indeed well developed by active engagement 
in civil society organizations: communication, team work, decision-making, 
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organizational skills, and self-confidence. For young people who participated in 
non-formal education activities abroad, this personal growth includes also higher 
development of language, intercultural and leadership skills.

As Monika Novosadova explains in her article “Empowering young people through 

non-formal learning activities: principles, methodological approaches and coaching” 3, 
non-formal learning supports individuals within a group to learn based on their own 
needs and in line with expectations from different stakeholders. Many approaches 
are used within non-formal learning in youth work that match these different aims. 
The selection below focuses on those that strongly empower young people:
1. Providing experience: learning by doing
2. Giving a choice: using different methods and techniques
3. Focusing on the present: responding to the current needs of participants
4. Making learning interesting: enjoying time together
5. Creating a space for observation: reflection
6. Supporting competence building: self-assessment
7. Coaching: maximising personal potential.

In connection to the potential employment and raising the employability skills of 
youngsters through the volunteering activities, the non-formal learning that is 
happening on youth and voluntary projects contribute fairly to increasing participants’ 
competences. Thanks to the non-formal education organized within and around the 
volunteering projects for and with youngsters, they increase significantly their “soft 

skills”, those usually not improved in the frame of formal education system:
1. Assertive and effective communication with active listening and constructive 

feedback competences, as well as competences for public speaking and 
presentations

2. Crises and conflict management, transformation and resolution with competences 
to deal with difficult situations, people, personalities and deadlines, as well as 
functioning well under the pressure

3. Intercultural and inclusion competences of accepting others as they are and ability 
to work with and learn from them and from diversity and disability around us

4. Emotional intelligence with competences to develop quality interpersonal 
relationships based on empathy and acceptance

5. Team work, team building and networking skills on interpersonal and 
organizational level, with competences of collaborating, cooperating, 
negotiating, facilitating, mentoring, coaching, supervising and training

6. Leadership and management of other people and activities, including the time 
management; planning and organizing skills; decision making; problem solving; 
ability to issue and follow instructions / rules; ability to invest and share good 
energy, enthusiasm, inspiration and to motivate others for action

7. Entrepreneurial thinking skills with ability to do proper needs analysis and 
research of the community, initiate innovative and creative activities and 
solutions within the social and business entrepreneurship field
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8. Learning to learn skills and desire with critical thinking and ability to set proper 
learning objectives and pursue their achievement through different methods of 
learning available and preferable; with also competences for self-reflection, self-
monitoring, self-awareness and with skills of resilience to setbacks in the pursue 
of the individual and team/organizational learning objectives.

Further evidence of such achievements is highlighted in a second research, focused 
on results of European voluntary service. Author states that:
”Being a volunteer increases readiness for the labour market by providing life 

experience, international experience and by developing competences.

EVS experience develops all 21 competences in varying degrees, most developed 

being Communication. From the initial list of 21 tested competences in the survey, the 

ones that seem to be the most developed by most volunteers are: foreign language 

skills, communication, intercultural sensitivity, cooperating and speaking. The least 

developed ones are: learning to learn, handling clients, respecting rules and handling 

authority. When considered overall average, competence development during the 

EVS experience is at a very significant level of 75% (average of all 21 competences).

Focus on competences: What are employers looking for? Based on the results of the 

survey, there is a good basis to claim that EVS can create opportunities for developing 

competences relevant for employment. In other words, there is a significant match 

between the competences developed by EVS volunteers (in their own perception and 

in the perception of EVS organisations) and the competences the surveyed employers 

value at their employees.” 4

Much more focus on the direct relation between competences gained by volunteering 
and employment opportunities is put in a UK based research, stating that:
 “Volunteering provides a viable alternative to traditional forms of employee 

development. In a working environment characterised by increasing change, 

uncertainty, and the need to innovate, volunteering can develop the skills 

individuals and organisations need to be fit for the future. 

 One of most striking findings is the overwhelming link between volunteering 

and developing a wider perspective about the world around them and their 

community. The value of this tacit knowledge cannot be underestimated in an age 

where we are increasingly working cross-culturally. This is particularly apparent 

when volunteering with young people, who may have a slightly different way of 

thinking or acting.

 Volunteering can also help develop key skills vital for leadership and management 

roles, such as coaching, mentoring, communication, creativity, team-building and 

time management. It can also have a powerful impact in increasing confidence, 

building greater self-awareness and in some cases enhancing professional 

knowledge. There is also significant potential for networking, both within and 

outside the organisation. These benefits are not restricted to those at the start of 

their career, and can be just as applicable for established leaders.” 5
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Notes to chapter II

1  Universal Declaration on Volunteering, adopted by the Board of Directors of the International Association for 

Volunteer Effort (IAVE), January 2001.

2  Recognition of youth work and non-formal and informal learning within the field of youth, Salto TC Resource 

centre, 2012.

3  Youth work and non-formal learning in Europe’s education landscape, European Commission Directorate-General 

for Education and Culture, 2015.

4  European Voluntary Service - Competences for Employment, Senyuva, Ozgehan, EVS Competences for Employment, 

EVS C4E Full Survey Report, 2014.

5  Volunteering to learn: Employee development through community action, Chartered Institute of Personnel and 

Development, UK, 2014.

To sum up...

 Amongst the six skills mostly demanded by employers, five are among those 
developed through involvement in NFE activities: such as communication, team 
work, decision-making, organizational skills, and self-confidence

 Volunteering projects increase “soft skills” significantly as well as leadership skills
 In a working environment characterised by increasing change, uncertainty 

and the need to innovate, volunteering can develop the skills individuals and 
organisations need to be fit for the future

 There is a strong link between volunteering and developing a wider perspective 
about the world. This knowledge cannot be underestimated in an age where we 
are increasingly working cross-culturally.
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3  Common challenges of raising competences
of participants through NFE during volunteering youth activities
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During the implementation of the project “ToBeOf”, special focus was on the 
identification of learning challenges and on strategies to overcome these difficulties. 
During the activities, local and international observers played a key role, monitoring 
the learning process. Below we listed their general observations, since better 
understanding of specific characteristics, challenges and need of youth and voluntary 
activities is the base for better achievement of NFE initiatives.

Communication challenges

The different level of English between participants can lead to separation among 
national groups. Youth with a basic or lower knowledge of the common language 
(in this case English) tend to hang out with their national peers, as they feel more 
comfortable to speak in their national language. The language barrier can limit 
the full understanding of dynamics and exchange of experiences. It is therefore 
important to identify those in needs of translation or language facilitation and assist 
them or to pair those with language difficult with a peer from the same language 
group who is more proficient.

Setting clear learning objectives, plans and outcomes

Often in volunteering projects there is a missing visible link between volunteering 
activities and educational impact on participants. Activities and projects are 
interesting to participants, but they don’t have clear idea what exactly they will 
do, before coming to the project, and what will they learn. Participants don’t easily 
set their learning objectives, neither with sending organisations nor with hosting 
organization which is typical of informal education and not of NFE. 
One identified challenge was the fact that volunteering projects are sometimes 
“once off” experiences not linked among each other. This lead to the risk that the 
acquired competencies are not deep enough to be considered real learning. If would 
help to design volunteer projects in a way that different experiences are linked to 
build a learning path. In this way, youth can grow their skills (both soft and practical) 
within the volunteering experiences.

III. Common challenges of raising competences of participants 
through NFE during volunteering youth activities



21

What am I going to do?

In certain cases, programmes of activities are not structured enough. This perception 
is also a consequence of learners’ habit to be engaged in formal education with a 
clear structure. To avoid their feeling of being lost, it is crucial to share and possibly 
discuss together the activity’s program long in advance so that they can set their 
expectations and feel prepared and involved.

Group building activities: building the bridge among volunteers and with local youth

Sometimes, on volunteer projects, group building activities on the beginning are 
missing or poor, as volunteer projects quite often start first with manual work. If 
group building activities are organized too late - in the second part of the activity - 
by then it might not be as useful as if it had been organised at the beginning of the 
project and remain proportional during the program. 
Cohesion within the volunteers’ group does not imply that there is cohesion between 
volunteers and the local community. Especially when the local community includes 
youth it is useful, to maximise cultural exchange and learning, to organize team 
building activities also with local youth.
When there are changes of participants throughout the project and the group isn’t 
consistent, as some participants leave the activity before the end and some new ones 
arrive, there can be a negative impact on the group atmosphere. The level of trust 
within the group is questionable as some participants are perceived as strangers (since 
they are not present from the beginning when the group building process has started). 

Involvement in and of the local community

Sometimes in volunteer projects, the participants miss the link with the local 
community, as they are either placed outside of the city/village and/or there are no 
activities planned for and with the interaction among participants and locals. This 
lower the potential level of learning (especially the intercultural learning). 
During one of our project, held in Kenya, volunteers were invited to form small 
mixed groups (including youth from different countries) and spend the day with 
different local families. Such a choice provided a non-filtered first-hand experience 
to volunteers that boosted their inter-cultural learning. Also, the improving of the 
intercultural connections was extended  to the local families, neighbours and the 
community around and the entire community felt empowered.

When volunteering activities take place in less privileged or geographically 
disadvantaged communities it is crucial that volunteers are aware of the power 
dynamics existing between them and the local communities to avoid misunderstandings 
and false expectations of help. Local communities express their needs of help and 
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expect volunteers to be able to support them in an effective way. Although this might 
be challenging is also an opportunity of learning how to evaluate others’ needs and 
expectations and to measure one self’s potential impact. 
It was noticed that the presence of an observer was appreciated by the groups, in the 
sense that all needs were heard and efforts seemed rewarding. 

