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I. INTRODUCTION

If you are reading this manual, you have decided (or are deciding) to
take on the exciting and rewarding task of leading or initiating a Sus-
tained Dialogue Program on your campus—and we’re certainly excited
to have you!

B You probably have a ton of questions running through your head right
iMen hate eagdn. Whab @'l do first? How do I know what to do next? What's

because they fear the right way to do this?

each other, and they

fear each other be- This manual provides some essential information and helpful pointers

cause they @h&8Hlld make the process of initiating and managing an SD pro-
know each other, E{nd gram on your campus easier and more straightforward. We've cov-
they donodt kg&Wecki®rteRt, publicity, group formation, moderator training and
other because they selection, and much more in an effort to make your job as clear as
are often separated ossible.

from each other. o

Before you do anything, we would encourage you to take the time to
read this entire manual. Leading an SD program will be much easier
and clearer if you have a good idea of the big picture before you
begin to focus on the small details.

The Rev. Dr. Martin Luther
King, Jr.

This manual will provide you with a flexible framework for getting
everything done in your position as an SD leader. Since we recognize
that each school is different, we have done our best to outline all of
the important tasks that a leader must complete without specifying a
specific timeline of events—this was intentional! We want you to
take this program (and this manual) and make it your own. Take
from it, add to it, and include your notes on what works well on your
campus and what doesn’t. We hope that this manual will be passed
down from leader to leader, and will increasingly become a school-
specific resource for future students engaged in dialogue!

And, of course, don't forget the other resources at your fingertips.
Take advantage of the SDCN website and make sure
you schedule regular talks with SDCN Program
Directors. In addition to guiding you with their own
experiences, they can connect you to the network of
202-393-7643 students across the country who are navigating the
same challenges as you!!

Contact Us!
information@sdcampusnetwork.org

www.sdcampusnetwork.org
Hard work is in store in initiating Sustained Dialogue.

Our experience shows, however, that students have

SDCN the capacity to improve community relations on their
444 N. Capitol St. NW campus. Please know that you have company in this
Suite 434 important work.

Washington, DC 20001



II. WHAT IS SUSTAINED DIALOGUE?

Before we get into all the details of running/starting a Sustained Dia-
logue program, it's important that we begin with the basics.

The number one question you and fellow leaders will be asked when
leading or initiating a Sustained Dialogue program is, simply, “What's
Sustained Dialogue?”

Our goal is for you to be able to answer that question with as much
knowledge and background information as possible. We'll talk more
about crafting your answer in Section V. ("The Pitch”), but, for now,
let’s just focus on the facts.

Part I: What is dialogue?

Dr. Harold Saunders, president and founder of the International Insti-
tute for Sustained Dialogue (IISD), defines dialogue as follows:

Dialogue is a process of genuine interaction through

which human beings listen to each other deeply enough to

be changed by what they learn. Each makes a serious ef-
fort to take otherds concerns i
even when disagreement persists . No participant gives

up her or his identity, but each recognizes enough of the

ot herdéds valid human <cl ai ms that
ently toward the other.

-Dr. Harold Saunders,
Founder and President
IISD

The important aspects here are the listening, the changing, and the
concept of respecting others’ valid human claims. These compo-
nents of dialogue are central, and help to distinguish dialogue from
other forms of communication like debate.

Remember: The goal of dialogue is not to change others
coercively, forcing others to believe, think, or act in certain
ways. The point of dialogue is to allow those involved to
be changed by the process itself.

See the difference? Keep this distinction in mind; as it is extremely
important to communicate to potential participants, moderators, and
supporters alike.
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With Sustained
Dialogue, we address
the human dimen-

sion of a problem

first, and then we

also address the
problem itself.

This establishes SD’s
dual agenda—(1)
trying to solve prob-
lems by first (2) try-
ing to heal broken/
damaged relation-
ships.

Now we have a definition for dialogue, which leads us to our next

question:

Part

2 Wh a t

I S
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We know that Sustained Dialogue is a program that tries to address issues
of race relations on college campuses, and that often addresses other issues

as well.

But what is the premise that grounds SD?

In his book, A Public Peace Process: Sustained Dialogue to Transform Racial

and Ethnic Conflict

ATher e

ar e

, Dr. Saunders writes:

some t hi

ngs

only

governments

and there are some things only citizens can do, like make peace and change
relationships on

t he

Dr. Saunders’ work as a diplomat and subsequently as a dialogue re-
searcher/practitioner left him with the profound sense of Sustained Dia-
logue’s ability to make the human dimension that exists in every con-
flict known to those involved in the conflict. Instead of focusing on passing
laws and resolutions (or in your case, changing rules or having administra-
tors change procedures), SD allows us a way to get at that human dimen-
sion, and to address the personal aspects of problems before we address
their legal manifestation. In this way, SD has a “dual agenda.”

What is this dual agenda about?

Sustained

Di al ogueds

Dual

1. Address Damaged/Broken Relationships

2. Address Problems

1) SD makes changing relationships
an opportunity to continuously meet, in meaningful dialogue. SD
creates a space for students to convey and exchange not just their
opinions about contentious matters, but also the stories and life ex-
periences behind one another’s different perspectives. This space
makes possible not just increased understanding of one another, but
also what one student called “unlikely friendships in unlikely places”.

possible by giving students

2) Careful attention to creating a safe space for dialogue makes it
possible for people from different sides of an issue to gain a sense
of root causes of their conflicts together. SD addresses problems
by providing participants a framework to think critically about the
obstacles they are facing as they endeavor to improve contentious
relations on campus.

This dual agenda is intricately tied and related to the four assumptions on
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which the Sustained Dialogue process is based. These four foundations are
essential to understanding Sustained Dialogue to be a uniquely effective
means of conflict transformation.

The four assumptions—derived from years of Dr. Saunders’ experience in
international diplomacy—are as follows:

Four Assumptions of SD

(1) To address deep-seeded problems, you have to first address
and change broken or damaged relationships

(2) This process takes time

(3) In order for this process to take place, it requires group own-
ership

(3) Those trained in the tools of SD are the best at leading a group
through this process

Let’s investigate these four assumptions a little more deeply, one by one.

1.

In order to create lasting change, you first need to change rela-
tionships. Relationships are at the crux of Sustained Dialogue. Re-
member the dual agenda: In instances of deep-seeded tensions that
create tangible problems in a community, problem-solving is ineffective
without attending to the tensions in the impacted relationship first.
Think about a time when you've been involved in an intense argument,
or when you’ve witnessed one. How often have you noticed that it is
impossible to resolve the conflict before you first deal with the emotion
involved?

Changing Relationships Takes Time. It takes much longer to rebuild
a relationship than it takes to break one. Think of moments when you

‘bumped heads’ with your own friends and family—things are not often

resolved overnight—it might have taken several conversations to get to
the root of the issue and gain some clarity and understanding. SD cre-
ates the opportunity to have those conversations over time.

SD Process requires Commitment and Group Ownership

While student moderators facilitate and guide the group through the
dialogue, it is the job of the moderators to encourage group ownership
of dialogue’s agenda and its content. Effective dialogue requires in-
vested participants, who commit to shape its agenda.

The best at leading a group through this process are those with
knowledge of the tools of SD The more the concepts of SD are inter-
nalized, especially the Five Stages and Relationship Model, the more
efficiently dialogue moderators can help their groups navigate through
the process. Along with this, the best moderators are those who spend
time outside of dialogue analyzing their dialogue group’s progress and
planning for the next meeting. Preparation is a crucial key to moderat-
ing.

Dual Agenda
+

Four Assumptions

Foundation of Sus-
tained Dialogue

Tools of SD

1.Working knowledge
of the Five Stages,
and an ability to
diagnose which
stage a conversation
is in.

2.Ability to use the
Relationship
Model to diagnose
the group and the
surrounding
community



Part 3: SD: The Definition

Now that we have the assumptions down, let’'s move on to the definition of
Sustained Dialogue.

This is how Dr. Saunders describes the Sustained Dialogue process, from his
experience in international diplomacy.

e n. a systematic, prolonged dialogue among
citizens committed to changing conflictual
ding conflict, and building peace

But what does it really mean?

Sustained Dialogue [is] an organic five - stage process  that
addresses strained relationships to improve communi-
tes € Sustai ned crbatead safg space to address

divisive issues, like race relations, that are often taboo in so-

cial settings. In this space, participants learn from one another

and are changed by the experiences they share so that
they can begin to truly understand the problems that face
their communities and what power they have, as a group of
individuals, to address them.

This definition is longer, but much more tangible, isn't it? So we’ll use this
explanation as a working definition as we move on, and now begin to dis-
cuss the SD Process itself, namely the five stages and the relationship
model.



Part 4: The Framework

You're probably wondering, “"Okay, we meet in a group over time.
How do I get from the space to effecting change without getting lost
in the dialogue?”

Sustained Dialogue has a framework of two essential components:
The 5 Stages and The Relationship Model.

The 5 Stages provides a structure for tracking the dialogue process
and

The Relationship Model is a tool for monitoring interactions within
the group

The 5 Stages of SD

What are the 5 Stages? The 5 Stages are Dr. Saunders’ description
of the distinct phases of relationship transformation that he observed
in productive dialogue. In short, (1) after all necessary voices come
together and commit to the group, (2) the group begins to dialogue,
venting their emotions, life experiences, and opinions about the is-
sues at hand—talking at each other, not yet with each other. Over
time, they come to an ‘aha-moment’ (3) in which they discover the
main issue or problem and begin to probe the roots and reasons be-
hind it. After analyzing why the problem exists, they (4) shift to-
wards how they can address it within their community, by weighing
options and anticipating obstacles. Finally, they (5) choose a plan of
action and follow through.

The 5 Stages are by no means a linear process, because no relationship is
built in one straight, perfect path. For example, if you come to an ‘aha-
moment’ (Stage 3), some of your participants may go back to Stage 2 and

share personal stories that lend to the why behind an issue—or you may get

to Stage 4 and realize that you're plan requires the presence of a specific
community, so you go back to Stage 1 and invite that voice into the dia-
logue—these stages are flexible according to the needs of your
group.

Let’s walk through the stages, one at a time, and explain them more
clearly:

10

SD Theory of
Change

Initiators and
Moderators Cre-
ate a Safe Space

In the safe
space, dialogue
changes the par-
ticipants

l

Participants go

out and make

change in their
community



Stage One is often
described as the
easiest to explain,
but one of the
hardest to accom-
plish. Read the
rest of this manual
to learn about re-
cruitment, map-
ping and naming a
community, group
formation, and
other important
tasks that will help
you build quality
dialogue groups!!

- Stage 1: Deciding to Engagedt he AWHOO

This stage includes everything that is done up until the actual
dialogue meetings begin. From gaining administrative sup-
port, to identifying the leadership and participants, to forming
diverse groups and setting up the space in which to meet.
Stage one ends when the dialogue begins.

- Stage 2: Experience Exchange—t he A WHATO

Stage 2 is the opportunity not only to listen to the life experi-
ences of each of your participants, but also provides a time to
analyze your community and the surrounding issues. Your
groups should be asking: How are individuals influenced by
certain issues? How have personal experiences shaped who
participants are today? What are the main issues of concern
on our campus or in our immediate society? What experi-
ences have participants have with these issues? Stage 2
comes to an end when the group chooses one issue to focus
on, and is often realized by a statement like, "What we really
need to focus on is .” or “The real problemis___.”

- Stage 3: Defining the Problemdt he AWHYO

During Stage 3, the group shifts from telling stories and de-
scribing the issues that surround them to analyzing why
they exist, how the issues are being experienced by different
individuals and groups, and what improving those issues
might look like. It is the moderators job in the stage to try to
focus the group on one or a few specific prevalent issues,
which the group can analyze more deeply. Stage 3 ends when
participants have exhaustively analyzed the issue and worked
to understand the issue from many perspectives. When par-
ticipants and moderators begin to wonder together, *"What can
we do about this on our campus?”, a transition to stage 4 is
underway.

