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What Is Team Coaching?

Coaching works, and because it works we will continue to see it grow and evolve
for many years to come.

—Rich Fettke
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Team Coaching Games This book is meant to be a resource for a coach or facilita-
tor. These team coaching games can be played to help build team cohesiveness, break
the ice, and prepare the team to move forward together. The team coaching games in
this book provide ideas and activities you can incorporate into your team coaching ef-
forts. They range from verbal activities to physical activities and can take anywhere
from a few minutes to an hour or longer. Each game comes with complete instructions
including how many people can participate and any supplies you will need or advance
preparations you will want to make. As the coach, please review the Objectives and
Setting the Context sections of each game to determine which games will best serve
the specific objective you wish to accomplish.

Teams that have fun together are better able to retain the learning, break down bar-
riers, and build stronger relationships. The discussion questions are useful in guiding
the conversation to debrief the activity, to verbalize the lessons learned, and, where ap-
propriate, to discuss how to take the learning back to work to help the team move for-
ward.

Who Is This Book For?

This is not a how-to manual for becoming a coach. This book is designed for peo-
ple who are already experienced coaches, who have some experience in team coaching
or are team or group facilitators, and who are comfortable in the role.

The coach can be an internal resource for the organization or an external resource.
There are many organizations worldwide that certify coaches. The International
Coach Federation (www.coachfederation.org) is the best known with over 21,000

members in 110 countries worldwide. A certified coach has training in basic coaching
skills and has met some specific criteria to serve as a coach.

The three levels of certification recognized by the International Coach Federation
are:

e Associate Certified Coach (ACC), which requires a minimum of 60 hours of
coaching education and a minimum of 100 hours of coaching experience.

* Professional Certified Coach (PCC), which requires a minimum of 125 hours
of coaching education and a minimum of 750 hours of coaching experience.

e Master Certified Coach (MCC), which requires 2 minimum of 200 hours of
coaching education and a minimum of 2,500 hours of coaching experience.

Each of the above credentials has additional requirements.

Not all coaches have facilitation skills training or work with teams. Not all facilita-
tors are trained coaches. Ideally, the person leading these team coaching games is a
coach who is skilled at coaching and facilitating teams.

Our Definition of Team Coaching Team coaching is a means to accelerate the
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team development process. Team coaching means working with an intact team to de-
velop and/or accelerate the ability of the team to work together to achieve results. The
coach also usually provides one-on-one coaching to the team leader to help the leader
achieve the desired results in the most effective way. The goal is to improve the quality
of communication and relationships while creating a clear vision of the future so the
team can move together in the desired direction to accomplish their task(s).

Using a formal process for team coaching accelerates the results a team might
achieve and works to hold the team members accountable for their results and their
commitments to one another. Team coaching enables ideas and improvements toward
team goals to be worked on and shared in real time, because learning, action, and co-
operation are integrated into the team journey and outcomes.

Our Definition of Team Building

Team building refers to the various activities undertaken to build rapport among
the team members and increase the overall performance of the team. You can’t expect
that team members will perform on their own; they need communication, trust, and a
vision of where they are going. Team-building activities consist of various tasks and
games that will work to strengthen the bond among the team members toward one
another and toward the achievement of their objective.

Team building is an element of team coaching. Team coaching provides more of a
big picture approach and incorporates elements of team building, coaching, and facili-
tation to ensure the team reaches its goals. Figure 1 shows how the components inter-
sect and interrelate. For more information on the stages of team and group develop-
ment, look at Chapter 3. Understanding these will enable team members to recognize
their current stage and help them progress to the next stage more readily.
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Coaching

Team Building Facilitation

Figure 1 Team Coaching Model © 2013 Schlosser, Scannell, Mulvihill

Our Definition of Coaching

Coaching is a focused, transformational process that supports self-discovery,
change, and action. It is an empowering way of relating to others that allows them to
find the answers for themselves. Coaching can be provided to an individual, team, or

group.

Our Definition of Facilitation

Facilitation is provided by one or more individuals who can remain neutral while
working to keep an agenda on track in order to ensure that all voices at a meeting are
heard, to bring forth new ideas, and/or to move actions forward. Teams often benefit
from the skills of a formally trained facilitator for this reason. Alternatively, different
team members may take turns facilitating to ensure that everyone has a chance to par-
ticipate fully, when not serving as facilitator. Facilitation may be a onetime event but
is most effective over a period of time. The same facilitator, from within or outside the
organization, may work with a team or group over time to focus the group on identi-
fying and achieving results. Facilitators are often used for important business meetings,
strategic planning sessions, and retreats.

Skills for Effective Coaching The International Coach Federation (ICF) has a ter-
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rific list of the eleven coaching competencies they believe every coach should possess.
Here, we are choosing to highlight just two of them. In order to become a certified
coach through the ICF, you must attend a qualified coaching school to learn these
competencies and then pass a test demonstrating your skills. Active listening and pow-
erful questioning are two essential qualities of effective coaches and leaders who want
to operate in a more coach-like way to inspire and encourage their team to achieve
their best efforts.

Active Listening

People may think that powerful coaching focuses on speaking and providing advice
or solutions, but it actually starts with deep listening. Successful coaches have a way of
listening that we call committed listening. It starts with listening from a commitment to
“give people the gift of your presence,”—high-quality time and attention. It involves
listening from a commitment to bring out the best in the person being coached. This
new way of listening is not transactional in nature, giving advice or tips or using spe-
cific techniques. It embraces but goes beyond all this and is transformational with re-
spect to the person being engaged with. Committed listening means listening from a
commitment to the greatness (highest and best self) of the person being coached (the
coachee) even when that person is not at his or her best.

It involves listening to understand what people passionately care about and how
that links into the extraordinary future they want to create for themselves and their
teams. Coaching creates a safe space for the person or team being coached to share
deeply and fully when others are willing to listen deeply, with encouragement and
without judgment.

Several of the skills ICF lists for active listening (http://www.coach federa-

tion.org/icfcredentials/core-competencies/) include:

* Hears the client’s concerns, goals, values, and beliefs about what is and is not
possible.

* Distinguishes between the words, the tone of voice, and the body language.

e Summarizes, paraphrases, reiterates, and mirrors back what client has said to
ensure clarity and understanding.

