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EFFECTIVE GROUP MANAGEMENT SYLLABUS

(Group Skills Unit)

Introduction

This session introduces the group management skill as part of the Learning for Life Leadership Workshop.  It provides high school students leadership skills they can use in their lives.

Learning Objectives

After completing this session the student should know:

· Basic group management principles

· Role of group management in leadership

· Various successful techniques of group management

Materials required
Overhead projector, screen, extension cord and spare bulb

Copy of five overheads reproduced from appendix onto overhead transparencies (one copy for instructor)

Copy of five handouts reproduced from appendix (one copy for each student)

Session Time Required
Approximately 50 minutes

Session Reference Materials
1. Margerison, C. and McCann, D. (1985). How to Lead a Winning Team, MCB University Press.
2. Wellins, Richard & Byham, William & Wilson, Jeanne (1991). Empowered Teams: Creating Self-Directed Work Groups That Improve Quality, Productivity, and Participation. Jossey-Bass
Leadership Strategies
Leading the group comes down to motivation and sharing leadership.

[Ask the students what they would do to keep their team working.  That is what techniques would they use to lead a group.  Write their answers on a flip chart pad or chalkboard.]

People have different reasons for participating in a group. They receive different benefits or rewards. Some like the sense of belonging, others like being informed while still others enjoy the opportunity to receive counsel and advice.

As a group leader, you should remember that your members have different motivations for belonging to the group; therefore, no one leadership strategy will work for everyone. You must use a variety of group management techniques to be a successful leader. 

Influencing someone's motivation means getting them to want to do what you know must be done. A person's motivation depends upon two things: 

The strength of certain needs. For example, you are hungry, but you must have a task completed by a nearing deadline. If you are starving you will eat. If you are slightly hungry you will finish the task at hand.

Perception of Outcomes: For example, you have two burning needs - The desire to complete the task and the desire to go to lunch. Your perception of how you view those two needs will determine which one takes priority. If you believe that you could be fired for not completing the task, you will probably put off lunch and complete the task. If you believe that you will not get into trouble or perhaps finish the task in time, then you will likely go to lunch.

[Display Overhead #1 – “Keys to Effective Group Leadership” and distribute handout #1. Discuss with students.]

Motivations in people differ. A wide variety of things motivate people. Some motivations are internal – fear, values, beliefs – and others are external, such as danger, the environment or pressure from a loved one. Knowing that different people react to different needs will help guide your decisions and actions in certain situations. 

Leaders can influence motivation. While each person has his or her own motivation for their actions, a good leader can influence their behavior by following some basic group management principles.

Make individual and group needs overlap. Nearly all people are influenced by the need for job security, promotion, raises, and approval of their peers and leaders. Your organization needs workers who are skilled, well-trained and dedicated. When your workers see that good job performance results in promotions and pay increases, they are more likely to perform well on the job. The needs of the individual and the needs of the organization overlap.

Reward good behavior. Although a certificate, letter, or a thank you may seem small, they can be powerful motivators. The reward should be specific and prompt. Do not say, "for doing a good job."  Cite the specific action that made you believe it was a good job. In addition, help your people when the make a mistake. They will see that you are trying to help them grow, and they, in turn, will want to do their best for you in the future.

Set the example. You must be the role model that you want your people to follow. Be certain that you conduct yourself in appropriate ways at all time – at work and elsewhere. You never know when someone is watching you.

Develop morale and esprit. How do your workers feel about their workplace? Is it a place they enjoy coming to or is it a place from which they cannot wait to escape. Create an atmosphere where there is a team spirit, friendships and a sense of working together in common purpose and accord.

Involve members in decisions. There are several reasons for this. First, it teaches them and allows you to coach them. Second, it motivates them.  People who are part of the decision-making process become the owners of it. It gives them a personal interest in seeing the plan succeed. Third, communication is clearer. Everyone has a better understanding of what role he or she must play as part of the team. Next, it creates an open trusting communication bond. They are no longer just the doers for the organization. Now they are part of it. Finally, it shows that you recognize and appreciate them. Recognition and appreciation from a respected leader are powerful motivators.

.

Look out for your people. Although you do not have control over their personal lives, you must show concern for them. Things that seem of little importance to you, may be critical to them. Learn to empathize – to see things from their viewpoint. When you can legitimately accommodate their needs, do so. They will learn to trust you and will give you their loyalty.

