
Editor: Matej Cepin

Authors: Martina Ilišinović, Ewa Pietras, Matej Cepin, Cosmin Ionita, Adél 
Hercsel, Petr Kantor

Design and layout: Peter Černuta

Cover photo: Darek Jedzok

Photos: Darek Jedzok, Peter Černuta, Matevž Cerar, Florian Rüdisser, Socialna 
Akademija, stock.xchng

First edition, part of Backpack Journalism series

Printed in Slovenia by Birografika BORI d.o.o. (500 copies)

Published by Socialna Akademija 
© Socialna Akademija 2011 
www.socialna-akademija.si

This project has been funded with support from the European Commission. This 
publication reflects the views only of the author, and the Commission cannot be held 

responsible for any use which may be made of the information contained therein.

Supported by

How to survivE As A mEntor?

CIP - Kataložni zapis o publikaciji
Narodna in univerzitetna knjižnica, Ljubljana

070:005.963.2

   HOW to survive as a mentor? : how to help young people gain     
jounalistic compentencies, media literacy and critical thinking /  
[authors Martina Ilišinović ... [et al.] ; editors Matej Cepin ;   
photos Darek Jedzok ... et al.]. - Ljubljana : Socialna akademija, 
2011

ISBN 978-961-93095-0-6
1. Ilišinović, Martina 2. Cepin, Matej
256307712



tAblE of ContEnts
CHAPtEr i: wHAt DoEs it mEAn to bE A mEntor? 
Who is a Backpack Journalism mentor?     8

What is his/her role?       8

What are the tasks of a Backpack Journalism mentor?    8

What competencies should every mentor have?     8

Are there some special competencies that a Backpack Journalism mentor should possess? 9

What is the added value of Backpack Journalism as a method?   10

Why mentorship?       10

Mentorship does not only occur in Backpack Journalism, right?   11

What is the difference between a teacher and a mentor?    12

How does a mentor create the right type of atmosphere?    12

CHAPtEr ii: How to unDErstAnD tHE young PEoPlE’s nEEDs
Listening: The key to success!      14

How does a mentor listen “well”?      14

How do we establish an intimate atmosphere?     16

How to become a good observer?      16

What should a mentor observe?      17

What is empathy? How do I become empathetic?     18

What does intuition mean? How do I acquire strong intuitive capabilities?   18

How can I deal with participants’ individual needs?    18

What should I do with age differences?     20

What if I have to teach people much older than me?    20

How do I handle cultural differences within the group?    20

What is this Maslow pyramid good for?     20

And… what is the student’s responsibility towards a mentor?   21

CHAPtEr iii: How to oPEn sPACE? 
Why open space?       24

Does ‘open space’ mean ‘having no rules’?     24

How does a mentor open space?      27

How do you recognize a mentor that opens space and one that closes it?   27



How do I facilitate creativity?      27

Which concrete techniques can I use to open space for creativity?   29

How do I open space for learning?      30

CHAPEr iv: How to orgAnisE A CAmP?
What is a Backpack Journalism camp?     34

What is special about an international BPJ camp?     34

What is the best time and place for a BPJ camp?     34

Does the camp really need aims and objectives?     36

What is the difference between aims and objectives?    36

What should we do at the camp?      37

What is macro-planning?      37

What is micro-planning?       39

How do we divide tasks?       39

What about communication with participants?      39

What is evaluation?       40

So how do I evaluate it?            40

What are other methods of evaluation?     40

What are small things I should not forget?     41

CHAPtEr v: How to run A worksHoP?
Where and why does a Backpack Journalism mentor run workshops?   44

When is it good to organize a workshop and when it is better not to?   44

What is most important when planning a workshop?    44

How do I set my aims and objectives for the workshop?    45

How do I plan a workshop?      45

How do people learn?       47

How do I define the working methods and the equipment needed?   47

How do I communicate with people?      47

How do I give and receive feedback?      48

CHAPtEr vi: How to suPPort A tEAm of JournAlists 
What is the basis of team mentoring?     52

How should the team be mentored?      52



What are the self-esteem-building questions like?    53

Why does a mentor work on questions so much?      53

How can a mentor help a person or a team get out of trouble?     53

How can we help a team?      53

What should be considered during team mentoring?    53

Are the objectives met and shared?      53

Is there a mutual and equal interaction?     54

What are the nine team roles?      54

Is there rotation of authority?      54

What about rules?       55

Is there a space for individuality?      55

Fellow feeling: is there the occurrence of “we”?     55

Is there hindsight?       55

As a mentor, am I on the team or not?     55

Should I speak or be quiet?      56

Should I challenge them?      56

How do I help others to listen better?     56

Do I give approval?       56

What should I share?       57

What methods and tools may I use?      57

What about having fun together with participants?    57

What are the rules for mentoring?      59

What is a mentor’s impact on the team?     59

CHAPtEr vii: How to survivE witH otHEr mEntors?
Why we have a team of mentors in Backpack Journalism?     62

How do I make a team of mentors efficient?      62

What is team synergy?       62

Why can there be conflicts between mentors?     63

What happens if a conflict gets out of hand?     63

What are the solutions to avoid conflicts between mentees?    63

How to solve conflicts?       63



This is not a handbook for Backpack Journalists. It is a handbook for 
Backpack Journalism mentors. But who is a mentor? A mentor is an 
experienced person working with young people in the area of Back-
pack Journalism. He/she helps young people while gaining journalis-
tic competencies. He/she encourages media literacy, critical thinking, 
and active citizenship. He/she assists young people when creating 
media content and helps them with their team relationships.

Backpack Journalism mentors usually work with groups or individ-
uals in Backpack Journalism camps or workshops.

It is important for a mentor to always be aware of both his/her 
own role (Chapter 2) and the needs of the young people (Chapters 
2 and 3). He/she has to know how to organize a Backpack Journal-
ism camp and workshop (Chapters 4 and 5). From the outside, he/
she should observe teams of young Backpack Journalists and as-
sist them (Chapter 6). And—of course—he/she must also be able to 
survive in his/her own team of mentors (Chapter 7).

We wish you a successful mentorship!
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What does it mean to 
be a mentor?
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wHo is A bACkPACk JournAlism 
mEntor?

A Backpack Journalism mentor is a person 
who works with young people in the field of 
Backpack Journalism. By preparing and being 
present at camps or workshops, he/she directs 
young individuals or teams of young people. 
He/she supports them while creating journal-
istic content, encouraging them to be media 
literate, fostering critical thinking skills, and 
advocating active citizenship. He/she is avail-
able when the young people are confronted 
with challenges. At the same time, he/she has 
to offer some core competencies, whether they 
be from the fields of journalism, technology, or 
social interaction.

wHAt is His/HEr rolE?

As a role, being a Backpack Journalism 
mentor contains a lot of responsibility, and is 
also a lot of fun. It is about creating new op-
portunities for both others and oneself. It is 
about giving parts of oneself to others. It is 
about building a part of the new reality we 
want to create by showing other people how 
to make a change. 

In order to mentor others, we must first 
learn how. We need to be competent in our 
subject, but we also need to know how to create 
situations where people can feel open minded, 
creative, and comfortable enough to learn as 
much as possible. Workshops offer an oppor-
tunity to provide people with different kinds 
of knowledge. Not only theoretical knowledge 
like in school, but also knowledge that is more 
practical. We should encourage young people 
to gain real life skills.

For example, you can know about traf-

fic regulations, understand what makes a car 
move, and even know how an engine works, 
but that knowledge doesn‘t mean that you 
know how to drive. You can only gain that 
knowledge through experience driving a car. 

In group learning and in learning by ex-
perience, every participant within the group is 
responsible for the common learning process. 
A mentor‘s role is to create possibilities, solve 
problems, and find tasks for the participants 
through which they can learn as much as pos-
sible by themselves. 

wHAt ArE tHE tAsks of A 
bACkPACk JournAlism mEntor?

A Backpack Journalism mentor should:
• Plan and organize events like camps and 

workshops 
• Establish a creative, productive, and moti-

vating atmosphere at these events
• Assist teams of Backpack Journalists with 

their work
• Run educational workshops
• Be aware of the intercultural environment 

at the events
• Evaluate his/her work and facilitate evalua-

tion of the participants‘ work
• Constructively cooperate with other men-

tors

wHAt ComPEtEnCiEs sHoulD 
EvEry mEntor HAvE?

To be a mentor, you need to have some core 
values and capacities to make your work pos-
sible.

Firstly, you need to be prepared for life-
long learning. There can‘t be a moment when 
you feel like your knowledge is good enough. 

In this chapter, you will have the opportunity to explore topics such 
as what a mentor should know, who exactly a mentor is, and what spe-
cial mentor tasks are when working with young people in the field of  
Backpack Journalism.
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You must feel as though you have a chance to 
learn something new every day. You should 
always desire to follow this feeling. Working 
with yourself is very important so that you 
are always learning new things and improv-
ing your qualifications. You should always be 
aware of the participants’ needs. You must 
recognize these needs and respond to them the 
best way you can. 

You can achieve as many positive results as 
you brought with yourself in the beginning. So 
if you are expecting results from the partici-
pants, ask yourself if you need to be more qual-
ified for the course. Make sure the program 
is always at the level of your qualifications, or 
higher if possible. Never let  the quality of your 
program be beneath what you’re capable of. 
This often requires a lot of self-reflection. 

You need to create a bond with the partici-
pants, while also keeping a healthy distance.

You should be able to:
• Create and organize the group without 

controlling them too much.
• Utilize a style of mentoring that encour-

ages others to develop their ideas.
• Develop organizational skills.
• Motivate both others and yourself.
• Diagnose and assist in solving problems.
• React flexibly to changes in the groups’ 

needs.

ArE tHErE somE sPECiAl 
ComPEtEnCiEs tHAt A bACkPACk 
JournAlism mEntor sHoulD 
PossEss?

Yes, there are. We divide the competencies 
that a Backpack Journalism mentor should 
possess into five groups:
•	 competencies	related	to	journalism: con-

cepts of Backpack Journalism and citizen 
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journalism, journalistic ethics, knowing 
laws, knowing different genres, etc.

•	 competencies	 related	 to	 telling	 a	 story	
through	 various	 media: using various 
media to transmit your message to others, 
facilitate communication amongst others, 
etc.

•	 competencies	 related	 to	 technology:	 us-
ing	 technology such as recording devices, 
computers, computer software and social 
networks to promote active and responsible 
citizenship, etc.

•	 competencies	 related	 to	 social	 skills: 
working in a team, dealing with intercul-
tural issues, organizing a media, motivating 
people, etc.

•	 competencies	related	to	mentorship: be-
ing a mentor, organizing learning processes, 
organizing Backpack Journalism events, 
etc.

55Don’t5worry!5you5Don’t5neeD5to5be5su-
perhuman5to5achieve5all5of5these.5you5Don’t5neeD5
to5 be5 familiar5 with5 all5 the5 competencies5 listeD5
above.5that5is5why5we5have5teams!5however,5it5is5im-
portant5that5you5builD5a5team5of5mentors5so5that5
you5-5anD5your5team5-5will5be5able5to5cover5all5of5
the5points5listeD5above!

wHAt is tHE ADDED vAluE of 
bACkPACk JournAlism As A 
mEtHoD?

Backpack Journalism is not only about cre-
ating media content. It is much more! Through 
becoming Backpack Journalists, young people 
can gain many competencies that can be trans-
ferred later to other life situations. By becom-
ing a Backpack Journalist, young person can 
become more employable and better equipped 
with more social and soft skills. He/she can 
improve his/her mobility, critical thinking, 
media literacy, and active citizenship. Finally, 
Backpack Journalism is also about building a 
better society.

What makes Backpack Journalism so in-
spiring is the fact that it really covers a wide 
range of competencies. There aren’t many other 
activities that enable people to progress in the 
field of all Eight Key Competencies for Life-

long Learning:
• Communication in the mother tongue
• Communication in foreign languages
• Mathematical competency and basic com-

petencies in science and technology
• Digital competency
• Learning to learn
• Social and civic competency
• Sense of initiative and entrepreneurship
• Cultural awareness and expression

55look5 at5 these5 eight5 key5 competencies5
again5from5the5viewpoint5of5backpack5Journalism.5
it5really5Does5contribute5to5them5all!

wHy mEntorsHiP?
 A mentor’s main role is helping others to 

improve their qualifications. Thus, it‘s impor-
tant for mentorship to always be about others. 
You need to find ways to share your knowledge 
with others in a way that is easily understood.

The others are the most important aspect 
of mentorship. You have to adapt to their way 
of learning, to their problems, and to their at-
titudes. Improving their knowledge should be 
your primary goal. You should not try to teach 
them by repeating things; you should instead 
provide them with the abilities to learn things 
on their own. Your method of helping should 
be focused on the learning process. People 
learn the most by doing something for them-
selves; and your role is to help them in this 
process. 

You can‘t situate yourself in the position of 
a guru who says what is right or wrong. Most 
often, you are not the one to judge. Reflection 
about learning processes and the products that 
participants have made is a crucial learning 
phase. So what is the role of a mentor in all 
of this? He/she should help and support the 
individuals throughout the process. Being a 
mentor does not mean having absolute power. 
People should obey the rules because they want 
to or because they feel that it‘s to the right 
thing to do. It is important to create group 
rules that state what behaviors are wanted and 
which are not.

Your role is to identify everyone‘s expecta-
tions, both the group’s and your own, and 
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join them together. Most people are prepared 
by formal education to be passive. They are ac-
customed to receiving ready-made products. 
You need to find a way for them to learn the 
content by themselves while still proving them 
with help should it be needed.

You should be there for others, but you 
must maintain the right distance, so as not to 
let others abuse you. You must be clear about 
the range of your own authority. If you know 
your worth, others will see it too. 

mEntorsHiP DoEs not only  
oCCur in bACkPACk 
JournAlism, rigHt?

Of course not! There are many types of 
mentors throughout the world! Which one are 

you closest to?
•	 Educational	 mentorship: Students are 

encouraged to find a mentor for different 
reasons: improving their educational re-
sults, getting to a certain level academically, 
stepping into a new academic domain, in-
creasing academic performance, etc. Hav-
ing a mentor is always a great option for 
attaining results, as a mentor can help guide 
you until you reach your desired outcome.

•	 Professional	mentorship: In nearly every 
profession, there are continuous changes 
and evolutions. That is why finding some-
one from whom you can continue to learn 
is important. This person will keep you 
current and connected with the changes 
in your professional field. Only someone 
in your own professional field can occupy 
this role.

•	 Organizational	 mentorship:	In every or-
ganization or institution, there are always 
updates and changing events. If you are 
too into your work, you will not see the big 
picture and you will fail to understand the 
meaning of your role and how you could 
improve your performance. That is why an 
organizational mentor can help you see the 
changes and trends faster, easier, and before 
it’s too late and you are out of the picture.

•	 Life	 mentorship: Everyday stress can 
disrupt your work and personal life. That 
is why a life mentor can help you set the 
boundaries and establish an equilibrium 
between fun, social relationships, hobbies, 
duties, professional relationships, and ob-
jectives.

 » Further reading: eight types oF men-
tors: Which ones do you need? By caela 
Farren, ph.d., masteryWorks, inc.