 Encourages, accepts, explores, and reinforces the client’s expression of feelings,
perceptions, concerns, beliefs, suggestions, and so on.

e “Bottom-lines” or understands the essence of the client’s communication and
helps the client get there rather than engaging in long descriptive stories.

Powerful Questioning

My most impactful conversations, whether coaching or not, are in the first five min-
utes or less when you show up with presence and energy and powerful questions that
shape the conversation into a deeper place. I ask myself how I can create the relation-
ship with essence and energy to help the other person reveal more. The questions need

14


http://www.coach federation.org/icfcredentials/core-competencies/

to have meaning and context, which comes through listening and sincere connection.

—Sandy Scott, certified coach There are many types of questions. Leading questions
give the illusion that the other person is solving the problem, when in reality you are
guiding that person to a definitive answer. Closed questions require limited choices
such as “yes” or “no” and should be used infrequently. Coaching demands the use of
powerful questioning,.
The ICF definition of powerful questioning is the “ability to ask questions that re-
veal the information needed for maximum benefit to the coaching relationship and
the client.”

Some of the key skills ICF notes for powerful questioning include:

* Asks questions that reflect active listening and an understanding of the client’s
perspective.

* Asks questions that evoke discovery, insight, commitment, or action (e.g., those
that challenge the client’s assumptions).

e Asks open-ended questions that create greater clarity, possibility, or new learn-
ing.

* Asks questions that move the client towards what they desire, not questions
that ask for the client to justify or look backwards.

Preparing to Be a Team Coach—Set Yourself Up for Success As a team coach,
your job is to work with the team leader and the team to help them achieve their goal.
These games provide you with a fun way to engage the team in everything from ice-
breakers and relationship-building games to games that spur their creative thinking,
improve their processes, and increase their ability to hold themselves accountable.
Your mission, should you choose to accept it, is to find the right games and sequence
them to achieve the desired results of that team. You are helping them move forward
through the stages of team development into achieving an important goal for their or-
ganization. We wish you much success and fun on the journey.
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The Benefits of Using Team Coaching Games

The path to greatness is along with others.

—Baltasar Gracidn

People work most effectively when interacting with others they know and trust.
Team coaching games, whether used with an intact work team, a project team, or an
entire organization, enable people to build trust and rapport, which can lead to better
outcomes. Team coaching games are versatile and can be used in a variety of situa-
tions:

* As a quick icebreaker to set a positive tone

* As the framework for a retreat

e At the beginning of a meeting

* To illustrate important points

* To reveal areas of potential concern

* To increase awareness of the team’s strengths and opportunities

* To be a springboard for a deeper discussion

* To provide a metaphor or touchstone that the team can reflect upon
* To create a common language

* To provide a safe entry point to crucial conversations

If you think games are a waste of time, we encourage you to think deeper, reflect
more, and open yourself to the idea that games provide more than meets the eye. Be
open to the possibility that games can achieve a deeper level of connection with other
team members and with the work to be done than meetings alone can accomplish.

The Benefits of Games Listed below are the benefits of games.

Games Are Fun

When we are having fun, we have more energy; energy contributes to motivation,
and with increased motivation, we are more productive. Playing games can revitalize a
team and build morale.

Games Are Safe

Games provide a safe environment for individuals and teams to learn through trial
and error. Mistakes and failure usually provide valuable lessons. Oftentimes, failure
leads to something better—failure inspires creativity and innovation. Leadership may
encourage teams to try new things; however, if those new things result in failure, there
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may be repercussions. In the context of games, team members can explore, take risks,
try out new skills, and make mistakes without the threat of extreme consequences.

Games Reveal Team Dynamics

While playing games, the dynamics of the team are revealed. The coach and the
team can examine the dynamics to ensure that they serve the team and will help the
team achieve their goals. The team is able to consider its strengths and weaknesses.
Through games, team members can observe how they navigate change, how they in-
teract under stress, and what roles they take on in a variety of situations. These dy-
namics and more can be observed and processed in the safe environment of the game.

Games Build Self-Awareness and Awareness of Others

Just as the dynamics of the team can be examined, so can the individuals who make
up the team. Through games, team members are given the opportunity to try new
roles and to become aware of their function on the team and how they contribute to
the team unit. Games also provide an opportunity to see team members in a new light.
Hidden skills are uncovered and personalities shine, which can open up exciting new
possibilities. The discussion allows time for reflection. Here, team members can build
awareness by examining their own performance and contributions. The discussion is
also a time for team members to recognize the contributions of others. The coach can
provide team and individual analysis to build more self-awareness on the team.

Games Build Trust

The first step in building trust is creating an environment where team members can
begin to build a deeper level of connection and comfort with one another. Games ac-
celerate this process. The right games create opportunities for deeper levels of self-dis-
closure, which increases vulnerability; a willingness to be vulnerable lays the ground-
work for trust.

Games Remind Team Members of the Value of the Team

Many of the games contain a component of competition versus collaboration. Even
the word game incites the competitive spirit. When transferred to the workplace, com-
petition leads to distrust and unwillingness to share information. Through playing
games, team members become aware of the value of teamwork. They get to experience
the results when a collaborative approach is taken.

Games Provide Learning Opportunities

Games are a wonderful learning tool. Each game provides lessons, skills, and experi-
ences that team members learn by playing the game. Better problem solving, improved
decision making, clearer communication, and more effective interpersonal interactions
are examples of skills the team learns and practices while engaged in the game.
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Games Foster Long-Term Retention

Because of the active-learning nature of games, teams not only learn more, but they
retain the lesson longer. The high level of engagement carries through to the post-
game discussion. The debriefing discussions provide a way to connect what team
members learned and experienced to the way they get their work done on a typical
day.

Getting the Most from the Games in This Book Picking the Right Game

Using the right game at the right time is key. Before choosing a game, ask yourself a
few questions, such as: “In what stage of group formation is the team? What are some
issues the team needs to work through? What are some skills they need to practice or
improve? What would stretch the team in new ways?” Once you have an idea of the
reasoning behind using a game with the team, take a look at your options. At the start
of each game, you will see a When to Use This Game recommendation. From there,
take a look at the Objectives section to make sure the game is a good fit for the team
at this point in its development. Another area to read is the Setting the Context sec-
tion of the game. These three areas will give you a good idea whether the game is right
for the team and whether the timing is right. To get the most from the games, using
them in the right context at the right time will provide the best coaching opportunities
for the team. One additional place to check is the time requirement. Team coaching
games can create an environment for growth within the team when you allow time for
team members to play the game as well as plenty of time to discuss how the game re-
lates to the way they get their work done as a team.