Keep team members informed. Keeping the communication channel open allows a person to have a sense of control over their lives. It also signals them that you are open to receiving information. This means that people will be more likely to provide you feedback that you need as leader to avoid problems or to make various decisions and judgments on your job.

Make jobs challenging. Make workers feel that they are individuals in a great team...not cogs in a lifeless machine. People need meaningful work, even if it is tiring and unpleasant; they need to know that it is important and necessary for the survival of the organization.

Give appropriate counsel. All the guidelines before this took the positive approach. But, sometimes this does not always work. You must let people know when they are not performing up to acceptable standards. Similarly, you must protect them when needed. For example, if someone in your department is always late arriving for activities and it is causing disruptions; then you must act. On the other hand, if you have an extremely good team and occasionally they are a few minutes late, then it is probably best to overlook it.

Share Leadership with Team.  People respond when they are a part of the solution.  They bring new perspectives to problems.  They bring another “pair of hands” to do the work.  The members of the team may solve the problem in a different way, but as long as it meets the team’s goals and standards, it’s okay.

[Now ask the students to compare these keys to group management with their earlier suggestions on how they would keep their team working.] 

[Display overhead #1 “Counseling” and distribute handout #2.  Discuss the points of counseling with the students.]

Counseling
Counseling is talking with an individual in a way that helps him solve a problem or change his behavior. Leaders who are effective counselors can have a powerful, long-term impact on people and on the effectiveness of their organizations. When done appropriately, counseling involves thinking, compassion, timing, sincerity and an understanding of human nature. It involves much more than simply telling someone what to do about something.

Leaders must demonstrate the following qualities in order to counsel effectively. 

Respect for employees. This quality includes the belief that individuals are responsible for their actions and ideas. It also includes an awareness of a person’s individuality – his unique set of values, attributes and skills. As you attempt to develop people through counseling, you must refrain from projecting your own values onto them.

Self-Awareness. This quality is an understanding of yourself as a leader. The more you are aware of your own values, needs and biases, the less likely you will be to project your feelings onto your employees.

Credibility. Leaders gain credibility by being honest and by making certain their actions conform to their words. They are straightforward with subordinates and behave in so that people may respect and trust their word.

Empathy. This means seeing things from someone else’s viewpoint. Empathetic leaders are better able to help subordinates identify problems and develop plans to solve them.

Counseling is intended to help the individual and the organization for which he works. Company rules and policy require counseling be given in certain situations. For example, some companies put an employee on notice for being consistently late to work. At other times, a leader may choose to offer counseling to help an employee overcome a problem or improve his performance. Regardless of the nature of the counseling, leaders should demonstrate the qualities of an effective counselor (respect, self-awareness, credibility and empathy) and employ the skills of communication. 

Steps for Counseling
Although leaders often talk of different kinds of counseling (performance, problem and individual counseling), the same steps are necessary to prepare for each type.

Identify the problem. Ensure you really know the problem - the Japanese use a practice called the Five Why's. They ask "why" five times when confronted with a problem. By the time the fifth why is answered, they believe they have found the ultimate cause of the problem.

Analyze the forces influencing the behavior. Determine which forces you have control over and which the worker has control over. Determine if the force has to be modified, eliminated or enforced.

Plan, coordinate, and organize the session. Determine the best time to conduct the session so that you will not be interrupted or forced to end too soon.

Conduct the session using sincerity, compassion and kindness. This does not mean you cannot be firm or in control. Your reputation is on the line. The problem must be solved so that your organization can continue with its mission. Likewise, you must hear the person out.

Ask the worker the cause and solution to the problem. See if your initial analysis was correct or not. He may see a solution you had not considered. In contrast, this may show that the worker has not really accepted the fact that there is a problem.

Choose appropriate method of counseling. Try to maintain a sense of timing of when to use directive counseling (you name the problem and suggest a solution) or nondirective counseling (the person identifies the problem and determines a solution with the help of the counselor).

Make a plan of action. Using all the facts, make a decision and/or a plan of action to correct the problem. If more counseling is needed, make a firm time and date for the next session.

Be sure to evaluate with follow-up. After the session and throughout a sufficient time period evaluate the worker's progress to ensure the problem has been solved.

Hints for Counseling
[Display overhead #3 – “Hints for Counseling” and distribute handout #3.  Discuss hints for counseling with students.]

· Let the person know that the behavior – not the person – is undesirable.

· Let the person know that the leader cares about him as a person, but expects more from him.