- Stage 4: Brainstorming Solutionsdt he A HOWoO

In this stage, moderators help the group think about all the
possible ways for doing something (both as individuals and as
a collective group) about the issues identified. Participants
brainstorm: What are some possible solutions or ways of posi-
tively impacting this problem? How would we go about ac-
complishing these solutions? What power and resources do
we have at our disposal? What are our obstacles? How can we
divide the tasks needed to carry out the action project?

- Stage 5: Individual and Collective Action

This stage involves carrying out the action plan developed in
stage 4. Afterwards, participants should evaluate their plan—



how effective was it? A group that makes it to stage 5 may
return to stage 4 to try and carry out another project, or may
go as far back as stage 2 and begin to identify another prob-
lem facing their community. Keep in mind the
restrictions of the
academic year—some
groups might simply run
out of time to conduct
action. One option in this
case is to try and conduct
action the following year.

Group action plans are not the only manifestation of stage
5. Participants can decide on what type of action they
could conduct individually, such as bringing the dialogue
topic to their friends, roommates, or even families. Other
groups might decide that a year spent in dialogue, by a
group that wouldn’t ordinarily meet, is a big action in and of
itself.

No matter how a dialogue group ends the year, encourage
participants to reflect on their experience in order to see

how it impacted themselves and their fellow participants, and

also to gain a sense of closure and accomplishment. o

As we said before, these stages are NOT linear. Look to the appen-
dix for a page titled “"Navigating the Stages” to see how a group
might move backwards and forwards through them en route to
taking action!!

The Relationship Model

The Relationship Model is not only a tool for monitoring interac-
tions within a group, but is also a method for analyzing individual sto-
ries that your participants share. It is this lens that we use to probe
the problems and conflicts that are affecting students, faculty, staff,
and administrators at schools across the country.

Keep these elements in mind for each of your participants as they
share stories or get fired up in reaction to a specific comment. The
Relationship Model helps you formulate deeper questions to get
to the root of stories or problems in a community.

5 Components of

The Relationship Model identifies five factors impacting relationships: ) ]
a Relationship

1. Identity - How individuals define themselves; the sum of an
individual’s life experiences, leading a person to the present;
not just race, ethnicity, and sex, but also occupation, life ex- 2. Interests
periences, etc.

1. Identity

3. Power
2. Interests - What individuals want, care about, or value; can
be material or non-material (greater representation in student 4. Perceptions/
government, respect, friendship, etc.) Misperceptions/
Stereotypes
3. Power- The capacity of an individual or group to influence
and impact any course of events 5. Patterns of In-
teraction

12




4. Perceptions/Misperceptions/Stereotypes- how individu-
als and groups view one another; assumptions about others’
identity, interests, and power

5. Patterns of Interactioni how individuals and groups inter-
act—positively, negatively, or not at all; the written and unwrit-
ten rules, impacting interactions.

This tool can prove incredibly helpful to moderators as they work to enable

rich dialogue through probing questions and they lead a group through the
SD process.

Part §: SD in Practice

Enough of the theory!! The final thing to explain is what this actually looks
like on a campus.

So, SD is sustained in three ways:
(1) Time

(2) Participants
(3) Agenda

That means that the same group meets over time, building in depth
from one meeting to the next, united under a common purpose and
goal. These groups look something like this:

e Two-hour dialogue meetings

e Dialogues are held twice a month

e FEach SD group consists of 8-12 participants, reflective of com-
munity diversity

e Two students, trained by SDCN, moderate each groups' dia-
logue meetings

e Dialogues focus on probing a particular subject that divides
the community (such as race relations).

e Participants build trust through discussing their backgrounds,

experiences, and perspectives, and attempt to individually or
collectively take action in the community.

13



While SD groups all follow this basic format, dialogue groups can look quite
different on different campuses. Some groups meet over lunch, some over
dinner, some during the week, some during the weekend. Some groups are
clubs, and some are really undefined. The format that your group takes is
up to you, but should involve significant thought. Think about your school
context as you go about setting up your SD groups. Does your school run
on a block schedule? Is your school a residential or commuter school? Are
clubs a big part of campus life on your campus? Do lots of students study
abroad? Are you setting up SD at the graduate, undergraduate, or high
school level? Thinking about these kinds of contextual matters will help you
shape dialogue so that it is “do-able” for participants and manageable for
moderators and student leaders, which is one of the keys to an effective SD
initiative. o

Now we're going to change gears a little bit, and focus on where all this
stuff came from, as we delve into some of the history of Sustained Dialogue,
both internationally and on college campuses.

14



Important Events in
11SD History
EaE = o

1960: The Dartmouth
Conference, the long-
est continuous dialogue
between Soviets and
Americans, com-
mences. Soon after
leaving government in
the early 1980s, Dr.
Harold Saunders be-
comes involved in the
Dartmouth Conference
as a co-chair. It holds
dialogue until 1990.

Important Events in
11SD History
Ea
1992: The Inter-Tajik
Dialogue commences,
under the auspices of
the Regional Conflicts
Task Force.

II1. SD HISTORY

In this section, you'll read a very little bit about the history of Sustained
Dialogue abroad, and on college and high school campuses. Hopefully you'll
be able to add your own story at the end of this one!!

Part1:IISDOSDO6s I nternational

IISD is a 501(c)(3) organization founded to promote the process of Sus-
tained Dialogue for transforming racial, ethnic, and other deep-rooted con-
flicts in the United States and abroad.

The Institute’s founder and president, Dr. Harold ‘Hal’ Saunders, played a
central role as a senior U.S. diplomat in the Arab-Israeli peace process after
the 1973 Arab-Israeli war. Working with a team headed by Presidents
Nixon, Ford, and Carter that mediated five agreements, 1974-1979, he
learned three lessons: (1) the power of a continuous political process to
change the political environment; (2) the importance of the human dimen-
sion of conflict; and (3) the importance of the relationship between whole
bodies politic—citizens outside government as well as those inside govern-
ment. “The peace process,” he wrote later, “was a series of cumulative
agreements that gradually changed the political environment and gave citi-
zens a sense that peace was possible.” It was in that larger political process
that relationships changed.

When he left government in 1981, he became U.S. co-chair of the Regional
Conflicts Task Force (RCTF) of the Dartmouth Conference—the longest con-
tinuous dialogue between American and Soviet citizens. His Soviet co-chair
was Yevgeny Primakov, who after the dissolution of the Soviet Union in
1991 became foreign minister and prime minister of the new Russia. They
met every six months throughout the 1980s. From that experience, Hal
observed that bringing the same group together time after time creates four
opportunities: (1) they develop a cumulative agenda; (2) they learn to talk
analytically rather than polemically, (3) they develop a common body of
knowledge—not just about positions but why problems are important to
each group; (4) they can learn to work together.

He also observed that participants’ relationships seemed to evolve through a
recognizable pattern. In the early 1990s, he (1) developed a framework
for analyzing conflictual relationships and for guiding efforts to change them
and (2) conceptualized in five stages a process for leading participants
through dialogue over time to create conditions in which relationships could
change.

In 1993, Hal and his Russian colleague first published the five stages and
started a dialogue among individuals from factions in the civil war that
broke out in the former Soviet republic of Tajikistan. This was the first test
of the five-stage process. The Inter-Tajik Dialogue within the Framework of
the Dartmouth Conference met 35 times by their tenth anniversary in 2003.

In 2002, David Mathews, president of the Kettering Foundation where Hal
was Director of International Affairs, proposed creating IISD to provide
separate space for SD to develop and extend its reach. “Deliberative and
collaborative processes are for people who are able to talk with each other,”
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he said; “Sustained Dialogue is for people who have been killing each other
or whose relationships are so destructive that they can't talk.” IISD was
incorporated in October 2002.

Part 2: SD as A Campus Networkd Our Story

In 1999, before the Sustained Dialogue Campus Network existed, a
small group of students who were frustrated with race relations at
Princeton University approached the administration with their con-
cerns. They explained, “Voices can be heard describing racial difficul-
ties...those voices have inspired innumerable programs, forums, stu-
dent groups, and the like over the years, but issues of race remained
largely ignored by the majority of students.” The Dean of Student
Life connected them to Dr. Harold Saunders, a Princeton Trustee and
alum who as you just read founded IISD. With the help of Dr. Saun-
ders, this group of students created the first Sustained Dialogue
groups in a university setting. One of the groups later involved Presi-
dent Shirley Tilghman of Princeton and renowned Professor of Relig-
ion Cornel West.

By the end of the 2001 school year, Sustained Dialogue at Princeton
was awarded The Daily Princetonian  Award for most outstanding con-
tribution to the campus community, and today the program is still
going strong, with several student groups and a strong core group of
leaders.

Meanwhile, at the University of Virginia in 2001, student Priya
Parker expressed sentiments quite similar to those felt by Princeton
students. “Although a University composed of a diverse community,
racial and ethnic groups on campus maintained a segregated distance
[characterized by] a lack of communication and interaction.” A rela-
tive of Priya introduced her to an acquaintance, Dr. Saunders, and
another opportunity was born. Dr. Saunders and a team of students
from Princeton helped Priya and fellow student Jacqueline Switzer in-
troduce SD to UVA. Since its inception, SD at UVA has grown every
year, displaying the flexibility of Sustained Dialogue. Beyond the stu-
dent-only race dialogues, they have created the Jewish Arab Sus-
tained Dialogue (JASD) group, a First-Year Program of freshmen-only
dialogues, and two faculty-only Sustained Dialogue groups. Finally,
Student Council honored Sustained Dialogue at the University of Vir-
ginia as “The Best Student Organization” for three consecutive years.

In 2002, President Bill Durden of Dickinson College and interested
administrators learned about SD from Dr. Saunders, at his wife Carol
Saunders’ Dickinson College reunion. They collaborated with stu-
dents from both Princeton and the University of Virginia to begin dia-
logue groups. Durden described, “"Sustained Dialogue has given a
platform from which the students of this campus can use to voice
their cares and concerns, in an environment that is supportive, pro-
active, and engaging.”

16
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1999: Dr. Saunders
publishes A Public
Peace Process: Sus-
tained Dialogue to
Transform Racial and
Ethnic Conflicts.

Important Events in
11SD History

2002: Dr. Saunders
founds the Interna-
tional Institute for
Sustained Dialogue
(IISD) in Washington
DC. The Sustained
Dialogue Campus
Project, subsequently
renamed the Sus-
tained Dialogue Cam-
pus Network (SDCN),
is established under
IISD.



In 2003, following the initiation of SD on a third campus, Dr. Saun-
ders and SD founders from UVA and Princeton collaborated to form
the Sustained Dialogue Campus Network, to connect and develop
more formalized support for SD student practitioners across the
country. SD has since been initiated at more than a dozen colleges,
universities, and high schools across the country. Created in January
2002, the Sustained Dialogue Campus Network

Tales of a growing network. . .

After SDCN was formed in 2003, interest in SD has continued to
grow. Below is a list schools in the network alongside their founding
year:

Princeton University—1999
University of Virginia—2001
Dickinson College—2002
University of Notre Dame—2003
Colorado College—2003

Denison University—2005
Stevenson High School—2005
Northwestern University—2006
University of Alabama—2007
Vanderbilt University—2007
Saint John Fisher College—2007
Cornell College—2008
University of Richmond School of Law—2008
University of Georgia—2009

Application to Initiate an SD Program

SDCN uses an application process which ensures that SD is a good fit
for a particular campus. Furthermore, the process causes interested
student leaders and advisers to do thorough homework on SD prior to
initiating a program, thus positioning a campus to develop a solid
foundation from which to build a program.

17



IV. KEY ROLES

There are four key roles involved in running a Sustained Dialogue
program: (1) Moderator, (2) Dialogue Participant, (3) Student
Leader, and (4) Advisor.

As a part of your school’s SD leadership or initiator team, and it is
important that you to understand all of the different roles in an SD
organization, particularly if you need to recruit people to fill each role.

Below we have outlined the who, what, why, and how of each role,
and given you some insight into their function in SD.

Moderator

Who: A student who understands the commitment required to be a
SD moderator and is willing to put forth the necessary time and ef-
fort. Among other traits, moderators have good people skills, under-
stand SD, are committed to serving as a fair voice in tough conversa-
tions, and can see both sides of an issue.