Props and Prep

Two other areas to focus on before you begin are the Materials and Preparation sec-
tions. Most of these games require simple props. The Preparation section will provide
tips on how you can prepare the setting for the best outcome. You may find it useful
to keep some basic props on hand. Props that are frequently used in team coaching
games include index cards, sticky notes, markers, masking tape, tennis balls, rope, flip-
chart paper, and bandannas. Props such as these are all easy to compile and add an ap-
pealing feature to the games. After picking the best game to use with the team, get the
handouts, flip charts, and props ready in advance to set yourself and the team up for
success.

Do This First

Prior to coaching the team through any of these games, it’s a good idea to convey
the context for the activity—a framework to help the team see where the game fits
into their development and provides value. Engage the team, provide the background,
and share any necessary rules and guidelines. Then assign them their task, along with
any time constraints. As team coach, you will be on high alert throughout the activity,
taking notes, asking questions, and monitoring progress as the team undertakes their
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challenge. After the activity, take ample time for reflection and debriefing as this is
where the team makes connections to the real world. You, or a team scribe, may want
to document key ideas from the team discussion for next steps and follow-up.

Why Did We Do This? What Is the Message? What Does It Mean for Us?

Games will remain games without an effectively facilitated debriefing discussion.
Anticipate probable results and reactions, but at the same time be willing to allow
team members to take the game where they take it. Take notes throughout the activity
to refer to during the debriefing discussion. In addition to the discussion questions
provided with the game’s instructions, you may want to create other questions that are
more tailored to suit the team or purpose. Asking the right questions will focus the
team’s attention on the meaning and purpose behind the game. You will find that
many discussions develop organically after you prompt the team with one or two well-
worded questions. Encourage team members to be responsible for generating mean-
ingful conversation; consider starting the team discussion with a “pair and share”
where two people discuss their experience and what applications it had for them.
Don’t be too quick to insert your own opinions and observations. Keep the discussion
flowing, but also get comfortable with pauses as team members formulate their ideas
and conclusions.

What Is the Connection?

All of the team coaching games in this book are intentionally broad in nature, so
you can use them with any team, in any type of organization, within any industry.
The coaching you provide throughout the game, the questions you ask, and your de-
briefing discussion can all be tailored to meet your objectives and the needs of the
team. As the team coach, it’s important that you allow team members to reflect on
what happened in the game and the significance of what they experienced. How did
the experience relate to them, their team dynamics, and their work?

Tips for Using Team Coaching Games While many of these games can be played
sitting or standing in a meeting, some of the games are more physical in nature and re-
quire some important guidelines. Following these commonsense tips will build trust
between you, as the coach, and the team, and also ensure that your participants feel
supported while they are stretching their comfort zones.

Follow the “challenge by choice” rule commonly used in experiential activities.
Challenge by choice means every individual has the choice to participate at whatever
level he or she feels comfortable. As coach, be sure to encourage team members to step
out of their comfort zone and challenge themselves.

Set ground rules. These should be discussed and agreed upon by all participants.
Examples of ground rules include: listen when others are speaking, ask questions,
demonstrate support for others as they stretch their comfort zones, don’t interrupt,
show respect for the values of others, and so on.
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Handle any potential safety issues. When using activities that require additional
equipment, please make sure that the equipment is in good condition and is handled
properly, and that individuals have the proper training and supervision necessary to
perform the activity safely.

To make activities more challenging (particularly if you have group members who
have done an activity before), consider instituting additional consequences or obstacles
such as blindfolding, no talking, and mobility restrictions. If you choose to provide
additional challenges for the team, such as blindfolding one team member, make sure
that the individual is comfortable and willing to go this extra step. Nothing should be
done at any time to intentionally place someone in a position they do not want to be
in.

Be aware of rule violations. You can strictly enforce them or wait to see if the group
regulates itself. Details like these can lead to robust discussions around ethics, values,
and creativity.

Provide clear instructions, but do not get caught up in providing too much infor-
mation. Answer questions and provide additional information when asked by the
group. Some games rely on vague instructions to allow the team to interpret and act in
any way they choose.

Use good judgment. It is important to provide the group with the proper balance of
challenge and support so that team members stretch themselves and learn, but you
don’t want them to become overly frustrated and shut down.

Team Coaching and the Stages of Group Formation 7he Forming Stage

This is the polite, get acquainted, and “get to know each other” stage. This is where
team members begin to figure out who’s who and where everyone fits into the picture.
Typically, this takes place at the opening meeting or an orientation session and contin-
ues for a while as people get to know one another. A team goes through the stages of
team formation again, when a new leader joins the team or several new team members
are added to an existing team.

To get a head start on the forming stage, you can provide the team with each team
member’s qualifications and background information so everyone has an understand-
ing of why the individuals were chosen for the team.

All the informal gatherings and discussions in and around the initial meeting are in-
cluded in this stage of group formation for the intact team. The goal is to create an en-
vironment that is safe and secure. Because the team also looks for guidance and direc-
tion in the forming stage, the leader must ensure that the team’s purpose is clearly
communicated and understood by all team members. At this beginning stage, it’s es-
sential to get buy-in from all the team members and candidly and honestly identify
the pros and cons of teamwork and team building. This stage is where the team builds
its foundation, so time spent in this stage will pay off later.

20



Forming may last for a short time or take several months for the team to move
through. A team coach can assist the team leader with the methodologies to enhance
success. For the reader who is familiar with Self Leadership and the One Minute Man-
ager: Increasing Effectiveness Through Situational Self Leadership, we offer the sugges-
tions of authors Ken Blanchard, Susan Fowler, and Laurence Hawkins as they tie each
phase of situational leadership to the stages of group formation. In the forming stage,

the role of the leader and team coach is to provide direction. The games found in

Chapter 3 are helpful during the forming stage.