· Do not punish employees who are unable to perform a task. Punish those who are able to perform the task, but are unwilling or unmotivated to succeed.

· Punish in private soon after the undesirable behavior. Do not humiliate a person in front of others.

· Ensure that the employee understands exactly what behavior led to the punishment.

· Do not hold a grudge after punishing. When a punishment is over, it is over.

Appraising Performance
[Display overhead #4 – “Appraising the Performance” and distribute handout #4.  Discuss appraising with the students.]

The performance appraisal is one of the most powerful motivational tools available to a leader. It has three main objectives: 

To measure performance fairly and objectively against job requirements. This allows effective team members to be rewarded for their efforts and ineffective workers to be put on notice for poor performance.

To increase performance by identifying specific development goals. "If you don't know where you are going, any road will take you there," Lewis Carroll in Alice's Adventure in Wonderland (1865). The appraisal allows the worker to target specific areas for job growth. It should be a time to plan for better performance on the job.

To develop personal goals so that the member may keep pace with the requirements of a fast- paced organization. More and more, every job in an organization becomes more demanding with new requirements. Just because a member is performing effectively in her job now, does not mean he will be able to perform effectively in the future. He must be allowed to grow with the job and the organization

Hints for Appraisal
A worker should not walk blindly into a performance appraisal. Past counseling sessions, feedback and one-on-ones should give the worker a pretty clear understanding of what to expect from the appraisal. If you blind-side the employee, you have not done your job as a leader. Helping your people to grow is not a once or twice yearly duty, but a daily duty. 

The appraisal should be a joint effort. No one knows the job better than the person performing it. By turning the appraisal into a real discussion, the leader could gain some insight that could help boost performance in the future. Before the meeting, have the worker complete a self-appraisal. Although you might think workers will take advantage of this by giving themselves unearned high marks, studies  have shown that most people are harder on themselves than the leader would have been. 

Don’t hesitate to handle people problems as they occur.  Very rarely do problems improve by just letting them go.  Often simple problems become major problem simply because of neglect by the group leader.

Practical Exercise
[Pick a problem from the following list and ask the students to give solutions that might work to solve the management problem. You should assume that there are no other problems with the employee, and that they are good workers. Also have the students indicate what the expected change in behavior should be.   Write the results on a flipchart or chalkboard.]

A member who leaves early from meeting.

A group of members who almost never smile.

A member who has a high number of mistakes.

A member who has no initiative.

A member who does not want to perform a task according to a new procedure.

A member who constantly talks back when given instructions.

Creating Involvement
An important means of increasing involvement is to create interest in a particular learning task or topic. Unfortunately, this may be easier said than done. Methods for creating interest will vary significantly according to personal preferences, personal experience and background, and subject matter. Seven suggestions for adding or creating involvement in a task are listed below.  

[Display overhead #5 – “Creating Involvement” and distribute handout #5.  Discuss creating involvement with students]

Novelty

Get motivated to complete an ordinary or mundane task by adding a little novelty to it. 

Variety

Another strategy is to obtain information about the task from a variety of sources. Different perspectives on a subject often help to generate interest. A topic may not seem interesting as presented in a book, but may be interesting in another format.

Don't rely solely on textbooks or lectures for information, but supplement them with magazine articles, newspaper articles, television shows, radio programs, conversations with other students, conversations with other experts or knowledgeable people, museum exhibits, etc. For example, to learn about the major battles of a war, one might read novels, watch movies, attend reenactments, or talk with participants or their descendents.

Relevance

A third strategy is to recognize how the task is relevant to one's personal experiences and knowledge base. Tasks often become more meaningful when one ties them to existing information. Meaningful tasks enhance motivation.

For example, relate math geometry equations to your summer job as a construction worker or your experience in ordering carpet or wallpaper.  Apply new knowledge about sibling relations from psychology to your own family experiences. Relate geology landscape studies to your farming knowledge.

Personalize

Making new information personal helps create interest in uninteresting subjects. Try relating the new information to matters of personal concern. For example, relate what is learned in history class to current political issues about which you are concerned. Relate new sociology information to personal family issues.

Actively Use Knowledge

Make active use of new knowledge in order to develop and maintain interest in it. Ask questions of yourself, your classmates, and your instructor. Anticipate the next steps in the course. Talk about the new information with friends, family and classmates. Think about it during that extra free time while walking to class or waiting in line. Write about the new knowledge in a journal, or make up a story using the information.