What: Moderators are the ones who facilitate the creation and main-
tenance of a safe space for dialogue. They lead the dialogue at its
inception, and help the participants to set agendas, plan meeting
times and locations, disseminate notes from each meeting, and facili-
tate the conversation. It is the role of the moderator to tie together
themes, work between meetings to prepare, ask thought-provoking
questions, and more. Have potential moderators check out the “For
Moderators” section of the SDCN website for more information.

Why: Moderators serve four primary functions:

1. Helping the group function effectively—guiding it through
the stages, providing a safe, un-PC space for dialogue.

2. Providing fairness and a degree of neutrality

3. Preparing for meetings (helping set agendas)

4. Logistics of the group (meeting time, location, etc)

How: As a student leader, you need to make sure that you provide
all the necessary support for your moderators to lead effective
groups! Moderators should attend an SDCN Moderator Workshop be-
fore they begin to lead groups, and should hold Moderator Meetings
to share with one another the valuable insights they learn through
their experiences. The more practice and the more help a moderator
has, the better job they will do, and the more successful their SD
groups will be.

18
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ﬂ)There ar e

only governments can

do, like sign peace trea
ties. But there are som
things that only citizens
can do, like build a real
and lasting peace on th

7

ground.
- Dr. Harold Saunders

In the next section,
you'll learn about
“The Pitch”—the
tool you'll use to
recruit moderators,
other student
leaders, partici-
pants, and even
administrative
support!!

Participant

Who: Students who engage in the dialogue. Participants should rep-
resent the diversity of your school’s community. The members of the

S odiatbguk §roup ghduld be carefully selected to represent not only the

social, ethnic, racial, and other diversity of your community, but also
to reflect a diversity of ideology and opinion, especially with respect
to whatever issues the dialogue focuses on.

What: The participants supply the content of the dialogue. They
choose the issues to focus on, the stories to share, and eventually the
direction to take as a group. Through sharing their personal experi-
ences, participants build trust amongst one another and begin to cre-
ate the capacity to make individual or collective improvements to
their community.

Why: To allow the community members themselves the opportunity
to address the problems they face. Participants must be reflective of
the community’s diversity so they can truly create a unique approach
to these problems, and so their proposed solutions are as inclusive as
possible. In addition, this diversity aids in the effort to facilitate
unlikely conversations in unlikely places, often between unlikely peo-
ple. Through building relationships where they did not exist before,
great strides can be made towards addressing the divisive issues of
your community.

How: Recruiting the right members is one of, if not the most impor-
tant determinant to a groups’ success. As a student leader, it is your
responsibility to make sure that the recruitment process is carefully
planned and executed, so that each group truly reflects the different
social identities at your school.

Student Leader

Who: You! A committed, charismatic, organized, and responsible
student who is engaged in making dialogue a part of their university.

What: Student leaders coordinate everything from meeting times to
group participants, information sessions, applications and travel to
the SDCN Annual Conference. They work tirelessly to ensure that
every student has the opportunity to share their voice in the dia-
logue. Your responsibilities as a student leader are outlined very spe-
cifically within the sections of this manual. In the opening year of a
dialogue program, student leaders will moderate or participate in dia-
logue, in addition to organizing the SD program. In subsequent years,
we advise that student leaders be students with extensive experience
as both a participant and moderator of dialogue. This is important,
because a student leader must be well grounded in the heart of the
SD program— the dialogues.
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Why: Try as they might, we believe that no school’s administration
is going to ever remedy the problems its students face with resolu-
tions, new hires, or different rules. To really “build a lasting peace”
and address the problems that affect you, you must take the initiative
and engage those problems head-on with your peers.

How: Through organization, commitment, perseverance, and the as-
sistance of SDCN, you can make SD a successful organization at your
school. Don't underestimate yourself, this is something you can do!!

Program Adviser

Who: Faculty member, administrator, parent, staff, or any other
person that is not a student

What: Advises the group—provides counsel and support. This person
will be as involved as possible, but will not have a decision-making
role. The adviser is responsible for:

Helping the students obtain funding

Connecting students to their community

Referring students to resources

Generally giving advice to the students as they encounter ob-
stacles along their journey

Why: Students come and go—indeed every four years a new cycle
begins at most schools. A program adviser can prove invaluable to
an organization that is trying to find a place at a school. They pro-
vide a constant hand in a quickly evolving group, and a source for
legitimacy among other organizations. They have access to knowl-
edge and resources that many students do not, and can be a liaison
to “the powers that be.”

How: As a student leader, you should update your program ad-
viser regularly so that they always remain abreast of the develop-
ments in your organization. Invite them to events, meetings, work-
shops, etc. Include them in any pertinent emails, and generally help
them to remain “plugged in” to the goings on of your group.
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V. THE PITCH

[ Considerations \

when Explaining
After implementing Sustained Dialogue on your campus, you will sD

need to find participants and allies. Rule #1: You should have a

solid understanding of Sustained Dialogue before attempting
to explain it to someone else. Need to study a little more before
your practice? Try looking at the "What is SD?” section to brush up
on your theory. e Audience- what

\ should you say?)

e Time- how
much can you
say?

This section is designed to make sure you know when to say what,
and how you say it to whom. Make sense? Just keep reading—it will.

There are two main factors that influence how you present SD: (1)
Time and (2) Audience. As a leader of your SD program, you need
to make sure you have a well-equipped arsenal of SD presentations
for each and every situation you encounter. We’'ll start simple with
a short presentation and work our way up. Then discuss how you
can cater each length presentation to the person who is listen-

ing.

Remember, when
presenting SD,
you're not only try-
ing to explain what
Sustained Dialogue
is, you're also try-
ing to convince

Your first task will be to master the Sustained Dialogue one-
liner—your succinct answer to the ever-frequent question,

AfSo, wik&wustained Dialogue?0o0 . .
The Basics: your listener that it
is worth their time.

NnSustained Dialogue is a method/ p/ process

that can improve strained relationships on our
campus. 0

Bam! With one sentence, you've explained that there is a problem

with relationships, and you have the potential solution!

Of course, it's important to put it in your own words , so that you can

best connect with people; the more natural you are, the more More SD sonerd
convincing you’ll be! in the Appendix!!

After mastering your SD one-liner, its time to move on to a longer
explanation. From here on out, we’ll be using additive talking points.
You'll start with a 30 second pitch, and as you add time, you’ll add
info. Before long, we’ll have the makings of a 10-15 minute SD pres-
entation! So read on and start practicing.
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Thirty Second Pitch

Goal: Get them interested—so much so that they want you to tell
them more.

( \ Talking Points

e fiWhat i s SD?0

Pitch Tips: . A i i
e Sustained Dialogue is a process with a purpose .
If someone is inter- = i i 25
ested in SD, starting a e AWhat |s.th|s -purpose.o
conversation with e Assumption: There is a problem at our school.
Well, its sort of diffi- e Explain how you think SD will address this problem!
cult to explain...” or i .
“It's really compli- e iwWwhat does it |l ook I|ike?0
cated '\S,irr]'gitn;ery con- e SD brings together diverse groups of people to share
experiences, learning from and teaching one another about
their perspectives. The dialogue groups meet throughout
Practice explaining the year, allowing the relationships between participants to
Sustained Dialogue to L. .
your roommate, or a change. The participants work toward a point where they
younger sibling before can conduct individual or collective action in the commu-
attempting to recruit .
anyone or making a nity.

formal presentation

_____ Often, people won't have much time to learn about Sustained Dia-
logue, but you never want to give up an opportunity to at least famil-

Make it flow—try and iarize them with your initiative, and to get them coming back for
practice your whole
pitch as if it were one, more.

long, run-on sentence.

Three-Minute Pitch

Remember to be
confident in what you

are doing Goal: Summarize the theory and practice so your supporters/

participants, etc. know what they’re dealing with.

BE YOURSELF! Talking Points

e AWhat is SD?0
e Sustained Dialogue is a process with a purpose .
K j e AiWhat is this purpose?bo0
e Assumption: There is a problem at your school.
e Explain how you think SD will change it!
e iHow can it accomplish what you say it acco
e SD focuses on transforming relationships
e Builds unlikely relationships in unlikely places
e AWhat do you do to transform these relation
e SD brings together diverse groups of people to share ex-
periences, learning from and teaching one another about their
perspectives
e iTo what end?0o0
e Theory of Change (refer to section on “What is SD?")
e “We're creating a safe space where people can come to-
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gether, discuss their experiences, be changed by one
another’s stories, then go out with their new knowledge and
change the community.”
e fiwWhat does t hi sinpracticek ?10i k e
e Structure
e Groups consist of 8-12 community members
e Led by two student moderators
Process
e Sustained in 3 ways, creating one long conversation
e Time
e Participants
¢ Content
e Goal: Because of this continuity, the conversation can be
very deep
e Direction (Explain the 5 stages, if you choose)
e reach an understanding
e action!
e Effect
e Unlikely relationships in unlikely places
Bridging the communication gaps
Personal growth
Possible collective or individual action
More Dialogue!

e Summarize the big picture
e “If people won't sit down to first discuss their problems,

they’ll never be able to really address them—their efforts will
be hollow. SD provides a safe space to have the sorts of con-
versations we can’t have anywhere else so that we can begin
to change the atmosphere we live in.”

How would you explain it?

Take these talking points and
make them your own!

The more comfortable you

are with the organization of
the material, the easier it will
be to present.
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(When working on your \

pitch, ask yourself:
Why is SD important
to me?

Why am | interested
in SD?

How can my campus
benefit from SD?

Why should this per-
son (or these peo-

Qle) care about SD? j

25

5k 3K 3K 5K >k 3k 5K >k 5k 5K >k 5Kk 5K >k 5Kk K 3k 5k K >k 5k K K 5K >k K 5k >k k 5k k >k >k k

Sample Pitch

AToo many times, misunderstandin

who donot know each ot her. I n

standings, we need to |isten
learn where others come from, and grow beyond our comfort
zones. But most importantly, we need to take time to under-
stand. But in college we get caught up in our academic lives
and naturally gravitate towards people who share common in-
terests, and before you know

Sustained Dialogue is a tool that helps students make time to
understand the different perspectives of the people around you
and engages you in such important conversations that will en-
able you to interact comfortably with all kinds of people for the
rest of your life. At the same time, if you want to be success-
ful, it is IMPERATIVE that you know how to deal with conflict
and difficult conversations with all types of people, especially
considering how diverse our nation is today.

Sustained Dialogue is a natur

a process based on developing a relationship first before solving

or
t o

al

a misunderstanding or conflict.
perfect stranger, but i f youbdve

ti me, i snot it Sso much easier
where theyéd be coming from?

to

That ds why Sustained Di al ogdageforims

that give only enough time for people to express their problems
and concerns, when what they really need is to continue the
dialogue, get to the root of the issue and come to an under-
standing before taking action to solve it.

How does it work? Students who experience SD participate in a
-12 students

carefully designed group dialogue consisted of 8
from diverse backgrounds with 2 trained student moderators
that meet for 2 hours twice a month. By meeting over and
over again with the same people, the moderators guide the
group through the 5  -stage process of SD.

1% stage i deciding to come and commit to the group
2" stage i downloading, expressing, emoting, sharing stories.

(This is usually where those one -day forums end, because you

only have enough time to expr
and you never see each other again.)

3" stage i talk through the issue, dig deeper, and try to figure
out why these things happened, how it happened

4" stage 1 as a group, identify the main or recurring theme of

conflict in the discussion and start planning how to solve it

eSS

5" stage i if the group chooses to do so, they can execute their

gs
der
one

pro
It

got
W 0

di

happen
avoi
another

t o

t

b

me

fferent
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plan of action.

For example, at the University of Virginia one group realized
that the entire campus needed to see what was going on, so
they developed a magazine called Stereo Type: A Race Remix,
which was basically a collection of art and poetry about race
and diversity issues. Or at Princeton when one particular SD

group was bothered by their Universityo6s

the story of Bruce Wright, a Black man accepted to the Univer-

sity 66 years prior, and while standing in -line for registration

was told, Al think youdd be better
The group decided to turn into a search team, invite him to

their graduation, and give him an honorary degree. Turned out

he had become a Supreme Court Justice for New York state.

of f at

There wasnét a dry eye in the audience.