These are just some examples of different 
situations where people can benefit from men-
toring. It is important how you create the rela-
tionship, but it is also important to be the right 
mentor for a specific participant’s needs. A 
sports mentor will never be able to help you 
in school as much as an educational mentor 
could. An organizational mentor will not help 
you as a life mentor. Different skills, knowl-

That is why when you choose a mentor you 
should keep in mind that a mentor should:
Provide you with support and encourage-
ment

• Help you to learn from your mistakes

• Offer opportunities for collaboration, 
joint presentations, and departmental 
talks

• Help you to learn about writing and sub-
mitting manuscripts for publication

• Be interested in your career field

• Be able to provide support and training 
in your field

• Model a successful academic career and 
training in your field

• Be committed to helping mentees make 
the next move in their career develop-
ment

• Demonstrate personal integrity

• Introduce you to colleagues

• Help you to identify and work with your 
strengths and weaknesses

• Provide opportunities for you to develop 
independence

 » http://gradschool.aBout.com/od/
admissionsadvice/a/choosementor.htm
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edge, and backgrounds are needed for different 
situations. You have to choose which one you 
will become. 

wHAt is tHE DiffErEnCE  
bEtwEEn A tEACHEr AnD A  
mEntor?

A mentor is not a teacher in the classical 
sense. His/her task is to organize a learning 
situation, and to try to help in the learning pro-
cess. A mentor’s job is to observe and under-
stand how participants are learning and then 
help them accordingly. 

For a mentor, helping is not telling people 
what they should do or showing them a preset 
path. Helping is more about helping to discov-
er. For that, a precise observation and taking 
advantage of possibilities is needed.
•	 Observe.	Try to observe participant in ac-

tion. Note their current skills, abilities, and 
behavior. It can give you the ability to offer 
informed, relevant, and timely advice. Ob-
servation can also help you find the answers 
to the questions: How can I help? What 
can I give to this person?

•	 Avoid	Premature	Judgments.
•	 Listen	 carefully. Listen for signals that 

your help or intervention is needed. Some-
times these signals are not always direct or 
obvious. It’s not always easy for people to 
admit that they don’t know how to deal 
with certain tasks, and sometimes they 
cannot talk openly about a problem they 

are experiencing. You should try to make 
sure that the task is not too complicated for 
them, while being gentle and careful about 
their feelings. This should be done without 
giving the impression that you don’t believe 
in their abilities. Remember, you are learn-
ing about people when you listen to them; 
so also try to focus on what they want to 
say to you.

How DoEs A mEntor CrEAtE tHE 
rigHt tyPE of AtmosPHErE?

To be successful as a mentor, you need to 
create a climate that reflects a free and open 
exchange of ideas and offers a lot of space to 
gain experience. The atmosphere must be en-
ergizing enough to stimulate participants to 
work as well as they can. 

Some ways to achieve this: 
• Engaging in flexible communication with 

participants. Every person is an individual 
and therefore needs different things to feel 
comfortable. Treat everybody fairly, but not 
necessarily the same.  

• Supporting effort. Show yourself more like 
a cheerleader than an evaluator. Point to 
both sides in your remarks. Don‘t focus on 
mistakes.

• Showing mistakes as learning opportuni-
ties. Mistakes can be valuable for teaching. 
The participants won‘t be scare to open up 
if this is done correctly. They will feel more 
safety in their search for answers.

lEArning witH A tEACHEr: lEArning witH A mEntor:

Learning from one person

Being passive

Reading texts

Taking knowledge from the teacher

Strict timetable

Learning by making notes

Learning without pressure of results

Learning by interacting with many people

Learning in action

Engaging in  
discussions

Learning by seeking and discovering

Flexible and  
customized timetable

Learning through problem solving 

Being under pressure to attain results 
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listEning: tHE kEy to suCCEss!

A mentor’s duty is not only to teach and 
guide young people; a mentor must also be able 
to listen. The first and foremost duty, indeed, is 
listening; a mentor has to have the ability to 
be a good audience to their group and some-
times has to allow the roles to be switched and 
let voices other than theirs be heard. Listen-
ing is the simplest and surest way for a mentor 
to understand their people’s needs. Naturally, 
listening by itself is not enough, as there is no 
purpose in it unless a mentor changes their 
behavior accordingly and doesn’t ignore the 
problems that may become apparent. Listen-
ing, however, is a good start: if you want to be a 
good mentor, learn to listen!

How DoEs A mEntor listEn 
“wEll”?

A mentor has to ensure that there is ample 
opportunity for everyone to be heard. The best 
method is to gauge the needs at the beginning 
of the project by simply asking, after the first 
introductory rounds, what the people’s expec-
tations regarding the project are, what their 
overall plans are, and how they envision group 
work. These questions will be enough to begin 
with. Of course, the question arises: what can 
we do with the answers we get? It can be ex-

pected that our people will be self-conscious 
and confused, as these questions will have been 
posed in the early “warming up” stage, and as 
such, the answers will be predictable—in a good 
way. We can even expect the group members to 
take someone’s answer and repeat it for want 
of a better idea. If we do get “valuable” answers, 
a mentor should take note and consider these 
professed needs and expectations throughout 
the project, ensuring that they correspond as 
closely as possible to their own intentions. 
Of course, if the declared expectations of the 
group are decidedly unrealistic or in opposi-
tion to the project’s desired concept, a mentor 
is obliged to clear the waters and explain mat-
ters up front. Therefore, these questions should 
be posed as early as possible in order to avoid 
eventual conflicts and misunderstandings. It 
can be quite a catastrophe to find out mid-
project that everyone has different expectations 
and different intentions, that everyone missed 
the point, that group work has been made im-
possible, or that everyone is just hoping for it 
to end as soon as possible.

However, it’s not enough to ask these ques-
tions at the beginning of the project. During 
the project, for example after the execution of 
a bigger task, it is advised to collect the group 
and have them share their thoughts on the 

In this chapter, we will discuss how we can become good mentors 
and what abilities and traits a mentor has to have in order to engage 
in good mentoring. We will first consider the psychological, emotional, 
intercultural, and many other related questions regarding emotional in-
telligence. As such, we will consider the emotional aspect of mentor-
ing rather than its practical side; however, as we discuss how important 
the mentor’s intuitive capabilities and exceptional empathy are, we will 
touch on such practical questions as how the mentor should behave 
during a group project to ensure that the joint effort is both productive 
and enjoyable for everyone.
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work, and express such things as how everyone 
is relating to it, how everyone is feeling, how 
they envision the future of the project, whether 
everyone feels that they have a role they can 
fulfill. This always depends on the type, theme, 
and duration of the project. For instance, if we 
are leading a BPJ project that spans several 
days, it’s worth our while to take a moment 
every evening to discuss the project with the 
group or separately with its members.

A concluding discussion at the end of the 
project can also be illuminating. We can en-
gage in a lengthier discussion here, since we 
have the experience of the project behind us, 
and every piece of criticism of us as mentors 
is justified by the time the group has spent 
working with us. Hopefully, by this time, every 
participant has a well-formed opinion of the 
work that has been done, and thus has valuable 
conclusions to offer.

ExAmPlE quEstions:
How are you feeling?

How do you like the project?

Do you feel you have found your role in the 
project?

What do you think of the tasks? How diffi-
cult, inspiring, exciting, interesting, worth-
while do they seem?

How satisfied are you with your own work? 
With the group’s work? With my work?

Do you have any ideas on what to change? 
How could we improve our efficiency?

Is there something you disagree with so far?

What has been your worst experience so far?

What has been your best experience so far?

What are your expectations in regards to 
yourself and the project?

55as5a5mentor,5it5is5your5Duty5to5ask5questions5anD5check5up5on5your5group;5you5shoulD5always5
be5looking5for5feeDback.5ask5the5following5questions5in5the5beginning.5if5the5proJect5is5longer,5repeat5them5
while5the5work5is5in5progress.5make5sure5to5have5a5concluDing5evaluating5Discussion5at5the5enD.
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How Do wE EstAblisH An 
intimAtE AtmosPHErE?

“Some random person who we’ve never met 
before comes here acting all high and mighty, 
ordering us about...” That’s what the group 
members may be thinking about their mentor, 
and rightly so. For it not to be this way, the 
mentor has to strive for a friendly and trust-
ing atmosphere from the start. How exactly do 
we achieve that? This is a complex task, largely 
dependent on the situation, the project, the 
composition of the group, and the individuals 
involved. We can make the general statement 
that a mentor has to have a positive attitude 
towards the project and truly believe in it, in 
themselves, and in the group. A mentor has to 
make it understood that they’re on the same 
side as the others, that they can be counted 
upon, that they love and appreciate the group, 
that they are open to everything, and that the 
group has no reason to be afraid of them or the 
project. The secret to this lies in rhetoric and 
direct verbal communication, meaning that 
the mentor should repeat multiple times that 
they are dependable and can be trusted with 
anything and that they’re willing to help out 
with whatever the group needs. As a mentor, 
you should always ask whether every task is 
understood and whether you made everyone’s 
roles clear. During the completion of the tasks, 
always offer your help and if you receive any 
kind of complaint, provide help to the best of 
your ability.

However, don’t make the mistake of do-
ing all the work for your group: pedagogically 
speaking, this is unacceptable, as your students 
will not gain anything from getting used to 
having you solve every problem for them. Don’t 
do unnecessary tasks and don’t let your group 
exploit you. Don’t become your students’ slave.

55constant5 monitoring5 of5 group5 neeDs5
anD5 expectations,5 as5 well5 as5 a5 frienDly5 anD5 inti-
mate5atmosphere;5if5these5two5factors5are5present,5
a5mentor’s5task5of5minDing5their5group’s5neeDs5can5
be5fulfilleD5much5easier.

How to bEComE A gooD 
obsErvEr?

It is very important for a mentor to be able 
to “read between the lines” and understand 
hidden meanings behind the group members’ 
actual words. A mentor must watch nonver-
bal signals and gestures. In many instances, 
a single expression, a single sigh or wrinkled 
brow can tell you more than the actual words 
uttered. You must consciously observe and in-
terpret these signals. Open your eyes, watch 
your students, and while the tasks are being 
completed, you can decide on the meaning and 
consequence of each observed reaction.

In the beginning, it will be hard to focus 
on this; but if you consciously watch out for 
these signals, it will become routine and it will 
be natural for you to read between the lines. A 
mentor must be observant, because it may be 
that a particular group member is tired and less 
enthusiastic only because of a party last night 
and the ensuing hangover, but it might also 
be that they are having an emotional crisis or 
they don’t like participating in the project but 
are not willing to voice their problems. Again, 
listening is a valuable skill; make sure you have 
separate discussions with your group members. 
A mentor must be prepared for all eventualities 
and must always consider every possibility.

A good observer has a head start against 
those who choose to ignore nonverbal signs. 
A good observer can become privy to valuable 
secrets. It is common for what we say and what 
we mean to have no relation. Just imagine how 
many “lies” you tell each day. If we are good 
observers, we become more open and direct, we 
will be better able to fully understand others’ 
problems, motivations, and thoughts. We will 
gain a clearer perspective on the group dynam-
ics and thus relate more easily to our group 
members. This makes our work much easier, 
more constructive, and faster. In other words, 
good observers who see and understand both 
cause and effect as well as all the important 
connections get along in life much better.



17HoW to survive as a mentor?               young people’s needs
Yo

u
n

g peo
ple’s n

eeds
wHAt sHoulD A mEntor 
obsErvE?

Observe mimicry and the facial expres-
sions. It’s not without reason that we say that 
the eyes are the window to the soul. One can 
infer many things from a single, seemingly 
insignificant look. If we consciously cultivate 
the skill of reading expressions, we can infer 
people’s basic personality and their current 
emotional state. The mouth is also an impor-
tant tool for observing expression: the eyes 

and mouth are the focal points of meaningful 
mimicry.

And what if someone completes the proj-
ect without any mimicry or gestures and we are 
unable to read their expressions?

In these situations, we can still read body 
language, such as their posture and the distance 
one keeps from the other. It is also worthwhile 
to watch the hand gestures that people make. 
Of course, nonverbal communication may dif-
fer between cultures, but we will discuss cul-

nonvErbAl DiCtionAry
Based on observations and generalities in  
European cultures; these are mostly guidelines 
and largely dependent on context

Head:

nodding: agreement, encouragement

shaking of the head: disagreement, dislike

tilting of head: interest

lowering of the head: depression, submis-
sion, thoughtfulness

Jerking of the head: vanity, sexual invitation

supporting the head: exhaustion, boredom

Hair:

tossing or touching of hair: vanity, preen-
ing, sexual invitation

sweeping back of hair: sexual invitation or 
nervousness

twirling hair: sexual invitation or nervous-
ness

Chewing hair: nervousness or concentration

Eyes:

wide eyes: surprise or shock

minimal eye contact: dishonesty or shyness

Avoiding eye contact: boredom, dishonesty

frequent blinking: nervousness

touching eyes: doubtfulness, uncertainty, 
dishonesty

staring: dominance, daydreaming

gazing out from under the eyelashes: shy-
ness, flirting

mouth:

open mouth: surprise, shock

Hand in front of mouth: dishonesty

fingers in mouth: uncertainty, nervousness

moistening lips: sexual interest, lust

Chin:

stroking chin: deep thought, amazement

rubbing chin: doubtfulness

supporting chin: deep thought

Chin thrust out: aggression, defensiveness, de-
termination

Chin drawn into neck: taciturnity, lack of confi-
dence

Arms and hands:

interlocked arms: defensiveness, uncertainty, 
determination

Hands clenched into fists: aggression, hostility

Hands behind back: relaxation, confidence, 
power

Hands behind head: confidence, arrogance

interlocked hands: nervousness, uncertainty

Hands on hips: anger, vanity, sexual challenge

open palms: openness, honesty

legs:

legs crossed at knees: defensiveness, negative 
thoughts

legs crossed while standing: defensiveness, 
negative thoughts

rubbing of legs: nervousness, discomfort

standing at attention: subservience, great re-
spect

feet pointing at someone: interest in particular 
person
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tural differences and intercultural communica-
tions in a later section.

wHAt is EmPAtHy? How Do i 
bEComE EmPAtHEtiC?

Empathy is one’s ability to understand an-
other’s point of view. Empathy is the capacity 
to share each other’s emotions. Through empa-
thy, one can feel and understand the emotions, 
motives, and goals of someone else that they 
don’t directly express.

Empathy is a trait that you are born with, 
and in general, women tend to be more empa-
thetic than men. No reason to worry though, 
because empathy can be developed; what is re-
quired is a lot of patience, attention, and open-
ness to others. An empathetic mentor pays at-
tention to their students, listens to them, and 
pays attention to their feelings. As a mentor, 
always try to put yourself in your students’ 
shoes.

Imagine for instance how your students 
might feel in the beginning of the project, try 
to envision their state of mind in an intercul-
tural environment where everything is new. Try 
to feel as they potentially do, like an outsider, 
lost and looking for a place in the group dy-
namics, nervous, afraid of the tasks, uncertain 
of their own capabilities and whether they can 
fulfill their role. The key is to try and distract 
yourself from your own emotional state, your 
motives, your ego, and think about how the 
other might be experiencing a certain situation. 
If you pay attention and consciously apply this 
advice, you will get closer to your students. If 
they see that you are empathetic towards them, 
they will be much more open and trusting, and 
you will be considered a good mentor. This will 
facilitate the friendly and intimate atmosphere 
that a good mentor wishes to achieve.

wHAt DoEs intuition mEAn? 
How Do i ACquirE strong 
intuitivE CAPAbilitiEs?