Apply Knowledge 

Create interest by applying new knowledge learned in one course to another course. Apply new knowledge from school to your job, or new knowledge from your job to school.  For example, apply knowledge from chemistry class to the study of rock and mineral composition in geology class. Apply information from history class to a political science course. Information from persuasion may be applied to a marketing course.

Work with Others

Form study groups or less formal meetings with classmates to discuss new information. Other students often are able to offer new perspectives on information that may be more interesting to you than those presented in class. Other students may share personal experiences related to the new knowledge that you find interesting.

Closing
Effective management involves many techniques.  Motivation, Delegating, Involvement, Counseling, Appraising, etc.  The best way to learn the management techniques is to practice them.

APPENDIX

Keys to Effective Group Leadership

· Motivations in people differ. 

· Leaders can influence motivation.
· Make individual and group needs overlap. 

· Reward good behavior. 

· Set the example. 

· Develop morale and esprit. 

· Involve members in decisions.
· Look out for your people. 

· Keep team members informed. 

· Make jobs challenging.

· Give appropriate counsel.
· Share leadership with Team.
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Overhead 1

COUNSELING

Leaders must demonstrate the following qualities in order to counsel effectively. 

· Respect for employees

· Self-Awareness

· Credibility

· Empathy

Steps for Counseling:

· Identify the problem. 

· Analyze the forces influencing the behavior. 

· Plan, coordinate and organize the session. 

· Conduct the session using sincerity, compassion and kindness. 

· Ask the worker the cause and solution to the problem 

· Choose the appropriate method of counseling. 

· Make a plan of action.
· Be sure to evaluate with follow-up.
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Overhead 2

Hints for Counseling Sessions
· Let the person know that the behavior – not the person – is undesirable.

· Let the person know that the leader cares about him as a person, but expects more from him.

· Do not punish employees who are unable to perform a task. Punish those who are able to perform the task, but are unwilling or unmotivated to succeed.

· Punish in private soon after the undesirable behavior. Do not humiliate a person in front of others.

· Ensure that the employee understands exactly what behavior led to the punishment.

· Do not hold a grudge after punishing. When a punishment is over, it is over.
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Overhead 3

Appraising the Performance of Your Members

The performance appraisal is one of the most powerful motivational tools available to a leader. It has three main objectives: 

· To measure performance fairly and objectively against job requirements. 

· To increase performance by identifying specific development goals. 

· To develop personal goals so that the member may keep pace with the requirements of a fast paced organization. 

Hints for Appraisal

· A worker should not walk blindly into a performance appraisal
· The appraisal should be a joint effort.

· Don’t hesitate to handle people problem as they occur.  
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Overhead 4

Creating Involvement

An important means of increasing involvement is to create interest in a particular learning task or topic. Unfortunately, this may be easier said than done. Methods for creating interest will vary significantly according to personal preferences, personal experience and background, and subject matter. Seven suggestions for adding or creating involvement in a task are listed below.  

1. Novelty

2. Variety

3. Relevance

4. Personalize

5. Actively Use Knowledge

6. Apply Knowledge

7. Work with Others
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Overhead 5

Keys to Effective Group Leadership
Motivations in people differ. A wide variety of things motivate people. Some motivations are internal – fear, values, beliefs – and others are external, such as danger, the environment or pressure from a loved one. Knowing that different people react to different needs will help guide your decisions and actions in certain situations.

Leaders can influence motivation. While each person has his or her own motivation for their actions, a good leader can influence their behavior by following some basic group management principles.

Make individual and group needs overlap. Nearly all people are influenced by the need for job security, promotion, raises, and approval of their peers and leaders. Your organization needs workers who are skilled, well-trained and dedicated. When your workers see that good job performance results in promotions and pay increases, they are more likely to perform well on the job. The needs of the individual and the needs of the organization overlap.

Reward good behavior. Although a certificate, letter, or a thank you may seem small, they can be powerful motivators. The reward should be specific and prompt. Do not say, "for doing a good job."  Cite the specific action that made you believe it was a good job. In addition, help your people when the make a mistake. They will see that you are trying to help them grow, and they, in turn, will want to do their best for you in the future.

Set the example. You must be the role model that you want your people to follow. Be certain that you conduct yourself in appropriate ways at all times – at work and elsewhere. You never know when someone is watching you.

Develop morale and esprit. How do your workers feel about their workplace? Is it a place they enjoy coming to or is it a place from which they cannot wait to escape. Create an atmosphere where there is a team spirit, friendships and a sense of working together in common purpose and accord.