So this is not just another student -run progr am, itos
students to proactively address the issues of tension on campus
and to really grow as individuals.

3k 3K >k 5k 3K 3k 5k K >k 5k K 3k 5k Kk 5k >k %k 5k >k 5k 5k >k 5k Kk 5k >k >k 5k k >k

You've just told your audience what Sustained
Dialogue is, broadly, and then explained to
them what it looks like in practice!!!

It is also important to develop a ten to fifteen minute presentation
appropriate for information sessions and presentations to administra-
tors. This presentation is obviously much more factual and perhaps, a
bit more dry. It doesn’t have to be—but with all the information
you'll convey, it is likely.

Here is an outline of how to present this information:

10-1§ Minute Presentation

Goal: Explain SD in depth, providing the historical justification and
roots of the Sustained Dialogue Theory, its transition to college cam-
puses, and what a program looks like.

e Introduce the SD Theory
e Here you could even use your thirty-second pitch to
hook the audience

e Explain the 4 assumptions of SD
1. In order to address problems, you first must address rela-
tionships, because without changing relationships, real
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change is impossible (Example: Is the civil rights move-
ment over? Have the laws been changed? What about the
relationships? )

2. Addressing relationships takes time ; Indeed it takes much
longer to rebuild a relationship than it does to break one

3. To effect change, participants must be willing and must be
in charge of the group direction.

4. SD provides the best framework to do these things.

e Transition: Where does this theory (above) come from? Practice!
(which is explained below)
e The goal of this transitioning statement is to connect the
portion of your talk on “"SD Theory” to the next part,
“SD History”

e History—International
e Conceptualized by Dr. Harold Saunders, Former deputy
assistant secretary of state
e Flew on the Kissinger shuttles, helped write the
Camp David Peace Accords, worked closely in the
Iran Hostage Crisis
e (Career Diplomat
Dr. Saunders co-chaired the Dartmouth Conference, a
~\ longstanding open dialogue between American and Soviet
t

o1

o) brought 0 g et he Eitizpns gusingethe cold war. On a side-note, his co-chair,
whose neighbors were ;(;Ygeny Primakov, later became the Prime Minister of Rus-
kil l'ing eadh ot RBepHendticed how through this dialogue, the participants
- Dr. Harold Saunders, on went through a natural progression of 5 stages as they

Tajik Dialogue met over and over again. He then put these observations
\_ into writing and called it SD
e As an experiment, he applied his findings to Tajikistan
e It works!

e Through dialogues in Tajikistan, participants
founded an NGO, drafted peace treaties, and more.
Key Theory: “There are some things only governments
can do, like sign peace treaties...and there are some things
only citizens can do, like make peace and change relation-
ships on the ground.”
Coined: “A Citizen’s Political Process”
e Books- “Public Peace Process,” new book- “Politics
is about Relationships: a blueprint for the Citizen’s
Century.”

e History—Campuses

e 1999, Students at Princeton University were frustrated
with the climate on their campus—they describe it as a
“discrepancy in happiness”.

Dr. Saunders, a member of the Board of Trustees, shared his

work which lead students to start a program which spread to:

e UVA: student frustrated by racial climate

e Dickinson: administrators seeking program found SD
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e At many other campuses, too, for different reasons
e Colorado College: after April Fools Day newspaper
article™i ggerl odeano
e Point: This is what you make it
that can work internationally (South Africa, Zimbabwe,
Middle East) or on college campuses across the country.

; itods a fl exibl

e Practice
e So what does SD look like?

e Completely student initiated, run and student
driven. “As students, we are being facilitators of our
own social climate change.”

e Dialogue groups are 10-12 members, with 2 student mod-
erators experienced with the SD process
e Groups meet twice a month, usually for two hours
e Proceed naturally through the 5 Stages of SD
e Brief explanation of Stages
e Goal: action
e Action can be different things
e More Dialogue (creation of groups)
e projects (big or small)
e Individuals acting differently in community

e Results
e What does the program look like at other schools? ( \
e At your school? A 10-15 Minute
e Size, Awards, Results Presentation
Covers:

e Testimonials from students!
e You can use quotes or actually bring in some of your stu-
dents
o If you have a young program, use the SDCN video, or
other publications from SDCN

Theory, which is
rooted in a

History of
e Summarize the Big Picture

e Why SD?
Practices that
Then you’re done! You’ve completed your 10-15 minute presentation lead to a real
and have explained SD theory, history, and structure. Make sure you
take advantage of the presentation tips, and really focus on selling

Impact.
what you have to say!
Now that we've come up with some good talking points for different Make your
lengths of presentation, we should focus on the other factor that will presentation tell
influence what you say and how you say it; audience. a story!!

\_ J
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Responding to your Audience

It is important that you tailor all of these blurbs to fit your audience.
Depending on whom you are addressing, whether it is an individual,
group of people, student, or administrator, your presentation
should speak to them personally. There are different methods of tai-
loring your pitch depending on their role in the community, level of
interest, and what you are asking from them.

Here is a quick breakdown of the possible types of people you'll be
interacting with....think critically about their identity, interests, and
perception of SD before you begin to speak!!

Different types of Potential Participants:

29

The Enthusiast. “Sign me up!” For this person, Sustained
Dialogue often sells itself through broad-scale advertising, es-
pecially through flyer campaigns and massive e-mails. These
people come on their own, because they realize there are
problematic relationships in their community and wish to
change them. You do not have to spend much time targeting
an “enthusiast’” but do not underestimate their potential; they
are often helpful in spreading the word and assisting you in
your initiative.

The Skeptic. “That will never work.” In this situation, first it
is important to understand why they think SD will not work.
Listen to their reasons and address them directly. As they will
often be more convinced with tangible evidence, cite past re-
sults at other schools and other Sustained Dialogues.

The Disillusioned. “Nothing is ever going to change.” This
reaction is common, and usually comes from people who are
jaded by related issues. While you want to fill them with hope,
you also have to demonstrate that Sustained Dialogue is a
tangible and effective mechanism to induce change. Explain
the power of focusing on the underlying human relationships.
Talk about the importance of both individual and group change
within a dialogue group. Discuss all of SD’s unique points.

The Rival. “That's stupid, I have a better method.” Some-
times you will face groups that focus on similar goals through
a different method and might not like what you are trying to
do. Stress why SD works for you and is different from their
program. While these people or groups will be difficult to win
over, they can become important allies. Maybe you don't
need to compete after all!

The Thought-to-Be Ally. “That is exactly what I'm doing!”
Often, there will be other ways and approaches to improving
contentious relations on your campus. It's important to inves-
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tigate and understand the commonalities and differences be-
tween SD and other campus initiatives, so as to be clear about
why there is a home for both initiatives on campus and so as
to make sure, in recruitment, that differences between similar
initiatives are understood. Collaboration with other initiatives
on specific projects could prove really beneficial, to both SD
and other program!

The Indifferent. “This doesn’t pertain to me, so why should
I care?” This is often the most difficult reaction to handle, but
also one of the most important people to get to participate be-
cause this is a very common opinion. With these people one-
on-one contact is the most effective way to get them involved.
Share why SD is relevant to your campus, making it as rele-
vant as possible to them. Often these people need to experi-
ence some of these issues first hand, and asking them to at-
tend the Kick-off retreat allows them to hear others talk about
their experiences with race or any other issue.

The Unaware. “There’s a problem?” This opinion is also very
important to have within the dialogue group and should not
be taken in a negative way. These people are often not as
difficult to convince as you might think. Just because they
have not been exposed to some issues does not mean that
they will be unwilling to participate in SD. Name specific re-
cent episodes on your campus, if any, or in the country that
illustrate what you see as the problem. Assuage their fears of
seeming ignorant or saying the “wrong” thing by telling them
that SD will give them the chance to share and hear other’s
voices and opinions on this topic in a safe environment.

The Overly Committed. “That sounds great, but I'll have to
squeeze it in.” First of all, you need to decide whether this
individual can realistically commit to a SD dialogue group. If
so, or they approach you, let them know that SD can fit nicely
in their schedules. Meetings are once every other week for 2
hours, usually on a fixed sort of schedule. Secondly, have
them understand that SD is worth their time as these issues
pertain to every day life, even more so in “the real world.”
Make them realize that it will improve their understanding of
other people and their listening and leadership skills, which
will help them in rest of their commitments.

The Action-Oriented. “Talking is a waste of time. I want to
take action now.” Explain to these people the importance of
the SD process. One-sided action or action without under-
standing is often empty and short-lived. In order to formulate
productive actions plans, it is important for different members
of opposing or conflicting sides to work together, which will
usually be difficult without a common understanding and goal.
Dialogue provides an outlet for this to be accomplished. Let
them know that Sustained Dialogue doesn’t have to be their



TALKING TO
ADMINISTRATORS?

* Draft a letter or
brief email explaining
SD.

* Set up a formal
appointment through
their office

* Use your ten-to-
fifteen minute pres-
entation.

* Leave them with
physical information
about SD.

* Invite them to an
info session or a Kick
-off Retreat.

Keep in mind,
Administrators can
become necessary

financial and institu-
tional supporters of

your initiative. con-
tinue to keep them
informed as to what
is going on with
your program.

only outlet, either, and if nothing else, having a safe place to
talk with other members of their community will simply
strengthen their efforts in other areas.

Administrators:

Presenting Sustained Dialogue to administrators is often a more for-
mal process than addressing the student body. You want to choose
carefully which individuals to approach. Often a dean or an adminis-
trator that is already supportive of these type of issues is a good pick.
It is up to you to contact them instead of waiting for them to reach
you. You want to be pro-active and on the ball.

You are explaining SD and your initiative. Make sure they understand
how SD benefits them by improving the school. Not only are they
given the chance to support a popular, student-driven dialogue initia-
tive that will increase the students’ quality of life, but they’re also
joining other schools across the nation! SD involves students taking
ownership of the tensions on campus, instead of blaming or looking
to the administration to change things. Share stories from other
schools, and make sure they know that administrators elsewhere
have already joined the movement!! Be ready to address any ques-
tions they might have and speak with confidence. No matter what
you choose to do, always follow up with an email or phone call.

Financial Supporters:

Whether writing grant letters, making formal requests, or applying for
awards, you basically want to make your purpose fit with the goals of
whoever you are addressing. If it is an administrator, you are mak-
ing the campus a more inviting community and taking programs on
yourselves. If it is a business or a company, you are training and
preparing future employees and leaders for working and living in a
more diverse environment. Your initiative is making their job easier;
make them realize this!

Obviously, not everyone you speak with will engage in SD, but in
every presentation your goal is to develop an SD ally. These are indi-
viduals who cannot be actively involved in a dialogue group, but sup-
port your initiative. Keep them informed about SD and make sure
they have a basic understanding of it. This helps you gain more
credibility, and they can often send interested individuals in your di-
rection.
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VL. INTRODUCING SD TO YOUR
CAMPUS

*x*xxx*xEgpecially for SD newcomers! *****

Now that you have decided to undertake the exciting and rewarding
task of bringing Sustained Dialogue to your campus, it might be help-
ful to outline the important tasks in doing so. This section of the
manual has been specifically designed for students who are

starting an SD program on their campus.

Did you just take
the reins of an es-
tablished pro-
gram? If so, this
section may be
best to skim and
move on to more
pertinent informa-
tion which follows.

Task 1: Choosing a Direction

Your first task as a student leader, or as a leadership team (if
you don’t have a team yet, you'll take care of this at Task 2) is to
choose a direction.

Simply, why are you bringing Sustained Dialogue to your cam-
pus? It sounds like an easy enough question to answer, but before
you do anything else, you MUST make sure you have a good re-
sponse!

Look back to your SDCN application, write down the issue or issues
you want to focus on—generate a problem statement. Then think
about how and why SD can be a solution to this problem statement,
and write down your mission statement or statement of purpose.