A working definition of intuition might be 
“thoughts and preferences that come to mind 
quickly and without much reflection”.

Intuition, conscious observation, and em-
pathy are closely related. Intuition is also a 

trait, an instinctive attribute that cannot re-
ally be learned—but like empathy, it can be 
developed further. Working on your intuition, 
however, is slightly more difficult. You have to 
know yourself well, which is good, because a 
good mentor should know himself or herself as 
best as they can before even considering men-
toring. A good mentor should be confident in 
their decisions but constantly re-evaluating 
their role within the group and whether they’re 
serving the group cause. A lack of constant re-
evaluation will result in a mentor forcing their 
will upon the group members, which can only 
cause unnecessary conflict. If a mentor is aware 
of their own emotional state, their deeper mo-
tivations, and their reasons for reacting to spe-
cific stimuli in specific ways, they are on the 
road to improving their intuitive capabilities. 
Knowledge of oneself is an indication that one 
can deal with others too.

If you are uncertain of yourself, are having 
problems with self-evaluation, or are going 
through an emotional crisis, you are advised 
not to start mentoring, as these factors can in-
fluence the outcome of the project. After all, 
how can you be expected to solve the prob-
lems of others and understand other’s needs 
when your own problems remain unsolved and 
your needs remain unfulfilled? If there is some 
semblance of order in your life and if you are 
emotionally healthy and intellectually sound, 
you can treat your group members much more 
openly and relate to them more intuitively. If 
you consider your task really important and 
decide to handle the project positively and you 
truly want to pass your knowledge on to your 
students, your intuitive capabilities will come 
to the surface much easier. In summation, be-
lieve in the project’s success and importance 
and you will more readily understand the stu-
dents’ needs.

How CAn i DEAl witH 
PArtiCiPAnts’ inDiviDuAl 
nEEDs?

Each and every participant has their own 
unique needs, identity, worldview, motivations, 
and expectations—to name only a few personal 
attributes. In a Backpack Journalism project, 
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even if we disregard the fact that we will be 
dealing with an international team, we will still 
most likely be dealing with vast personal dif-
ferences. Therefore, the bad news is that every-
one is different, everyone likes to be treated in 
his or her own way, and since our goal is to be-
come truly great mentors, we have to consider 
individual needs as well.

Dealing with the individual needs of every 
participant takes compromise, a lot of it. Unless 
the group is made up of friendly people who all 
get along perfectly and require no guidance in 
group dynamics, thus making us largely unnec-
essary as mentors—which is highly unlikely—
we as mentors must constantly strive to settle 
personal conflicts and build a group that works 
well together.

A mentor, besides taking care of their 
group members and their specific per-
sonal needs, has to consider group unity 
first and foremost. As a mentor, your goal 
is to fulfill the group’s interest. You have to 

the following is an interesting, useful, and educational group building exercise that can be 
finished in fifteen minutes and highlights noteworthy points in group dynamics and per-
sonal relations within the group.

Let us assume that your group consists of an even number of people. Pair them up randomly, 
taking care to avoid pairs that are already used to each other. Have them sit down facing each 
other with a maximum of 30 cm of distance between them. Give each pair 50 cm of thread and 
have both members of each pair reel it on their finger. Tell them to play with the thread and do 
whatever they want and tell them nothing more, and from here on in you can leave them to it. 
Come back after about 10 minutes and observe what has happened.

It’s natural that the pairs will have started pulling on the thread—the interesting part is how 
many of the threads are torn apart. If all of them tear it apart, we have some cause for worry, but the 
more threads that stay intact until the end, the happier we should be with the results.

This game might seem pointless and cheesy, but consider this: the pairs are two egos con-
nected by the thread, which represents the team interest. Those pairs whose threads are torn don’t 
realize that the thread staying intact could be more important than spooling all of it on your own 
finger. These pairs can’t compromise with their partner, so we can assume that they will have diffi-
culty letting the team interest take priority over their own motives. Those whose threads remained 
intact could put aside their own selfishness and have paid attention to what their partner was do-
ing with the thread. This latter kind of person will have no problem with subservience if the team 
interest requires it.

After the exercise is completed, tell your group about the significance of torn and intact 
threads. This exercise is tried and tested. Most people will tear the thread apart at first, and the 
group members who are forced to face their apparent selfishness will reconsider their role in the 
group and will work for the team and the mutual goals much more consciously.

feel and emphasize that “we are a team, we 
stand together, striving for a mutual goal.” 
If, as a mentor, you let your group members 
have their personal motives take priority to 
the group’s interest, your group is certain 
to fall apart. If it’s all about everyone’s ego 
and personal fulfillment, group work will be 
made impossible by the constant clash of wills. 
Make sure you don’t end up realizing that the 
group’s work consists only of everyone trying 
to prove they’re the coolest, the smartest, the 
most skilled, or that they’re the one who can 
best complete the task. During the project, 
your task is to ensure that your group members’ 
potentials are being used in the best possible 
ways, and that instead of a clash of egos, the 
competitive air compels the lazier members 
to perform better and keeps the more diligent 
students working as well.

55a5mentor5has5to5emphasize5that5team5
work5comes5first,5not5personal5interests.
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wHAt sHoulD i Do witH AgE 
DiffErEnCEs?

Let us assume that the group is mixed, that 
there are high school students, university stu-
dents, and young adults who are already out 
of university and have a job and maybe even 
kids. Indeed, in these cases, it might be dif-
ficult to settle differences, as even a ten-year 
difference can prove to be a significant gap. 
Whatever happens, don’t panic and be posi-
tive, handle the generation gap as an exciting 
challenge instead of a source of conflict. Don’t 
restrain anyone, you should reconcile youthful 
energy with the maturity of the adults to the 
best of your ability. If the opportunity arises, 
you are encouraged to make pairs or smaller 
groups with members coming from different 
age groups. Let them learn from each other. 
Remain open and use the aforementioned ob-
servational, empathetic, and intuitive skills and 
there will be no trouble.

wHAt if i HAvE to tEACH PEoPlE 
muCH olDEr tHAn mE?

It’s completely understandable in this situ-
ation for you to feel like panicking. You might 
be embarrassed or even question your own role. 
Put some trust in your knowledge; be respect-
ful but don’t let them lecture or patronize you. 
You are still the boss, whatever other factors 
might be in play.

How Do i HAnDlE CulturAl 
DiffErEnCEs witHin tHE grouP?

Don’t panic. Handle cultural differences 
in the same way that you handle generation 
gaps. In this fast-paced, globalized world, it’s 
easier to find some sort of mutual cultural code 
to refer to. Just consider that the universal go-
to second language for everyone is English. 
If for some reason there is a conflict, just pull 
the people involved aside and ask them what 
is going on. Whether you discuss the problem 
with them separately or together, if everyone 
involved can explain their reasons for their 
opinions or actions and the opposing sides can 
understand each other’s perspective, the con-
flict will be resolved and peace will be restored. 
This might require skilled moderation, but the 

one thing you have to keep in mind is that all 
conflict stems from misunderstandings. If you 
help the opposing voices be understood, you 
will be able to handle these kinds of problems. 
These things need to be discussed honestly and 
explicitly, and without your help, such a discus-
sion may never happen.

wHAt is tHis mAslow PyrAmiD 
gooD for?

Let us refer to some theoretical psychology 
to obtain a deeper understanding of needs. The 
famous 20th century psychologist Abraham 
Maslow comes to our rescue with the model 
that carries his name, Maslow’s Hierarchy of 
Needs.

Let us first discuss what Maslow’s pyra-
mid actually is. It is the most famous model 
of human needs. (Some facts on the side: it 
was developed between 1943 and 1954 and 
published for a wider audience in 1954 in his 
book Motivation and Personality.) Maslow 
distinguishes five levels of human needs. At 
the bottom are the physiological needs that are 
necessary for biological functioning: they are 
the most basic human needs, such as air, water, 
appropriate temperature, and sex for reproduc-
tion. One level above this we find the needs 
regarding safety, such as shelter, removal from 
danger, financial safety, and private property. 
The third level includes belonging, meaning-
ful love, affection, and the need to belong to a 
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group such as family, friends, or work. The need 
to be mentored as well as the need to act as a 
mentor are derived from this level. The fourth 
level is esteem, meaning both self-esteem and 
the esteem one gets from others: respect, per-
formance, excellence, and appreciation come 
into play on this level. The top level is called 
self-actualization, where achieving individual 
potential is one’s ultimate need. This includes 
creative or other personal fulfillment.

Knowledge of the Maslow’s pyramid can 
be quite helpful to you as a mentor. Maslow’s 
pyramid will help you understand and better 
fulfill your group’s needs. It can be useful for 
you to consider the pyramid’s various levels 
before the project, starting with the basic first 
level of physiological needs and moving pro-
gressively upward. It’s no coincidence, either, 
that the pyramid is a pyramid: you can’t build it 
from the top down.

You as a mentor, you also need to think in 
levels. Consider what the various levels entail; 
it’s useful for you to have a minimum and a 
maximum program for the project. Minimum 
program means the least that you hope to ful-
fill with your group during the project; the 
maximum program meaning the most you can 
dream of achieving with your team. Without 
this, your project plans could fall through en-
tirely due to not having considered the realistic 
best- and worst-case scenarios. It’s always good 
to have a plan A and B and maybe even a plan 
C. If something fails, always have something to 
fall back upon, something to handle the situa-
tion constructively with.

Let us go through the levels again, one by 
one.
1. From a mentor’s perspective, the physi-

ological	 level means that you should es-
tablish an appropriate environment for 
the project, meaning you should provide 
enough space with sufficient lighting and 
some sort of ventilation. Providing the nec-
essary tools for the project is also part of 
this level: for example, in the case of an in-
terview, you might need a recorder of some 
kind, possibly a camera, and then lamps 
and make-up for the photo shoot, possibly 
a video camera and a microphone, and so 

on. Also, you should have your group work 
reasonable hours during the daytime; let 
them have breaks for lunch, cigarettes, cof-
fee, etc. Basically, you should consider your 
team’s physical needs and health and avoid 
pushing them past their physical boundar-
ies.

2. Concerning the level	of	safety, you should 
establish an atmosphere where no one feels 
threatened and no one is isolated. Don’t let 
anyone be shunned from the group; try to 
work on the group’s cohesion. This level 
also means that you should strengthen your 
position as the leader of the team.

3. Regarding the third level	 of	 belonging, 
we mean the deeper connections between 
group members. This can be the occasional 
intellectual conversation, longer-term pro-
fessional cooperation, mutual acts of self-
lessness, friendships, and a deeper overall 
feeling of belonging. This can be part of 
your maximum-outcome program, as this 
level is not crucial to the project’s success; 
however, the quality of work will certainly 
improve if the group members enjoy each 
other’s company and they have deeper rela-
tionships with each other.

4. The top two levels depend mostly on the 
group members themselves, but as a men-
tor, you can help with empathy, openness, 
helpfulness, and positive attitude to allow 
the students to feel that they are valued 
members of the group both professionally 
and personally. A truly professional mentor 
also gives their students the opportunity to 
exploit their creative energies and put their 
ideas to work, thereby fulfilling themselves 
insofar as the project allows.

AnD… wHAt is tHE stuDEnt’s 
rEsPonsibility towArDs A 
mEntor?

So far we have only talked about the men-
tor and the skill requirements (empathy, in-
tuition, good observational skills) they will 
need to fulfill, the environment they will have 
to establish, and the progress upwards on the 
Maslow pyramid they should facilitate. How-
ever, from the project’s point of view, the hu-



22 HoW to survive as a mentor?               young people’s needs
Yo

u
n

g 
pe

o
pl

e’
s 

n
ee

ds

man resources that a mentor has to work with 
are also of key importance. It may happen that 
the mentor will be unable to act. Take the fol-
lowing example: the mentor’s group members 
are all completely passive, world-weary and de-
pressed characters who refuse to work, refuse 
to talk about their problems, and just silently 
hate each other; and the mentor is utterly help-
less. What can the mentor do if someone in 
the group stubbornly refuses to cooperate and 
keeps terrorizing the group? When the men-
tor’s empathy, insight, and positive attitude 
seem useless and the mentor has tried every-
thing to reach the unwilling student, it is no 
longer the mentor’s fault. Prepare yourself for 
situations like this: if you feel that you have 
tried everything and still feel as though you’ve 
failed, don’t blame yourself, it happens. Don’t 
lose your enthusiasm, you’ll have a better group 
next time; there is no need to force anything. 

This is just another interesting life experience 
to learn from; channel all your disappointment 
into positive energy. Take it in strides and be 
proud for at least having tried.

Always keep in mind that group work de-
pends on both sides; you as the group leader 
have to put in more effort, but if you see that 
your students don‘t seem to be party to mutual 
effort, it‘s your obligation to tell them what you 
expect of them and why you can‘t work with 
them as is. If this doesn‘t influence them, you 
have no reason to put more effort in than abso-
lutely necessary. At this point, your only duty is 
to complete the minimum program and finish 
the project according to your conscience and 
your higher-ups‘ demands. You have no rea-
son to fight for people who refuse to work and 
learn from you. Don‘t be too hard on yourself, 
you tried!
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wHy oPEn sPACE?
Not a lot of people feel comfortable in a 

tiny closed room. When renting a flat, people 
tend to avoid basements, and a hotel room with 
a view of the seaside is usually much more ex-
pensive than one without it. People feel better 
in an open space, they are more creative and 
think more positively.

Our social environment is exactly the same 
as our physical one, because our social en-
vironment can be either open or closed. You 
have probably already had an experience deal-
ing with a person who wanted everything to 
be his/her way or you‘ve probably attended a 
school class with a domineering teacher. May-
be you‘ve also belonged to a group of friends 
where you felt cramped.

It is important for a Backpack Journalism 
mentor to care for open social space. This is the 
only way for a Backpack Journalism camp to 
succeed. Open space enables participants to:
• Create a good atmosphere. Open space en-

ables individuals to withdraw to privacy if 
needed, to choose friends, or to do things 
his/her own way.

• Become creative. Open space expands hori-
zons and helps to generate new ideas.

• Learn more efficiently. It is scientifically 
proven that different people learn in dif-
ferent ways. Some prefer to learn by listen-
ing, others by trying things, and others by 
observing. Open space enables everyone to 
use his/her own learning methods.

• Work in teams more effectively. In open 
space, every individual can use his/her own 
knowledge and skills. In such an atmo-

sphere, the methods for completing specific 
tasks are not prescribed in advance.

• Create better products. For all the previ-
ously mentioned reasons, the quality of the 
final product increases. Products are shaped 
by criteria that people establish and fulfill 
by themselves. People also feel more own-
ership towards their products.
Because open space creates better final 

products, it is important for a mentor to gain 
skills that will allow him/her to create open 
space. Mentors who, for whatever reason (not 
enough knowledge, desire for power, personal 
characteristics, etc.), act contrary to this prin-
ciple can sometimes even act aggressively to-
wards camp participants. In such a case, a po-
tentially pleasant and challenging activity such 
as a Backpack Journalism camp can turn into 
a nightmare.