The Storming Stage

In this stage, interpersonal issues often arise. This stage is typically where conflict
gets introduced into a previously safe and comfortable environment. There may be
fear and uncertainty of change or of status loss, as well as lack of trust when the moti-
vations for others’ actions are not understood, yet there is not enough trust to have
open dialogue about the problem. These conflicts provide team members with oppor-
tunities to learn how to interact effectively with one another. Storming takes place
when things that may not have mattered in the beginning suddenly seem important
and conflict ensues. You may experience this stage starting at week two, three, or four,
or even later. This will depend on the frequency of communication within the team,
and how much trust and camaraderie was developed in the forming stage.

This stage can be extremely frustrating. Some teams never make it out of this chal-
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lenging stage. While face-to-face communication allows for immediate feedback and
provides nonverbal cues, the team may struggle with this stage and become frustrated
by the amount of time it takes to resolve conflict and learn the best ways to communi-
cate with other team members. Team members will look to the leader and coach to
support them as they navigate through this stormy stage.

Many issues can cause separation on a team. To ensure that unforeseen issues don’t
arise to fracture the team, develop protocols for using various types of technology for
communication, along with training to ensure that all team members are comfortable
and willing to use the best communication method for the situation. For example, the
use of email as a sole communication method hinders a team’s ability to navigate
through conflict. Know when to use face-to-face meetings, the phone, webcams, and
so on to talk through more challenging situations to minimize miscommunication.
Use the game Gravity Stick (page 175) to give the team a chance to practice conflict
resolution and also to open the door to a team discussion about conflict. It is critical
that these concerns be dealt with honestly. When interpersonal conflicts and disso-
nance are handled at this early stage, the team has a better chance of success.

Once again, leadership will be necessary to navigate through the storming stage, so
the leader or team coach should facilitate games that help the team to work through
the natural storming process. The leader should also lead discussions to ensure the
team can use the appropriate tools when interacting with each other day to day. In the
storming stage, the role of the leader and team coach is to provide support and direc-
tion and to provide reinforcement of ideas, skills, and accountability check-ins to keep
the team focused and future oriented.

The Norming Stage

Cooperation and trust are now becoming the “norm” for this team. Team members
begin to better understand one another’s diverse personalities and work styles, en-
abling them to work together more effectively. Team members should also have a han-
dle on which communication methods are preferred and most efficient when interact-
ing with other team members.

Good things are starting to happen, and as a result, the team feels more confident,
connected, and creative. In the norming stage, the role of the leader and team coach is
to provide support when team members take on new challenges, to ask questions to
open up new possibilities, and to continue to hold team members accountable for
achieving results and working collaboratively.

Many of the games in this book are suitable for teams that have reached this stage
and are open to sharing honestly with one another in order to enable the team to
move toward reaching the performing stage.

The Performing Stage

Here, the team is highly effective. The team has momentum and energy and ideally
all team members are willing to contribute their best efforts. The performing stage is
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the most productive of all the stages. “Performing” indicates that team members have
a clear, shared sense of purpose, high trust, and open communication. Team spirit is
high, relationships are improved, and there is a strong feeling of camaraderie. Tasks
are identified and handled efficiently by the members of the team. Individuals respect
the contributions of others, and the team is well on its way to meeting, and even sur-
passing, its goals and objectives—all the while maintaining a sense of unity and cohe-
sion. In addition, the stress involved with deadlines, transitions, and changes can in-
fluence the way team members communicate. Incorporating a game such as Go (page
149) or Team Story Time Line (page 183) can be beneficial in the performing stage.
Team members have a chance to check in with one another and be heard by the team.
Remember that conflict on a team is normal, and by now your team should have some
experience with and confidence in handling conflict. As leader, you can help to miti-
gate and direct that conflict in a positive and constructive manner. Remember, if
everyone always agrees, you may not be hearing honest input and great ideas may be
squelched. In the performing stage, the role of the leader and team coach is to ask
questions to allow for reflection and new possibilities and to work with the team to set
new and more challenging goals.

The Transforming Stage

The transforming stage brings closure. Transforming occurs when the team is at
such an effective level of functioning that it can redefine its shared purpose and re-
spond quickly to change. The leadership within the team is shared, trust is high, and
communication is open. The team you have in this stage is a far different team than
the one you started with. Developing a successful team takes time, patience, and a
willingness to develop both the relationships and process for successfully achieving
goals. The relationships established on a successful team are well established and may
continue long after the team disbands. Make sure you allow time for closure and re-
flection. As a leader or a coach, be ready with plenty of recognition, appreciation, and
celebration. Give team members ample time to recognize and appreciate each other, as
well as their hard-earned success. Kudos to You (page 197) is an excellent game for
team members to provide specific recognition to others.

What to Expect

Normally, each stage of team development takes several months to move forward.
Teams that interact more frequently and deliberately will move more quickly through
the stages. Conversely, teams that interact infrequently and less purposefully may take
much longer to progress through the stages. A team leader who understands the stages
can help a team navigate the stages in a healthier and more productive manner. Get-
ting to the performing and transforming stages can take as long as two years, based on
the research of Bruce Tuckman, founder of this model of group formation.

Using an experienced, capable team coach with a specific process and using the
team coaching games in this book can vastly impact the learning and performance of
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team members to move through the stages and reach their stride much more quickly.

Why Do the Stages Matter?

First, it can be helpful to know that there are stages and that it is normal for all
teams to go through these stages. Second, it enables the leader and team coach to iden-
tify the stage of development for a given group or team and assist the movement
through that stage by managing the communication, visioning, and other dynamics
among team members. If there is low trust, the leader and team coach can deploy
trust-building exercises. If the team is unclear or not in alignment about its purpose,
there are games and techniques to focus on to help determine the team’s collective pri-
orities. Assessing the stage a team is in can provide insight into which game will pro-
vide the right amount of challenge, which game will allow for the greatest growth op-
portunity, and which game will have the greatest impact on the team.
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Meeting the Players

Individually, we are one drop. Together, we are an ocean.

—Ryunosuke Satoro

Accents Are Fun
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WHEN TO USE THIS GAME

As an icebreaker or “get to know you better” activity

OBJECTIVES

* To get to know more about other team members

* To have fun while focusing on team members’ diverse backgrounds or experi-
ences

Group Size
Any

Materials
None
Time

15 to 20 minutes

Setting the Context

People’s accents sound interesting when they are from “someplace else.” Teams
often represent a cross section of people who were raised in different parts of the
United States and possibly from all over the world. Accents can also be a source of
frustration as we don’t always understand what the other person is saying. As we inter-
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act with others, it is important to focus on the positives of our diversity. This is a fun
activity to get people to realize that we all have unique backgrounds that contribute to
our overall success.