When the hierarchy is hidden

Dealing with a group of persons from different background and cultures is not always 
easy. For this reason, volunteers are supported by “group leaders” who have the task 
of guiding the processes, facilitate groups’ dynamics and representing the interests 
of volunteers. Yet, it is important to avoid patronizing leadership when to make the 
group behaving according to plans and programs.
Participants might feel like actor’s playing the role made for them, not the real 
proposer or orchestrator of the different activities. Although the group leaders openly 
discuss the activities, sometimes participants can feel inhibited to participate in the 
discussion – the leaders should take more attention to this fact and try to facilitate/
encourage participants’ suggestions. This can be made in several ways, on spot or, 
also, last case scenario, to bring this discussion to a private and less inhospitable place 
or even postpone it. This could be the issue behind the sense of confusion for the 
non-formal activities.
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4  The educational role of youth organizations: reflections
and recommendations for increasing competences of young people 
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IV. The educational role of youth organizations: reflections and 
recommendations for increasing competences of young people 

In designing projects of non-formal education, as for all educational activities, we face 
challenges. This is even more evident when NFE activities take place in international, 
intercultural and volunteering contexts.
It is often the case that young people from foreign countries aren’t yet aware of 
the philosophy of the project in which they participate, and that volunteers and 
leaders, in turn, do not know the personal backgrounds, the personal history and the 
personality of each participant. It happens also that young people are entertained and 
guided with recreational activities and teambuilding activities (useful to break the ice 
of the general shyness), but they are not empowered as promoters of initiatives in 
the project they perform.
This can lead to a risk of passive approach from participants, acting more as receivers 
instead of active and responsible actors of their own personal development. Indeed, 
young people need a space where to tell their story and their background. It is also 
important that they can express their ambitions.
Sometimes educational activities occur in isolated places (quite often this happens 
in the frame of international volunteering such as workcamps), and with few social 
exchanges with the outside world. Even if this can in certain cases provide a sense 
of safety, with closed and protected space in where to freely explore oneself, in 
several cases such an isolation can bring an handicap to the educational impact of 
the experience.
Furthermore, it is important that the young participants develop the awareness of 
having enriched their personalities, their own personal culture and that they can 
understand the potentialities of certain professional (soft) skills gained.
Following pages, through a comparison of sociological and anthropological studies, 
will show the environmental and attitudinal conditions that determine a good 
process and outcome of non-formal educational practices.

Knowing personal and cultural backgrounds to build a positive working group

A NFE project must start from the knowledge of the biographical pathways of 
young participants and by understanding, despite cultural differences, what are 
the common traits that can set up the working group. When it is assumed that the 
common necessity is to gain a sense of autonomy and awareness, then, mentors 
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should create a context of acknowledgement and appreciation of different attitudes. 
Personal ambitions can thus arise during the organization of the activities and their 
performance, not having ever missed an exchange of thoughts on work in progress.
To achieve the kinds of proposed objectives is necessary that tutors acknowledge 
the many invisible barriers to participation that operate within even forms of 
participatory culture. People involved in a community’s practices may not fully 
recognize or understand the ways the practices they take for granted may be huge 
hurdles for someone who is not already involved in that community.

Learning by doing attitude: Following a practical flow

A “culture of making” can be a good example of a non-formal approach to training 
and improving knowledge; it is indeed emerging always more as a focus of the society 
in a wide sense.
For example, we witness an increasing re-appreciation of practical skills in formal 
ecucational contexts, i.e. learning by doing approaches and the inclusion of crafting 
schools in higher academic levels.
We wonder if these approaches point to a new appreciation of the “bodily skills” and 
are the first signs of the elimination of the classic separation of body and mind in the 
frame of educational sets.
“Making” is in the end correctly perceived as being far more than just skilled manual 
labor.
The work process must do something that sounds distasteful to the tidy, clear mind, 
which is to dwell temporarily in messy or wrong moves, false starts, dead ends. Indeed, 
in technology, as in art, the probing craftsman does more than encounter mess; he or 
she creates it as a means of understanding and shaping working procedures. 1

Making is about understanding in practice, and it is inextricably tangled with an active 
engagement with the material world and culture. Still, it is important to realize that 
the notion of making has evolved in different ways from traditional craftsmanship. 
We can say, also, that the making of culture is inherently participatory.
Young people can be apprenticed to local blacksmiths, carpenters, seamstresses, and 
tailors to learn a trade through first-hand experience or on-the-job training.
However, the working philosophy of the makers has attracted the interest of 
professionals, educators, practitioners and of the academic community for the 
informal, open, networked, peer-led and shared learning, for its potential to create 
new pathways into knowledge development and for experimenting with news skills.
Retaking the words of Sennet, the sense of craft skills propels us towards much more 
broad prospects for those who are used to thinking:
“«Craftsmanship» may suggest a way of life that waned with the advent of industrial 

society, but this is misleading.

Craftsmanship names an enduring, basic human impulse, the desire to do a job well 

for its own sake. Craftsmanship cuts a far wider swath than skilled manual labor.” 2
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Building mutual trust to convey participation and learnings

 The philosophy behind a participatory educational process is to stimulate learners to 
express their learning desire and, not less important, challenge the group of trainees 
to represent and communicate the way they see the world and to express something 
about their daily lives. To reach such goals, it’s necessary to stimulate the mutual trust 
and curiosity.
In particular in youth groups, to achieve the result, different techniques can be 
used to work with the group, as artistic sessions, drawings, theatre, reading and 
commenting newspaper and website, “photovoice” sessions, sport and musical 
instruments playing, informal conversations aimed to share histories and interests. 
The leader of the process works “in partnership and cooperation” with the youth, to 
provide “voice” and visibility to their reality, making them not only the “objects” of 
the representation but the authors of it. 
A participatory culture is one which embraces the values of diversity through every 
aspect of interactions with each other – one which assumes that we can make 
decision, collectively and individually, and that we should have the capacity to express 
ourselves through a broad range of different forms and practices.
 
A participatory culture has relatively low barriers to artistic expression and civic 
engagement, strong support for creating and sharing one’s creations, and some 
type of informal mentorship, whereby what is known by the most experienced is 
passed along to novices. A participatory culture is also one in which all participants, 
no matter what their role is, believe their contributions matter, and feel some degree 
of social connection with one another (at the least they care what other people think 
about what they have created). 3

When we organize group activities to improve skills, we must create the conditions 
(situated learning) to develop a participatory dynamic. A real participation requires 
many qualities: the ability to understand a social situation well enough to engage 
constructively, the skills to contribute effectively, connections with others to help 
build an audience, emotional resilience to handle negative feedback…
We might see a participatory culture as a set of ideals, a kind of social structure that 
we are collectively striving to achieve, a collection of aspirations about what a better 
cultural configuration might look like. 
The first requirement to obtain this result is to learn to work together to share goals 
and to shape values, developing an ethical framework based on tackling the same 
challenges and on pursuing common ambitions. The purpose would be to promote 
research contexts in which the creations, the playfulness, the sharing, the dialogue 
and the participation could provide the production of knowledge, discovery and 
listening to each other, so important to implement their sense of agency.
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To sum up...

 Create safe spaces where learners can express themselves: young people need a 
space where to tell their story and their background and express their ambitions

 A NFE project must start from the knowledge of the background of young 
participants and by understanding what are the common traits among the 
youths who make up the working group

 Make practical work/exercises: a “maker culture” can be a good example of a 
non-formal approach to training and for improving knowledge

 Stimulate the mutual trust and curiosity: different techniques can be used to 
work with the group and to stimulate groups dynamics 

 The work shall be participatory and non-hierarchical.

Focus on preparation of participants and volunteers

Education of volunteers is a very important part of the overall management of a 
volunteer program within a project or an organization. Quality education gives 
volunteers a feeling of belonging to the project/organization and its cause/mission. 
Even if a volunteer possesses high levels of skills, knowledge and competences needed 
for the volunteering job/position, his/her education within the organization and the 
project is still important, because it prepares him/her for a clear relationship with the 
organization and the volunteer program as a whole, and with its participants.
Education of volunteers is a constant process, which starts from determining the 
skills, knowledge and competencies required for proper accomplishment of the 
required service. The next thing to be done is to review the qualifications that the 
volunteer already has, thus having clear the set of skills and knowledge on which the 
educational process for the specific volunteer should be based.
Next step is to design different orientations for the volunteer and other specific 
and task-related training programs. It is important that this educational process be 
developed with respect towards characteristics of the adult learning and non-formal 
education. During the period of volunteer engagement/service, a constant evaluation 
set of tools is to be implemented, to assess the effectiveness of each training activity, 
as base for further actions.
Coordinators should create the atmosphere and setting in which volunteers would 
be able to learn from each other as well as from the group. Regular meetings are 
great moments to exchange information and experiences among each other. Also, 
workshops covering different topics should be held for volunteers regularly. 

In order to provide volunteers with the information needed, every education process 
should consist of orientation, training and coaching. Orientation covers general 
preparation of the volunteers for a clear relationship with the program, organization 
and the personnel and other volunteers. Training usually denotes specific preparation 
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of the volunteers for good performance in the concrete job. Coaching is the process 
of fostering regular progress and development of the individual regarding his or 
her competencies. In addition to educating the volunteers, a quality volunteer 
programme offers the adequate counselling for volunteers who are dealing 
with any problems and difficulties in their lives during their engagement in the 
organization/project. 

Every training process should be structured and prepared carefully. When planning 
the training of the volunteers, one should develop the outline for it which will consist 
of following elements:
 volunteer project and specific job description
 Background – organizational needs for this volunteer engagement
 Knowledge, skills and attitudes of the volunteers that will be useful for this 

project and volunteer positions
 Knowledge, skills and attitudes of the volunteer already defined during the 

recruitment and selection of volunteers and the interview that they had within 
their sending organisations

 Dates and length of the workshop / session / training course
 Objectives and desired learning outcomes – are measurable and identified for 

each workshop and training activity. All objectives need to be SMART - Specific, 
Measurable, Attainable, Realistic and Timely

 Methodology and methods (suggested and used) – it is recommended that a 
variety of methods are used, as different people have different learning styles. 
Some examples of the methods that could be used in the non-formal education 
of volunteers are brainstorming, wall writing, discussions, buzz groups, small-
group work, ranking, role-plays, simulations, taking photos and making films, 
etc. Using different methods will contribute to the maintenance of participants’ 
energy level

 Programme – time schedule and description of activities on the non-formal 
education activity (step by step)

 Possible “hand-outs” to volunteers and additional tips for further reading.