Involve members in decisions. There are several reasons for this. First, it teaches them and allows you to coach them. Second, it motivates them.  People who are part of the decision-making process become the owners of it. It gives them a personal interest in seeing the plan succeed. Third, communication is clearer. Everyone has a better understanding of what role he or she must play as part of the team. Next, it creates an open trusting communication bond. They are no longer just the doers for the organization. Now they are part of it. Finally, it shows that you recognize and appreciate them. Recognition and appreciation from a respected leader are powerful motivators.

Look out for your people. Although you do not have control over their personal lives, you must show concern for them. Things that seem of little importance to you, may be critical to them. Learn to empathize – to see things from their viewpoint. When you can legitimately accommodate their needs, do so. They will learn to trust you and will give you their loyalty.

Keep team members informed. Keeping the communication channel open allows a person to have a sense of control over their lives. It also signals them that you are open to receiving information. This means that people will be more likely to provide you feedback that you need as leader to avoid problems or to make various decisions and judgments on your job.

Make jobs challenging. Make workers feel that they are individuals in a great team...not cogs in a lifeless machine. People need meaningful work, even if it is tiring and unpleasant; they need to know that it is important and necessary for the survival of the organization.

Give appropriate counsel. All the guidelines before this took the positive approach. But, sometimes this does not always work. You must let people know when they are not performing up to acceptable standards. Similarly, you must protect them when needed. For example, if someone in your department is always late arriving for activities and it is causing disruptions; then you must act. On the other hand, if you have an extremely good team and occasionally they are a few minutes late, then it is probably best to overlook it.

Share Leadership with Team.  People respond when they are a part of the solution.  They bring new perspectives to problems.  They bring another “pair of hands” to do the work.  The members of the team may solve the problem in a different way, but as long as it meets the team’s goals and standards, it’s okay.
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Handout 1

COUNSELING

Leaders must demonstrate the following qualities in order to counsel effectively: 

Respect for employees. This quality includes the belief that individuals are responsible for their actions and ideas. It also includes an awareness of a person’s individuality – his unique set of values, attributes and skills. As you attempt to develop people through counseling, you must refrain from projecting your own values onto them.

Self-Awareness. This quality is an understanding of yourself as a leader. The more you are aware of your own values, needs and biases, the less likely you will be to project your feelings onto your employees.

Credibility. Leaders gain credibility by being honest and by making certain their actions conform to their words. They are straightforward with subordinates and behave in so that people may respect and trust their word.

Empathy. This means seeing things from someone else’s viewpoint. Empathetic leaders are better able to help subordinates identify problems and develop plans to solve them.

Counseling is intended to help the individual and the organization for which he works. Company rules and policy require counseling be given in certain situations. For example, some companies put an employee on notice for being consistently late to work. At other times, a leader may choose to offer counseling to help an employee overcome a problem or improve his performance. Regardless of the nature of the counseling, leaders should demonstrate the qualities of an effective counselor (respect, self-awareness, credibility and empathy) and employ the skills of communication.

Handout 2

Steps for Counseling
Identify the problem. Ensure you really know the problem - the Japanese use a practice called the Five Why's. They ask "why" five times when confronted with a problem. By the time the fifth why is answered, they believe they have found the ultimate cause of the problem.

Analyze the forces influencing the behavior. Determine which forces you have control over and which the worker has control over. Determine if the force has to be modified, eliminated or enforced.

Plan, coordinate, and organize the session. Determine the best time to conduct the session so that you will not be interrupted or forced to end too soon.

Conduct the session using sincerity, compassion, and kindness. This does not mean you cannot be firm or in control. Your reputation is on the line. The problem must be solved so that your organization can continue with its mission. Likewise, you must hear the person out.

Ask the worker the cause and solution to problem. See if your initial analysis was correct or not. He may see a solution you had not considered. In contrast, this may show that the worker has not really accepted the fact that there is a problem.

Choose appropriate method of counseling. Try to maintain a sense of timing of when to use directive counseling (you name the problem and suggest a solution) or nondirective counseling (the person identifies the problem and determines a solution with the help of the counselor).

Make a plan of action. Using all the facts, make a decision and/or a plan of action to correct the problem. If more counseling is needed, make a firm time and date for the next session.

Be sure to evaluate with follow-up. After the session and throughout a sufficient time period evaluate the worker's progress to ensure the problem has been solved.
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Handout 2

Hints for Counseling Sessions
· Let the person know that the behavior – not the person – is undesirable.