Preparation

None

Procedure

Tell the team that, in order for team members to get to know each other a bit bet-
ter, each person will share a favorite story from his or her childhood. To make it more
interesting, each person should use an exaggerated accent or dialect of the people in
the region he or she is from, or perhaps of an elderly relative who immigrated from
another country. Whether people are from New England, the South, or “across the
pond,” the regional accents make us realize the richness of our interwoven team.

Rules

* Everyone participates.

* If people say they are not good at accents, just ask them to give it their best
shot.

Discussion Questions
1. What did you enjoy about this activity?
2. How does this help increase awareness of the rich diversity of your team?
3. How can you give your work a light, fun component?
Coach Note: As a variation, especially if many team members are from the same
area, you might change the activity to ask each person to share a story of a favorite

travel destination or favorite vacation spot and use the accent or key words that are
used in that destination.
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Animal Magnetism
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WHEN TO USE THIS GAME

As a check-in tool to see how people are feeling

OBJECTIVES

* To see what emotions are on or under the surface

* To recognize that people bring emotions and feelings to work

Group Size
Any

Materials
Pictures of wild and domestic animals (2 to 3 per person)
Time

5 minutes to set up and about 2 minutes per person

Setting the Context

In the workplace, we often act as if emotions and feelings don’t exist. The goal of
this game is to become more comfortable talking about these areas. If team members
can honestly express their positive and negative emotions in a safe way, they are better
able to bond and support one another.
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Preparation

Arrange the pictures on a table.

Procedure

Invite individuals to come and choose a picture that depicts how they are currently

feeling.

Rules

* Choose a picture that best describes how you are currently feeling.

* If none of the pictures feels right, you can draw a picture or use your phone to
search the Internet for another image.

Discussion Questions
1. What did you learn about your team?
2. How does it feel to share at a deeper level?

3. Why does it sometimes feel taboo to talk about feelings and stress in the work-
place?

4. How can you support one another?

Coach Note: After each person shares, you could do a second round where individu-
als choose the animal they feel like when they are at their best and describe why. Allow
additional time.
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Know Thyself
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WHEN TO USE THIS GAME

To increase self-awareness and have team members get to know each other better

OBJECTIVES

* To dig deeper into what helps you to be your best

* To reflect and deepen self-awareness

Group Size
Any

Materials
Colored construction paper, crayons or markers, music
Time

30 to 60 minutes depending on group size

Setting the Context

This is a great activity for team members who are just getting to know one another
as well as those who already know each other well. It enables a deeper conversation to
occur about what brings out the best in each person as well as what does not, and what
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steps people can take as a team to show their best selves.

Preparation

Have supplies available and table space to work at.

Procedure

Tell the team that this is an exercise to really get to know one another better and to
dig deeper into self-awareness. Ask them to think about a time when they were “at
their best.” You might ask, “What did you feel like?” “What were you doing?” “How
were you interacting with others?”

Now ask them to think about a time when they were nor “at their best.” (Coach
Note: Do not say, “When you were at your worst.”) You might ask, “What did you
feel like?” “What were you doing?” “How were you interacting with others?”

Say, “Now that you have both of those images in your mind, I'd like you to select a
piece of construction paper and use one side to draw a picture of yourself when you
are at your best and the other side to draw a representation of when you are not at
your best.” Encourage them, saying that artistic talent is not as important as having
fun with this exercise and sharing honestly. Stick figures are just fine.

Tell them, “You will have fifteen minutes. I will let you know when you have ten,
then five minutes remaining. You will be sharing these pictures with the team.”

You may want to play background music while the team works to enhance the cre-
ative process. While they are working, walk around the room and offer support and
encouragement. At the appointed time, see if they are ready. They may need a few
more minutes. One at a time, until everyone has shared, ask for volunteers to share
their pictures and describe themselves in the two scenarios.

Rules

* Everyone creates two pictures, one depicting when they are at their best and
one depicting when they are not at their best.

e Everyone shares both pictures.

Discussion Questions

1. What did you learn about yourself?
2. What did you learn about the team?

3. How can you help each other be your best selves more often?
4. What barriers might need to be removed? What habits could be changed?

5. How do you create an environment where you can ask for what you need?
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Life Map
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WHEN TO USE THIS GAME

Early in your team’s development to begin connecting the team members to one
another on a deeper level

OBJECTIVES

¢ To build trust

* To gain a deeper understanding of others on the team

Group Size
Any

Materials
Paper, colored markers and pens
Time

30 to 40 minutes

Setting the Context

Don’t be fooled by this seemingly innocuous activity—it can be the catalyst to de-
veloping a greater level of trust within the team. Trust is developed when individuals
open up about themselves on a personal level. This takes a willingness to be vulnera-
ble, so as team coach, make sure you provide the right amount of support and encour-
agement during this activity.
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Preparation

None

Procedure

Pass out one piece of paper to each team member. Make several different colored
markers and pens available for them to use for their drawings. Ask team members to
draw a map of their life, including whatever experiences, events, places, and people
contributed to their life story. Tell them they will have exactly ten minutes to create
their life map. At the end of ten minutes, go around the team and invite each person
to share their life map and the story that goes along with it.

Coach Notes: This activity is quiet and reflective, yet can be very powerful. When
given the right framework, it allows people to open up and share in a way they might
not otherwise do. This activity tends to create a warm and accepting atmosphere. You
will hear in-depth stories and significant life experiences. As coach, be prepared to ask
and encourage follow-up questions. In addition, be sure to lead the celebration as sig-
nificant life events are shared to foster a supportive, celebratory culture in your team.
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Silent Interview
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WHEN TO USE THIS GAME

As team members are getting to know each other

OBJECTIVES

* To build awareness of nonverbal messages

* To get to know other team members better

Group Size
Up to 20, paired up with partners

Materials
None
Time

10 to 20 minutes

Setting the Context

Nonverbal communication is a large component of our everyday interactions. An
effective coach not only listens to what is said but also has a high level of awareness as
to what is being conveyed through body language. The more we know someone else,
the easier it is to determine what that person is telling us nonverbally. As coaches, we
want to make sure our interpretations are accurate and to be able to check our inter-
pretations in a nonthreatening manner. Using a game like this builds awareness that
our interpretations may not always be correct, and that we should check for accuracy
rather than assume understanding.
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Preparation

None

Procedure

Ask the team what nonverbal communication consists of. Gain agreement that non-
verbal communication does not involve any talking, mouthing words, or whispering,.
Tell team members that this short activity relies solely on nonverbal communication
and ask their permission to hold them accountable to the nonverbal standards they
came up with. Once you have agreement, you are ready to begin the game.