DoEs ‘oPEn sPACE’ mEAn ‘HAving 
no rulEs’?

No! Having no rules does not mean open 
space. Having no rules only creates chaos!

Opening space means having rules, but not 
extremely strict and restrictive ones. It means 
having rules that encourage work and fun, rules 
that enable participants to do their best.

Creating chaos is often counterproductive. 
In chaos, people never know what will happen 
next. It makes people isolated and eventually 
forces everybody to care only for his/her own 
survival. One cannot get quality results from 
such an environment.

When observing nature from a hill or an 
airplane, one can realize that open spaces are 

One of the most crucial tasks of a Backpack Journalism mentor is to 
create open space for creativity, cooperation, and learning; and after 
reading this chapter, you will be able to do so. In more detail, we are go-
ing to see what open space means, how it differs from ‚closed space‘ and 
how to effectively open it. We are also going to introduce some methods 
that mentors can use in concrete situations.





26 HoW to survive as a mentor?               opening space
O

pe
n

in
g 

sp
ac

e

not only liberating—they are also very much 
put into order. The beauties of nature was not 
formed through chaos, but through the exact 
laws of physics, which is exactly what gives 
them such extraordinary beauty!

If until now you thought that opening 
space is, for a mentor, easier than setting pre-
cise and strict rules, you were wrong. Normally, 

it is much more difficult! It is the responsibility 
of a mentor to set the rules together with the 
participants, which will make the best out of 
that specific group. The ‚divide and conquer‘ 
principle does not work. It is about searching, 
deciding, and taking responsibility for joint 
decisions.

tyPE of sPACE iDEAs for oPEning it

Physical space A big enough room with satisfying technical equipment.

More rooms for work in smaller groups.

Choosing a safe environment.

Encouraging participants to occupy various places in a town or city.

social space Observing participants and their strong or weak points.

Encouraging individuals to express his/her strong points.

Creating teams of people with good capacities to cooperate among 
themselves.

Facilitating team building.

Providing enough time for the participants to get to know each other.

Organizing workshops where participants gain knowledge about teamwork 
and cooperation.

Empowering teams and praising them.

intimate space 
of individual

Taking intercultural differences into consideration.

Providing enough free time.

Gradual team building (step by step).

Allowing individuals to choose for themselves.

learning space Enabling learning inside the team (participants learn from each other).

Quality workshops:

• Attractive performance of mentors

• Including participants‘ experiences

• Interactive methods

• Responding to participants‘ needs

Observing teams while working and counseling.

Asking well-phrased and provocative questions.

space of 
creativity

Using creative techniques (brainstorming, associations, mind-maps, etc.)

Allowing participants to also express ‚stupid‘ ideas.

Presenting cases of best practice from previous camps or projects.

Encouraging participants to choose challenging topics.

virtual space Enabling various types of media for participants to express.

Providing good enough technology (hardware, software).
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How DoEs A mEntor oPEn 
sPACE?

To answer this question, we first have to 
define space. Space can be physical—the room 
where the participants work, for example. We 
can also have social space—such as space for 
cooperation among people. When taking in-
dividuals into consideration, one could speak 
about his/her intimate space; or when speak-
ing about knowledge, one could speak about 
learning space. One could also mention space 
for creativity or virtual space—such as the In-
ternet.

It is the task of a mentor to use different 
methods to open all of these various spaces.

How? There are some ideas outlined in the 
table left.

How Do you rECognizE A 
mEntor tHAt oPEns sPACE AnD 
onE tHAt ClosEs it?

Communication is practically the only tool 
a mentor can use to open or close space. A fa-
mous saying says: “It is not possible not to 
communicate.” A mentor communicates all 
the time, whether or not he/she wants to and 
whether or not it is done consciously.

A mentor communicates most intensively 
with his/her examples. If he/she gives bad sig-
nals, there is no amount of enthusiasm that will 
help him/her. The opposite is also true: if his/

her example is positive, the participants will 
soon take it and act more creatively.

The table below shows situations and ways 
of opening or closing space.

How Do i fACilitAtE CrEAtivity?

Creativity is of key importance in Back-
pack Journalism. Participants need it when:

• Choosing topics
• Searching for interesting interviewees
• Setting questions for interviewees
• Holding a photo or video camera in his/her 

hands and searching for a good scene
• Reducing his/her text to 1200 characters
• Solving a team conflict 
• Dividing tasks among people in the team

When facilitating creativity, one must un-
derstand its process. Often it seems that devel-
oping ideas is just the matter of the moment. 
It seems that an idea just comes and that‘s it. 
Well, in most cases, this is not true. The process 
of getting the right idea and applying it is very 
similar to the process of cooking. If you want 
the food to be really tasty and something spe-
cial, then buying and eating raw food is not the 
solution. You have to prepare it and sometimes 
also know some tricks.

In this manual, we are going to present the 
“DO IT“ process. It is exactly how it sounds: it 

A mEntor oPEning sPACE A mEntor Closing sPACE

Example A Backpack Journalist who inspires.

Acts as a mentor with joy.

Is aware of the capabilities of 
Backpack Journalism.

Inappropriate relationship between 
work and free time.

Doing only what is needed and 
nothing more.

verbal 
communication

Sets open questions.

With his/her answers, he/she 
encourages further thinking.

Sets closed questions.

Usually sees only one way of solving 
things.

non-verbal 
communication

Is not bored while working.

Shows that he/she is a mentor 
primarily because of young people.

Cares that the participants know ‘who 
is the boss here’.

Is not confident in his/her work.
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helps you to put ideas into practice. It divides 
the process of idea generation into four steps:
• D = defining the problem
• O = opening minds
• I = identifying the best solution
• T = transforming the idea into practice

In	the	first	phase	(defining	the	problem), 
one needs to define the problem that he/she 
is solving. By defining it, we don’t mean only 
defining the question we are going to cover 
in our Backpack Journalism research, but also 
defining the way we want to present it in the 
media, which means asking whether we have 
the ability to do it and what the possible limi-
tations are.

The	second	phase	(opening	minds) is con-
ducted to produce as many ideas about how to 
solve the problem as possible. Probably 90% of 
the ideas in this phase are going to be irrel-
evant, some of them may be totally stupid; but 
it is those stupid ideas that bring the biggest 
added value of this phase. Crazy ideas often 
serve the group by slightly changing their re-
lationship towards the problem. They steer the 
flow of thought into another direction. Such 

PHAsE situAtion rEsult

D = define the 
problem

Team chooses or gets an idea 
about what to report on.

Defining the topic, interesting 
questions, the problem, why is the 
problem interesting for the general 
public, ways of presenting it in the 
media and how we can do it.

o = open minds The team brainstorms. 
Everybody is encouraged to 
participate. As many ideas 
as possible are put onto the 
table.

A big set of ideas about whom 
to interview, set of interesting 
questions for the interviews, list of 
connected problems, ideas for the 
title, etc.

i = identify the best 
solution

Group members choose some 
ideas they like and discuss 
why they did it.

A Short list of ideas for the 
contribution.

t = transform the idea 
into practice

Team members decide about 
the most important elements 
of the contribution and 
deliver the tasks.

An implementation plan is prepared 
and tasks delivered.

ideas also help us to ‘think outside of the box’, 
which is an assumption of creativity. With-
out ideas that seem strange at first glance and 
without thinking outside of the box, real cre-
ativity is not possible.

The	 task	 of	 the	 third	 phase	 (identifying	
the	best	solution) is to separate the good ideas 
from the bad ones. From the crowd of thou-
sands in this phase, the group has to pick the 
right ones. Picking happens through discus-
sion, evaluation, further development, and hav-
ing a sense for potentially good ideas. Even if 
at this phase we still don’t know how the ideas 
could be implemented, if they seem potentially 
good, we should pick them.

In	the	final	(fourth)	phase	(transforming	
the	idea	into	practice), the chosen ideas have 
to be implemented.

Table below presents a concrete case of 
“DO IT“ process that has been adapted to 
Backpack Journalism.

There are two elements that need to be bal-
anced when facilitating creativity: open and 
closed space. It is not possible to be creative 
without opening space, but it is also not possi-
ble to put ideas into practice without closing it.
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wHiCH ConCrEtE tECHniquEs 
CAn i usE to oPEn sPACE for 
CrEAtivity?

A brief list presented in this chapter in-
cludes brainstorming, creating a mind map, 
creating a problem tree, using forced connec-
tions, and using the Matrix method.

Brainstorming is the most basic creative 
technique. It can be implemented by an in-
dividual or in a group. It is about everybody 
listing ideas and putting them onto a bigger 
poster or blackboard. Naming ideas is impor-
tant for a Backpack Journalist, as it allow him/
herself to think creatively. Ideas should not be 
commented upon.

A	 mind	 map is a technique that is very 
similar to brainstorming. The biggest differ-
ence among them is the connectedness of the 
ideas. Since in brainstorming ideas are not 
connected among themselves, the idea of mind 
map is that every idea has its origin. If a specif-
ic idea inspires you to create a new one, you just 
draw it from there. A mind map starts with a 
problem put into the center of the poster, then 
the first few ideas are drawn out of the problem 
and then developed further into many levels.

A	 Problem	 tree	 is a technique that can, 
despite of its usefulness in project manage-
ment, for which it was developed, be very use-
ful in Backpack Journalism. At first glance, it is 
similar to the mind map technique. First, the 
problem is put into the center of the poster 
or a blackboard. A problem tree has its roots 
and its branches. Roots represent the causes of 
potential problems. The first level of roots rep-
resent causes for ‘middle problem’. The second 
level consists of causes from the first level, etc. 
The same goes for the branches, but instead 
of causes, they present consequences. Level 1 
branches represent consequences of the prob-
lem put into the middle. Level 2 branches 
represent consequences of level 1 branches, 
etc. Such problem analysis can help us to ‘open 
minds’ and explore the problem.

The	 forced	 connections	 technique is 
where team members try to find a connection 
between two or more seemingly independent 
concepts or facts. Input words are invented or 
given and then brainstorming is used when 
trying to determine how they are connected.
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The	 matrix	 method is a technique that 
comes out of the forced connections technique. 
The skeleton of the technique is a net (matrix) 
with a desired number of rows and desired 
number of columns. Elements of one category 
are put into the upper row and elements of the 
other into the left-most column. Then, in every 
individual cell of matrix, a connection between 
the 1st and the 2nd element is created via 
brainstorming.

In Backpack Journalism, an example of us-
ing this method would be to match problems 
with persons we would like to interview. In the 
upper row, a team could put the people, and in 
the left-most column, problems could be put 
and the cells of the matrix could be used to 
brainstorm whether and how a specific person 
could help us to solve a specific problem.

How Do i oPEn sPACE for 
lEArning?

‚To learn‘ is one of basic aims of Backpack 
Journalism in youth work. Through terrain 
work, exploring, contributing, teamwork, and 
intercultural relationships, young people learn 
how to work with, understand, and read the 
media. They acquire responsiveness to chal-
lenges in their environment or for various 
forms of intercultural differences.

When we speak of this, we don‘t speak of 
classic types of learning. In Backpack Journal-
ism, young people learn experientially, through 
working in real situations.

It has been proved that through experien-
tial work, one can learn much more than if they 
were in the classroom. Learning through work 
is more intensive, and the individual is more 
intensively included. Usually, the work is also 
connected with the direct activity. If someone 
is passive, learning normally doesn‘t exist.

In an ideal Backpack Journalism camp, 
workshops are not needed. In an ideal case, 
the participants are totally motivated to dis-
cover new things, to explore ways of using new 
technologies, to contribute to a better world. 
In that case, their motivation is an entrance 
to learn everything. However, there is no ideal 
world and no ideal Backpack Journalism camp. 
Participants sometimes need to be encouraged 
and creating an organized workshop is an ideal 
way of doing this. In addition, there will always 
be a lack of mentors who also don‘t have all the 
needed experiences to assist everybody in his/
her desired way. Thus: include workshops in 
your camps, but always be aware that through 
learning by doing, people are more likely to 
learn more!

Of course, experiential learning can also 
vary in quality. A mentor can contribute sig-
nificantly to its effectiveness. Let‘s look at the 
experiential learning elements as defined by 
the American scientist David A. Kolb. These 
elements can be seen on the picture of Kolb‘s 
Cycle of Experiential Learning.

Concrete	 experience.	 A concrete experi-
ence can be everything an individual expe-
riences in terms of a Backpack Journalism 
project. The more he or she is included in the 
project, the more intensive and of greater qual-
ity this experience will be. If the experience 
brings something new, it becomes a learn-
ing opportunity. That is the reason why par-
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ticipants need to be encouraged by mentors 
to engage in new tasks. Working with a new 
video camera, using different software, taking 
tasks that were previously taken by others: all 
of these are experiences that can, in a certain 
moment, turn into a learning experience.

Reflective	observation. Action is not ev-
erything! Many things can also be learned 
through observation. One can observe oth-
ers working (which is especially useful when 
teaching from mistakes would cost too much) 
or one can observe him/herself. We call this re-
flection. When the work is done, one sits down 
and thinks about how it was, what was positive, 
and what was negative. One of the most im-

portant tasks of a Backpack Journalism mentor 
is to stimulate the participants towards reflec-
tion, observation, and evaluation. Probably the 
best way to do this is in a team. Ask the par-
ticipants how the task was accomplished, what 
could have been done better, and what every-
body has learned by doing it.

Abstract	 Conceptualization.	 These two 
somewhat scientific sounding words are actu-
ally synonymous with concepts or theory. It was 
said that praxis (1st phase) is the best teacher, 
but on the other hand, it is also true that if no 
useful theory is derived from it, in other words: 
if individual is not able to conduct recommen-
dations for his/her future actions out of it, this 



PHAsE of ExPEriEntiAl 
lEArning

rECommEnDAtions for mEntors

Concrete Experience Encourage individuals to take new, various, and challenging tasks.

Offer various work possibilities and various hardware and 
software.

Work in intercultural teams.

In the environment, search for topics and/or spaces that will be 
interesting and challenging by themselves.

Reflective Observation Encourage short reflections after every bigger task.

Encourage longer evaluations after finished projects.

Expose a participant who has some specific knowledge and 
encourage him/her to demonstrate it to the others.

Show two or more different contributions and comment about 
what is good about them.

Abstract Conceptualization Sometimes go deeper into a specific thing or concept.

Explain how things work, and why.

Encourage teams to set their own quality standards.

Define the five top properties of a good contribution and rate the 
contributions according to these set criteria.

Active Experimentation After explaining something, give the participants a chance to try 
what you spoke about.

Give short, interesting, and challenging tasks.

Ask more complex and open questions: “How would you make 
/ act ...”

praxis will probably not yield anything value. 
That implies that the third task of a Backpack 
Journalism mentor is to theoretically explain 
things, to explain why something is the way 
it is, or why something works the way it does. 
Of course, a crucial recommendation is: Don’t 
speak about this theory if it does not represent 
a suitable response to the participants’ needs 
expressed through their reflective observations 
(2nd phase)!

Active	Experimentation is the last phase 
of experiential learning. The idea of this phase 
is to transfer theoretically gained knowledge 

back into praxis. When, for example, a mentor 
is explaining to a participant which filters he/
she can use to create certain effects in photog-
raphy, he/she will make learning much more 
effective if he/she has the chance to try them 
out. Sometimes we say that participants should 
‘play’ with their new knowledge. Playing is a 
crucial element of learning, because it gener-
ates new concrete experiences. 