The main principles of non-formal learning framework for volunteers should have 
holistic and learner-centred approach. It should be based on needs and situational 
analysis and project management logic. The reflection on personal learning of 
participants/volunteers should therefore be systematically promoted. The trainers/
educators should make sure that there is a variety of non-formal education methods 
and techniques used during the educational activity of volunteers.

Notes to chapter IV

1  The Craftsman, R. Sennet, New Haven & London: Yale University Press, 2008.

2  Ibidem.

3  Confronting the Challenges of a Participatory Culture, Jenkins & MacArthur, 2007.
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V. Recommendations to youth organizations for training
of youth leaders

In this part of the publication we will offer tools and methods for training of youth 
leaders which can increase educational impact of youth projects. In the frame of 
youth project youth leaders are volunteer who guide and facilitate other youngsters 
to increase their own competencies. Yet, they do not necessarily have previous 
experiences with group managements or facilitation of educational activities. In the 
next pages we will therefore list educational materials, methods and activities to 
increase their competencies as facilitators of learning.
Tools and methods have been selected to address the main challenges identified 
during the project’s activities.

The main topics of focus are:
 Leader in youth project: competencies, tasks and responsibilities and different 

leadership styles
 Youth leader as facilitator of learning
 Group management
 Inclusion of young people with fewer opportunities
 How to increase and maintain motivation of participant
 Intercultural learning in youth project.

Leader in youth project 

What does it mean to be youth leader? What competencies should a good leader 
have? Which leadership style is to be used in the frame of a youth project?
Leaders and facilitators are key figures which can have high impact on development 
of projects and activities, in particular youth ones, and on their results as well as on 
active involvement of participants.
Task of the leader can vary according to the different aims and necessities of the 
project and to the different individual competencies. Yet, in general the youth 
leader represents the connection of participants with local community and hosting 
organization, he/she facilitates group dynamics and group decision, motivates 
participants, ensures their active involvement and manages practical issues.
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Leadership styles

To understand better what being a good leader means, it’s worth to have a look at 
different possible leadership styles. 
How the leader coordinates the group, conveys information to participants, takes 
or stimulate decisions, plans activities and motivates participants has an impact on 
the whole project, thus it is essential to reflect on how to act in different situations 
and contexts, having in mind that the “perfect theoretical” style do not exist and 
quite often the first skill required is the capacity to adapt to different situation with 
different persons.

Authoritarian or Autocratic leaders
Authoritarian leaders make decisions alone without consulting with others. They 
don’t share information with the team members, who are required to just implement 
their assigned tasks and respect rules. Authoritarian leaders use strict rules and 
regulations but also punishments when rules are not followed. They don’t ask 
feedback to participants.
The leader tells to participants what to do and how to do it, without asking any 
advice or feedback, all or most decisions are made by leader, participants have little 
possibility of changing something.
Recommendations: The authoritarian style is very often used by a leader who want 
to have all under control, but in youth projects this style should be used only on 
rare occasions, as situations of danger or high pressure, when there is no time or 
possibility to discuss topics with participants. This leadership style can be used also 
when participants are tired to decide or are not interested on a specific issue, or don’t 
have enough experience, for example at beginning of a project when usually they 
need more guidance.

Democratic/participative leaders
Participative leadership style is characterized by collective decision taking and active 
involvement of team members. Leaders include team members in the decision-
making process. They share information with team members before deciding and 
expect feedbacks. Typical decision making mechanism used: consensus, agreement. 
Recommendations: A participative leadership is highly encouraged in youth projects 
as it is based on active participation of young people and their involvement into 
decision making but also problem-solving. Leader should start with the involvement 
of participants into decision making from the beginning. A good start is for example 
to decide together common rules of living. It is important to ensure that participants 
have all relevant information. It is important always to take in account that group 
decisions can take long time and participants can lost interest in the topic.

Laissez-faire leaders
“Laissez-faire” leaders give their team members a lot of freedom in how they do 
their work, and how they set their deadlines. They provide support with resources 
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and advice if needed, but otherwise they don’t get involved. This autonomy can lead 
to high job satisfaction, but it can be damaging if team members don’t manage their 
time well, or if they don’t have the knowledge, skills, or self-motivation to do their 
work effectively.
Recommendations: If participatory leadership encourage active participation and 
involvement of young people, laissez-faire means directly active participation and 
self-management of young people. This require that participants know what to do 
and also how to do and the leader can just set up check-points to see in which stage 
of development is the task. Anyway, in the frame of youth project it is important to 
always set up deadline and monitoring processes and procedures.
This leadership style is encouraged in the final stages of the project when participants 
are able to act autonomously in their task and are also able to act as a group and 
divide tasks between each other. This leadership style should be used for example 
during the organization of final events, art works or group project.

Recommendations for training of leaders
Training of leaders should help to trainees clarify:
 Who is the leader and which competencies should a leader have - Aim of the 

activity is to deepen understanding about who is the leader, share different 
perceptions, identify qualities which the leader should have to encourage 
participants reflect about own leadership skills.
Example of activity: The ideal leader

 What is the role of the leader: his tasks and responsibilities - In order to 
understand better the role of leader it is important to clearly define expected 
tasks and responsibilities of leader in youth project.
Example of activity: Leader for All

 Leadership styles - Introduce participants to different Leadership styles, ways 
how to deal with groups, when use them and get participants aware about own 
leadership style.
Example of activity: Leadership styles on the stage.

Leader as facilitator of learning

One very elegant and useful definition which we can find in many publication on 
topic of training is: “The process whereby individuals acquire knowledge, skills and 

attitudes through experience, reflection, study or instruction”. 1

Learning is therefore not only connected with knowledge, as we may be used to 
from schools. Learning includes also skills, abilities to do something, for example how 
to speak in public or how to use a touchpad, or to make a presentation or how we 
relate, what level of flexibility we have in dealing with difficulties or values.
Every day we are developing new knowledge, skills and attitudes even from very 
simple situations. You can learn by visiting a museum or a cinema, reading tourist 
guides, experiencing public transportation or observing people in a café. Learning 
can have many forms and many sources.
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One key feature of learning is the change in behavior or attitude.
Deliberate or not, conscious or not, in simple words we can say that a real learning 
doesn’t take place until change doesn’t occur. With a practical example, we can say 
that you can watch videos about how to change a bulb as many times as you want, 
but simply watching do not imply that you’ve learnt until when you’re not able to 
actually change the bulb. The same could be applied to other learning outcomes. 
If after one activity that should increase respect between participants, the same 
participants do not behave respectfully to each other, we have to start again the 
learning process, because the implemented activity was not successful.

Experimental learning theory

Non-formal learning is very closely connected to Experiential learning theory 
which defines learning as “the process whereby knowledge is created through the 

transformation of experience. Knowledge results from the combination of grasping 

and transforming experience.” 2

David Kolb suggest method which is called experimental learning cycle. According to 
this methodology, in order to transfer effectively experience into learning we should 
keep move through these steps:
           

volunteering or just discussion;
           

what’s happened, what I have seen or what I have heard;
      talking with others and applying 

what we already know to the situation;
             

something new or make the same thing done in a more sophisticated way based on 
our learning.
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This method allow facilitator to transform different experiences in learning 
opportunity. For example: during one project you realize with participants that you 
created a huge amount of garbage - experiencing.
During the daily evaluation, you discuss this situation with group - reviewing.
Together you try to understand where all that garbage come from and why its amount 
is much more than we are use to. You find out that all food from supermarket is 
packed in many packages which finish directly in garbage - concluding.
You decide to buy products which are not packed and re-use packages which you 
cannot avoid to buy - Planning.
Kolb’s Experimental learning circle is based on the idea that people are learning more 
from some stages of the cycle than from other. Some of us, learn easily from experience, 
they prefer to try new things, while others prefer to observe before directly trying 
to put themselves under stress, others need to directly apply knowledge in real life. 
Kolb therefore suggests that educators can facilitate learning by consciously taking 
participants through the entire cycle of experience, reflection, generalization, and 
application. 3

Learning styles

Introducing learning styles is one very attractive and clear way to encourage 
participants to observe their own learning. There are many different models which 
offer different points of view on learning styles and online tests which can allow to 
discover your own one. Trainings and youth projects are very good opportunities to 
start to reflect on your own learning process, because participants can experience 
different methods of learning and have time to do so. When addressing learning 
styles to participants, it is important to explain that those styles should be not 
perceived nor applied as strict categories which determine our learning, but more 
like recommendations which can help us to increase quality of final achievement.
Individual learning style can be very different and can result from the combination 
of different styles. Someone can have a dominant style, someone can have a mix, 
someone can use different styles in different contexts.

Visual learning style
For visual learners, images, pictures, colors, graphs and maps are very useful to 
organize information and communicate with others. They can easily visualize objects, 
plans and outcomes in their mind, they think in pictures. They have very good spatial 
sense and sense of direction. They easily use maps and understand graphs.

Aural learning style
For aural learners, music, sound and rhythm are very important. Aural doesn’t mean 
just to put music as background it is more about the sense of pitch and rhythm. Aural 
learners are typically good in playing musical instruments and can sing, easily recognize 
the music playing in the background of movies or identify different music instruments.
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Verbal learning style
For the verbal learners, words have high importance in both written and spoken 
form. They have no difficulties to express themselves writing or verbally. They like to 
read, playing with the meaning of words, tongue twisters, rhymes. They have a rich 
vocabulary and regularly test themselves trying to find the meaning of new words. 

Physical learning style
Physical learner needs movement to concentrate and reflect about issues or 
problems. They typically like sport, dancing, physical activities as gardening and 
practical works. They like to work with hands and very often use body language 
and gestures also for normal communication. When stuck with some problem they 
prefer to go out for run or walk than sitting at home. When they are learning a new 
skill or topic, they prefer to directly try it. Reading or sitting in a lecture and listening 
is for them very hard for concentration.

Logical learning style
Logical learners like logical and mathematical thinking. They like to work with numbers 
and are able to solve complicated mathematic calculations. They typically work in a 
very systematic way, they tend to like to-do lists, budgets, itineraries. They like to use 
in argumentation logical examples and statistics. They normally like to organize their 
work on strategies and using simulations. They very much like strategic games.