These should both be short and to the point. It might even be helpful
to brainstorm a few goals for the year. How many groups do you
want to have? How many trained moderators? How many groups
next year? What will SD look like in the future?

Don’t spend too much time planning at this point—but make sure you
have a concise and precise direction for your organization, so that
you can clearly communicate just what it is you're trying to do.

Task 2: Identifying a Leadership Team

Now that you have a direction, it is important to find some people
who support it and are interested in helping you, a Leadership Team.

Q. Why do I need a team to start SD?

A. Two heads (and schedules) are better than one.
Starting an organization—any organization—takes time and
effort. You want to make sure that your organization is one that will
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last long beyond your graduation, so you should make sure you put
forth all the necessary time to build a solid foundation. This means
that you may need help! We don’t deny that a person could start SD
on their own. However, having an extra set of hands and heads (or
two or three) will go a long way!

A. For legitimacy in all communities at your school.

In order to get people to truly want to engage in dialogue,
you’'re going to need to approach them from within their community—
you need the help of an insider!! The more people on your leadership
team, and the more diverse this team is, the easier time you will
have establishing buy-in for your organization from groups all across
your campus!

Perhaps even more importantly, your efforts to involve all
communities at your school shows everyone that SD is all about cre-
ating a safe space where everyone is welcome. Your goal, after all,
is that people from all walks will be able to share their experiences as
they relate to the problems at your campus—so put your money
where your mouth is and open the leadership doors wide open!!

Q. How do I recruit a leadership team?
A. Simple & just follow these few steps!!

Step 1: Identify 2 or 3 or 4 people who reflect the different

voices in the community QUALITIES OF A

e Look for people who seem to have legitimacy in multi- GOOD LEADER
ple communities

e Focus on those who are charismatic and convincing " Charismatic

e Look for someone who is well-organized and well- Organized
spoken

e Committed: Are they willing to put in the time? " Responsible

e Socially conscious: you know that they will be pas-

. Well-spoken
sionate about SD

Socially Conscious

Step 2: Approach them with your idea ' Representative of
e Explain what SD is, and why you think they’d be great community diversity
for the job (Look to the “Pitch” section and practice!)
e Get them on board!
e Make sure, though, they are committed to and fully
understand SD
Step 3: Introduce your new Leadership Team to SDCN!
e Set up a conference call with the Program Directors to
meet, and work together to plan your next steps!!

Committed

Q. What am I recruiting them to DO?
A. Simply, to start and run Sustained Dialogue in its first year.

So how does the responsibility of running/starting an SD program
break down? The easiest way to look at it is like this:

SD has two tiers: (1) Organization and Leadership and (2) Modera-
tors and Groups
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SDCN Contact Info:

sdcampusnetwork.org

infoformation@sdcampusnetwork.org

PH: (202) 393-7643
Fax: (202) 393-7644

Each of these tiers has different responsibilities, some of which over-
lap.

Organization and Moderators and
Leadership Groups

If you choose,
you can have
ONE head of
your organi-
zation

Organization

and Leadership Moderators and
Groups
Logistics: room $$--Funding: Consult with Consult with SDCN Moderator
reservations, Obtaining and SDCN regard- regarding modera- .
times, etc. Maintaining ing organiza- tor concerns, Meetings
/ tional concerns trainings, etc
Draft/ Run Organ- Recruitment P o Moderator Moderator
Maintain izational and and fo‘;f;;'slng < > Recrglfrment Workshop
e i and Try-
Constitution Planning Oute
Meetings

It's important to develop a leadership group in which responsibilities
are delegated, so that no one person, or even two people, find them-
selves responsible for all. Just because responsibilities are divided,

t hat does nbaveryonefram working together to accom-
plish everything. However, working as a group to divide responsibili-
ties, being clear about who is responsible for what, and clearly identi-
fying tasks involved in different responsibilities should result in a
more effective and manageable program.

Now you have your initiator team, and you’ve figured out who is
chiefly responsible for what. Make sure you’ve been in touch with
SDCN, and that they know who is running what, and who to talk to
about which aspects of your organization. No decision, though, should
be made alone—communication is KEY.

Task 3: Initiating SD

Your Initiator Team will work closely with one another and with SDCN
to get SD started on your campus.

Through in-person meeting at the SDCN office in Washington, D.C.,
or through a series of conference calls with SDCN’s Program Direc-
tors, you will be aided in getting SD off the ground. This training cov-
ers how to start dialogues, how to organize a program, what SD looks
like at a campus, etc. A sample agenda for this training is shown
here, and in the appendix of this book.
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10:00—What, is Dialoge? What 3= Sustained Dialoge ? PLAN AHEAD

. ; 1
10:30—Whaf, does a progran look like ohbamo prears ¥ Before initiator

11:00—FRoles ina Progron training takes
- Initistor, Baderstor, Participant place, be sure you
have read:

11:20-12:00—hreaksfzet food

12:00—mitistor—modkigz, boch

- Schwol- Specific Drialogue (1) Introductory

Whiere does 5D fit and whoe? Packet
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(2) Diving In
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2:30—Partic patt s
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3:30-3 4 5—Break
3454 15—Foonsig Exercice
4:15-4: 45— 8 and Hext Steps

4:45-5—Closing

Task 4: Administrative Support

Students at any educational institution can only maintain an organi-
zation for a few years before “passing of the torch” is required. This
phenomenon, which turns colleges, universities, and high schools into
a “revolving door” of students, means that administrative support
is necessary to build a lasting SD program.

Support across our SD campuses has come in different forms: par-
ents, teachers, principals, deans, professors, Assistant to the Presi-
dent, Vice President of Student Affairs, Director of Multicultural Of-
fices, etc. It also comes in the form of achieving official status as a
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How to Approach Fac-

ulty Members and
Administration:

1. Send them an E-mail

- introduce yourself,
set up a meeting in
person

. Meet with them

- Explain what you're
doing, and why they
should care

. Keep them Posted
- include them in
emails

- invite them to SD
events

- share with them
any relevant news

Find sample Letter/
Email to Administra-
tors in the Appendix!!

student organization. Collaboration with administration and other
long-term supporters means that they serve as advisers to the SD
program.

Advisers do not run the program—that is the students’ job. Rather,
they connect the students to the greater campus community to
help expose the SD name, seek dynamic student leaders, donate or
help advise for funding, and guide the process to institutionalize
SD into the campus culture.

Some faculty and administrators have chosen to be directly involved
in dialogue groups. For example, President Shirley Tilghman and Cor-
nel West, along with other faculty/staff members, joined the first dia-
logues at Princeton University. Colorado College has successfully con-
ducted administrator-faculty-student leader dialogue groups. At the
University of Virginia, there are 2 faculty groups moderated by com-
mitted faculty members. This shows that SD is truly a social process...
flexible to fit the needs of any group desiring increased dialogue and
interaction.

The best way to find faculty or administrative support is to stick with
those you already know. Do you have a good relationship with any of
the deans at your school? What about faculty members who are en-
gaged with these issues? Are there people in the offices of orienta-
tion, student life, or multicultural affairs who you know would be sup-
portive? Start with them!! Make sure you approach them with en-
thusiasm! (Read more about this in Section VI: The Pitch). See the
tips to the left for contacting faculty and administration.

Many SD programs have sought a couple of advisors and have pur-
sued relationships with faculty from different offices on campus, in
order to facilitate an SD initiative with a broad reach. For example,
pursuing advisors from both the Office of Multicultural Life and the
Office of Fraternity and Sorority Life communicates to the school that
SD is the domain of diverse students and accordingly seeks diverse
support.

Task §: Building an Organization

In order to preserve your group once you're long gone, you should
take whatever steps are necessary at your school to achieve “official
status” as a club or organization.

This may mean a few different things:

1. You might have to draft a constitution. Check out the sample
constitutions/charters we've included in the appendix. Yours may
look nothing like either of these—check on protocol for your
school and draft a document accordingly.

2. You may need a sponsor. Typically, this will be someone in the
administration or faculty who will be willing to sign off on your ac-
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tivities. Ideally, you already have someone. If you don't, try and
find a supporter who is not already overwhelmed by the activities
they endorse and who has an interest in your initiative. We know
from experience that these connections pay off in the long run!

3. You will likely need to develop funding and a budget. Need
money to start your club? Need to be an official club to get
money? Different schools do this different ways, but if you need
money first, consider having some sort of fundraiser or petition-
ing your faculty/administrative sponsor for money. For more in-
structions, read the next section on funding and remember, it
never hurts to ask!

4. You should keep good records. The best way to ensure you
have a lasting organization is to take notes all the time, and
keep them! Make sure your successors know exactly what
you did each step of the way so they can act accordingly,
and either follow your lead or avoid your mistakes!

Not all schools find that having an “official” organization is the right
path for them. If you'd rather stay off the beaten path and do things
your way, that’s fine with us. Just make sure, though, that you have
a way to preserve your organization that d o e s nebyton the person-
ality of the leadership, and that you always have an open channel for
funding!

Task 6: Funding

It is important to pursue and maintain funding for your SD pro-
gram. As an organization, you will need money for:

Moderator Workshop, Kick-Off Dinner, advertising, action pro-
jects, the Annual SDCN conference, food for group meetings
(optional), SD-wide social activities (optional), room reserva-
tion fees, and more.

This can be anywhere from $1,000 to $5,000, depending on the
size of your program and the amount of activities and events you
choose to sponsor. Depending on your school, becoming an official
student organization may be the best method for securing a yearly
budget. However, it will likely be necessary to also pursue financial
support from administrative and departmental offices. Having
administrative support and backing can also bring opportunities for
networking with valuable donors. Fundraising is a fun way to ob-
tain extra donations as well—try a car wash or a bake sale. Several
campuses also apply for grants for excellent service to their commu-
nity, or as special requests to help fund SD students to attend the
Annual Conference.

Important Point: Remember to ALWAYS write “"Thank
YouoO n oanemaintain a good rapport with your funders!!
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Create an
institutional
memory binder!
Save all the docu-
ments, publications,
photos, topics,
meeting
minutes/agendas
from this year to
save time for future
generations.

Resources in
Appendix:
e Sample Funding
o Letter
e Sample Budget for an
SD Program
e Sample Thank You
letter

Funding sources:
-Student Government

- Administrators and
Departments

- Individual Donors
- Grants—uvisit the
Foundation Center
on-line at:
http://fdncenter.org/

- Fundraising




Experience is
Key!

Once your program
is large enough,
ensure that all
moderators are
first participants in
a group, to ensure
that they fully
understand what a
dialogue group
looks like.

Task 7: Moderator Recruitment

Recruiting moderators is one of the most important tasks for your SD
program. Though you cannot determine the success of an individual
group, you do have control in providing the groups with the best
student moderators possible. The quality of your moderators
have a profound effect on the quality of the dialogue groups you cre-
ate, so do not take this responsibility lightly!!

In the first year of your dialogue program, its important to think
through Moderator selection with SDCN’s PDs. There isn't a pool of
experienced SD participants to draw on yet, so it'll be important to
recruit individuals who are well-equipped to lead SD, having never
experienced it before. (Don’t worry — SDCN will help you with this!)
As your program grows, you will have the ability to become more so-
phisticated and demanding in your moderator selection process. Cre-
ating a structure to select new moderators adds legitimacy and will
prove helpful. The more organized you are, the more control you will
have over determining the quality and quantity of your moderators.

There are a couple of things to keep in mind when recruiting modera-
tors:

SD Experience. Following the first year of the dialogue pro-
gram, Moderators should always be recruited from the pool of
participants. Once your program has developed its foundation,
this shouldn't prove very difficult.

Diverse backgrounds. You want your moderators to represent the
different social and ethnic identities, and different world views and
belief systems prevalent at your school. Remember, the more diverse
the co-moderators are, the greater the likelihood that dialogue par-
ticipants will relate to one of their moderators, which can prove im-
portant in creating a “safe space”. The better job you can do recruit-
ing diverse moderators, the better the groups will be.

Criteria. There are six qualities that a good moderator has, all

outlined below. Use these criteria when selecting the right peo-

ple for the job, and share them with your current moderators so
they might encourage their group members to apply!