What follows are some mentors‘ recom-
mendations for every individual phase of ex-
periential learning.
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wHAt is A bACkPACk 
JournAlism CAmP?

A Backpack journalism camp is one of the 
best ways for a young person to become a back-
pack journalist. People that are interested in 
becoming backpack journalists gather together 
in one place for a few days, explore the concept, 
report about it via different media, and learn 
about it through lecture and activities.

For preparing the news, it is strongly rec-
ommended that they be divided into smaller 
groups of three or four. How you choose to di-
vide them is completely your choice. Organiz-
ing a camp is a big responsibility and there is 
no unique recipe for creating the perfect one. A 
good BPJ camp is a mixture of education, pro-
duction, practice, creativity, and fun. However, 
one should not forget the social aspect of the 
camp. This is a great opportunity for meeting 
new people and making new friends. 

A BPJ camp is more than just transform-
ing people into backpack journalists. The camp 
provides a great environment for improving 
social skills, offers plenty of space for personal 
growth, and it raises media literacy and aware-
ness regarding societal problems.

wHAt is sPECiAl About An 
intErnAtionAl bPJ CAmP?

When you have an international camp, 
you have to get in touch with various youth 

organizations from other countries. There is a 
lot more organization involved and a lot more 
things to decide on. Are the groups going to 
be culturally mixed, or will they be divided by 
their nationalities? If you have them divided 
by nationalities, it is easier for them to work 
together and to continue their work after the 
camp, but you risk losing all of the advantages 
of an international camp by doing this. Inter-
cultural communication is a positive aspect of 
an international BPJ camp. Participants can 
learn a lot from each other and get to know 
each other’s cultures. This is a good way to 
decrease discrimination among young people 
and to make them feel more globally con-
nected. 

wHAt is tHE bEst timE AnD 
PlACE for A bPJ CAmP?

There is always the question of when and 
where to have the camp. It is very important 
that you decide this together in your group, 
taking into account all of your other responsi-
bilities, so that you don’t run out of time. You 
have to know when the school vacations are, 
when the national holidays are, and you have to 
decide upon the most optimum time for both 
the mentors and the participants. Don’t forget 
to think about the seasons and the weather too, 
so you don’t choose the coldest/hottest or the 
rainiest months of the year. It is good to choose 

In this chapter, we will discuss how to organize a good Backpack Jour-
nalism camp—from the basics up to real-life situations. In this Chapter, for 
ease, we will use the acronym BPJ in the place of Backpack Journalism. 
First, we will try to define what a BPJ camp in fact is, and then we will 
continue with some questions about when and where to have the camp, 
the length of a camp, the topic of the camp, accommodation issues, and 
much more. We will stop for a second at aims and objectives and then 
continue to discover the secrets of planning a camp. At the end of the 
chapter, you will find some tips for the evaluation of the camp and also 
some examples of different evaluation methods.
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a time when a lot is going on in the community, 
but not much is going on in schools/colleges. 

The length of the camp is dependent on 
what you are going to do. A minimum for a 
good camp with good products is five days. The 
most optimum length is around seven days. 
You must not overstretch the camp or else mo-
tivation might fall dramatically. 

When choosing the location, you have to 
decide within the group what you are looking 
for—is it a village, a small town, or a big city? 
In villages, people are usually very nice and 
communication will be very easy. You can get 
a lot of interviews, but be careful or you’ll end 
up with a bunch of nothing-special videos. Vil-
lages can be boring and it can happen that you 
find no interesting topics there. A small town 
can sometimes have similar pros and cons as 
a village, or it can be completely different. 
Sometimes, small towns are bustling with life, 
events, and societal problems. Often, people 
here can be very uptight and not prepared to 
talk to you. If you choose a big city, you can 
be almost certain that you will have no trouble 

finding a good topic for your camp. However, 
participants can easily get lost in the big city 
streets with too many people, and you must 
not forget that the crime rate is usually higher 
in bigger cities than in the rest of the country; 
and of course, the obstacle of unfriendly and 
non-talkative people is likely to occur. As such, 
you can see that every location has its pros 
and cons, and you have to solve this dilemma 
within your group and choose what is best for 
your camp.

One of the most important ingredients 
when choosing the place is the accommoda-
tion. It is important that you write a list of 
everything you need (technically) for your 
camp. This is because sometimes you will have 
a lot of trouble when searching for the ideal 
accommodation, but you must not lower your 
standards. You have to search for something 
that has everything on your list. It is necessary 
that you have enough rooms, Internet access, 
a room where you can have workshops and 
where you can spend the evenings, a kitchen, 
and a good location. Don’t forget about having 
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enough outlets for all of the necessary comput-
ers. Sleeping arrangements are also very im-
portant. If the participants do not know each 
other already, it could bother them if they have 
to sleep with too many roommates. You have 
many options here. You can have single rooms, 
double rooms, or you can decide to put them 
together according to their groups (people that 
are going to be together in a group during the 
camp). It is recommended that no more than 
four sleep in one room. A lot of dilemmas can 
occur as a result of sleeping arrangements. Are 
they going to choose roommates by them-
selves? Are you going to put them together? 
How are you going to do so? Will they be sep-
arated by sex? All of this must not be forgotten 
when planning the camp.

The place and time also depends on your 
target group. Is the camp going to be national 
or international? If it is going to be interna-
tional, you have to ensure that the time and 
place suites everyone. The location must be 
easily accessible for all of the participants from 
the other countries (also by public transport), 
and you cannot choose a place where a lot of 
people do not speak English.

DoEs tHE CAmP rEAlly nEED 
Aims AnD obJECtivEs?

Absolutely! The aims and objectives are 
two of the most crucial aspects of organizing 
a camp. A BPJ camp can be just a meeting of 
young people used for having fun and work-
ing with media, or it can be much more. The 
aims and objectives help us provide direction 
to the camp and set priorities. What is more 
important to us: the intercultural experience or 
learning skills to work with media? The quality 
of the participant’s products or having the par-
ticipants cover many different topics? The aims 
and objectives help us think about these things 
and decide upon them accordingly.

The aims and objectives have to be writ-
ten down so that you can gain a clear vision 
of what you want to do at the camp. Once you 
write down your camp’s aims and objectives, 
everything else will be much easier to organize, 
and you will know in what direction to go. 

wHAt is tHE DiffErEnCE 
bEtwEEn Aims AnD obJECtivEs?

A lot of people have trouble separating 
them and some even claim that they are syn-
onymous. Well, an aim is a general statement, 
which reflects the changes you hope to achieve 
as a long-term result of your activity/camp. An 
objective is a more specific, short-term state-
ment about the activities you undertake to 
achieve your aim. For a camp, it is typical to 
have around three  aims and up to seven objec-
tives. The aims and objectives are interrelated. 
In simple terms—the aim is what you want to 
achieve and the objective describes how you are 
going to achieve that aim. You must remember 
that objectives have to fulfill the requirements 
of the aim.

An objective has to be concrete. How do 
you know if it is good? If it is S.M.A.R.T.:

• Specific (what do we want to achieve?)
• Measurable (can we measure it?)
• Acceptable (are participant getting any-

thing out of it?)
• Realistic or Relevant (is it possible to 

achieve this objective?, is it relevant for us?)
• Timed (time bounded, until when is it go-

ing to be achieved?). 

All of the camps have some common aims 
(written below), but you must decide if you 
need some additional aims. This depends on 
what kind of participants you have and where 
you are going to publish your work from the 
camp (is going to be in the local newspaper, the 
Internet?). When writing your aims and objec-
tives, you must always have your participants 
and their personalities in mind, and decide 
what is best for their personal growth.

It is similar if you prepare a workshop, as 
workshops should also have aims and objec-
tives. Let’s take an example of a workshop 
designed for the improvement of public per-
formance. What could be your aims and ob-
jectives?
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wHAt sHoulD wE Do At tHE 
CAmP?

There are several ways to start preparing a 
program for the camp, although they all have 
one thing in common: you should do it togeth-
er with your group. One of the first and most 
important things you have to decide is the 
topic of the BPJ camp. You can decide on one 
topic and then the participants can all explore 
that topic, or you can choose several topics and 
then the participants can choose the one they 
are interested in, or you can leave it up to them 
to find the topic by themselves.

You can then start with the planning pro-
cess. There are usually two steps in planning, 
macro-planning and micro-planning. First, you 
start with macro-planning; for this is some-
thing that the whole group of mentors should 
do together. This is a basic sketch of your camp. 
Micro-planning is much more detailed. This is 
a special plan for every activity and workshop, 
and is written by a mentor (or mentors) that 
run that specific workshop or activity. 

wHAt is mACro-PlAnning?

Macro-planning consists of your basics. 
First, you need to decide on the working meth-
ods. There are different working methods that 
you can use at your camp.
• One is the workshop (a brief interactive 

educational program in which the content 
is practical and specific to the needs of the 
group)

• The other is field work (participants go out 
to collect raw data)

• Then production (editing clips, writing ar-
ticles, etc.)

• Team building (to improve relations in the 
team)

• Excursions and fun (everyone needs a 
break)

Aims:

• To ensure that the participants are 
familiar with the elements of an excellent 
public performance.

• To ensure that the participants are good 
public performers.

objectives:

• For participants to visibly improve their 
public performance at one exercise dur-
ing the workshop.

• At the end of the workshop, participants 
will write down at least one way to over-
come stage fright.

• At the end of the workshop, participants 
will write down at least two elements of a 
good public performance.

Here are some possible aims for a bPJ 
camp:

• To actively promote the media literacy of 
young people (young people become ac-
tive creators and critical media users).

• To promote active citizenship and the 
critical awareness of young people 
(young people create their own view on 
matters that affect them).

• To promote solidarity, intercultural 
dialogue, and mutual understanding 
between young people with their active 
journalism in the environment of other 
cultures and in their own environment.

And here are some possible objectives:

• For participants to learn at least two ele-
ments of good journalism.

• For every participant to learn the basics 
of working with equipment.

• To create a space for open dialogue and 
for sharing experiences, as well as to pro-
mote mutual understanding and respect 
between the participants.

• To draw the attention of the media to the 
issues raised during the camp. 



38 HoW to survive as a mentor?               organising camp
O

rg
an

is
in

g 
ca

m
p

Methods have to be chosen carefully and 
must be balanced. 

First, you must write down a basic time-
table for your camp. Here is an example of di-
viding a day into four sessions:

timE ACtivity

7.30 - 9.00 Breakfast 

9.00 - 10.30 First program set

10.30 - 11.00 Coffee break

11.00 - 13.00 Second program set

13.00 - 15.00 Lunch

15.00 - 16.30 Third program set

16.30 - 17.00 Coffee break

17.00 - 18.30 Fourth program set

18.30 - 20.30 Dinner

20.30 - 22.00 Evening

Then you take the hours meant for activities 
and multiply it with the number of days you 
have (do not forget to leave one day after lunch 
free if you are planning an excursion). Now you 
know how much time you have. You can then 

write down the content that you think is the 
most important for your participants to learn 
and you then divide it across the timetable.  

There are many different ways to construct 
the timetable. You can always do a workshop in 
the morning and production in the evening, or 
vice versa. You can choose not to go on an ex-
cursion, or you can allow for field work all day. 
It all depends of what you think is the best for 
the participants and how much time they need 
to accomplish their tasks properly. You may 
also go with two parallel workshops at once, 
or a parallel production/workshop. This parallel 
workshop gives the participants more options 
to choose from. They can choose the themes 
they are not so good at and leave other ones 
out. Or, if they are behind with production, 
they can take more time to work on it. This can, 
however, create various downsides. Someone 
might be weak at both workshops you are run-
ning parallel, or you might end up with most of 
the participants in one workshop, leaving the 
other with just few people. As such, this aspect 
must be prepared for very thoroughly. 

Monday Tuesday Wednesday Thursday Friday Saturday Sunday

9.00 - 
10.30

W W FW W W W

         D
epartures

11.00 - 
13.00

W TB P P W W

15.00 - 
16.30

TB FW P Excursion P P

17.00 - 
18.30

W FW W Excursion P P

20.30 - 
22.00

Fun 
evening

Free 
evening

Fun 
evening

Free 
evening

Special 
evening 
guest

Fun 
evening

W = Workshop P = Production  
TB = Team building FW = Field work
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wHAt is miCro-PlAnning?
When you are done with the timetable, it 

is time for micro-planning. Micro-planning is 
a detailed plan for every activity at the camp. 
You should write down the aims and objectives 
of each activity, and then put the program into 
a table. 

Some questions that could help you:
• What are we going to do?
• How long will it take?
• Who is responsible for it?
• What do we need?

It is often easier to put everything into a 
table. Here is an example:

Name of the activity:

Day no.:                 Time (from/to): 

mEtHoD minutEs lEADEr CommEnt DEviCEs

When you are done with all your micro-
planning, you will probably notice what you 
have to change the macro-plan of the camp. 
Maybe you forgot to include something im-
portant, or maybe you need more time for one 
theme and less for another. 

How Do wE DiviDE tAsks?

It is necessary to divide tasks. It is best 
if you divide tasks so that everyone does the 
thing that he/she is strongest in. Someone 
takes over more organization, someone takes 
more workshops, and someone acts as the 
connection to the participants. If someone 
is not good at leading workshops, maybe he/
she is great at organization or something else; 
the key thing here is not to force anyone into 
something they do not feel comfortable doing. 
When organizing different activities, you must 
decide how many mentors will lead it. It is not 

recommended to have more than two mentors 
per workshop. 

You must then decide how much responsi-
bility are you going to put on the participants. 
You can decide that you will cook for your-
selves and this can then be done by the partici-
pants. It is a great way for them to learn more 
responsibility and grow in their knowledge and 
also for team building, as they must work to-
gether in order to cook their meals. They can 
also do the dishes and prepare the evening 
“fun”. You should not, however, put too much 
pressure and responsibility on them. Some 
things have to be done by the mentors too, or 
they may not respect you. If they are cooking, 

you should prepare the evening activities. You 
could, however, simply choose to take accom-
modation with full board. If that is the case, the 
participants should at least prepare some of the 
evening component.

Cooking and such aside, you must also 
decide how much the mentors will help the 
participants. You must set some guidelines 
for how much of their responsibilities you are 
willing take (how much can you do instead of 
them at a workshop, for example). This can be 
adjusted later, but still these things should to 
be clear in advance.

wHAt About CommuniCAtion 
witH PArtiCiPAnts? 

It is best if only one person takes over com-
munication with the participants, so that they 
know whom to turn to. Please take care to start 
talking to them well in advance. The best way 
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for doing this is through e-mail. Everyone usu-
ally has one and you can easily e-mail them all 
of the instructions. You should keep in touch 
with them on a regular basis and let them 
know what they need to bring along. If you are 
not a fan of e-mail, there are always letters and 
cell phones (although cell phones are not rec-
ommended for a camp, as it is hard to send all 
the instructions). 

There are some things about communica-
tion with participants that you cannot divide. 
Together you should decide how much infor-
mation you are going to tell them. Are you go-
ing to tell them who the other participants are 
and give them their contacts? Are you going 
to tell them who they are in a group with? Are 
you going to let them know the topic (if you 
have one), or will you let them know that they 
have to prepare the topic by themselves?

wHAt is EvAluAtion?