· Let the person know that the leader cares about him as a person, but expects more from him.

· Do not punish employees who are unable to perform a task. Punish those who are able to perform the task, but are unwilling or unmotivated to succeed.

· Punish in private soon after the undesirable behavior. Do not humiliate a person in front of others.

· Ensure that the employee understands exactly what behavior led to the punishment.

· Do not hold a grudge after punishing. When a punishment is over, it is over.
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Handout 3

Appraising the Performance of Your Members

The performance appraisal is one of the most powerful motivational tools available to a leader. It has three main objectives: 

To measure performance fairly and objectively against job requirements. This allows effective team members to be rewarded for their efforts and ineffective workers to be put on notice for poor performance.

To increase performance by identifying specific development goals. "If you don't know where you are going, any road will take you there," Lewis Carroll in Alice's Adventure in Wonderland (1865). The appraisal allows the worker to target specific areas for job growth. It should be a time to plan for better performance on the job.

To develop personal goals so that the member may keep pace with the requirements of a fast-paced organization. More and more, every job in an organization becomes more demanding with new requirements. Just because a member is performing effectively in her job now, does not mean he will be able to perform effectively in the future. He must be allowed to grow with the job and the organization

Hints for Appraisal
A worker should not walk blindly into a performance appraisal. Past counseling sessions, feedback and one-on-ones should give the worker a pretty clear understanding of what to expect from the appraisal. If you blind-side the employee, you have not done your job as a leader. Helping your people to grow is not a once or twice yearly duty, but a daily duty.

The appraisal should be a joint effort. No one knows the job better than the person performing it. By turning the appraisal into a real discussion, the leader could gain some insight that could help boost performance in the future. Before the meeting, have the worker complete a self-appraisal. Although you might think workers will take advantage of this by giving themselves unearned high marks, studies have shown that most people are harder on themselves than the leader would have been.

Don’t hesitate to handle people problems as they occur.  Very rarely do problems improve by just letting them go.  Often simple problems become major problem simply because of neglect by the group leader.
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Handout 4
Creating Involvement

An important means of increasing involvement is to create interest in a particular learning task or topic. Unfortunately, this may be easier said than done. Methods for creating interest will vary significantly according to personal preferences, personal experience and background, and subject matter. Seven suggestions for adding or creating involvement in a task are listed below.  

Novelty

Get motivated to complete an ordinary or mundane task by adding a little novelty to it. 

Variety
Another strategy is to obtain information about the task from a variety of sources. Different perspectives on a subject often help to generate interest. A topic may not seem interesting as presented in a book, but may be interesting in another format. Don't rely solely on textbooks or lectures for information, but supplement them with magazine articles, newspaper articles, television shows, radio programs, conversations with other students, conversations with other experts or knowledgeable people, museum exhibits, etc. For example, to learn about the major battles of a war, one might read novels, watch movies, attend reenactments, or talk with participants or their descendents.

Relevance
A third strategy is to recognize how the task is relevant to one's personal experiences and knowledge base. Tasks often become more meaningful when one ties them to existing information. Meaningful tasks enhance motivation. For example, relate math geometry equations to your summer job as a construction worker or your experience in ordering carpet or wallpaper.  Apply new knowledge about sibling relations from psychology to your own family experiences. Relate geology landscape studies to your farming knowledge.

Personalize
Making new information personal helps create interest in uninteresting subjects. Try relating the new information to matters of personal concern. For example, relate what is learned in history class to current political issues about which you are concerned. Relate new sociology information to personal family issues.

Handout 5

Actively Use Knowledge
Make active use of new knowledge in order to develop and maintain interest in it. Ask questions of yourself, your classmates, and your instructor. Anticipate the next steps in the course. Talk about the new information with friends, family, and classmates. Think about it during that extra free time while walking to class or waiting in line. Write about the new knowledge in a journal, or make up a story using the information.

Apply Knowledge
Create interest by applying new knowledge learned in one course to another course. Apply new knowledge from school to your job, or new knowledge from your job to school.  For example, apply knowledge from chemistry class to the study of rock and mineral composition in geology class. Apply information from history class to a political science course. Information from persuasion may be applied to a marketing course.

Work with Others
Form study groups or less formal meetings with classmates to discuss new information. Other students often are able to offer new perspectives on information that may be more interesting to you than those presented in class. Other students may share personal experiences related to the new knowledge that you find interesting.
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