1. Personality/people skills
Simply put, a good moderator is good with people,
comfortable in a group, intuitive/perceptive of others in
the room, and one who makes others comfortable/ can
put others at ease. Moderators should be fair and un-
intimidating, and have a good rapport with those
around them.
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2. Ability to take Risks
Moderators must be comfortable asking the “risky”
questions so that participants will know its ok to take
risks, too.

3. Able to see both sides of an issue
Fairness, and a degree of neutrality is of the utmost
importance in a moderator. Any person who cannot put
aside their personal views for the sake of the group
would not be a good moderator.

4. Responsible, organized, and committed
Moderating is a big responsibility. Choose someone
who can handle it.

5. Understand SD
All moderators must attend a Moderator Workshop fa-
cilitated by SDCN so that they might fully grasp the
process of SD and the tools required to successfully
implement it.

6. Understand the issue at hand.
While we don’t expect moderators to be experts in
race, their familiarity with the issues at hand will
greatly aid them in negotiating what are often very
tense waters.

Your first year, we recommend having 1 to 2 groups. More than
this and you'll be overwhelmed. The first year challenging because
the moderators might be new to dialogue, and certainly Sustained
Dialogue. SDCN would like to provide direct support to moderators in
this first year, and keeping the numbers small enables this support to
be feasible

That, of course, means that you'll need 2 to 4 moderators, two for
each group. So:

Now you're ready to begin planning your timeline for participant re-

cruitment, a moderator workshop, and group formation. Read on in
following sections to figure out just how to do this
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Start early!

Recruit the semes-
ter before you
form dialogue

groups. This gives

you enough time
to select good
moderators and
gives individuals
time to consider
moderating.
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VII. MODERATORS

This section will focus primarily on the tasks necessary to recruit,
select, train, and pair moderators. We went over these tasks
somewhat in the last section; we’ll go into greater depth here. For
new leaders, the recruitment and selection portions may be unneces-
sary.

Kk kk k%

Look at the possible timeline of activities to see the necessary order
of each of these tasks.

SZelectdBecnuit
Moderators

Estaklish
hloderator Pairs

I

I

MIoderator Fadra !
Choose Dislogne i
Tiumes :

IIoderator
e S e e e S Tfajﬂjﬂg

Elick-Off Exrenat

Notice that Moderator Training can occur at several different occa-
sions—we’ll discuss that in more detail later. For now, let’'s move for-
ward to the first box: recruiting and selecting moderators.
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STOP!
Check to see if
you already read
this sub-section in
the Introducing
SD to your
campussection.

Task 1: Moderator Selection

An Official Process. As your program grows, you will have the abil-
ity to become more sophisticated and demanding in your moderator
selection process. Create a structure to select new moderators as
soon as possible. The more organized you are, the more control you
will have over determining the quality and quantity of your modera-
tors.

Recruiting moderators is one of the most important tasks you will un-
dertake as a student leader. Though you cannot determine the suc-
cess of an individual group, you do have control in providing the
groups with the best student moderators possible. The quality of
your moderators can have a profound effect on the quality of the dia-
logue groups you create, so do not take this responsibility lightly!!

There are a couple of things to keep in mind when recruiting modera-
tors:

SD Experience. Following the first year of the dialogue pro-
gram, Moderators should always be recruited from the pool of
participants. Once your program has developed its foundation,
this shouldn’t prove very difficult.

Diverse backgrounds. You want your moderators to represent
the different social and ethnic identities, and different world
views and belief systems, prevalent at your school. Remember,
the more diverse the co-moderators are, the greater the likeli-
hood that dialogue participants will relate to one of their mod-
erators, which can prove important in creating a “safe space”.
The better job you can do recruiting diverse moderators, the
better the groups will be.

Criteria. There are six qualities that a good moderator has, all

outlined below. Use these criteria when selecting the right peo-

ple for the job, and share them with your current moderators so
they might encourage their group members to apply!

1. Personality/people skills
Simply put, a good moderator is good with people,
comfortable in a group, intuitive/perceptive of others in
the room, and one who makes others comfortable/ can
put others at ease. Moderators should be fair and un-
intimidating, and have a good rapport with those
around them.

2. Ability to take Risks
Moderators must be comfortable asking the “risky”
questions so that participants will know its ok to take
risks, too.

43



3. Able to see both sides of an issue.
Neutrality is of the utmost importance in a modera-
tor. Any person who cannot put aside their personal
views for the sake of the group would not be a good
moderator.

4. Responsible, organized, and committed
Moderating is a big responsibility. Choose someone
who can handle it.

5. Understand SD
All moderators must undergo moderator training with
SDCN trainers so that they might fully grasp the proc-
ess of SD and the tools required to successfully imple-
ment it.

6.Understand the issue at hand.
While we don’t expect moderators to be experts in
race, their familiarity with the issues at hand will
greatly aid them in negotiating what are often very
tense waters.

HK oK KKK Resume reading here

After you have done some work to identify strong potential modera-
tors, you should encourage them all to APPLY for the position. This is
VERY important. An application process lets the potential moderators
know that what they are signing up for is important, and should be
accompanied by careful consideration. Being a moderator is a big
commitment!!

Below are some suggested steps in recruiting moderators.

Step 1: Applications. Designing an application process puts
the decision of selecting moderators into the hands of SD i
leaders. Define moderator responsibilities on the application so Appendix!
that they know what the role entails (see Appendix). You can

add to or take from this sample application as you see fit, but

should at least require future moderators to have previously

participated in a dialogue group. Be sure to include a question

about their commitment, and their availability on the day of

the actual tryout.

Sample application in

Step 2: Distribute relevant SD information. Once you
have collected your pool of applicants, you want them to un-
derstand the SD process a bit better. It is helpful to give
them some resources on moderating. Give all of the potential
moderators some simple background SD theory information to
read before the try-outs, so they have at least a surface level
understanding of what they’re trying out for.
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Step 3: Hold Try-outs. Though applications are helpful,

nothing is as valuable as personal contact. Setting aside a 3-4
hour block of time to assess your moderator pool is an impor-
tant step in the selection process. This session will give you a

chance to observe the applicant’s personality as well as their
potential moderating skills. It also allows the applicants to
better understand the position of moderator.

Moderator Try-Outs

Start with an icebreaker. It is important to begin a session by
making the applicants feel more comfortable.

Review moderator responsibilities. On the day of the tryout, you
should spend an hour or so briefly outlining the role and responsibility
of @ moderator. Stress the importance of these responsibilities and set
expectations.

Crash course in SD. Many of the potential applicants will be nervous
about their ability to moderate. You don’t have to train them—the
primary goal of this tryout is to see what sort of natural ability they
have in leading a group. Do, though, give them basic info (be neutral,
ask good digging deeper questions, connect themes and stories,
summarize, get people involved, etc) so they will feel more confident.

Allow for a question and answer session. Encourage applicants to
ask any questions they may have. Allot enough time so that you can
fully answer them.

Give moderator testimonies. Ask some current moderators to speak
about their own experiences with moderating, their reasons for
moderating, and what they have learned. This gets potential
moderators excited about moderating.

Run mock dialogues. Set up a system in which each potential
moderator gets a chance to co-moderate a mock dialogue for 15-20
minutes, then spend 5-10 minutes providing feedback. Make sure that
current SD leaders have a chance to observe all applicants and take
notes on which moderators seem to best exhibit the personality,
comfort, and insight that a good moderator needs.

Step 4: Make the Decision. Once you have enough infor-
mation about the applicants, decide whether they have the
potential to become good moderators. When selecting mod-

erators, take into account the six qualities listed above, espe-
cially commitment and responsibility. Don't forget, though,
that you want your moderators to represent the campus diver-
sity of social and ethnic identities. You do have a decision to
make. Sometimes students find it difficult to “cut” their peers,
but you must remember that these decisions affect your future



dialogue groups. The stronger the moderator, the better the
groups. Make the process as transparent as possible and in-
volve your current moderators in the decision making process
as well. When you make the process official, your decisions
are more legitimate and turning down unqualified applicants
becomes easier.

Once you have chosen your future moderators, inform them about
any upcoming moderator workshops and prepare your organization
for an influx of new faces.

Task 2: Identifying Moderator Pairs

Having selected your moderators, the second step to designing the
dialogue groups is to pair them according to compatibility. This
strikes a balance among the diverse identities within the dialogue
group. The overall goal is to match moderators based on a combina-
tion of the following criteria, listed according to priority.

Consider these things when pairing moderators:
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Able to work well together

Most importantly, you want co-mods that can get along
and get the task done. Choose pairs that seem to have
good chemistry and a well-distributed balance of modera-
tor qualities. They must also have a combined commit-
ment for the moderator responsibilities. If one is busier
during a particular week, the other should be willing to
pick up the slack. Sending meeting reminders, emailing
minutes to the group, note taking, and punctuality are
among the tasks to be divided among the co-mod pair.

Represent different social or ethnic identities
Moderators cannot be effective if they are perceived to
have a bias. Therefore, an excellent mod pair is a strong
representation of two different communities. This can
mean that they are different in interests and social activi-
ties, racial or ethnic background, sexual orientation, relig-
ion, or any other identity. Different communities can also
mean that if a dialogue group is created for an existing
conflict, one moderator must represent the each of the
two sides. For example, in a Jewish-Arab Sustained Dia-
logue group, one moderator must be Jewish, and the
other, Arab. Remember, the co-moderators serve as the
neutral presence for the group, and must provide the safe
environment in which participants feel comfortable to be
open. The more diverse the co-moderators are, the
more likely the participants can identify and feel
represented by at least one moderator.



e Male and Female co-moderators
Although it is not absolutely necessary to have one male
and one female moderator pair, it is definitely helpful in
capturing the male and female perspectives that emerge in
conversation.

¢ Balance of comfort level in dealing with conflict and
emotion
Some moderators are more comfortable in dealing with con-
flict or emotion than others. Although it is important to be
able to handle both as a moderator, it is helpful to have a
pair wherein at least one moderator can manage the possi-
ble tension with ease. Remember, the goal is not to ignore
the emotion, but to recognize it and probe it with questions,
as often the greatest breakthroughs arise from moments of
tension.

Task 3: Choose Group Meeting Night

Each moderator pair then decides a day and time in which their group
can meet regularly. Choosing the meeting night prior to recruiting
participants is crucial. When the time comes for sign-ups and appli-
cations, potential participants can choose among the available time
slots. For example, Mike and Tina are co-moderators, and decide to
meet every other Wednesday evening from 7:00 to 9:00 pm. Joe
and Marlena are available every other Tuesday from 8:00 to
10:00pm. Josh and Katie can meet every other Thursday from 5:30
to 7:30pm. Then, potential participants are given 3 options: W 7-9,
Tues 8-10, and Thurs 5:30-7:30. With set days and times to choose
from, participants can immediately indicate on their application which
group meeting night works best.

Essentially, this should cut down on the logistical work you have to do
in the future, and will allow you more room in choosing which partici-
pants are best for which dialogue group.

Task 4: Moderator Workshop

Once you have selected your potential moderators, they must gain
appropriate moderating skills before they can begin moderating a dia-
logue group. To do this, SDCN will hold a two-day moderator
workshop.

While SDCN will handle the workshop content, your role is to plan the
logistics of the session and to coordinate with SDCN about logistics
(including reserving workshop rooms, number of moderator that will
attend, Workshop Facilitator flights and accommodations, etc.) well in
advance. Notice the capsule on your right which outlines some of the
divisions of responsibility.

What does a Moderator Workshop cover? Trainers lead theory
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and practice sessions on the facilitation skills required to moderate a
dialogue, as well as practical workshops that guide moderators
through the logistics of planning the first dialogue meeting and sub-
sequent dialogues. An additional component of Moderator Training
focuses on how to go about creating and maintaining a sense of
group ownership, cohesion, and enthusiasm, both during and be-
tween meetings.