The words “evaluation”, “check”, “assess-
ment” and “reflection” seem very similar in 
definition. They all involve looking back or 
examining the executed work or the activity. 
We usually talk about evaluation in terms of 
the three phases of project work, where evalu-
ation represents the third phase, following the 
phase of planning and execution of the project. 
It is a tool for recognizing what has been hap-
pening, for giving value to our work, and also 
for strengthening the presence of the values ac-
complished with our work. Evaluation gives us 
several things. It gives us feedback on our work, 
it makes decisions in the future easier and bet-
ter (as we have more information), and it can 
improve the future quality of work.

so How Do i EvAluAtE it?      

Firstly, it is best if both you (the mentors) 
and the participants evaluate the camp. That 
way you get as much information as possible. 
Evaluation should take place at the end of each 
day—the mentors without the participants, 
with them, or both. As an alternative, you can 
prepare evaluations in between (for example 
on the third of the seven days). You can also 
use the final evaluation, which is usually the 
longest and is conducted together with the 

participants and then separately in the team 
of mentors. You can also evaluate the entire 
camp project itself, and this is best if it is done 
two weeks or more after the conclusion of the 
camp.

It is effective to divide the questions pro-
portionally between different evaluations. 
Some are appropriate for everyday evaluations, 
whereas others are best “saved” for the final 
one.

wHAt ArE otHEr mEtHoDs of 
EvAluAtion?

The most commonly used evaluation meth-
od is the questionnaire. There are many differ-
ent kinds of questionnaire—from very simple 
to very demanding ‘a-lot-to-write’ ques-
tionnaires. You can also use many other meth-
ods like interviews, assessment games, analy-

some of the questions (both for the 
mentors and the participants) can be:

• Are we satisfied with the turn out (the 
number of participants who came)?

• Do we have good impression of the 
program (what do we feel about it)?

• Are we satisfied with the course of the 
program (logical sequence, shifting 
between individual elements, etc.)?

• Did the program need adjusting, chang-
ing?

• Did the program meet the needs of 
those present?

• Did the program meet the needs of the 
group?

• Were the methods used suitable?

• What went on with the group in the 
camp?

• How did individual people experience 
the camp?

• Was the location suitable?

• Do we have any recommendations for 
future camps?

• Have we accomplished the goals of the 
camp or achieved what we wanted to?
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ses, and so on. Questioners can be made using 
questions mentioned in the previous chapter.

Below you can find two examples of differ-
ent evaluation methods.

 » more speciFics are availaBle aBout 
evaluation in t-kit textBook oF youth in 
action: http://youth-partnership-eu.coe.
int/youth-partnership/puBlications/t-
kits/10/tkit_10_en

wHAt ArE smAll tHings i 
sHoulD not forgEt?

Just some tips of what not to forget: 
• Plan the camp well in advance.
• Divide tasks—do not try to do everything 

by yourself !
• Begin the search for a location at the be-

ginning of planning and if possible visit the 
place in person.

• Keep the participants informed at all times.
• Be clear about what participants need to 

bring with them and what you expect of 
them.

technique 2: four corners
Number of participants

Number of participants is not limited.
Duration

From 10 to 20 min.
Position of participants

Participants stand in the middle of the de-
sired location.

Description
Participants evaluate their satisfaction or 
dissatisfaction by standing in corners that 
are marked with ++, +, - or --.

Purpose

• To assess and visualize different aspects 
of the program or project.

Instructions
Four corners in a room are marked with signs 
++, +, - and --. The leader then asks evaluation 
questions. Every participant goes to a corner 
that symbolizes his/her response. Then partici-
pants explain their choice.
Variations
- If the leader asks questions that cannot be 
answered by the mentioned signs, the an-
swers in the corners may be different (for 
example: “Which problem is the most urgent 
in your opinion?” And the given answers are: 
water pollution, CO2 gasses, irrational waste 
of energy, urbanization, etc.).

technique 1: thermometer
Number of participants

From 10 to 15 participants.
Duration

From 10 to 30 min.
Position of participants

Participants sit in a circle or in a half circle.
Description

Participants mark the degree of their satisfaction 
on a thermometer (look at the Attachment).

Purpose

• To become aware of one’s momentary feelings.

• To become aware of the atmosphere in the 
group.

• To become aware of how satisfied a par-
ticipant was with a certain part of the event, 
project, gathering, etc.

• To talk about the atmosphere in the group.

• To talk about satisfaction and discontent.

Instructions
The leader gives participants the drawing of a 
thermometer and asks questions about different 
aspects of qualifications, projects, teamwork, etc. 
Every participant marks his/her satisfaction with a 
particular category that the leader is asking about. 
Each category is marked with a different color. The 
leader then displays the thermometers so that ev-
eryone can see them. A conversation about the 
results follows. One thermometer per participant is 
required to carry out the evaluation (as mentioned 
above). One large thermometer per group may also 
be used. Participant then take turns in marking 
their evaluations.
Variations
- When assessing project work or the effects on a 
wider environment, we can use the thermometer to 
assess the realization of particular goals or effects.
Note
Every member of the group should participate in 
the conversation and the leader must pay attention 
to that.
This one can be used for the mentors’ evaluation.
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wHErE AnD wHy DoEs A 
bACkPACk JournAlism mEntor 
run worksHoPs?

When we educate young people to become 
Backpack Journalists, workshops are one of the 
key elements in the learning process. A Back-
pack Journalism camp, for example, can consist 
of obligatory and optional workshops. Even 
when we are working with a group of young 
journalists in our home town, it often makes 
sense to organize one.

wHEn is it gooD to orgAnizE 
A worksHoP AnD wHEn it is 
bEttEr not to?

Simple! Organize a workshop when orga-
nizing a workshop makes more sense than any 
other of the available approaches.

You should organize a workshop if:
• The group members have similar needs.
• You have to teach them new skills and it 

is easier to do that with a more structural 
approach.

• You do not have a lot of time, and you eval-
uate that the fastest way for them to learn 
the necessary skills is through a workshop 
and not on their own.

wHAt is most imPortAnt wHEn 
PlAnning A worksHoP?

The most important aspect of a workshop 

is to address the needs of the participants. A 
good workshop should be the answer to prob-
lems that the participants are having. If they 
feel as though a workshop is being held in re-
sponse to their needs, they will be much more 
motivated to attend it!

But what do they want to learn? In what 
kind of workshop will their knowledge help 
them? What kind of behavior do they want to 
change?

Some of these answers you can get when 
you‘re recruiting members for the workshop. 
You can ask them about their expectation, 
which can provide you with a lot of precious 
information, such as who is good at what in 
the group, what level the group is at, or which 
parts of the material are the most interesting 
for them, etc. 

After you have this information, you can do 
further preparations. Preparations are not fin-
ished until the workshop begins. You will also 
obtain some extra information when you meet 
the group. By speaking face to face, you can get 
to know even more about the participants. 

Good preparation will give you good re-
sults. You must get to know everything you can 
about the group that you will be working with. 
Try to define people‘s expectations, possibili-
ties, and attitudes for seeking knowledge. Also 
take into consideration which method would 
be the best for the given group situation.  

If you realize that the needs of some groups 

Workshops seem to be a fundamental method to use with young peo-
ple when training them in the field of Backpack Journalism. Reading this 
chapter, you will be able to become acquainted with the basic elements 
of workshops. Among others, we will speak about defining your target 
group, planning content, facilitating communication, and honing both 
feedback skills and training methods.

But before proceeding to these elements, let us answer one even more 
fundamental question: when is it good to organize a workshop and 
when is better not to?
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are different than you predicted, you can still 
adapt to them during your workshop. But be-
ing well prepared will always give you a lot of 
self-confidence, which can help in communi-
cation and establishing good relationships. 

How Do i sEt my Aims AnD 
obJECtivEs for tHE worksHoP?

Setting your aims and objectives is the 
most important thing that you can do in the 
workshop planning.  

An Aim is the point you want to reach 
with the group. It will determine the attitude, 
the way of thinking, and the main change you 
want to achieve. It’s not always measurable in 
the present. It is a permanent change that you 
want to achieve, but it may only be measurable 
in the future.

An objective	 is connected to the compe-
tencies that people need to obtain to reach 
the aim. Objectives are about attitudes, skills, 
and behaviors. Objectives are measurable. You 
should be able to measure them immediately 
by evaluating them. 

You cannot set your objectives without first 
having aims. Objectives are a sort of a path to 
reach your aims. 

Mentors often make this common mis-
take. They start planning workshops by ask-
ing themselves questions about their methods 
or about what information they would like 
to provide to the participants. But before de-
ciding that, one should first ask him/herself, 
“what exactly do I want to achieve?”

How Do i PlAn A worksHoP?

 To plan and run a successful workshop, you 
need to remember the following:
• Diagnose the group: their problems, pos-

sibilities, and needs.
• Set your aims: what do you want to give 

to every single person participating in the 
workshop? (focus on knowledge, skills and 
attitudes).

• Find the best methods for doing it.
• And, at the end, evaluate your work.
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Phase i: identification
(decisions to be made in the following 

order)
1. Identify the need for the course
2. Who will plan the course?
3. Define the purpose or aim of the 

course

Further decisions: date, length, time, 
notification 

Phase ii: Preliminary planning
(As soon as possible after Phase I)
1. Objectives of the course
2. Format
3. Style of the delivery-methodology
4. Outline program
5. Subjects for each session
6. Who will run the course? One per-

son? A pair? Outside speaker(s)?
7. Other (external) inputs?

Advance booking: rooms, equipment, 
outside speakers, refreshments, other

Phase iii: Detailed planning
(About one month before the workshop 

starts)
1. Who will do the detailed plan-

ning?
2. Session by session planning
3. Prepare detailed tutor notes (con-

tent, methodology, who does 
what, timing of different sessions, 
decisions on handouts, equip-
ment needed, style of evaluation, 
size of the groups, etc.)

4. Preparation by the tutor(s) 
5. Preparing handouts, photocopy-

ing course list, etc.
6. Briefing the guest speakers
7. Sending a copy of the program, 

course list
8. Preparing evaluation sheets

Phase iv: the course day checks
1. Room, equipment, materials, re-

freshments
2. Information and directions for 

members of the course
3. Style:

• be there before the first course 
member 

• be prepared to listen of any im-
mediate problems

4. Starting the course:
• start on time
• keep as close as possible to the 

time you‘ve published, but al-
low for some flexibility for the 
participants

Phase v: follow up
1. Analyze the evaluation sheets
2. Draw up a summary
3. Discuss the summary with all 

involved in preparation of the 
course and make notes of areas 
to be revised if the course is to be 
prepared again.

PrEPAring A worksHoP or A trAining CoursE
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How Do PEoPlE lEArn?
When planning a learning process, be 

aware of the 4 Hs: Head, Hands, Heart, and 
Health. This means that learning should be 
intellectual, instrumental, emotional, and ho-
listic. The knowledge is deeper when you can 
check it, feel it, and experience it. 

D.A. Kolb wrote about what conditions are 
most valuable in terms of learning. Kolb‘s cycle 
(explained in more detail in the How to Open 
Space Chapter) starts with concrete action, 
then progresses to reflection, then continues 
to generalization and conceptualization of the 
experience, and finishes using the new knowl-
edge in a new action. Without reflection and 
using it in a new action, experiences are basi-
cally useless. That should provide a constant 
change in the reaction.

The perfect participant can draw from all 
four stages of learning. In practice, however, 
not everyone can benefit from all of them. 
Some participants are more familiar with one 
and others with the other—often not encom-
passing all of the possibilities. A mentor should 
include opportunities for all learning styles 
into the program of the workshop: some ac-
tion, some discussions, some reflection, some 
concepts, some learning through mistakes, etc.

How Do i DEfinE tHE working 
mEtHoDs AnD tHE EquiPmEnt 
nEEDED?

Having set the objectives, you can start to 
think about what shape the workshop could 
take. Which methods should you use? It all de-
pends on the group, your personal style, and on 
what all of the involved parties want to achieve.

It‘s very important to find a good method 
of expression. You have many choices, whether 
it be lectures, discussions, brainstorming or 
group work, to name a few. All you have to re-
member is that people are learning more and 
faster when they experience the subject. They 
should also think about experiences they have 
had and use that experience in the right way. 
That is the basis of Kolb‘s definition of learn-
ing—learning is the process of transforming an 
experience into knowledge.

The methods need to be adjusted to:
• The group, their possibilities, and their 

needs
•  Your subject
• The equipment you can afford
• The time available
• The place you are in
• The cultural environment, etc.

How Do i CommuniCAtE witH 
PEoPlE?

Communication is the key for establishing 
good relations with the people. Listening and 
talking make up a large part in our life. It can 
be said that most people have a problem with 
correct transmission. The number one rule is to 
not be afraid of communication itself. 

1. The best way for getting people‘s sympa-
thy and making the conversation better 
is being an active listener. Active listen-
ing is a process that demands paying at-
tention to other person. There are some 
circumstances where listening makes the 
process easier. Always show attention 
to the person you‘re talking to. Try to 
always make eye contact. If it‘s distract-
ing for you, try to focus on their mouth. 
Try to focus on of the content of their 
speech. Try to avoid making sounds like 
‘ach’ or ‘uhhh’. Try to avoid 
crossing the distance chosen by person 

For example, when teaching photography, 
you have to show how to use the equip-
ment to take a good picture, but knowing 
how to use it doesn‘t make anyone a good 
photographer. The next step is using the 
things you’ve learned. So in this case, you 
have to find a way for people to learn from 
their own experiences. Taking pictures, com-
paring them, brainstorming about which are 
good or bad, and about which parameters 
decide that. The participants should find the 
best way of recognizing their own mistakes. 
And you should try to encourage them to do 
it again correctly. Mix methods! There is no 
need to stick for the one of them during the 
entire workshop. 
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you are talking to. Try to avoid interrupt-
ing, be patient, and ask about the details. 

2. Paraphrasing is a technique used for cor-
rectly understanding other people. It‘s 
repeating the speech of someone. In this 
way, we make sure that we have caught 
the main point of the speech. It can save 
us time. In practice, we should try to 
repeat the sense using your own words, 
starting from expressions like “I would 
like to make sure that you said that cor-
rectly…” or, “I‘m a little confused. Let 
me tell you what I understood...” or, “If 
I understand correctly, your main point 
was…”

3. It is very important for us to know how 
to properly ask questions. The questions 
should be open in nature, giving the in-
terlocutor more opportunities to answer. 
Open questions allow for more opportu-
nities for further dialogue. 

There are also some examples of bad com-
munication that you should also remember and 
avoid. Bad communication can cause distur-
bances in the group. 

1. Asking closed questions or starting with 
the word „why” reduces communication 
within the group, sometimes making it 
impossible. It can suggest that you are 
avoiding real contact on purpose. The 
group may take this as incompetency.

2. Using the words „I‘m not...“ makes you 
seem like an untruthful person. As we all 
know, in most cases, the reality of this 
statement is totally opposite of what it 
seems. „I‘m not angry with you“ almost 
always means, „I‘m still angry with you.“

3. Constantly repeating things often bores 
people or makes them angry. Think 
about other ways to make people re-
member the information. This is because 
repeating things runs the risk of losing 
meaningful contact with them.