Procedure

* Have team members form partnerships with others who they don’t know very
well. For well-established teams who all know each other, ask team members to
partner with the person they have the least daily contact with.

e Ask the participants to greet each other with a handshake.

* Instruct the team that from this point forward, only nonverbal communication

is allowed.

* Tell the participants that they must convey to their partner three things about
themselves without speaking. Challenge them to go beyond physical characteris-
tics, such as being tall or short, wearing glasses, or having a butterfly tattoo.

e Partners can check their understanding if they choose; however, this must be
done nonverbally as well.

* Once all of the partners have finished “talking” to each other, gather everyone
back together.

e Ask each pair to present the three things that they learned or think they learned
about each other.

* Allow time for laughter and clarification.

Discussion Questions

1. How accurate were your interpretations overall?

2. How much of your daily interactions with each other are nonverbal? What are
some examples?

3. How can you check for understanding?
4. What are some questions you can ask to clarify understanding?

5. When your nonverbal communication is sending a negative message and im-
pacting team performance, would you like to be coached? What is the best way
to do that?
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The Weather Is ...
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WHEN TO USE THIS GAME

As a quick check-in for the team

OBJECTIVES

* To warm the team up to sharing feelings

* To quickly capture the mood of the team

Group Size
Any

Materials
None; or can use construction paper and colored pens or markers
Time

10 to 25 minutes, depending on group size and variation

Setting the Context

This is a quick, safe way for people to express how they are feeling.

Preparation

Have supplies on hand if you want to use them.

Procedure

If you want to use this as a quick check-in, you could say, “We’re all familiar with
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the daily weather report. Outside, today’s weather forecast is ... [share local forecast or
best guess].”

Say, “Take a minute now to reflect on how you are feeling. How present are you?
How is your health? What is your current energy level? You will have fifteen seconds
to state your current status like a weather report. For example, ‘I feel partly sunny but
see a few clouds on the horizon.”” Give the group a minute to reflect on what they
want to say. Ask for a volunteer, then proceed to have everyone share. If this precedes
a challenging conversation, you may wish to check in after the conversation as well, to
see how “their weather forecast” has changed.

Rule

* Everyone shares.

Discussion Questions
1. How did it feel to share your feelings or current status in this way?
2. How does your personal weather forecast impact those around you?

3. What can help you change the weather forecast?

Variations

If you want to tap into team members’ creativity as well as their emotional/energy
state, ask them to draw a picture of how they are feeling. Allow five to ten minutes for
drawing, then proceed to share as above. You may choose to post the pictures.
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Thumb Ball
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WHEN TO USE THIS GAME

Anytime, to help team members build and strengthen their working relationships
with each other.

OBJECTIVES

* To develop trust among and learn more about fellow team members

* To understand the attitudes, backgrounds, and beliefs of fellow team members

Group Size
6 to 20

Materials

Permanent marker, one beach ball or lightweight soccer ball, Thumb Ball
Questions handout

Time

10 to 15 minutes
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Setting the Context

Trust among group members is essential for a healthy, well-functioning team. This
exercise gives team members a chance to build trust as they share some personal fun
facts, career-related stories, and beliefs and attitudes about work and leadership.

Preparation

Using a permanent marker, write the numbers 1 through 32 randomly all around
the surface of a beach ball or soccer ball. Copy the Thumb Ball Questions handout.

Procedure

Have the group stand in a circle. Tell them that they will be tossing the Thumb
Ball from one person to the next, and that team members will answer a question when
the ball comes to them. Some of the questions will be work related, while others will
be fun facts about them that their teammates might not know. Use soft underhand
tosses for this activity.

The team coach will select someone across the circle from him or her and toss that
person the Thumb Ball. He or she should read aloud the number located under his or
her right thumb. Read the corresponding question from the Thumb Ball Questions
handout. If the question has already been asked, have the person announce the num-
ber under his or her left thumb. If participants do not wish to answer a question, they
can choose to toss the ball up in the air and catch it themselves in order to get another
question.

After a person answers a question, he or she should toss the ball to someone new so
that everyone gets a chance to play.

Variations

Create your own list of Thumb Ball Questions to match the needs of your group. If
team members are just getting to know each other, include questions that are light,
fun, and easy to answer. If team members have lots of experience together, include
questions that probe a bit more deeply into their attitudes about leadership, ethics, ca-
reer success, or other relevant topics.

Thumb Ball Questions
1. Who is a person you admire?
2. What is your ideal vacation?

3. What is a board game you enjoy?
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4. What is a nonwork activity you enjoy?

5. Who makes you laugh?

6. What is the most recent book you’ve read, or are currently reading?

7. What is a favorite toy from your childhood?

8. What are two office tools you can’t live without?

9. What project are you most proud of?

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

What business are you a loyal customer of?

What is an important thing that happened recently at work?
What helps keep you organized?

What is an event you would like to witness if you had a time machine?
What are two valuable traits in a coworker?

What advice would you give to someone starting his or her career?
What was your first job?

What are some pros and cons of being a leader?

What was your smartest career decision?

What is an unusual profession you would be willing to try?

What are two practical skills you possess?

How does the Internet best serve you?

What are two ways to stay motivated or inspired?

What is an item you never travel without?

What is the name of your favorite pet?

What risk have you taken recently?

What sports championship do you enjoy watching most?

What TV show makes you laugh?
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28. If you were to write a book, what would it be about?
29. What movie or TV show has inspired you?
30. What is something you consider yourself an authority on?