Social (interpersonal) learning style
These learners have very good communication skills and empathy. They like to listen 
and discuss, but also to give advises. They like to work and learn in groups. They need 
possibility to discuss topic or problem or conclusion with somebody. Also in the free 
time, they prefer group activity such as collective sports, team games.

Solitary (intrapersonal) learning style
These learners are more introspective and independent. They prefer to work alone, 
it is easy for them to concentrate, they need time to reflect about what they learned 
individually. They often reflect on past events and evaluate their own performance. 
They are independent, also in free time they tend to spend time alone, often keep a 
journal or diary to record personal thoughts and events.

Self-direct learning and the role of the leader as facilitator of learning

What is the role of youth leader in learning process? Youth projects encourage 
self-direct learning approach, or “learning to learn”. Malcolm Knowles described 
Self-Direct Learning as “a process in which individuals take the initiative, with or 

without the help of other, to diagnose their learning needs, formulate learning goals, 

identify resources for learning, select and implement learning strategies and evaluate 

learning outcomes.” 4
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With other words, it is directly the learner who decides what s/he needs to learn for 
her/his personal or professional development. S/He searches opportunities where s/he 
can improve selected competencies, deciding learning methods, critically evaluating 
how learning is proceeding and in the end evaluating learning outcomes.
For example, in the context of youth projects one participant recognizes that s/he 
needs to improve her/his ability to speak in public. To improve this skill, s/he decides 
to participate more in group discussions and when working in groups will propose 
her/himself to present results of group work. After some days, s/he starts to feel 
more comfortable when speaking in public and then decides to organize morning 
energizers to challenge her/himself. In the end of the project he evaluates that he 
feels more comfortable to speak in public, but need to improve language skills as 
some vocabulary are missing. But if all is in the hand of learners, why do we need 
facilitator of learning? The role of facilitator is to guide learners through this process, 
to motivate them to take an active role and to help them to discover learning 
opportunities. As Knowles wrote: “We must learn from everything we do; we must 

exploit every experience as a learning experience. Every institution and every person 

we have access to become a resource. It is a lifelong process.” 5

Main tasks of the facilitator of learning are:
 Deepen understanding about learning and different learning styles and 

encourage young people to discover own learning style
 Help young people to discover their own learning needs and set realistic learning 

goals
 Help young people to discover different learning opportunities and identify 

learning moments
 Facilitate regular documentation and evaluation of learning outcomes.

Recommendations for training of leaders
To prepare leaders for this task we recommend to include the following aspects while 
planning activities for a training:
 Increase competencies of future youth leaders as self-direct learners. Suggestions 

for activities: Discovering learning or Learning on the Road

 Increase competencies of youth leaders as facilitators of learning process. 
Suggestions for activities: Five minute learning or Debriefing.

Group management

Every group has its own development, needs different time to allow members to 
know each other, to develop trust, and to learn to work effectively. Some groups 
create good relations between members but are not able to work together, other 
must overcome initial conflicts but after can work together in a very efficient way. 
Each group has its own history and development, but despite of differences we can 
identify some common elements of development stages. Understanding of this stages 
can help leaders to deal with what happens in the group, which leadership style to 
choose and on which need to focus. 6 It is important to remark that not every group 
have to go through every stage.
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Stages of group development
Forming Stage: participants are arriving, everybody is curious to meet new people, 
to know each other, everywhere there is a positive atmosphere full of expectations 
but also insecurity. Participants have a strong need to be accepted by the group, they 
don’t feel comfortable to express own opinions. They also need to understand what 
will happen, which are aims and objectives of the project, program and timetable.
In this phase the leader has a very important role because major guidance is expected 
and necessary. He/She should give to participants all basic information and propose 
activities which will allow participants to know each other (Icebreakers, name-games, 
get-to know each other activities). Leader should be focused on the fulfilment of 
basic needs as food, rest, safety and friendly atmosphere, providing clear guidance 
and understand participants’ deep motivations and needs.
There is no need to go deep into the explanation of aims and tasks, or to make 
serious decisions. Leader should just create a framework which will allow participants 
to act autonomously in the new environment and ensure that their individual needs 
(as for example diets or health related needs) are respected.

Storming Stage: when participants start to adapt to the new place and project, 
individual expectations and opinions start to appear. Participants already know the 
reality and understand what they can expect from the project. As reality can be 
different from expectations, conflicts or burn-out can appear.
It is important to realize that this phase is a normal part of group development and 
can be very positive. It is important also to recognize that conflict can be beneficial 
if well managed.
Leader should allow all participants to express themselves and present their own 
point of view on task which must be fulfilled or problems/conflicts which will appear. 
Leader should make it possible for the group to discuss any potential controversial 
issue (including for example common spaces cleaning), yet ensure that the group 
atmosphere remain open and safe. It is important to start to involve actively 
participants in group’s decisions. If participants are prevented from playing an 
active role or even express themselves, they will progressively loose interest and 
involvement, thus increasing the problems for the group/project. This is even more 
relevant for those participants who since beginning show that they have problems 
with group’s dynamics.
For example, if some participants are continually late to activities, the leader should 
as soon as possible propose a discussion on how the fact affect the group and which 
are the reasons of such happening. Once the discussion has started, the leader 
should not impose any decision, but facilitate the group to identify and adopt an 
agreed solution.
However, it may happen that participants tend to follow just own individual needs and 
preferences; therefore it is necessary that leader ensure that also needs and wishes 
of less dominant participants are respected during group decisions. To overcome this 
phase, teambuilding activities focused on work in group can help: to learn how to 
work together, to search solutions which are beneficial for whole group and so move 
from individual to collective thinking.



38

t
o

 b
e
 o

r
 n

o
t
 t

o
 b

e
…

 f
o

r
m

a
l

In intercultural groups, it is very important to discuss the cultural differences which 
occur, promoting comprehension of them and facilitate to find agreements on rules 
and behaviors expressing mutual respect. In this phase participants look on the reality 
from the point of view of their own culture, it is important to make them realize 
limitations of cultural standards and encourage them to appreciate cultural diversity 
and different opinions.

Norming Stage: if (hopefully) groups pass the storming stage, they arrive to norming 
when all members start to feel to be part of the team and realize that they can 
achieve results if they accept other viewpoints and potentiality of shared decisions. 
To achieve this stage, participants must develop sense of cohesiveness. If this process 
occurs, individuals will generally experience the benefits of each other’s talents as 
they work together to achieve established common goals.
Leader should well define the expected achievements, to ensure that everybody have 
them clear in mind and feel they can contribute. Participants should be encouraged 
to take greater level of responsibility. In these phase, the leader should progressively 
encourage team’s independence both as group and as individuals.
If it is possible, participants should set up own group goals or adapt the goal to the 
interest of the group.

Performing Stage: in this stage stage the group works in an open and trusting 
atmosphere, where flexibility is the key and hierarchy is not important. Not every 
group arrives to this stage. Since this stage depends on mutual trust, games and 
activities aimed at trust-building can be very useful.
Leader should encourage participants’ initiatives and responsibility, allowing the 
group to express and use its potential. Groups in this stage can achieve independence 
from the leader and can achieve goals without external facilitation. Leader is just 
clarifying aims.
For example, if the group decide to organize events with local people, leader should 
support them just with the organizational general framework and giving practical 
guidance but participants should be in full charge of organizing the event self-
managing different tasks.

In the final Adjourning stage groups should be encouraged to evaluate what the 
group has learned. Participants should be lead to recognize also their own individual 
progress and supported to transfer acquired competencies into daily life.

Involvement of young people with fewer opportunities

“Young people with fewer opportunities” is very wide definition which includes 
persons with very different backgrounds, needs and capacities. In Erasmus+ Guide, 
it is defined as “young people that are at disadvantage compared to their peers 

because they face one or more of the situation and obstacles which prevent young 

people from having effective access to formal and non-formal education.”
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The obstacles faced by these youngsters can be various: difficult economical 
situations because they are long-term unemployed; belonging to ethnic minorities 
or migrant communities; living in isolated rural areas, young with disabilities or 
cultural minorities. It is essential to understand and stress that such terms describe 
statistical or general situations or conditions they live in, but for sure do not define 
their personal individual characteristics. Youngster with fewer opportunities can be, 
as every young person, open-minded, communicative and social but also shy and not 
talkative, bookworms but also sportive. In the same way, they can be very supportive 
when needed or refuse help from other persons.

Which is the role of leader?
It is important to clarify if young people with fewer opportunities which participate 
in youth projects are autonomous and can take part independently in the project. 
If special support is needed (meaning a specific support which require particular 
competencies, such as sign language knowledge), participants should be accompanied 
by a person who can offer this kind of service.
Role of leader in project involving young people with fewer opportunities is usually 
to help them to get involved actively in the project:
 to support their inclusion in the group
 to ensure their understanding of the activities and in the case help with translation
 to help them to find their role in the project
 to help them to overcome difficulties and conflicts
 regularly evaluate their participation.

Support can be practical or personal. Practical support is more related to the logistic 
of the event, such as solving issues related to mobility or specific dietary needs or 
translation into/from sign language. Personal support is more related to issues that 
can raise from personal circumstances, such as belonging to a cultural minority, lack 
of self-confidence, inexperience in international contexts.

Breaking stereotypes and prejudice about disadvantaged groups
During the preparation of youth leaders, it is important to identify, analyze and 
break different stereotypes and prejudices toward disadvantaged groups. Getting 
to know and share personal experience of participants is for example a learning 
experience itself. Many people think that deaf people can hardly be involved in 
activities including music or dance, but in our experience this is not always true and 
in some case, such an experience can turn into a real-life lesson for the whole group.
To facilitate discussion about stereotypes, we suggest the activity “Lemon” included 
in following section.

