Roles in Group Work (Shulman, 2009)
The Scapegoat: a member who is attacked, verbally or physically, by other members, and who other members usually project their negative feelings about themselves

· One of the most common & distressing roles

· Protecting the scapegoat usually not helpful, as it changes the members’ hostility into covert forms

· Appeals to fairness usually not helpful, leaves worker frustrated, scapegoat hurt, and group members guilty

· Observe the process (i.e., scapegoat role) over time & understand your feelings about the scapegoat role to avoid taking sides

· Search out potential connections between the scapegoat and the group

· Deal with the group’s underlying need for a scapegoat (i.e., the members projected feelings of negativity), decrease this need, decrease group’s use of the scapegoat role

· Ask the group why it needs a scapegoat and ask the scapegoat his or her reasons for assuming the scapegoat role

· As the group culture becomes more positive, members are able to deal with some of their issues and lessen their need for a scapegoat

The Deviant: a member whose behavior deviates from the general norm of the group

· Always a form of communication, often, a communication that has a meaning for the whole group

· For extreme behavior, the worker must gently and firmly provide direction, especially in early sessions, as an example:

“It is obvious that you’re having a tough time right now, but I simply can’t let you continue to use this group meeting to discuss it. I’ll have to ask you to leave, but I would be glad to talk with you further about your concerns at another time.”

· For mild deviance, confront directly and ask about the meaning of the behavior.  This requires skills at tolerating deviant behavior and reaching for the underlying message. 
· Treat deviant member as an ally – gives members permission to be honest

The Internal Leader: a member whose behavior moves the group toward real work in a healthy, direct way (i.e., speaking first, voicing preferences or concerns of the group, offering ideas for activities or topics, providing redirection about group rules to others)
· Work is going well when an internal leader emerges!

· Differentiate between the leader and the deviant behavior.   An internal leader that takes on some tasks from the group worker is not deviant behavior. 

· Treat as an ally and facilitate their capacity as a leader

The Gatekeeper: a member who guards, intervenes, or diverts the discussion away from deep or more difficult subjects, often through the use of humor

· Often this role is functional and conveys the group’s ambivalence in overt means
· The worker should discuss the behavior directly and reach for its deeper meaning (i.e., what is the group ambivalent to discuss)

The Defensive Member: a member who refuses to admit there is a problem, to accept responsibility for his or her part in the problem, or to take suggestions or help from the group after a problem has been raised

· Defenses have value to the individual

· The more serious the issue, the more rigid the defense

· Steps: 1) challenge and unfreeze the individual member’s comfort with denying the problem, 2) provide support, understanding, and hope once disequilibrium occurs/denial is removed, and 3) move to a new level of comfort without the denial by adding or enhancing skills and capacity to confront problem
The Quiet Member: a member who remains noticeably silent over an extended period of time 

· Silence is a form of communication, the worker needs to understand what the meaning is of this communication

· For many group members, it simply means they are uncomfortable speaking in the group

· For others, may mean a member feels left out or uninvolved because they feel their problems are different

· For a seldom few, may mean the member sits in judgment of the group, yet most other group members and workers often perceive this as a common reason for silence

· Be direct and non-threatening by individually checking to see how the engagement is going and if any obstacles to involvement need addressed, as an example:

“I noticed you haven’t spoken in the group these two sessions, and I thought I would check to see how it was going with you.  I know some people take longer than others to get involved, and that’s all right.  I just wanted to be sure there were no problems. . . I can tell from your eyes that you are actively involved in the discussion. However, after a while, you will probably feel uncomfortable not speaking and then it will get harder and harder to talk. . . If you would like, I can help by watching for you; if I sense you want to get into the conversation by the look on your face, or your body, or if you give me a signal, I can reach for you and help you in. Would you like me to do that?”
The Monopolizer: a member who talks a great deal, does not also listen to others, cuts them off, and creates a negative reaction in the group.

· The worker can inquire why the member acts this way, and often it reveals that talking is a way of covering up feelings, avoiding a problem, or expressing concerns about actions in the group

· Intervene directly, openly, without anger.

· The monopolizer often feels embarrassed afterward, other members wonder about the value of the group, thus especially in early sessions, the worker must take responsibility for providing structure, as an example: 


“Hold on a second, I know this discussion provokes a lot of feelings in you, and you probably feel you want as much help as you can get. But we need to allow room for everyone to ask their questions and make their comments, so I’ll play traffic cop, if it’s OK with the rest of you”

