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Definition: agroup deasion-making processin which all present must agreebefore adionis taken

Main reasonsto use mnsensus as a dedasion-making method:
1. High quality dedasions
2. Builds high conredion among members
3. More dfedive implementation

Basic Principles

Cooperation isthe basis (we all get more of what we want when we woperate)
Consensus is for people who are genuinely trying to work together, typicaly based onsome shared
interest, pupase or cdling
Seach together for the best solutionfor the group: it’s “us against the problem” we ae trying to
solve rather than “us against ead cther”
Skill s necessary for consensus are dso necessary for good relationships
Reaognize that no dedsion-making system gets everyone their first choice dl thetime
What' s the aedive way to addressall the needs present, rather than lowest common denominator
Consensus ®&ks to synthesize the wisdom of the group
Unity (different from unanimous vote or everyone' sfirst choice)
Sense of the meding—essenceis smething you can suppat or are willi ng to let go forward, i can
livewith it
“Everyone has a pieceof the truth”
Value dl kinds of input (rational, emotional, kinesthetic, etc.)
Consensus is a questioning process more than an affirming process
Goal isto thrash ou an issue until agoodsolutionis found,rather than make everyone fed good by a
fast but fake agreement
Encourages lifting everyone up to their highest potential, instead of knocking down your opporents
Share, question, and learn from ead ather’s experience and thinking
Remember the spirit and processof the system are eve more important than the structures
Thereisno substitute for being friends with ead ather
A pasitive atitude will get you everywhere
Medings should be fulfilli ng—if theyre not, then ask why, and changeit!

What Helps It Work Well
- common pupaose
- listening
- opennessto ideas, fedings and experiences of others--> transformative experience, give & take
- trust (some degree
- willi ngnessto let go of some of your personal attachments in the best interest of the group
- focus onisaues, na personalities—common ownership o ideas
focus oninterests, na pasitions, avoid agreddisagree
find the reasons behind the positions
- commitment
- time—enough to work in depth; patience (but if strong common pupaose may dedade quickly)
- preparation: agenda planning, fadlit ator prep, kringing materials, etc.
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How an Item Movesthrough the M eding, aka The Flow of the Consensus Process
1. Presentation by presenter, introductionto isue
Why are we talking abou this, why does it matter
History of theisaue (including previous medings)
Goal for thisitem at this particular meding (report, dedsion, committeegather inpu, etc.)
Issue or proposal? It depends. . .
2. Clarifying Questions regarding the issue and context—short and swed
3. Discusson
Bring out adiversity of ideas, concerns, and perspedives
Note agreaments and dsagreaments and the underlying reasons for them—discussthaose
underlying reasons
Look at passble solutions, and the problems with those solutions
Synthesi ze propaosed ideas/solutions or come up with new ideas in the suppative amosphere of
the meding
4.Dedsion
Evaluate the different ideas until one ideaseansright for the group
Make sure there ae noloase ends, including clarity of implementation
Ched that everyone truly consents to the dedasion
Re-state the dedsion for the notetaker (and/or have notetaker read it badk to the group)

Structure
Agreament
Basic dignment with diredion—sense of the meding
Consensus is not the same thing as 100% unanimous vote in majority rule
How much agreement is enough is something eat group reeds to dedde for itself, but it’s good
to be explicit (may vary by item aswell as by group)
SandngAside
Personal disagreement with group dredion, kased on
- personal values or conscience
- disagreament with group dredion, dfferent opinion, think it’s abad ideg or high risk
- persona impad or need, e.q. “I can’'t afford this’ or “I’d have to move out”
- intuition, nd in alignment
Name in minutes and reason
Not in lead implementationrole, but still bound ly deasion
How many istoo many? Morethan 1-2? The more you all ow, the moreit’s like voting; go too
far andyoulose the extra df edivenessof consensus adion.
Blocking
Don't do prematurely, integrate your concerns into discusson ealy on
The following are not valid reasons to block:
- to get your way or because prefer adifferent proposal (or no propasal)
- to fulfill your personal moral values or how you want to live
- tradition; because things have dways been dore this way
- because youwouldn't be &leto aff ord the proposed adion
- because you d haveto leave the groupif the propcsal passed
- to prevent the groupfrom taking arisk
Only doif proposal is disastrous for the group o crosses groug s known core principles—then
resporsible for stoppng it
Appropriate blocks are most likely to arise from diff erent interpretations of agroup alue, or
two group \aelues coming into conflict with eat ather
Anyone who Hocksis resporsible for helping to work out an aternative
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Asaume goodfaith intentions.

Listen closely.

Listen for the truth in ead person’s expresson.

Remember that diff ering opinions are aresource What can you lean from these diff erent opinions?

Refled bad the fedings and main pants.

Lookfor what needs are underneah the concern.

Act as an aly of the personwith the amncern, whil e still holding the needs of the rest of the group.

Seek common ground. What part of the proposal can everyone agreeto?

Ask questions:

- How doyou seethisided?

- What are you worried might happen if we do this?

- Could we monitor or prevent that outcome?

- What parts of the propasal do you suppat?

- What values (or history) does thistouch onfor you?

Analyze what the origin of the difficulty is. Could be old interpersonal stuff, archetypal dynamics, job
roles at odds, ladk of known guidelines/procedures, need for more visioning/purpaose work,
information a trust-building required between a committeeor individual and the rest of group, etc.

Engage the people with concernsin solving the problem. Ask them what would work for them that
would also med others' needs.

Be ready with your procedures for how to handle ablock in case one aises. For example, who getsto
deddeif ablock isvalid or not (fadlit ator, steeing committeg full group)? What are next steps?

Stay in relationship with ead ather. Emphasize friendship and social conredion. Be kind.

ReflediveListening Guidelines
Thisisakey skill to use during conflict resolution. In your refledions, seek to:
1. Keep your attention focused onthe other person (don't go into your own story)
2. Be nonjudgmental
3. Listen with compasson
4. Seek the eseence of what the other personistrying to convey

Remember the 5 basic principles of facilit ation:
1. You arethe servant of the group,the steward o the process
2. Plan ahead and work outside the meding
3. Help eat personfed head
4. Work with all of what’sin theroom
5. Listen for common groundand refled it badk to the group, as often as necessary

Options, if a concern isunresolved and timeisfinished:
1. Lay it over to afuture meding
2. Send it to committeg with the person Hocking included
3. Tak during abre&k or outside the meding (“coffee”)
4. Mediation (if interpersona conflict)
5. Lay down the item
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