Importance of listening to special needs 
Communication and empathy have a very important role when working with 
young people and this is even more relevant when involving persons with fewer 
opportunities. From the very beginning (and even before the project, by getting 
information from sending organizations), leaders should try to know participants with 
fewer opportunities, understand their needs, their difficulties and their potentialities. 
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Is she/he shy or just not talkative? Don’t understand or maybe only prefer to listen? 
How does she/he feels in project?
Such an approach is also the best way to break leaders’ own prejudice.
Communication is very important especially with youngsters with disabilities. There 
are many practical things that can limit their participation and therefore it is important 
to do daily evaluations and to search together solutions for problems. For example, 
for deaf participants is very important to have good light in indoor environments, as 
they use Sign language or lips-reading and lack of light can turn into a difficulty in 
communication. Such needs, whose solution is quite simple, should be considered for 
every moment of the project, not only for work or activities but also for free time. 
Showing to deaf participants that the leader (and consequently the group) is paying 
attention to make they communicate freely, is an indirect stimulation for them to be 
present and take an active role.
Participants with fewer opportunities can often have very different cultural or social 
backgrounds from others. This can lead to misunderstandings or to potential conflicts. 
One important competency of leaders is therefore the capability to facilitate all 
participants “put in the shoes” of others, trying to understand different perspectives 
and point of views.
To increase empathy of future leaders and introduce importance of communication 
we recommend the activity: Café break for all.

Examples of typical situations from project with participation of young people with 
fewer opportunities
Future leaders are very often worried that they are not ready to lead projects with 
participation of young people with fewer opportunities. In order to overcome such 
fear, good preparation of leaders should always include moments of confrontation 
with real-life potential situations they can face in real projects.
Having experience of different situations and problems, even if game or simulation 
based, will make it possible for leaders to be ready to face these situations when and 
if they appear and will make it possible for them to develop needed flexibility to deal 
with unexpected situations.
Once more, we stress the fact that every person, every young person has his/her own 
problems and needs, but also have his/her own potentialities. Good leaders should be 
trained to face problems and use potentialities of all.
Example of activity: Social inclusion-ing.

How to increase and maintain motivation of participants
Stimulate and keep motivation of participants at high level can be challenging 
sometimes. This happens because quite often the reality of a project is different from 
what participants expected or had in mind before. Such situations should not lead 
to burn-out or to conflicts but should be dealt with, in order to make them turn into 
learning opportunities for all.
In the Council of Europe and European Commission Training kit for international 
voluntary service we can find definition of “motivation” by Handy, which can help 
us understand better what does this term mean. Handy calls motivation “E-forces”: 
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energy, excitement, enthusiasm and effort which are exchanged for the fulfilment 

of certain needs of the volunteer.” 7 Exchange of effort for fulfilment of needs 
maybe doesn’t sound very altruistic, especially when talking about volunteers, but 
it’s important to understand that big part of our needs is non-material as the need 
of friendship, belonging to a group or feeling useful. Volunteers can be motivated 
to take part in activities because they want to know new people, gain new skills or 
be part of group. 

How to create a motivating job
So how can we motivate young people? In training leaders, it should be clear to them 
that when dealing with jobs and tasks division among participants, they should make 
it possible that:
 the job sounds realistic, tangible and useful. It is important that participants feel 

that their task has a sense. Why this work is to be done? Even if every organization 
can consider a specific task as necessary, the quality of participants’ involvement 
depends on how much the organization explain to them such utility of the task 
and its relevance

 goals are clear for everybody and check if they are achieved
 tasks should be interesting, challenging and rewarding. The leader should adapt 

activities to the needs and interest of participants as much as possible and should 
organize them in order to make achievements tangible step by step

 volunteers develop sense of ownership over the project; they should therefore 
have active role in the decision-making process, oversee and implement some 
tasks and take partial responsibility for results

 there is a challenging project but also that participants must have balanced goals. 
The difficulty of maintaining an high interest among volunteers increases day by 
day during projects and is important to make participants aware of progresses

 participants should be offered guidance or support when needed
 regular evaluation of tasks is organized
 space for symbolic rewards can be created: socializing, fun or out-of-work 

activities, dinners, weekend outings, learning new skills, little gifts
 none in the project makes promises that cannot be fulfilled. It is ok to motivate 

participants with some rewards, but if you cannot fulfill what you promise you 
risk to lose trust

 results of volunteers’ work is appreciated by everybody and participants should 
be symbolically rewarded, for example with final party or dinner out.

Motivational needs
Other point of view on motivation is explained by the American psychologist 
Abraham Maslow who also wanted to understand what motivates people. He stated 
that people are motivated to achieve certain needs. When one need is fulfilled a 
person seeks to fulfil the next one, and so on.
Maslow’s hierarchy of needs includes five levels/categories, often described as a 
pyramid, where the lower needs have higher importance.
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The base of the pyramid is made by physiological needs which are biological needs as 
air, food, drink, shelter, warmth, sex and sleep.
After we find safety needs – need of safety, order, law, stability, freedom from fear.
Higher in pyramid are love needs: need of friendship, belonging, intimacy but also 
need of belonging into a group.
The fourth stage is made by esteem needs. Individuals have a need or desire for self-
respect, self-esteem and for the respect and esteem of others.
The highest level of pyramid is self-actualization needs: realizing personal potential, 
self-fulfillment, seeking personal growth and peak experiences.
As leaders, our goal is to arrive to self-actualization when participants are motivated 
to increase own competencies and use own skills to reach the objectives of project. 
To arrive to this stage, all previous lower level needs should be relatively satisfied. 
We could maybe discuss rank and order of different needs but, in any case, it is very 
important to ensure that all the basic needs of participants are fulfilled. They should 
have enough food, space and time to relax and sleep, they should feel safe in the 
place and understand rules and objectives of the project. They should feel part of the 
group, respected as individuals and live in a friendly atmosphere. Lack of this needs 
fulfillment can create situations when participants are just concentrated to get what 
they miss. For example, when participants are always stressed and do not have the 
possibility to relax or if they are missing private space, even the best motivator will 
fail to convince them to concentrate on tasks.
To address this topic in training for leaders we recommend the activity Motivators. 
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Addressing intercultural learning in youth projects

International projects are potentially very strong learning opportunities that can 
allow participants to gain many intercultural competencies.
From the basic cultural exchange based on dietary habits and folk music or dances, 
to the more complex cultural aspects related to religious behaviors, participants have 
the opportunity not only to learn from each other, but have the biggest chance to 
learn how to deal with cultural differences and learn the importance of knowing 
other cultures and of the mutual enrichment raising from this encounter.
But the simple fact that young people from different background share their time do 
not imply that they will learn something: it may happen that such a sharing turn into 
development of new stereotypes or confirm existing ones.
Once again, the role of the leader is relevant in order to facilitate a real intercultural 
learning during the implementation of projects.
From the point of view of intercultural learning, and considering the complexity of 
the subject, it is interesting to mention the “Iceberg model” of culture, a very popular 
model which describes how different elements of a cultural system are visible/
perceived or invisible/not perceived.
This model compares cultural systems to icebergs as also icebergs are just partially 
visible above the water, while the main part is hidden under the surface.
In dealing with intercultural issues and developing intercultural activities we should 
keep this in mind: it is not hard to discover traditional food or music, fashion or art, 
the visible part of the iceberg. What is harder to understand, and need also some time 
and contact with culture, is for example which relations and behaving are expected or 
common in working environment or between friends, what it means personal space 
or personal relation. Reflecting on these aspects and facilitating reflection among 
participants, make it possible to start to reflect on the fact that words as “usual” or 
“normal” or “strange” lose their meanings in intercultural contexts.
Somewhere at this point intercultural learning starts. By recognizing our own 
ethnocentrism, how we use our cultural standards to evaluate other cultures, their 
values, norms and behaving, we discover and understand cultures of the others and 
we become able to understand, if not appreciate, differences.
Starting a process of intercultural learning imply four steps:
 Reflect on personal and cultural identities, as well on community cultural history
 understand how relative is own point of view
 sensitize on other cultures
 sensitize on mechanisms of prejudice, ethnocentrism, racism and xenophobia. 8

From what is said it is clear that intercultural learning includes many topics and issues. 
It is not our aim to tackle all of them but we recommend, during trainings of youth 
leaders, to focus on following objectives:
 To introduce cultural differences and to reflect over influence of one’s own 

cultural background; on this topics we recommend the simulation The Derdians 9 
or simulation Planet of aliens 10

 to increase the understanding about intercultural learning and its objectives; 
example of activity: Real intercultural evening.
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Notes to chapter V
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2  Experiential learning: experience as the source of learning and development, Kolb D., New Jersey: Prentice Hall, 1984.

3  Toward an applied theory of experiential learning, Kolb D. A. & Fry. R. E., MIT A. P. Sloan School of Management, 1974.

4  Self-Directed Learning. A guide for learners and teachers, Knowles M. S., Cambridge: Prentice Hall, 1975.

5  Ibidem

6  Developmental Sequence in Small Groups, Tuckman Bruce, 2001, web site consulted on the 20th of November 2016.

https://goo.gl/Y4j1Qd

7  Training Kit n. 5, Council of Europe and European Commission Partnership for Youth, 1997.

8  Co-ordinating together, Michael Kimmin, 2000.

9  Training Kit on Intercultural Learning, Council of Europe and European Commission Partnership, 2000.
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10  Peace Education Handbook, IFM-SEI, 2016. https://goo.gl/y1LYDP



6  Examples of useful activities and workshops 
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In this part of the publication we will list different examples of activities and methods 
which can be used during youth projects and leaders’ trainings. Conducting these 
activities doesn’t requires big experience with facilitation and they are easy to adapt 
to different conditions and different groups’ size. Activities have been selected 
in order to address the following challenges: to create good group spirit and to 
facilitate participants in getting to know each others, to overcome language barriers, 
to increase intercultural learning and exchange.
In the following pages, you can find the following types of activities:
A. Name games and getting to know each other activities
B. Icebreaking activities
C. Activities to increase non-verbal communication
D. Activities increasing intercultural learning
E. Body contact & trust games
F. Evaluation and reflection exercises
G. Activities to be used during Leaders’ trainings
H. Photovoice: proposal for a path of social inclusion and community empowerment.