31. Who do you consider a great actor or actress?

32. What is a favorite book from your childhood?
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Where My Strength Comes From
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WHEN TO USE THIS GAME

To get to know each other better

OBJECTIVES

¢ To learn more about each other

* To respect the differences between the team members

Group Size
Any

Materials

One piece of paper and one pen for each person (may need additional paper
and markers); personal items that participants provide; one or more large boxes
or paper bags to store items

Time

30 to 45 minutes

WA

Setting the Context

Everyone draws their strength from somewhere. For Popeye, it was a can of
spinach; for some it’s running; for others it may be playing with their children. This
activity helps the team learn more about what it is that recharges and strengthens the
emotional and energetic batteries of their peers. It’s a fun way to get to know more
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about each other and perhaps find some common bonds.

Preparation

Ask each person ahead of time to bring one item that symbolizes something that
centers them, energizes them, or brings them comfort or strength. (Hint: Ask them at
least a week in advance and then remind them the day before the event.) They are not
to share what this item is with anyone else in advance. As people arrive, put the items
into a large box or paper bag so they remain hidden from view. Lay out pens and
pieces of paper around the tables, leaving enough space to add one item by each piece
of paper. Have the tables spread around the room, if possible, to encourage circula-
tion. You may want to ask someone to help lay out all of the items.

Procedure

Invite everyone to look over all of the items and then to write down the name of the
person who they think brought the item on the piece of paper next to it. Allow about
ten to fifteen minutes, depending on the number of people and items. Encourage
them to guess—there is no penalty for being wrong.

When everyone has written down their guess for each item, invite the group to be
seated. Ask for volunteers to come up and claim their item one at a time. Ask them to
share why they chose it and how it represents where their strength comes from or how
they stay centered. After they share, ask them to look at the list and see how many
people guessed correctly that this was their item. Continue until everyone has shared.

Rules

* Everyone needs to bring an item. If they do not, have them draw an item be-
fore the activity begins or download a picture from the Internet.

e If they are unable to do any of the above, just have them share at the end what
they would have chosen and why it has meaning,.
Discussion Questions
1. What common themes did you notice?
2. What surprised you?

3. How can you help each other turn to your strengths during challenging times?

Coach Note: You could choose to offer a prize for the person who was guessed cor-
rectly most often and/or for the one(s) guessed least correctly.
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Work Styles
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WHEN TO USE THIS GAME

Early on, to provide insight into the preferences and personalities of others on the
team

OBJECTIVES

* To discover our own and others’ preferred work styles

* To increase team members’ ability to be “other” focused

Group Size
Up to 20, split into teams of 4 to 5

Materials

Yellow, Orange, Blue, and Green Game Cards cutouts; Working Together
with Different Styles handout; pens or pencils

Time

30 to 40 minutes

Setting the Context

Building trust requires a willingness to break down some barriers and let others get
to know us better: our personalities, our preferences, our strengths, and our weak-
nesses. This is a high-energy and interactive approach to assessing the members of the
team. Who are the players? After this game, participants will know each other, and
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maybe even themselves, a little better.

Preparation

Copy and cut out the cards provided, making sure to copy each style on the card-
stock indicated on each card template. One set of cards will supply enough for a team
of up to twenty people.

Procedure

Split your group into small teams of four to five people. Shuffle all the cards so
there is a mixture of different colors to pass around.

Step one: Pass out five cards (facedown) to each person. When everyone has five
cards, invite team members to turn over their cards and put them in order from most
to least descriptive of their personality. Once the cards are ordered, participants ex-
plain to their team why they put their cards in the order they did.

Step two: Now they can trade cards with anyone on their small team; the goal is to
get a hand that reflects their personality more accurately. After the trading, ask every-
one to discard two cards, keeping the three cards that reflect their personality most ac-
curately.

Step three: Next, open the trading to the entire group—again the goal is to get the
best (most accurate) hand.

Step four: After a few minutes of whole-room trading, allow trading with any of
the discarded cards (which have been placed faceup on tables around the room).

Step five: Participants end up with three cards each. Have them once again priori-
tize the cards. If they have two or three of the same color, then that’s their style. If
they have three different colors, the top colored card is their style.

Once everyone understands their final color, have them group together with others
of the same color. After they are grouped together and standing with others of their
style, and before sitting down to answer the Working Together with Different Styles
handout, have them read aloud the three cards they ended up with.

Give each of the four work-style teams a handout and have participants answer the
questions together. Once the teams are finished, gather for a group discussion.

Discussion Questions

1. How does this allow you to better understand yourself and others on the
team?

2. In what ways does this benefit the team?

3. How can team members continue to gain a deeper level of understanding of
each other?

4. What important team skills are uncovered with an activity such as this?

5. How can you develop these skills as you work together?
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CUTOUT

Yellow Game Cards

(Copy on yellow cardstock.)
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lllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllll

Bold Risk-taker
................ | mense ............... ............. Gem [T done .............
: Productive Natural leader
: Likes control Goal-oriented
: Confident Decisive
................ Darmg ................ ............... Resﬂess ...............
CompemweAsserwe
.............. Fomem ..... e Dewrmmd .............
: Strong-willed Impatient
: Diect Independent
............... POW erml ............... ............. Opmmate(j .............
G ha“en gmg ............. ............ Managesnme ............
: Succinct Human bulldozer
Can't stand inactivity Demanding of self
: Straightforward Gets point across
T L Bl
Organized Fast-paced

CUTOUT
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Orange Game Cards

(Copy on orange cardstock.)

Optimistic Enthusiastic
Open Impulsive
: | Emotic;nal h | Talkative |
: Charming ; Adventurous
: Trusting Spirted
Charismatic Positive
.............. ,:UmowngEngag,ng ...............
: Spontaneous : Energetic :
: Animated Sociable
Warm end genuie Likeable
S besoned © Opnboorbutng
Hexlble ............... Cheerml ...............
Gurious : Loves people
Expressive Motivating
Demonstratix;e Inspires others
R e r e e
.............. Per Suaswe .............. .............. O meng ..............
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CUTOUT

Blue Game Cards

(Copy on blue cardstock.)
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lllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllll

Willing Conforming
Objective Agreeable
f 'Harn"u:;r:.ic;us' | Tolerant | h
: Caring Good listener
: Likescolaborative efforts Amiable
.............. ACC eptmg .............. .............. lme reste d ..............
.............. De“berate .............. P redlctat)'e
; Patient : Accommodating :
: Easygoing Cooperative
: Suppcrtve Dislkes confrontation
.............. Adaptable .............. mdemswe ..............
............ Evememperefj ............ ............... Goment ...............
: Sensitive Cool and collected
: Competent Mediates problems
: Calm | Lenient
.............. E mpa’[he‘uc .............. ................ Steady ................
.......... Nat ura| team p|a y .e:r .......... ................ He|pfu| ................
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Green Game Cards

(Copy on green cardstock.)

|||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||

: Cautious Logical .
Analytical ; Precise
‘ Skeptical : Tactful .