4. Playing word-games with participants 
should be avoided. Avoid frequently us-
ing the words „yes, but“, „I would like to 
do that, but there‘s no time“, or „If only“. 

Opening with „yes“, and closing with a 
strong „no“ means that you do not agree 
with the second part. This shows that we 
agree with the first part, but we‘re avoid-
ing confrontation. This illusion is easy 
to catch and often portrays us in a bad 
light.

5. Feedback is a process where information 
about the results of an action are spoken 
to the persons who participated in the 
action. It‘s comprised of the information 
about how we react to another people’s 
behaviors. Feedback is used for eliminat-
ing undesirable behaviors and strength-
ening the desirable ones. 

How Do i givE AnD rECEivE 
fEEDbACk?

It is very important to give feedback in 
the right way. Feedback is a basic tool used for 
creating changes in behaviors and attitudes. A 
mentor can provide the members of a group 
with information about behaviors that need 
to be corrected and about which ones should 
be strengthen. This provides a chance to adopt 
new abilities and eliminate undesirable ones.

It‘s important to remember that not all 
people are tough enough to take criticism. 
Sometimes it‘s better to talk with a participant 
one on one. It is possible that a participant 
could feel uncomfortable with taking criticism 
in front of a whole group. Feedback from the 
whole group is more powerful and has a bigger 
influence on people. 

There are some rules that need to be un-
derstood in order to give and receive the most 
effective feedback.

When	you	are	giving	the	feedback:
Describe precisely the concrete behaviors 

you wish to provide feedback on. Focus on 
facts. You shouldn’t seem like you are judging 
them. If it seems like you are, the other person 
can take it as an insult and react defensively 
without listening. Do not wait too long with 
your reaction. Feedback should not be given 
long after something has happened. If it‘s giv-
en too late, one of you may not remember the 
details. Speak about facts, say what you think/
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feel about someone‘s behavior. Describing your 
own feelings as much as describing facts. This 
is needed for others to be able to judge our 
reaction. Don‘t only be critical in that situa-
tion; there is always a solution, and you can 
talk about it. Your partner can also provide his/
her own suggestions about the situation. You 
should be open for that, and stress that this is 
only about your personal opinion. You must re-
member to be careful about criticizing things 
that the person can‘t change. Our reaction 
should always point to the possibility of behav-
ioral change. Even if you have a lot of bad feel-
ings about someone, you should always try to 
mediate them by not telling them everything 
at once, because drowning the person in criti-
cism will only hurt them and will not facilitate 
change. Ask about their reaction to your words 
if the person doesn‘t react on their own. Try to 
confirm that you have made yourself as clear 
as you could. Feedback should not be based on 
personal like or dislike for a person. Your per-

sonal feelings about a person should be kept 
to yourself.

When	you	are	receiving	feedback:
There are also many situations when you 

will be receiving feedbacks from others. You 
should remember some rules that will allow 
you to learn as much from it as you can. Lis-
tening is the most important rule. Do not in-
terrupt them too quickly. Do not start in the 
beginning by defending yourself. When we 
listen carefully, we show the other person that 
we are taking their feedback seriously and that 
we are prepared for situations of criticism. Try 
to make it clear that you have understood cor-
rectly what you were told. If it is too unclear 
for you, try to ask about all the details. If some-
thing was a surprise to you, try to ask other 
people about their feelings about it. Do they 
also see it like this? Remember, the decision to 
change something about yourself always be-
longs to you.
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wHAt is tHE bAsis of tEAm 
mEntoring?

Communication is thought to be the most 
important. It may seem to us that we com-
municate quite a lot, through such things as 
phone calls, Skype, and virtual chats. We have 
so many tools for communication that we 
often forget about what the main purpose of 
communication actually is. The main purpose 
of communication can be seen in three dimen-
sions:
• Saying something
• Sharing something
• Learning something new

These three things should be included in 
team communication; which is necessary if we 
want to get in touch with other people and co-
operate with them. Therefore, it is important 
for a mentor’s work to promote good com-
munication, because it contributes heavily to 
building good relationships. We can recognize 
the elements that are important for building 
good relationships and that can be used to pos-
itively change communication within the team.

How sHoulD tHE tEAm bE 
mEntorED?

Not only is feedback important, the way 
that it is transmitted between people is impor-
tant as well. A mentor’s personal attention is 
part of establishing young people’s self-esteem 
and confidence. The older and more experi-
enced mentors should find the time to talk to 
the younger participants. They should ask them 
questions, listen to them, and show a genuine 
interest in them.

A mentor can lead you to interconnect your head and heart. He/she 
does not advise; instead, he/she asks questions and the participants look 
for the answers themselves. A mentor reveals people’s abilities so that 
they can be happier and more successful. This is a very difficult task and 
people sometimes have to look for the answers deep within their own 
personalities.

• Give young people the opportunity to 
meet their role models in their field.

• Ask questions: e.g. „Paul, you say you 
want to be the team leader. I appreci-
ate the way you treat people, which is 
a skill all good managers should have. 
What other skills, in your opinion, are 
important?” 

• A good mentor can choose different ways 
of conducting interviews. The verbal 
expressions “you must” and “you should 
not”, should not occur.  

• How long will the current situation last?

55ask5 about5 the5 motivation5 to5 communicate5 (while5 talking5 to5 each5 other,5 woulD5 you5 like5 to5
share5some5information,5or5talk5Just5for5fun?5or5are5you5speaking5like5this5in5orDer5to5aDapt5yourself5to5
a5particular5role5in5your5life?)
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wHAt ArE tHE sElf-EstEEm-
builDing quEstions likE?

Questions cannot be prepared by a mentor 
in advance; they must respond to the situation. 
In principle, they are the ones that make you 
appear as though you care. So it is not fair to 
ask, “why I am wrong?”. The word „why“ 
suggests hidden guilt or weakness.

55ask5questions:5e.g.5„what5kinD5of5Job5
can5 you5 Do.5 what5 are5 you5 most5 interesteD5 in?5
what5skills5Do5you5want5to5learn,5anD5who5is5your5
role5moDel5in5your5fielD?5what5coulD5i5Do5better/
Differently?“

wHy DoEs A mEntor work on 
quEstions so muCH? 

This is because a mentor must believe in the 
human ability to find answers. A mentor does 
not give advice, he/she does not command, and 
he/she searches for true human potential.

How CAn A mEntor HElP A 
PErson or A tEAm gEt out of 
troublE?  

A mentor should not get people or a team 
out of trouble, but he/she should help them 
to find solutions and to awaken forces within 
themselves in order to achieve their potential.

How CAn wE HElP A tEAm?

Team mentoring is the promotion of com-
munication, which leads to the discovery and 
improvement of a team’s potential. The task 
of our work within the team is to provide more 
effective teamwork, whether it be as a whole 
or to its individual members. This improves 
both the atmosphere and the motivation of the 
young people. Systematic and regular team-
work increases the visibility of the activities of 
the individual members of the editorial staff by 
understanding their key roles. It also increases 
the use of a team and avoids the potential de-
parture of key people from the editorial board. 
This all happens thanks to teamwork where ev-
eryone works towards a common goal.

wHAt sHoulD bE ConsiDErED 
During tEAm mEntoring?

Pay attention to eight elements of team: 
aim, interaction, roles, rules, authority, indi-
viduality, fellow-feeling and hindsight. A good 
mentor can use these elements to help the team 
clarify its direction, facilitate the overcoming 
of obstacles, and develop the team skills of the 
young people.

ArE tHE obJECtivEs mEt AnD 
sHArED?

Goal-monitoring is very important for 
teamwork. The team should always have a 
common goal and each team member should 
profit from the team’s performance. For the 
mentor, it is important to answer the question 
of whether the members of the team know 
how to work together and what their overall 
goal is. If the mentor finds out that the team 

• Go through all eight elements with the 
team and ask how the individual ele-
ments are presented.

• Focus primarily on the target and interac-
tion.

• A mentor does not impose. Working with 
someone who does not want to work is a 
waste of time for both parties. A mentor 
works with people who really want to 
work.

• Be systematic—bring order to your men-
toring, i.e. hold regular meetings.

• Ask questions: „The approach you have 
chosen does not lead to any results. It is 
time to consider other approaches. What 
can you present as a different approach?”

• Or: „ Peter, this issue can be viewed from 
another perspective. Can I tell you how it 
appears to me?”

• You can also ask the following question: 
„What do you think about doing this 
instead of that?“ Or, „What would happen 
if you failed to respond to change and 
continued at the current pace.”
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can describe its common goal, then the other 
question appears, which might read, „Is the 
motivation to achieve common goals present-
ed?“ If there is someone who achieved the goal 
first, the mentor should watch the reactions of 
the other team members. There might be joy, 
but there also may be rivalry between them.  

is tHErE A mutuAl AnD EquAl 
intErACtion?

An experienced team mentor watches 
whether the key information is provided and 
shared. This helps to create a cooperative 
environment. The professional relationship 
between the individuals in the team should 
always be improving, and at the same time, 
accurate, concise, and relevant information 
should be provided.

wHAt ArE tHE ninE tEAm rolEs?
Everyone in the team should be aware of 

the roles that must be filled. If for some reason 
a role is not being filled, we can see a natural 
willingness to substitute the role. This also sup-
ports the role of changing positions and role 
training, which is crucial for the team. People 
can see who the appropriate team member is 
and who is not.

The team roles are nine behaviors that a 
team needs. They were discovered by Meredith 
Belbin when he set out to research why some 
teams succeed and others fail. He found that a 
balanced team with all of the roles being filled 
achieves much better results than one with 
only some of them being filled. So whichever 
of the team’s roles you fill, you can be use-
ful, as long as you do it well. Most individuals 
have more than one applicable capability. Iden-
tifying your best roles is an important step in 
working out how to behave.

 » access the FolloWing link to cre-
ate your team’s proFile: http://WWW.
school-portal.co.uk/grouphomepage.
asp?groupid=623395

Realize the role that you are missing. Can 
you replace/strengthen it? Can you understand 
why this role is missing?

is tHErE rotAtion of  
AutHority?

The presence of authority in the team clari-
fies the membership of people in the team. It 
specifies processes in the team and helps to 
implement the results. In a well-functioning 
team, there is a willingness and openness to 
change authority. We can see that the author-
ity is willing to seek solutions together with the 
whole team. 

• Ask all the members individually what the 
goal of their team is.

• Will the goals of the individual members 
be different or the same?

• Define what the common goal is.

• Remind the team that they each con-
tribute to achieving the goal. Find out 
whether they are aware of the way they 
contribute to it. 

• Notice who talks with whom in the team. 
Is there anyone being overlooked? Are 
there any subgroups that do not com-
municate among themselves?

• Consider whether team members are will-
ing to share information. 
- Support those interactions that are 
weaker.

• Ask why some members do not commu-
nicate. Is it due to lack of time, reluctance, 
or chance?

• Be aware of any rumors that might be 
circulating amongst the team members.

• Speak with all members of the team and 
be sure to allocate your time fairly.

• Does the team know who the leader is?

• What processes strengthen and under-
mine the authority of the leader?

• Does the team have a clearly defined 
representative?
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wHAt About rulEs?

Rules provide a framework for the long-
term functioning of the team. Co-written rules 
contribute to the clarification of appropriate 
standards and pro-team behavior. We can see 
how the rules are set and whether there are 
enough opportunities for discussion. A well-
functioning team aims towards common com-
munication rituals and meanings.

is tHErE A sPACE for  
inDiviDuAlity?

Teamwork may seem to be the opposite 
of individuality. The ability to suppress indi-
vidual interests in favor of the group belongs 
among the team‘s competencies. Conversely, 
a well-functioning team is able to respect the 
individuality of each member. And more im-
portantly, the team enhances individuality for 
specific tasks. The team should therefore bal-
ance between understanding both the interests 
of the team and of the individuals.

fEllow fEEling: is tHErE tHE 
oCCurrEnCE of “wE”?

Should there be some similarity amongst 
the team members, i.e. a sense of belonging? 
A good indicator of this is the frequent use of 
the word „we”.

is tHErE HinDsigHt?
This element is found in the teams that 

work together for longer periods of time. We 
can see to what extent the members recall and 
strengthen the historical, key, and funny mo-
ments from the existence of the team. It often 
happens that some of the milestones become a 
subject of regular meetings.

As A mEntor, Am i on tHE tEAm 
or not?

The essential role of a mentor is to sup-
port the development of the group through 
various methods and create an opportunity to 
participate in various activities. A good men-
tor should help individuals and the group to 
find their own way to achieve their goals. A 
mentor should guarantee the team’s indepen-
dence within the project activities. A mentor 
should be a map, not a driver! A mentor is a 
person who does not directly participate in the 
activity/project, but still supports the group 
(or person) in implementing its goals. He/she 
works with people and performs specific tasks 
according to the needs of the individuals or the 
group. A mentor is rarely involved in the proj-
ect implementation, and does not participate 
in specific tasks in the project.

• Create a space for the discussion of com-
mon rules of the team.

• Together with the team, search for a stan-
dard; what is proven and what is worth 
repeating?

• Can the team define what the team‘s 
interest is and can it understand the 
individual interests of its members?

• Is respect and trust, which is given to 
members to solve their individual tasks, 
declared?

• Are new team members familiar with the 
history of the team?

• Is there any ritual in the team? If not, let 
us look for one that the team can acquire.

• If a team accepted a solution, was it 
accepted by everyone? Does everyone 
agree with this decision?

• When something goes wrong within the 
team, is it an individual who is to blame, 
or is the team looking for a solution?

• Do the individual members feel respon-
sible for the outcome?
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sHoulD i sPEAk or bE quiEt?

A mentor is quiet when it comes to deci-
sions. The task of a mentor is not to take re-
sponsibility for a team’s decision. A mentor 
also does not speak in situations where the 
team discusses and seeks its own solution. Fi-
nally, he/she is silent when maintaining confi-
dentiality to others. A mentor speaks mainly 
about what does not want to be heard. Teams 
often do not want to talk about matters that 
they are convinced they cannot speak about. If 
you show the courage to speak with the team 
about such matters without blaming or judging 
anyone, the team can find a new impetus for 
their development.

sHoulD i CHAllEngE tHEm?

A mentor, together with the team mem-
bers, develops plans for improvement and 
growth, which include specific targets and 
deadlines. A mentor keeps positive pressure 
on the members in order to set specific team 
and individual goals beyond their current lim-
its. Then the mentor, together with the entire 
team, periodically assesses the progress.  

How Do i HElP otHErs to listEn 
bEttEr?

A mentor must learn to listen without 
judgment and assessment. He/she must lis-
ten to what the other person says or does not 
say, i.e. nonverbal expressions. He/she must be 
able to recognize the contradictions between 
words and non-verbal expressions. Listening is 
important for the understanding of needs and 
interests of the other person in relation to the 
activities and objectives of the team. When the 
mentor is able to listen well, the team members 
feel that their ideas are accepted and that they 
are respected and understood. This reinforces 
the atmosphere of mutual trust, which allows 
for the rapid growth of the team and the suc-
cessful solution of problems.

Do i givE APProvAl?