VI. Examples of useful activities and workshops 
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A. Name games and getting to know each other activities

Shaking Hands

Aims: Coming into contact with one another, getting to know names.
Numbers: 10 – 30 participants.
Length: 5 – 10 min.
Description: Everyone walks around the room and then stops in front of someone 
else, say his/her name and offer his/her right or left or both hands. After few shifts, 
each person should stop giving their own name and try to say the one of their partner.
Variations:
 Participants greet each other in various moods. E.g. friendly, polite, furious, 

scared, etc...
 When the music stops particular actions are carried out, e.g. handshakes, sawing 

a tree trunk, politicians’ handshake, swinging, tug-of war, etc...
Source: Baer 1988.

Shield Game

Aims: Combining getting to know one another quickly with working together. 
Exploring one’s own motivations with the help of predefined questions, interests in 
the themes of the camp and expectations of the project.
Numbers: 4 – 12 participants.
Length: 2,5 – 3 hours.
Materials: Placards, drawing paper, coloring Azboxes, water colors, colored pencils, 
wax crayons, placard with questions/themes.
Description: Participants should draw/paint their personal coat of arms.
Suggested questions/themes:
 Picture, symbol, subject: How do I see myself?
 Work, study, training
 Personal interests, interests in the project theme
 Expectations over the project
 Dreams, wishes, utopias.

A pleasant atmosphere for working together should be created (possibly by having 
background music and tea, coffee, chocolate etc.) Some participants won’t have held 
brushes or crayons in their hands for a long time; they should be encouraged to paint 
by the relaxed atmosphere. At the end, each person presents her/his coat of arms to 
the group. Participants should be encouraged to ask questions about them, although 
each person can decide what and how much they want to say.
Remarks: It should be pointed out in the introduction that the coat of arms doesn’t 
have to take a traditional form; it can be any shape the participant chooses. Some 
people will not want to use the form and symbolism of a traditional shield, but others, 
to varying extents, may like to. (An alternative is for people to represent themselves 
in the form of a personal badge).
Source: from an idea by Taylor 1994.

Name games and getting to know each other activities
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Trading Places

Aims: Warming up, discovering shared characteristics.
Numbers: 10 – 30 participants.
Length: 15 – 25 min.
Description: The players are seated in a circle, except the game facilitator, who 
stands in the middle and calls out a characteristic or feature e.g. “everybody who 
likes chocolate“, “everybody wearing jeans“, “everybody who’s a Scorpio“, etc... The 
players who have the named characteristic swap places with another. The player in 
the middle tries free up a space for her/himself by leaving an odd person out, who 
then calls out the next characteristic.
Remarks: The characteristics can become confused because of language problems.
Agree upon a start signal (e.g. a hand clap).
Source: Baer 1988.

Name games and getting to know each other activities
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B. Icebreaking games

Sorry you laughed!

Aims: Warming up, fun, contact.
Numbers: min. 20 participants (the more, the better).
Length: 15 – 30 minutes.
Materials: Two pieces of cloth.
Description: A battle over laughter. Whoever laughs, loses. Players form two opposing 
rows. One group puts one of its members forward and everybody in the other group 
tries to make him/her laugh or smile. Any means except body contact is allowed. If 
someone laughs, they change teams. The game ends when one group has absorbed 
the other (or if it takes too long, whenever you like).
Source: Baer 1988.

Catching Chains

Aims: Warming up, letting off steam, working together.
Numbers: min. 12 participants.
Length: 10 – 15 min.
Description: One player is nominated to try and catch the others. When someone is 
caught, they join onto the first catcher and, together, they must catch a third and a 
fourth. They can only use their free “outside“ hands for catching. When there are 
four, they divide into pairs and carry on hunting. The last single person left starts the 
next round. In larger groups, the chains could stay at three, four or five people.
Variation: The catchers don’t divide up, but form a larger and larger chain.
Source: Bittl-Drempetic 1994.

Icebreaking games
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C. Activities to increase non-verbal communication

Group Paintings

Aims: Non-verbal communication, group integration and development, deciding 
when and how one wants to join in group activity.
Numbers: 4 – 20 participants.
Length: 1 – 1,5 hours.
Materials: Paper (waste paper, wallpaper or roll of brown paper), colors (colored 
pencils, watercolors, finger-paints, felt pens).
Description: Lay the paper on the floor or a large table and the participants sit round 
(without talking). Each group member can decide how much they want to contribute 
to the formation of a group painting. The painting can have a theme e.g. “How I 
would like to live in the future “. The paintings can be discussed at the end. Observers 
could ask questions e.g. Who started? Who hesitated and why? Who started new 
impulses? Who continued them? Who ended them? How many people were painting 
at the same time? Were there breaks? How was it decided when it was finished?
Source: Höper and others 1984.

Mirror Mime

Aims: Empathy.
Number: 8 – 20 participants.
Length: 15 – 30 min.
Description: Find a partner. Partners stand opposite each other, leaving enough 
room to move their arms and legs. Then both people begin to move slowly, so that 
at any moment the movements mirror each other as exactly as possible. Try it with 
other partners.
Source: Höper and others 1984.

Activities to increase non-verbal communication
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D. Activities increasing intercultural learning

Country Sheets

Aims: Exchange information about the places where everyone is from.
Numbers: 5 – 20 participants.
Length: 1 – 1,5 hours.
Materials: Paper, pencils, scissors, newspapers, magazines.
Description: Participants fill their sheet with information about the country they have 
are from (they can also form small groups of people from the same place). Parts of the 
sheet are allocated to e.g. the capital, currency, population, language(s), something 
typical. Participants or groups represent the elements pictorially. The sheets are 
presented e.g. as an exhibition at the end.
Variations:
 In case of bi- and trilateral meetings, the country groups can portray the country 

of their partner group. The pictures should then be evaluated in terms of whether 
they contain stereotypes and prejudices

 Participants design a picture board for their meeting (Which are the most 
important elements of their meeting? What particularly distinguishes it?).

Source: Taylor 1994.

Sculpture of violent Situations

Aims: Clarifying personal (and/or collective) conceptions of “power“, “xenophobia“ 
and “racism“, and possibly to find out how they can really be changed.
Numbers: Small groups of four people.
Length: 1 – 1 ,5 hours.
Description: Personal conceptions of “violence“, “xenophobia“ and “racism“, are 
expressed through sculptures or statues. Group members should represent a situation 
which they have felt to be racist or xenophobic. This could be introduced as follows: 
“Try to remember an everyday situation you have seen, which struck you as racist 
or hostile to foreigners. Remember scenes or pictures of violence. In your group, 
represent this situation as a sculpture.“
In groups of four, each person takes turns to form the others into a sculpture, 
including their postures, gestures and even expressions.
The sculptures are then performed for the whole audience. So as not to make it all 
dark, put something positive in or provide alternative scenarios using one of the 
following two techniques:
 “Three wishes“: The builder/sculptor can change three things, e.g. a gesture, a 

position, a facial expression
 “Reality – ideal world – in between“: Form a second sculpture showing how the 

situation would be dealt with in an ideal world. The audience can then suggest 
a half way sculpture to show how they worked their way from the reality to the 
ideal situation.

Activities increasing intercultural learning
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Remarks: In case the exercise generates strong feelings in the participants, the game
leaders should be prepared to introduce discussion about emotions and experiences.
Variations:
 Sculptures can also be made to represent the collective perception of “violence“, 

“xenophobia“ and “racism“. Postures, gestures and expressions in a sculpture 
can be altered until everybody agrees that it really represents the “collective 
perception“. Then collective “ideals“ can be made in the same way

 The sculpture as public action: In a public place e.g. a shopping mall, the group 
slowly forms, person by person, a communal sculpture. The sculpture should stand 
for about 5 – 10 minutes before, one by one, people forming the sculpture break 
off. Passers by can be asked by participants for their ideas about violence and 
possibilities for positive intervention. The process can be repeated a few times.

Source: Boal 1979; Bittl-Drempetic 1993; Gugel 1993.

Activities increasing intercultural learning
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E. Body contact & trust games

Snake

Aims: Mutual trust, taking responsibility for one another.
Number: 6 – 14 participants.
Length: 20 – 30 min.
Description: Form a snake by joining arms or hands and close your eyes. The first 
person in the snake opens his/her eyes and leads the others. The snake can be lead 
over available or imaginary obstacles, e.g. up steps, over or under objects or round 
tight bends. It can move with everybody crouching or on tiptoes. Signals may only be 
given by touch.
Variations: The snake can be led round the project or the building (although not on 
the first day!). It could also be led on a voyage of discovery through a field or wood 
as part of the Study-Part.
Remarks: “Leading the blind“ is an appropriate warm up. With this exercise, time 
should be allowed for participants to get used to using body signals, but not too long 
as “blind“ walking is, above all, tiring for people with low blood pressure.
Source: Höper and others 1984.

Car Wash

Aims: Loosening up, contact, cooperation, relaxation.
Number: 10 - 15 participants.
Length: 20 - 30 minutes.
Description: Split participants in two rows facing each other and form a “car wash“. 
One player stands at the beginning of the “car wash“. S/he says what sort of car s/he 
is and which “programme“ s/he wants (e.g. „I’m a cross-country vehicle and I need a 
powerful wash“ or “My car has a delicate finish and I need a gentle wash“, etc...). The 
other participants then carry out the car wash.
Source: from an idea from Baer 1988.

Body contact & trust games
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F. Evaluation and reflection exercises

Flashlight

Aims: To take a snapshot of group activity and form a picture of group opinion. To 
take a pause to consider where everybody stands on a subject at a given moment.
Numbers: 10 – 20 participants.
Length: 3 – 5 min.
Description: A “flashlight“ gives everybody a chance to put what is happening into 
words. It is a snapshot and serves as a signpost as to what the group finds good 
or boring, effective or forced, which possible ways the present activity could be 
continued and which would be most appropriate. It is particularly appropriate at 
the beginning or end of a unit, or alternatively when there is a bored or aggressive 
mood, to explore the feelings, tensions and fears of the moment and find out how to 
work round them. A flashlight can be carried out as follows: Each person in turn says, 
in one sentence if possible, what is on their mind at that moment, what they think, 
feel, would like, etc. Don’t make a long speech and avoid criticism, commenting on 
others and re-examination of issues. The answers should be to questions such as: 
What is my frame of mind at the moment? How do I feel? What is going through 
my head at this moment? Etc. After the flashlight, the conclusions that can be drawn 
from it can be considered.
Source: Cohn 1993.