When can Moderator Workshop take place? It's great to realize
that the timing of moderator training is really flexible! Look be-

low: the dotted lines represent all of the different moments during
the group formation process that moderators can be trained. All you
have to do is figure out which is most convenient for you!! The best
times of the year for this training are at the end of the summer,
and/or in early falld just before classes begin. This allows you
plenty of time to make sure the moderators are prepared, and to per-
haps even let them help you with participant recruitment and group
formation.

SelectFecrait
I oderators

Establish
IIoderator Pairs

¥

i
1
I oderator Pairs .
i

Choose Dialogue
Tites

M aderator
g e Traiting

¥

Kick-Off Ewvent
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Division of Responsi-
bilities for Moderator

Workshop

SDCN
Provide Workshop
Facilitator(s)
Provide moderator
manuals
Conduct Workshop
Serve as mentors for
moderators at work-
shop and throughout
the academic year

Campus
Secure funding for
Workshop
Coordinate with
SDCN to arrange a
date
Provide a space for
the retreat
Make travel/lodging
arrangements for
trainers
Provide food/
refreshments
Bring appropriate
materials
Coordinate with
students who will
attend workshop



Make sure to coordi-
nate with SDCN well
in advance of any
sessions you would

like them to conduct.

These training ses-
sions are invaluable
to your SD program.

Student Leader Responsibilities for Moderator Training:

. Secure Funding (see sample budget in Appendix)

. Confirm date with SDCN
Training typically occurs anytime between the end of summer
and the first few weeks of the Fall term. Contact SDCN in ad-
vance to arrange your two-day training workshop.

. Reserve Space for Training
Ideal training space includes:

e room with chalkboard or dry-erase board

e classroom seats with small desk-space attached or
square or roundtable setting (avoid long, rectangle ta-
bles

e A/V equipment if possible (access to play DVD on pro-
jector screen)

. Make Travel/Lodging arrangements
There are many ways to make travel & lodging feasible for
SDCN Workshop Facilitators. Does your campus have a Guest
House or a nearby hotel? Is your campus accessible by car or
plane? Contact SDCN several weeks in advance, as the Fall
schedule for the trainers fills up quickly!

. Purchase Necessary Supplies (flip chart, markers, nametags)
Coordinate with SDCN to confirm particular items needed.

. Provide Food (breakfast and lunch for two days)
. Contact Moderators (make sure everyone is coming!!)

. Distribute preparatory materials
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There are two types
of recruitment:

1. Personal Recruit-
ment relies on
one-on-one con-
versations with
potential partici-
pants

2. General Recruit-
ment focuses on
advertising efforts
and large-scale
publicity

Blend
personal and general
recruitment
strategies!

VIII. RECRUITMENT

Recruitment is probably one of the most important things you will un-
dertake as a student leader. The quality of your dialogue groups are
directly related to the people you get into the room, so do not take
this responsibility lightly! If you put forth a good effort and make
sure you get the right people into each dialogue group, the experi-
ence of each participant will be greatly improved.

At this point, you need to understand that there are two tiers of re-
cruitment: personal, and general. Read their descriptions below:

Tier 1: Personal Recruitment

If you truly want to make sure that each of your dialogue groups are
representative of the diversity at your school, you have to very care-
fully plan out how to get people into the room, and who those people
are. ldeally, every member of every group would be person-
ally selected to the dialogue via a one-on-one conversation.
It's important to draw a map of your community, analyzing who has a
vested interest in these issues and who needs to be in the room to
have an effective and dynamic dialogue. You must also assess each
community and determine a strategy for recruitment before contact-
ing individuals and getting them to invest in the process. Through
careful planning, you establish a personal recruitment process that
ensures you are able to choose the social make-up of each group and
that you will be able to maximize the dialogue’s potential.

Tier 2: General Recruitment

General Recruitment is a more passive, broader, and less con-
trollable process that involves more advertising and less one-
on-one conversation. Using general recruitment, you won't be
handpicking each and every dialogue participant, and will relinquish
some control over the make-up of the dialogue groups to chance.
However, you can more fully ensure that you have enough people for
dialogue (8-12 per group), and that you’re recruiting committed par-
ticipants who voluntarily chose to engage in this effort. There are
many different techniques that you can use to get the word out about
SD, and to try and engage your campus on a broad scale, and we will
outline them as you read on.

>k Xk kk %k %k

The goal here is to explain how you are able to blend these ap-
proaches into a recruitment plan that takes into account the size of
your school and the number of people you need to have effective dia-
logue.

So what are the steps you must take to form solid dialogue groups?
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Before we get there, let’'s make sure we know just where we are in
the timeline of events.
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REMEMBER:

At this point, you have already established your moderator pairs and No recruitment effort
each has chosen their preferred dialogue meeting time. This informa- is a solo effort. This

. . . . should be something
ment!
tion will be vital to your recruitment! you do as a team !

. . . (See Step 4: Strate-
The recruitment effort is broken down into small-scale and large- gic Planning)

scale strategies. It should be apparent that your approach to re-
cruitment will be different if you need 24 participants for 2 groups,
and if you need 144 participants for 12 groups. For this reason, we
have chosen to explain how you combine the two tiers of recruit-
ment strategy for a smaller effort and for a larger one.

We recommend that a recruitment strategy always contain a per-
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sonal recruitment component. The fewer groups you are recruit-
ing for, the less need there is for general recruitment, and the more
luxury you have to focus on personal recruiting. As you begin to re-
cruit for more and more groups, it probably makes sense for your
strategy to shift so there are more general recruitment tactics.
However, even when recruiting for many groups, its important to
maintain and plan for strong personal outreach, which proves to be
the most effective way for getting diverse peers to commit to SD.

Smaller Scale Recruitment: 1-5§ Groups

Hopefully you did a mapping exercise as a part of your initiator
training in the first moderator workshop. If not let us explain it here.
Mapping and Naming the community is essentially an attempt to
draw out the social relationships you see on your campus. If you are
approaching these dialogue groups with a specific issue in mind (like
an event or conflict between specific groups), you should plot the key
players in your community surrounding this issue. If not, you should
simply try and think about all of the different “groups” you see at your
school—what are they?

For example, one list may be: Athletes, Fraternity members, Muslim
Student Association members, southerners, math majors, members of
the Black Student Alliance, supporters of the Latino Student Union,
and the Newspaper Club. Your job is to generate as many different
subcategories as possible—not for the sake of pigeon-holing anyone—
but rather to try and document what you observe to be the social
interactions at your school.

Look to the Appendix for an example of a Community Map.

When you are recruiting for just 1-5 groups, your “recruitment strat-
egy blend” will be much heavier on the personal side, and lighter on
the general advertising.

In theory, you only need between 12 and 60 participants, which is
not too many to seek out one by one.

Step 1: How many people do we need?
e All dialogue groups should have about 10-12 participants
e Sometimes, you may want to factor in the loss of a few
participants throughout the course of the dialogue. This,
however, is not always necessary—you should really try

first to find a committed group, and don’t expect that any-
one will drop out.
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Step 2: Who do we need?

This is when you “"Map and Name” your community
This exercise should take some time! The goal is to force
yourself to think critically about the people at your
school so that you are sure to include all of the peo-
ple who have a stake in the dynamics of their com-
munity.
Once you're done with this, you should ask yourself:
Who do you want in the dialogue (communities, not
people) and WHY do you want them in the dialogue?

Take time to WRITE
down!

Important : How many communities are there? 10? Rec-
ognize that its impossible to represent every commu-
nity in every group, but important to have a diverse
group.

Step 3: Who do WE know?

Figure out who among your leadership team already has
personal ties to any members of those communities
Generate a list

Important  : you aren’t just recruiting your friends. Make
sure you are addressing the question: aiwhat i s our rea-
soning for each person we have selected?o0

Step 4: Strategic Planning

Now that you have a list of potential participants, look Recruitment team
back to your community map  from Step 2—which groups
are missing from your list?
Ask yourself: Are my connections overwhelmingly repre-
sentative of one community or another?

——> If so, you should plan to recruit primarily from

only the under represented communities.

It will probably make things easier to have one point per-
son who is in charge of the whole recruitment team — a
recruitment team leader.

e Moderators and leaders

e All efforts should be
overseen and coordi-
nated by the recruit-
ment team leader

Step 5: Recruit the Individual Participants
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In order to reach those you don’t know, you should try ap-
proaching community leaders. Often, "community leaders”
are presidents and vice presidents of student organiza-
tions, or simply individuals who carry a lot of clout among
their peers.
e Approach them and explain SD
e Use their connections to reach the communities
where you have none of your own.
e Ask to schedule a time to talk about SD at their
club meetings



PERSONAL OUT-
REACH

. Make it a lunch
date

e Talk over a coffee
break

e Be casual

e Tell them how
and why their
participation is
valuable!

Reminder:

Group night has
already been de-
cided, so bear the
days/times in mind
when talking to
potential partici-
pants.

¢ Now, you have one comprehensive list of potential partici-
pants and of groups whom you want to talk to about SD,
the next step is delegating personal outreach among the
recruitment team to those individuals and groups.

Step 6: Fill in the Gaps

e This is where the blend of general recruitment comes in.
Because it is sometimes difficult to find the time to recruit
each and every participant individually, even smaller pro-
grams might need to do some broad recruiting.

e Use a flyer campaign (read more on this in the next sec-
tion on methods of advertising) to invite people to an in-
formation session

e Give attendees an idea of what they would potentially be
committing to

e Invite them to fill out an application if they're interested

Step 7: Form the Groups!!

e Based on who you have and when they can meet, design
the best groups you can

%k Xk >k k

Larger Scale Recruitment: 5§+ Groups

When you are recruiting for more than 5 groups, your “recruitment
strategy blend” will be much heavier on the general side, and lighter
on the personal recruitment.

Step 1-3 will be the same as if you were recruiting for only a few
groups:

Step 1: Form a Recruitment Team
Step 2: How many people do we need?
Step 3: Who do we need?

At this point the strategy begins to change. Instead of trying to gen-
erate a list of individuals that you need to recruit, you should focus
your efforts on specific communities

Step 4: Broad Publicity Campaign

¢ Make sure you have representatives at any school-wide
activity fairs or events. Get the word out about SD

e Advertise to your school inviting students to info ses-
sions (read more about this in the next section)

e Give attendees an idea of what they would potentially be
committing to
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Step 5: Targeted Publicity

e Focus on underrepresented groups, and seek them out

e Say, for example, you have a very low turnout from
the Newspaper Staff — Take the time to attend a
meeting, and present SD in a way that they can re-
late so that you might encourage them to join.

e Follow-Through!!

e It might be good to assign each “targeted group” to
one member of the recruitment team for follow-up
contact

e Make sure your presentation isn’t the last contact
you have—the more you push, the more likely you
are to reap a few participants!

Step 6: Collect Applications

¢ Now that you've done all the work getting the word out
and distributing applications, its time to collect them and
begin the logistical work of assigning groups

Step 7: Forming Groups

e Group formation should be done from the pool of appli-
cants you have collected

e First, break applications down by availability (what time
slot can they meet?)

e Then, break them into groups based on “identity”—which
group do they represent (if any) at your school?

e Consider also their description: is the person a talker? Lis-
tener? Neutral? Strongly opinionated?

e Form the groups that seem to you to be the best possible
combination

Step 8: Contact all Participants/Applicants

e The best plan here is to have the moderators contact their
newly assigned group members

e You or your leadership team should assemble a waiting
list, and contact each person to let them know they are on
it

e Still missing some voices in specific groups? Pass the re-
sponsibility for recruiting to fill holes to the moderators of
the group—get them involved!

This process takes time! But be patient o it will
work out in the end
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Info Sessions
and Flyer Cam-

paigns are the
two most popu-
lar methods for
general recruit-
ment. Use them
wisely to engage

your school!!



Step 9: Kick Off Event

The Kick Off Event is the first official meeting of all the newly
committed participants of SD. Here all leaders, moderators,
and participants gather in a casual setting to mingle, perhaps
over dinner, to start the new SD year. While the leaders and
moderators take this opportunity to welcome the new partici-
pants, a guest speaker, usually interested in dialogue or issues
of conflict, peace-building, or race relations is invited to de-
liver a short speech. Most campuses do a team building activ-
ity at the Kick Off for a strong start to the year.