Mentoring is a two-way street. If we real-
ize this, we will be able to say, „I find it very 
inspiring what you are doing now. That‘s inter-
esting. I would not have had such a good idea.” 
In this way, you connect with the young people 
in the process of transmission. Recognition is 
a way to spot something that has happened. It 
could be something that represents a man and 
his growth within a team. Young people need 
sincere recognition. They can appreciate it and 
respond positively to it.

• Ask questions—asking questions is one 
of the most basic mentoring tools.

• Present options: look at the situation 
from a different perspective.

• Show the impact of the solution—specu-
late about the impact of each solution.

• Avoid making decisions.

• Do not tamper with others.

• Find out if there is something the team 
members are worried about. What are the 
so-called ‘taboo topics’? Those should be 
carefully discussed.

• Seek unbiased partnerships. Remember 
that mutual trust is the main thing here. 
A mentor has no other interest than to 
benefit the team.

• Do not help too much. Be sure that the 
products are the team’s results, not yours.

• Introduce a simple classification from one 
to ten for evaluating each progress.

• Publish individual challenges and talk 
about every step for their implementa-
tion.

• Find out what was well done in the team 
and if the person who has done this has 
changed their thinking and approach.

• Repeat what you have heard: „If I under-
stand it correctly, you said…“

•  “Let me say what I have heard ‘between 
the lines’, and then tell me whether I have 
understood it correctly or not.”
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bAlint grouP
This is a specific technique that combines traditional supervisory work focused on the problem 
with the multi-level option of social support. This technique was elaborated upon for general use 
by Michael Balint, a doctor and psychoanalyst of Hungarian origin, who died in London 1970. The 
technique is useful for understanding and improving team achievement.

A Balint group is an experimental, small-group educational activity in which practicing GPs meet 
regularly to discuss difficult or intriguing cases. This is the origin of this method. Its present form 
can be defined as a marketplace of ideas and is guided by certain rules. This form of work offers ide-
al solutions. Its advantage lies in offering multiple perspectives on the relationship and the release 
from the captivity of established interpretative schemes and prejudices. It provides its participants 
with a certain degree of understanding and social support. The given form of group work accepts 
diversity, experiences, irrationality, and a sense of doubt or failure. It is a long process, which „rip-
ens“ over time, and the effect is not quick and disposable. Inspiration, understanding, and the ‘aha-
effect’ may appear in the participating group after a delay of several days.

basic rules for leading the balint group:

Describe the situation you are dealing with.

Others ask about the details of the situation with a view to best understanding the circum-
stances and relationships in a given situation. 

Everyone in the circle expresses their opinion on how to deal with a given situation.

Evaluate how the team has contributed towards resolving the given problems.

recommendation:

Working with a group can proceed spontaneously or in a fixed order.

By using this method, you can solve situations that occurred in the past and already have their 
solutions in the present. You can also use this method if you are currently dealing with any situ-
ation and the end is still not clear. 

As a mentor, you can participate. Your opinion will become one of many.

wHAt sHoulD i sHArE?
When mentoring, we do not only share the 

information, but also opportunities, experi-
ences, and contacts.

wHAt mEtHoDs AnD tools mAy 
i usE?

We have mentioned several times that the 
main tool of mentors is questions, which awak-
en and strengthen the ability of self-reflection. 
Questions are not the only tool that is used in 
mentoring methodology. There are other appli-
cable tools, such as the Balint group, feedback 

technique, reconstruction of the situation, and 
role-playing.

wHAt About HAving fun 
togEtHEr witH PArtiCiPAnts?

In the early stages of the relationship, it 
is important to build a mutual sense of trust. 
A friendship must be built before your men-
tees will be open to hearing your advice and 
learning from your life experiences. To help fa-
cilitate this friendship, do things together that 
will allow you to get to know each other better.  
Discover your mentees’ hobbies, interests and 
what they enjoy doing. You may want try to do 
some informal leisure activities to break the ice 
and build up the relationship. The event itself is 
not as important as the time spent together. It 
is important to make sure that the time spent 
together is quality time; stay away from activi-
ties that hinder conversation. Conversation is 

• Tell them your own life stories.

• Find teams that deal with similar situa-
tions and connect them.

• Allow the young people to meet older 
and more experienced people. 
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rEConstruCtion of tHE situAtion
The participants in a situation that has happened usually have a narrow and vague insight into the 
entire scenario. It is therefore useful when the entire situation is accurately reconstructed. At least 
some of the team members should participate, including the mentor. We can use the method of 
analysis with a sociogram—a diagrammatic representation of the lines of communication among 
groups of people, showing the frequency of communications and the directions in which they 
flow. Important persons who are part of this situation are visualized by using cards or drawn fig-
ures. Team members are then placed into the interrelationships.

recommendation:

Remember that any situation that happened in the past is reconstructed and cannot be ac-
curately repeated. Therefore, during reconstruction, always respect different perceptions of 
the same situation.

Listen to what is said to you and note the fault situations.

rolE PlAying
The mentor may try to allocate different roles amongst the team members. Or they can imagine 
specific people and start an imaginary dialogue with them. This way, we can intellectually test vari-
ous options of perception and behavior in a certain situation, and also broaden perspectives and 
together try to conduct an interview.

recommendation:

Think about the situation again and try to formulate other procedures for the current situation.

Select the examples that seem to be useful for the needs of the team.

Identify the nearest steps and tasks for the team.

fEEDbACk tECHniquE 
A mentor is able to monitor the activity of an individual or a team. That is why he/she can be one of 
the feedback resources. He/she should try to provide developmental feedback. This provides space 
for the clarification of positions for negotiation. It is a standard technique that reflects individual 
behavior and the behavior of the whole team. We present the processes in four steps, which may 
enhance individuals‘ assessment of the team.

recommendation:

Make sure that your counterpart can and wants to accept feedback from you.

Describe the content of the feedback and consider the following questions: „What behavior 
have I noticed?”; “What is my interpretation?”; “What feelings does it evoke?”, and “How am I 
going to behave after this?” 

Then, the recipient of the feedback explains his views and motives, without apologizing.

Try to find both similar and different views and finally tell your own ideas about the necessary 
changes.
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the key to building a relationship and ultimate-
ly it gives you the ability to guide them in the 
right direction.

 » Best Way - youth mentoring 
activities - http://WWW.ehoW.com/
Way_5287029_youth-mentoring-activities.
html#ixzz0Wo4qBgmh

A number of ideas for things to do with 
mentees have been gathered from a variety 
of mentoring programs. Wherever possible, 
encourage the mentees to make suggestions 
about things to do. This is in line with the de-
velopmental aspect of youth mentoring. How-
ever, mentors might need a few ideas to suggest 
and the following list might be helpful:
• Visit a tertiary institution
• Visit an art gallery
• Go to the weekend markets
• Watch and discuss the T.V. news
• Attend a cultural festival together
• Talk about taxes
• Visit your workplace
• Get involved in a community environmen-

tal project

55when5having5fun,5be5a5role5moDel!5use5
healthy5ways5of5having5fun.

A mentor is the role model of the mentee. 
He/she is not just a teacher or a tutor, he/she 
represents much more than that, having the 
competencies of:

• A coach: motivates higher performance
• A counselor: listens and offers advice
• A teacher: shares knowledge and skills
• A role model: leads by example
• A champion: develops careers

An effective mentor should:
• Be a wise and trusted counselor
• Avoid over-directing - support without 

recuing
• Look for the real problem
• Encourage feedback
• Keep a cool lookout
• Be frank and direct
• Talk at a good time
• Avoid perfection

• Nurture self-sufficiency
• Listen patiently and with empathy
• Build a relationship

wHAt ArE tHE rulEs for 
mEntoring?

Rules can be viewed on two levels. Firstly, 
the rules are made by the team. They are about 
defining the subject of mentoring, defining the 
framework for mentoring, defining who will 
participate, defining the number of members, 
and other agreed-upon rules, etc. Secondly, it is 
about you - a mentor. Here you should follow 
a few principles:

• It is not possible to solve many different 
problems at once, so, therefore, there is a 
scheduled procedure for each. 

• A mentor does not solve anything—he/she 
just participates and contributes with the 
goal to set the process into motion.

• A mentor does not take responsibility for 
decisions—a mentor is an inspiration.
And how do we find out what should be 

solved? During the first meeting, the team 
always agrees on a goal. We work with ques-
tions and answers. Mentoring is a good thing 
because it builds on what is inside a person and 
a team. Work on your potential and you will 
excel.

wHAt is A mEntor’s imPACt on 
tHE tEAm?

• A mentor is absolutely trustworthy. His/
her integrity exceeds everything he/she 
says, whether it is positive or negative.

• He/she says things that do not want to be 
heard, but he/she always ensures they what 
they have said has been heard and under-
stood.

• The way a mentor acts facilitates a desire 
for improvement.

• A mentor creates a feeling of safety.
• A mentor gives provides certainty and the 

confidence to overcome doubts.
• He/she supports the establishment of am-

bitious goals.
• He/she clarifies opportunities and chal-

lenges that are less obvious.
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wHy wE HAvE A tEAm of 
mEntors in bACkPACk 
JournAlism? 

Each mentor is designated for a specific 
purpose or need. A photography mentor will 
help you learn and improve your skills and 
knowledge on this subject, but if you also want 
to write an article to attach to the photo that is 
a different field. That is why young people can 
always benefit more from a team of mentors; 
each specialized in a different topic that can 
help them in the end to gain the knowledge 
and skills required for their purposes. 

Team mentoring is based on accomplish-
ment as a team effort. One mentor may work 
with the Mentee/Protégé in a specific skill/
competency area, while another mentor may 
be working with the Mentee/Protégé in a net-
working and career path field. 

Are having mentoring programs in a team 
setting a good idea? Can mentees still benefit 
if team members are paired with other team 
members? The answer is yes. In fact, a true 
team environment with all members‘ sights set 
on the same goals and objectives is ideal for 
mentoring. 

How Do i mAkE A tEAm of 
mEntors EffiCiEnt? 

•	 Determine	 the	 goals.  Define what you 
want to accomplish with mentoring. Teams 
should clearly identify what should be 
achieved, how achievements will be tied to 
specific objectives, the way in which results 
will be measured, and what is expected of 
mentors as well as Mentees/Protégés.

•	 Choose	 the	 right	 people.  It is best to 
capitalize on the knowledge and experience 
that exists within the team. However, if the 

expertise simply isn’t there, members must 
also be open to bringing in mentors from 
outside the group.

•	 Develop	an	action	plan. Effective mentor-
ing begins by outlining objectives, assess-
ing existing knowledge, and determining 
the best method for learning. For example, 
some individuals learn more quickly when 
they are shown how to do something and 
then are allowed to practice it on their own. 
Others prefer to first read about the subject 
and then follow up with questions. Still, 
other individuals learn best with a combi-
nation of practice and reading.

 » http://WWW.insala.com

Try to find synergy in the team! What 
would you like to do and what don’t you like to 
do? However, also care for your personal devel-
opment and sometimes take something what 
will be a challenge for you! 

wHAt is tEAm synErgy?

Synergy is the greatest activity in life. It 
creates new untapped alternatives, and it values 
and exploits the mental, emotional, and psy-
chological differences between people. 

55Relationship5+5teamwoRk5+5leadeRship5=5
a5moRe5dynamic5team

What is team synergy?
• Team synergy focuses on creating success-

ful teams. 
• It is completely customizable and is based 

on the goals of the team.
• It focuses on three of the critical team 

building components: relationships, team-
work, and leadership.

In Backpack Journalism activities, mentors usually work in teams. Every 
team is its own story and so is every individual. Everybody is different. In 
every team of mentors, there are bound to be conflicts. How do we solve 
them? This is the topic of last chapter in this handbook!
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• It facilitates group learning through team 
problem-solving activities. 

• Challenges the individual to break through 
their preconceived notions of what they can 
do, while receiving team support

Mentors can have conflicts, but they still 
must act as a team! If they are split, the camp 
is likely to fail. 

wHy CAn tHErE bE ConfliCts 
bEtwEEn mEntors?

Mentors are people, and even though 
they work in a team, they are bound to share 
different opinions and views on certain top-
ics or methods. The important part, however, 
is to solve these disagreements as fast and as 
smooth as possible. 

Types of conflict that can appear between 
mentors:
• Personal conflict
• Value differences
• Goal differences
• Methodological differences
• Substandard performance
• Lack of cooperation
• Differences regarding authority
• Differences regarding responsibility
• Competition over resources
• Non-compliance with rules

wHAt HAPPEns if A ConfliCt 
gEts out of HAnD?

• Constant tension between the mentors
• Mentees are indirectly and directly affected
• The mentoring process will not work
• There is potential for confusing the men-

tees
• Breaking in to groups
• Losing focus on the objectives

wHAt ArE tHE solutions to 
AvoiD ConfliCts bEtwEEn 
mEntEEs?

• Set the rules from the beginning
• Plan each step carefully
• Allow for flexibility in the relations with 

other mentors

• Diplomacy is too official, but it never hurts 
to be polite

• Work as a team focusing on the objective
• Team work means also consensus, not nec-

essarily compromise
• Open communication is essential
• Set clear tasks
• Informality brakes the ice
• Active participation
• Active listening
• Clear assignments
• Shared leadership
• Self-assessment

 How to solvE ConfliCts?

Consensus is a group decision that is sup-
ported by all members based on:
• A thorough understanding of all the rel-

evant information
• Participation by all the members
• An understanding of different perspectives 

and needs
• Creative efforts to accommodate different 

needs
• A willingness to raise, understand, and re-

solve disagreements

Judy Mares-Dixon (mediator and designer 
of dispute resolution systems) defines consen-
sus as “a group’s very best effort to achieve its 
brightest outcome. Consensus is the highest 
level agreement we can all live with. Com-
promise is about giving things up. Consensus 
is about getting the best of everyone’s ideas. 
Consensus is about putting together all the 
different ideas to come up with something bet-
ter than what we would have identified on our 
own.”

So, how do you move your team from com-
promise to consensus? Here are some options:
• Review the interests and focus on what can 

be done, not what can’t be done.
• Take a break, have a laugh, get people mov-

ing around.
• If one party is threatening some type of ul-

timatum, discuss what it would look like. 
What are the consequences? See if you can 
agree, as a team, that those consequences 
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should be avoided.

• Access level of dissatisfaction in a group: 
ask people to rank the proposed solution 
on scale of 1-3 or 1-4. This is used towards 
the end to get an idea of whether an idea 
is worth pursuing and how much time it 
will take to reach a consensus. Ask those 
that rank the solutions the lowest for their 
potential solutions.

• If you find yourself with one dissenter, or 
“outlier” as discussions progress, ask the 
outlier how they want to handle the fact 
that they are the dissenting voice. A chal-
lenge with the consensus is that we give the 
outlier a lot of power, so this is a good strat-

egy when the group begins to turn against 
the outlier.

• One final strategy is to give the decision to 
a third party. Can’t decide on a name for 
your project? Give it to Marketing. Can’t 
agree on a fair timeline? Ask a team lead 
from another project to look at your infor-
mation and make the call. This can either 
serve as a tiebreaker, or get your team back 
to the table to work it out themselves.

 » Further reading: consensus and com-
promise in project management By susan 
dodia, WWW.pmhut.com

Invest your interpersonal relationships in 
the team of mentors! (Team building!) 