Omnibus

Aims: Making contact, fun, evaluation.
Numbers: From 6 participants.
Length: 10 – 15 minutes.
Description: The idea of this game is based on “Building Machines“. The “omnibus“ 
serves as a reflection of particular roles in the group process. Participants take a 
place in the omnibus e.g. as driver or passenger, or as a component of the bus that 
has symbolic meaning for them, e.g. steering wheel, spare tyre, rear mirror, etc. The 
participants can briefly explain why they have chosen their particular position.
Source: from an idea from Baer 1988.

Evaluation and reflection exercises
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G. Activities to be used during Leaders’ trainings

The ideal leader

Aims: To reflect about figure of leader. To identify qualities, abilities and skills of 
youth leaders.
Lenght: 90 min.
Material: paper and pencils, markers.
Description:
1. Split participants into small groups and ask them to define the meaning of 

leadering. They should express it through catchy slogan like from publicity.
2. Present different slogans and create together common definition.
3. Ask participants to draw silhouette of a body and write inside different 

competencies which an idea leader should ideal:
In hands and feet: qualities, abilities and skill, for example, organizational talent
In heart: feelings, sensitivity, for example the “sixth sense” for group dynamics 
and potential tension among participants. In head: knowledge, ideas and 
information, for example knowledge about organizatio

4. Briefly present drawings.
Debriefing and evaluation: Ask participants if they know somebody who have all 
these competencies. Explain them that the ideal leader doesn’t exist and there is 
a danger of demanding to much from oneself. There is no need to be ideal leader, 
much more important is to try to use experience of being leader to increase different 
competencies.
Further questions for reflection in pairs: How do I see myself as a leader? What 
competence do I have?
What are my strengths? Which competencies should I improve?
Source: Adapted activity from Service Civil International Co-ordinating together. 
2000, p. 41.

Role of youth leader

Aims: To clarify tasks and responsibilities of youth leaders.
Lenght: 30 min.
Materials: flipchart, papers and pen.
Description: Explain to participants that foreseen activities will facilitate discovering 
tasks and responsibilities of youth leaders. Split participants in 3 groups and ask each 
of them to write a list of expectations they have toward leaders in different potential 
situation in youth projects.

1. group – expectations of participants toward leaders
2. group - expectations of sending organizations toward their own leader
3. group - expectations of hosting community and organization toward leaders

Ask participants to present results and decide together which are tasks and 
responsibilities of youth leader and which are not. Make a list on a flipchart. If 
necessary, introduce missing tasks.

Activities to be used during Leaders’ trainings
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Leadership styles on the stage

Aims: To introduce different leadership styles and reflect about their use to increase 
competencies of acting in front of public.
Lenght: 30 min.
Materials: paper strips with situations, flipchart, pen, optional: props for theater – old 
clothes, paper for re-use, colors.
Description:
1. Introduce that this activity is focused on presentation of different leadership 

styles, different forms of leading a group. Introduce all 3 styles (authoritarian, 
participatory, laissez-faire). Ask participants to provide some example of leaders 
they know for each style.

2. Split participants in groups of 5-6 participants. Give to every group sheet with 
description of leadership styles and one situation from youth project. The task 
of every group is to decide which style should be used in each situation (15 min).

3. Tell the groups that now their role is to prepare short theatrical representations of 
situation. The theater scenes should be short (3-5 min). They have to prepare the 
scenes and all participants must be involved (20 min). While waiting, facilitator 
should prepare the room as stage for performance.

4. Once all the groups are ready, invite them to perform their scenes. After every 
performance, there should be a short discussion: What was the situation about? 
Which style did the group select? Do you agree with choice or would you have 
used other leadership style?

5. After last performance and discussion ask participants which style should use 
leader in youth project. Take a flipchart and discuss with participants in which 
situation those different styles should be used during a youth project.

Reflection moment:
In pairs, write questions to stimulate reflections on a flipchart and let them on visible 
place. How would you act in different situation as youth leader? Which leadership style 
do you tend to use in your everyday life? Do you have tendency to be authoritarian 
and decide what to do? Or do you prefer let others decide? How can you use this 
exercise to become a better leader in youth projects? (10 min).
Template of situations:
1. First days of the project – all participants arrived, everybody is hungry and you 

should organize the dinner. Your project is held in a very isolated area and in 
basic living conditions. Somebody must bring water for cooking, other have to 
prepare fire, prepare the food etc...

2. In your project there are participants from many countries and with very different 
cultures and understanding of what teamwork, time-management, sharing 
common space mean. You will live all together for 10 days. In the first day, after 
arrival, you need to set up rules of living together.

3. During projects, you have free evenings and you need to decide what to do. 
Of course, participants have very different opinions. Some want to go together 
to visit the city, other watch movies or play games. For you is important that 
participants are together.

Activities to be used during Leaders’ trainings



57

4. You find out that during the free day the weather will change dramatically and 
there is a risk of dangerous storm. Already many days before you planned with 
participants a trip to mountains and everybody is looking forward for it. You 
inform that there is danger of storm, but participants say that they are not afraid 
to get little bit wet.

5. Last day of project is approaching and participants decide to organize a cultural 
event for local young people. You have not a lot of time but participants are very 
creative and motivated. How will you organize the event?

Discovering learning

Aims: To deepen understanding about learning. To discover own learning styles and 
preferences.
Lenght: 120 min.
Meterials: printed manuals how to make origami (free available online), colored or 
normal papers (in order to be eco-friendly we recomend to use already used paper), 
colors, learning styles printed in color papers. Optional: PC and YouTube video.
Preparation:
Trainers/facilitators will create 3 workshops/activities in 3 different places. Groups 
must start at the same moment but on different workshops. It’s important that 
groups don’t disturb/interact with each other:
1. Manual activity. Participants will learn how to make origami with the help of 

printed templates/manuals
2. Physical activity. Participants will learn a choreography of a simple dance - or for 

example yoga choreography “Greeting of sun” - with the support of facilitator 
or YouTube video

3. Reflective activity. When participants come, tell them to relax since this activity is 
not depending on time. Facilitator will ask participants to walk alone or just sit 
wherever they feel comfortable for 5 min and observe everything around them. 
During these 5 min they should close their eyes for some time and to listen all 
around them. Participants cannot speak or communicate between each other. 
After 5 min, facilitator call back all participants to ask them: How did you feel 
during 5 min? What did you observe? Was it simple or hard to not speak? Did you 
concentrate better with open or closed eyes? What does help you to concentrate 
in everyday life? What does disturb you?

Instructions: Split participant into 3 groups. Every group will join one activity at time. 
After 20 min, each group will change activity so at the end all participants took part 
in all 3 stands.
Debriefing: How did you feel during all different activities? Which activity was 
difficult? Which was interesting? Did you prefer to work alone or in group? Which 
activity do you feel to have learnt the most from? and what do you think is the 
reason?
What was difference between each activity? Why some activity was interesting for 
one part of participants and boring or difficult for another? Can you connect this 

Activities to be used during Leaders’ trainings
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experience to how do you normally learn? How can you use this knowledge in your 
everyday life?
After this part, trainer/facilitator should present different learning styles and their 
main features with the contribution of participants (Check introductive text Learning 
styles).
After presentation, facilitator will give participants few minutes to reflect in couples 
on what is their individual learning style. It’s important to remember participants that 
learning styles are not meant to be as boxes in which everybody should fit in. The 
reason behind them is to make you think critically about learning, which methods 
works with you and which not. Facilitator should encourage participants to use to 
observe oneself and discover own learning.
Variation:
It’s possible to adapt activities to different skills of trainers, the important is to 
represent different types of activities. We recommend reflective, manual and 
physical. If the group is big, it’s possible to add some activities, for example focused 
on teamwork or visual expression or rhythmical activities, etc...
Source: Adapted activity from Training Course Power of Non-Formal education, 2014.

Learning on the Road

Aims: To reflect on own learning needs. To settle learning goals. To document learning.
Lenght: 60 min.
Materials: flip chart, pens and colors, envelop for every participant.
Description: Travel is a very nice metaphor of learning, you can book your travel in 
a travel agency and get what you order, or to become independent traveler who 
can manage his/her journey being ready to benefit from every and all opportunities 
which occur, or even nomad for whom travel became life passion. Traveler who is not 
afraid to change direction when it is important and who knows that sometimes the 
journey is the goal.
At the beginning of the project, through travel metaphor, participant will set up 
learning goals- destination of their journey and every day, at the end of the activity, 
they will evaluate their journey-learning process.
Preparation:
Try to create a working room with an “exotic” atmosphere. During reflection, play 
a relaxing music, bring in the room objects which can evoke the atmosphere of 
travelling. You can decorate rooms with pillows and create cozy place.
1st part - Setting learning goals (40min)
a) As introduction, ask participants who like to travel and invite them to the journey 
to discover their own learning and to become passionate traveler – self-directed 
learner
b) Make a short brainstorming with participants about what comes in their mind by 
hearing terms self-directed learning or self-teaching and how does it work according 
them. Write answers on flipchart. Sum up the conclusion of participants and, if needed, 
present concept of self-direct learning (Check introductive text about self learning)

Activities to be used during Leaders’ trainings



59

c) Briefly remember participants aims and objectives of the project, program and 
methodologies which will be used.
d) Give to every participant half-flipchart. This flipchart will become map of their 
journey-learning- in which they will everyday document their steps to reach these 
goals.
First step will be defining learning goals. Ask participant to write or draw in the 
center of their map where they would like to arrive on their journey - what they 
would like to learn from activities, how they want to reach the goal and who can 
help them in their learning. Explain them that they should leave around the learning 
goals enough space because every day they will document their travel to reach these 
learning goals.
e) Give each participant one envelop where they should put the map with their name 
and stick it on the wall.
2 part - Daily documentation of learning (20min)
Every day at the end of activities, create space where participants can reflect about 
their learning and write/draw in their map what they learned and how they proceed 
in reaching their learning goals.
In order to facilitate reflection, you can give participants new question every day to 
think about. For example:
 What did you learn today about yourself?
 what did you learn from others? Is there anything you would like to learn from 

others?
 what did you learn from other cultures?
 which activities could you use as youth leader?