Your Kick Off
event can be ca-
tered to your
own school.
(See Appendix
for a sample
agenda.)

Step 10: Begin Dialogues

You are ready to begin your regular dialogue meetings!

- Refer Moderators to their Moderator Resource Handbook to
sharpen their skills, share articles with their group, and to re-
fresh their understanding about important issues.

- Student leaders, you are the support system for SD at your
school. Check-in with your moderators regularly to monitor
the groups’ progress.

Methods of Advertising

As with any new endeavor, marketing your product is essential to
your success. There are different methods of advertising to reach
different pools of people. Here are some ideas:

See appendix
sample

publications! Flyers. Flyers are important because they reach a large number

of people. Think about eye-catching ideas, whether funny or
controversial that you can put on a flyer. Put them every-
where you are allowed; on bulletin boards, mailrooms, cafete-
rias, dorms, hallways, on doors, or at the student union .

Handbills. Handbills are something people can easily take with
them. They give you the opportunity to provide more infor-
mation than you could on a flyer. Hand them out in the cafe-
teria, the student union, or on the way to class.

Pamphlets. Pamphlets can be used to provide interested stu-
dents with more in depth information about Sustained Dia-
logue. You can include details on the stages, FAQs, testimo-
nies, website and email references. Leave pamphlets in the
Deans office, admissions building or at a student union.

Candy. Inexpensive treats, like lollipops, are a perfect form of
advertising. Distribute the candy with attached messages.

Use recycled paper Tabling. Set up a table centrally on campus for people to get
and be as sustainable as information from you, talk to you personally, and sign up for
possible! an email list. Create a poster or display to attract attention to

your table and hand distribute information.
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Table tents. Most campuses allow students to display table
tents, usually in libraries, in cafeterias, cafés, or wherever
people sit down and would have the time to read your infor-
mation.

Word of mouth. Talk to people! This is the most direct and ef-
fective method of advertising. People are receptive when
someone individually approaches them.

E-mail lists. When you start talking to people or setting up ta-
bles, make sure you not only inform them about Sustained
Dialogue, but take down contact information from any willing
individuals. Start an e-mail list to share more details or ad-
vertise an event or info session. Campus-wide e-mail lists
that advertise events are also a great resource.

Other student groups. Established student groups on campus
are a big resource for a Sustained Dialogue initiative. They
already have contact with a large pool of students and can
help you gain support. Make contact with other student lead-
ers, make short presentations at their meetings, send out an e
-mail blurb on a group list, or give them pamphlets or hand-
bills to provide to their group.

Campus newspaper. A cheap way to get recognition. is to con-
tact student journalists to inform them about your initiative
and the dates of your info sessions or events. If you have the
funding, put an ad in the paper.

Website. Create a website for your program. A website not only
provides you with an easy reference for interested students
but also gives a large pool of people access to your initiative.
Provide an overview of the process, an outline of the steps,
testimonials, your contact information, FAQs, and any other
resources you find relevant
(see: www.sduva.student.virginia.edu as a resource).

Activities fairs. These are usually days when campus organiza-
tions are showcased to incoming students. Get yourself a
spot in these types of events!

Freshman orientation. A great way to attract new students! .
Ask for time to make a presentation or hold mock-dialogue
groups.

These are only some methods that have worked on other campuses,
but be creative and try new approaches. Keep focused on what you
are doing, and more importantly, why you are putting your time and
effort into starting and keeping Sustained Dialogue on your campus.
Remember, you can never have too many people helping you adver-
tise!



Info Sessions

An information session is a great intermediary step between general
advertising and the kick-off event/group formation efforts. Invite stu-
dents to attend a session where you explain what SD is, how it
works, and why they should be interested. This is the time to
practice your pitch!! To make it interesting, have an activity. Show
the SDCN Video (available by request from SDCN), perform a skit
(see sample skit text in the appendix) or do an activity that gets peo-
ple engaged and talking about the issues you want to address. It
probably makes sense to hold information sessions at dorms and
prominent places on campus that are easily accessible.

At these sessions, you should gauge the interest of the group, and
have all who are interested fill out an information sheet if they feel
they’d like to participate in a dialogue, and/or hand out applications if
you are using them to choose participants. (For Sample Participant
Application, see Appendix)

Information sheet should contain:

Name:

Email Address:

Phone Number:

Year:

Racial/Ethnic Background:
Reason for Interest:
Availability (Nights/Times):
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Head Moderator

The head moderator is
a member of the lead-
ership team who has
the most moderating
experience, the most
training, and is willing
to take on this respon-
sibility. In addition to
running moderator
meetings, they may
head the recruitment
efforts for next year’s
moderators, work
closely with SDCN on
moderator-related
issues, and help men-
tor moderators as the
year goes on.

IX. BEYOND DIALOGUE: RUNNING THE
ORGANIZATION

At this point, you should have your groups formed and dialogue
should be taking place. You've recruited moderators, you've re-
cruited participants, you’ve scheduled moderator training, you've
formed groups, and the moderators are now in contact with each of
their participants—well done!

Typically, all of these things are accomplished by the end of the first
6 or so weeks of school—in early September or October. Now what
do you do?

The job of a student leader continues past the inception of dialogue
groups, however, and in this section we will discuss a few of the other
tasks that you are responsible for throughout the year.

Remember—as things continue to progress, it is very helpful to stay
in touch with the SDCN Program Directors. Set up a regular time to
talk with them about your dialogue groups, moderators, and anything
else that you may need to discuss!!

Task 1: Moderator Meetings

It is important to organize appropriate support for moderators. In the
first year of an SD program’s life, this will likely take form of regular
phone calls between the new moderators and SDCN, as well as regu-
lar meetings among the moderators, to problem-solve with each
other and to support one another.

After the first year of program life, when your SD initiative hopefully
has some experienced moderators, moderator meetings held twice a
month (typically during the week between dialogues) and organized
by the experienced moderators will prove incredibly helpful. Modera-
tor meetings provide an opportunity to take care of the maintenance
of the individual dialogue groups and the SD program. They provide a
space for SD leaders and moderators to work on programmatic and
dialogue problems and issues together. Also, Moderator Meetings are
an opportunity to use The Moderator Resource Handbook we give to
moderators. In it, you will find outlines of agendas for each meeting
throughout the academic year. The following are important things to
have happen at each moderator meeting:

e Co-mods meet to prepare for next meeting

e Write down major questions and submit to SDCN

e Group Updates: Address major concerns/questions
among groups (dialogue progress, attendance, is-
sues)

e Update moderators with announcements

e Skill building or Moderator Dialogue
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The responsibility of conducting the moderator meeting falls on the
Head Moderator. Moderator meetings encourage and enable dia-
logue groups to pursue their unique directions while uniting them un-
der the common goal of improving campus race relations.

Task 2: Facilitating an Organizational Identity

SD-Wide Social Events (within SD or in collaboration with other stu-
dent groups) are excellent for creating group cohesion and for build-
ing ties with other communities on campus. These activities can be
any number of things, including: potlucks, parties, service projects,
benefit fundraisers, listening to a guest speaker, watching a topic-
specific movie, or attending a cultural performance. Keep in touch
with leaders of other organizations to find out about co-hosting and/
or co-sponsoring events.

Another simple thing that helps promote identity are t-shirts! Order t
-shirts for your moderators, or even for your participants as well and
schedule a day where everyone wears them. Make people wonder:
what is this Sustained Dialogue thing? If you did a good job recruit-
ing, people in all different places will see your shirts!!

Here are some ideas of SD-Wide Social Events on other campuses:

At the University of Virginia, SD teamed up with the Albemarle Hous-
ing Improvement Program for service projects, and at Princeton Uni-
versity, hosting the national conference provided an opportunity to
bring all of their participants together. Take advantage of the oppor-
tunities that present themselves!!

Task 3: Leadership Transition

The nature of college and high school campuses’ four year “revolving
door” makes leadership transition one of the most critical things you
must think about as a student leader. It is very important to make
sure that when you leave your school, the program will continue.

So how do you identify a strong leader, and what should the transi-
tion process look like?

Criteria. As for leader identification, it really isn’t too diffi-
cult. The qualities of a good leader are ones you’d expect:
knowledge of SD, commitment to the organization, responsible,
organized, well-spoken, respected, etc. Make sure you're keep-
ing an eye on the moderators of your groups and even the par-
ticipants—who would be a good potential leader? Talk to them
now! The earlier you identify future leaders, the better!
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Finding Leaders

Look for new leaders

who will be commit-

ted, organized, and
responsible.

Is there a moderator
who you think would
do a great job? Pull
them aside and let
them know!

Always keep your
eye out for potential
leadership, and make
sure they think seri-
ously about taking a
role in the organiza-

tion.
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Shadowing. Transition can be handled in more than one

way. At some schools, the up-and-coming SD Chair/ President/
Head Moderator/ etc. has been chosen early on, with no election
process, and has simply shadowed the current leader until the
transition is complete. Creating a shadowing period is hugely
important. As a current leader, you must ensure that your suc-
cessor knows how to run the organization. Have you shared all
of your resources and contacts? Have you oriented him or her
to the timeline of a typical SD year? Does the incoming leader
know which processes work best in regards to recruitment,
training, and funding? Organizational knowledge must be
passed along. By having short meetings with the new leaders
regularly, you can transfer the responsibilities with ease.

Timing. We recommend that leadership transition take place
between fall and spring semesters. Allow your new leader to
spend at least once semester learning the role before the end of
the school year so that you can help them along the way.

Start Now! The earlier you identify good potential
leaders, the better!

Establishing a new leadership group. Our recommendation
is that, similarly to moderator selections, you set up a process
to determine the new leadership team. Many schools use an
election process, in which the out-going leadership team
(including the moderator team) participates in electing the new
leaders. This ensures that you have the support and consent of
those who are perhaps most important in this process, and with
whom the student leadership team will have to work most
closely.

Elections are a great idea—they give added legitimacy to your
organization and help potential leaders realize the sort of impor-
tant commitment they are making. Additionally, it requires that
those considering taking on leadership roles put some thought
into why it is that they want to be a leader of SD and whether
or not they have the appropriate time and energy to take on a
leadership role. If you can, hold elections for the very first lead-
ership transition your program experiences—even if all the can-
didates are running unopposed. It may take a few tries to work
out the kinks, so it doesn’t hurt to start early.

At UVA, for example, the election process is held at the end of
the first semester. All of the moderators are allowed to vote for
their leadership team (a 10 member executive board) and can-
didates are allowed to run for more than one position. If, for
example, someone runs for SD Chair and is defeated, they may
drop down to run for a second, third, etc position. Another in-



teresting practice in UVA's election system is that individuals
can nominate themselves for positions, as well as others that
they think might be well-suited for leadership roles. This en-
courages students who might be great for leadership roles but
aren’t considering leadership to do so.

Welcoming the new leaders. Once the new leaders have
been selected, it is important to recognize the important posi-
tion they have taken on. This can be celebrated with a special
Initiation Ceremony after Leadership Transition takes place. We
like for this experience to be a surprise for each new set of lead-
ers. For details on arranging this event, contact SDCN and we
will gladly tell you how it all works.

Task 5: Attending SDCN National Conference

The Annual SDCN National Conference is hosted every April by a par-
ticipating SD campus. Arrangements need to be made for lodging and
transportation for one weekend. This spring conference is a great
time to get the feet wet of the new moderators and student leaders
who will be taking over in the fall. Workshops are held to help mod-
erators refine their skills and to allow student leaders and administra-
tors to focus on leading their organizations. The annual conference is
also an excellent opportunity to network with Sustained Dialogue
members from other campuses across the country.

Months before the conference, SDCN will call for a campus represen-
tative from each SD school to join the Conference Planning Team.
Through a series of conference calls, this team will collaborate on the
agenda and logistical details for the upcoming event.

As a student leader, you will be responsible for the following:

Find funding for your school to attend the conference
Determine how many students you will be able to send
Make travel arrangements

Attend the Conference!!

As for the rest—that’s up to us! Watch for updates and announce-
ments about the conference on the SDCN website.
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