Café break for all

Aims: To increase sensibility of participants towards different needs. To increase 
understanding of communication in work with young people with fewer opportunities.
Lenght: 30 min.
Materials: café, tea and sweets for caffebreak, blindfold, rope.
Description: Divide participants in pairs. Tell to participants that now one of them 
will “become” disabled. They task will be to help them with café break. Some 
participants are blindfolded, others can get tied hands so they cannot move with 
them. Participants have 15 minutes to enjoy their coffee break.
Reflection and evaluation:
What was it like to be disabled? What was it like to be assistant? How was your 
strategy? Did you communicate? Did you have some difficulties? How did you 
overcome them? Did something surprise you? What do you think is important 
when working with young people with fewer opportunities? How we can use this 
knowledge as leaders?
Source: Adapted activity from Training Course “disAbility”, Russia, 2015.

Activities to be used during Leaders’ trainings
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Five minute learning

Aims: To increase understanding of what conduct educational activities means. To 
enhance presentational and communicative skills of participants.
Lenght: 90 min.
Materials: flipchart and pen.
Description: This activity should be introduced some day in advance, in order to give 
participants the possibility to prepare it. Tell participants that their task will be to 
teach in 5 minute “something” to the rest of the group. It can be any knowledge or 
skill. They can choose the way how to do it. What matters is the “lesson” do not last 
more than 5 minutes. Encourage them telling there is no reason to have worries, this 
exercise is just to try in a safe environment how is it to transmit some knowledge to 
others. Give participants few days to prepare their task. This activity is very nice to do in 
the evening when there is more relaxing atmosphere. If the group of trainees is more 
than 10 people divide participants in 2 groups (in every group there should be one 
trainer) or arrange activity in 2 evenings. If some participants don’t feel comfortable 
with the task allow them to make activity in pairs with another participant.
Create cozy atmosphere for participants for presentations of their activities. Agree 
with participants on rules of time-management and select a time-keeper who should 
give a sign 1 minute before end limit in order to make it possible for everyone to 
respect time limit.
Debriefing and evaluation: Note that if the activity is implemented in the evening, it 
could be better to have a debriefing moment on the following morning.
Make it possible for all participants to answer the following questions:
 How did you prepare for your teaching task? How did you decide the method?
 How was your preparation? Did you prepare some support materials?
 Did you have difficulties with your task? How did you overcome them?
 Did you learn anything?
 Which were strengthens of different activities?
 How can you use this experience as youth leader?

Source: Adapted activity from Training Course “Power of Non-Formal education”.
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Lemon

Aims: This is an icebreaker that introduces the idea of individual differences. It can 
be used at the start of a session around stereotypes, differences and equality of 
opportunities.
Lenght: 30 min.
Materials: Enough lemons for everybody in the group.
Description:
1. Give a lemon to each member of the group.
2. Ask everyone to look closely at their fruit, examine it for distinctive marks and 

feel the skin.
3. Encourage people to personalize their lemon by giving it a name.
4. Allow five minutes to do this and then collect all the lemons into the carrier bag. 

Shake the bag to mix the fruits.
5. Spread all the lemons out on the floor in front of the group.
6. In turn, ask each young person to come forward and collect his or her lemon.
7. If there is an argument over to whom one lemon belongs, try to settle, but if the 

issue is controversial, place the lemon to one side as unidentified. If this happens, 
you should be left with two at the end to reunite, but you will find that most 
people (amazingly!) can successfully claim their fruit.

Reflection and evaluation:
Once all the young people have been reunited with their lemons you can facilitate a 
discussion.
How sure are they that claimed the right fruit? How can they tell?
Encourage them to look at the parallels between this exercise and differentiating 
between people.
Examine the stereotypes: are all lemons the same colour? Are they all the same shape? 
Compare this to the stereotypes that exist between people of different cultures, 
races, genders.
What does this mean to the group? How this game can relate to groups of young 
people with fewer opportunities? Do we have prejudice about them? How we can 
use this knowledge in our daily life? And as leaders?

Activities to be used during Leaders’ trainings
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Social inclusion-ing

Aims: To deepen understanding about learning. To discover own learning styles and 
preferences.
Lenght: 60 min.
Materials: printed papers, describing different situations from youth project.
Description:
1. Split participants in small groups (5-6 participants). Give them one situation from 

youth project with participation of young people with fewer opportunities. 
Their task is to decide what they would do if they are leader. They can offer also 
multiple solutions.

2. Every group present situation and their solution. After every presentation, a 
short discussion should follow: do you agree with proposed solutions? Have you 
other ideas?

Examples of situations:
1. You are leader in youth project in Spain. In your group there are two participants 

with fewer opportunities which became already best friends from the very first 
days. They don’t speak with the rest of participants (also because they don’t 
speak English), they don’t want to participate in activities and they try to leave 
the group as soon as they can. One of them is very visibly “different” and it is 
clear that he has a different background from others, who are not starting to 
make fun of him and try to avoid his presence in the group. What would you do?

2. You are leader in youth project in Italy. In your group, there are also 2 deaf young 
people with interpret which translate for them to Sign language. You realized 
that participants don’t speak with them very often. Especially during free time 
deaf participants speak just between each other or with translator. Participants 
also like to spend time at evenings in the near beach where is just very bad light 
and therefore deaf participants don’t like to spend time there. (In order to use 
sign language or lip-reading they need light). What would you do?

3. You are a group leader in youth project in Mexico. In your group there is one 
young boy from disadvantaged background which at first days looks very 
satisfied with project. After few days he surprisingly stops to speak with the 
rest of participants and starts to repeat that he wants to go home. He stops to 
participate in activity, he never wants to eat with the group and never want 
to try food cooked by others. Every night he wants to go out. You explain him 
that it is not possible because during some evenings there are planned activities 
and that the idea of youth exchange is also to spend their free time together. 
Unfortunately, one of the evening you catch him as he goes away although you 
told him that it was not possible. What would you do?

Activities to be used during Leaders’ trainings
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H. Photovoice: proposal for a path of social inclusion and community 
empowerment

Young people have nowadays wide access to new languages and media, new forms of 
expression, to explore new practices of communication and simultaneously stimulate 
their artistic sensitivity and creativity.
In the context of participatory projects, artistic activities can be promoted also with 
the support of online communication platforms, stimulating not only a creative 
thinking and critical and participatory culture, but also promoting a taught use of 
new media, framed in educational and collaborative processes.
Skills on new technological languages, as the process of creating communicative 
platforms, or as the creation and promotion of civic activities, represent a useful 
and creative means to promote awareness and social transformation, being strictly 
tied at the expression, observation and reflection of both individuals and the group. 
Furthermore, having basic knowledge and skills on the use of new technologies is a 
way to lower barriers to accessing specialized communities of interests, to promote 
self-expression and sharing with community.
Connected and networking world requires a complex set of skills, literacy, and social 
relationships in order to succeed; we need today to navigate this changing ecosystem 
of how information, culture and knowledge are produced and circulated and how 
they stimulate circular feedback and influence.
The practice of Photovoice, was presented initially by Wang & Burris as a Photo novella 
in 1994, and since then it has developed following technological evolution, turning 
into a methodological tool of empowerment that allows participants to reflect about 
the potentialities and concerns of their communities. The researchers also recognize 
Photovoice as an important tool for the participative-investigation based on the 
community for obtaining a precise and detailed information 1: “By capturing the 
needs of marginalized populations, Photovoice can direct the focus of research for a 
community. Photovoice goes beyond facilitating discussions for needs assessments, to 
a stage of action where change can occur at the policy level.”
During the project, young people should be challenged to participate in educational 
games, in informal conversations and debates (like focus group) around issues linked 
with their ambitions, on the production of audiovisual content or on the elaboration 
of a “beta version” of an online newspaper or website related to the project and the 
activities developed by the young people by themselves.
Nowadays technical easiness in producing short video or take photos makes it 
possible to encourage young people from different backgrounds to get into the 
project/meeting and share part of their everyday life. But also during international 
teamwork involving different countries it would be useful organize sessions of self-
narration of own experiences in progress.
Level of narration can vary a lot from the very local to the international.
Photovoice give the possibility to participants, to each involved participant, to take 
for instance photographs of their neighborhood, revealing its positive and negative 
aspects, creating a visual representation of their preferred areas for games or other 
activities as well as to highlight elements and environments that they recognize as 

Photovoice: proposal for a path of social inclusion and community empowerment
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relevant. Consequently, the group can have the opportunity to create documental 
photographs about their own place.
The practice of Photovoice can occur in different sessions and context. The first 
meeting can allow the group to achieve knowledge about the existing photograph 
techniques, the importance of the “point of view” in photography (but not only) and 
to experience the available equipment – the photo cameras, before going outside.
The second gathering happens in an outdoor environment. The group goes outside 
to produce and capture photographs that would express their point of view about 
a certain reality/subject that the group would like to purpose a change or an 
improvement.
In the third session, the group sees the photographs that they took and discuss the 
contents and motivation of every picture. This conversation provides us important 
details to understand the proposals or solutions that everyone has about a certain 
problem and to promote the critical thinking within the group.
Role of tutors and leaders is to coordinate activities from the beginning to make 
them convergent and stimulate comparisons and mutual curiosity among the 
young participants in the meetings. Of course, a technical support can be needed 
in particular during the first phase to facilitate young people participation and 
overcoming technical uncertainties.
“Individuals go into their communities and take pictures of their concerns. Once 
completed, the individuals move onto facilitated discussions, sharing with one 
another what the photographs mean to them. The group dialogue allows the 
individuals to build upon each other’s concerns, helping shape the identified needs 
of the community. 2

Notes to chapter VI

1  Garziano, 2004 apud Kuratani & Lai, 2011.

2  Kuratani & Lai, ibid. 2011.
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