L]
I AR AR E R R R R R R LR R R RN R R R R A R R R R A R AR R RN

Consistent Perfectionist

L L R O O O N N N N L L L O O O DL L

; Detail-oriented ; Factual ;

: Exacting Likes rules
: Accurate Reserved :
5 Disciplined 5 Self-critical :

L3
LR N R E R R R R R R

Conservative : Focused

L N N N

; Likes data ; Private ;

LR L L N O DO IO O IO B O B RO O B

: Industrious : Structured :
' Quality-centered : Natural planner :
: Serious : Purposeful :

R R R R R E R R R R R

: Sees the problems . Economical :

LR R N N N N L R O O R R O O B IO O O B D L O O DL O L
[l

: Follows through : Thorough :

: Does it right High standards
: Resourceful Careful

59



HANDOU'T]
Working Together with Different Styles

Please discuss these questions with your team and come to a consensus. So that
team members grouped in other styles get a good working knowledge of what
your style is all about, provide a thorough answer for each question.

At work and being part of a team ...
* Who are we when we’re at our best?
 What skills and qualities do we bring to the team?
* How do we typically prefer to give feedback?
* How do we prefer to receive feedback?
* How to we prefer to accomplish tasks?
* How do we like to be held accountable?

* How do we like to be recognized for a job well done?
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Building a Positive Team Culture

A player who makes a team great is more valuable than a great player.

—John Wooden

Blindfold Trust Walk
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WHEN TO USE THIS GAME

When you recognize that the team needs a deeper level of trust

OBJECTIVES

* To build trust and supportive relationships among team members

* To improve communication

Group Size
Any, paired up with partners

Materials
One blindfold for each person (optional)
Time

25 to 30 minutes

Setting the Context

In his book The Five Dysfunctions of a Team, Patrick Lencioni describes trust as the
basis for all effective teamwork: “Trust lies at the heart of a functioning, cohesive
team. Without it, teamwork is all but impossible”l As a coach, one of your top priori-
ties must be to help the team build a spirit of trust and mutual interdependence. This
classic exercise gives team members a chance to experience trust in action and to ex-
plore issues related to feedback, trustworthiness, and communication.
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Preparation

Find a location with plenty of space for two people to walk side by side. It can be
indoors, outdoors, or both. Because team members will be taking turns wearing blind-
folds or closing their eyes, choose an area with minimal tripping hazards or unsafe ob-
stacles.

Procedure

Begin by inviting team members to form groups of two. If there is an extra person
left over, have that person join one of the groups to make a trio. Tell them that they
will be taking a walk together, with one partner wearing a blindfold or closing his or
her eyes and the other partner being the “blind” partner’s sighted guide.

The guide’s job is to take his or her “blind” partner on a walk for ten minutes. They
may go anywhere the guide chooses, as long as the area is safe and free of hazards.
During the walk, guides will communicate verbally with their partners to keep them
on a safe path and steer them clear of obstacles. Encourage guides to use positive com-
munication and be aware of the needs of their unsighted partners along the way.

After ten minutes, have the partners stop. Ask the original “blind” partners to pro-
vide some feedback to their guides. Have them share what they felt their guide did
that was good, as well as offer suggestions that could help them do even better.

When they are done providing feedback, invite the partners to switch roles. As be-
fore, give everyone ten minutes for their walk, followed by a short debriefing session
with their partner.

Discussion Questions
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. What was it like being in the role of guide?

. What was it like being in the role of the unsighted partner?

. What did your guide do to make you feel safe and comfortable?

. Did anyone experience something that resulted in a loss of trust?

. Was feedback requested and shared effectively?

. What are some warning signs that might indicate a lack of trust on a team?
. What are some signs that indicate a team has a high level of trust?

. What are some real-life ways that a team can build trust?
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Debate Versus Dialogue
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WHEN TO USE THIS GAME

When team members advocate for their position without considering others™ per-
spectives

OBJECTIVES

* To understand the difference between debate and dialogue
* To develop the dialogue skills of team members

Group Size
Up to 20

Materials
Debate Versus Dialogue Game Cards cutout and handout
Time

20 to 30 minutes

Setting the Context

The minute we think someone else may be of a different opinion, a competitive in-
stinct takes over and we dig our heels in and defend our position. Listening is nonexis-
tent, because as the other person is talking we are debunking what he or she has to say
and formulating our talking points to prove our point when it’s our turn to talk again.
Or we silently seethe, unwilling to voice our opinions due to a lack of trust. Once
team members are introduced to the distinction between debate and dialogue, it opens
their minds to the possibility of the “both, and” approach, rather than the “either, or”
approach.
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Preparation

Copy and cut out one set of the Debate Versus Dialogue Game Cards.

Procedure

Say to the team: “We are going to play a game called Debate Versus Dialogue. In a
minute I will pass out twenty cards facedown so you each have approximately the
same number of cards. On each card is a trait of either debate or dialogue, and each
card has a partner card. For example, your card may say, “Winning is the end goal.’
The partner card may say, ‘Discovering the best solution is the end goal.” Your task is
to match up the partner cards and place them next to each other on the table.”

Pass out the cards and read these rules to your team: Rules

* You can only look at your own cards.

* You may share the information on your cards verbally, but no one else can look
at your cards.

* Your task is to find your partner card by interacting with others to discover
which cards match up the best.

e When you find the partner card to your card, place them faceup next to each
other on the table.

* Once a card is on the table, it cannot be moved or rearranged.

e When all cards are on the table, review them as a team to ensure the cards are
matched in the manner that makes the most sense.

e After all the cards are on the table, give the team the Debate Versus Dialogue
Answers handout to check their answers.

Variations

For teams with fewer than eight members, place the cards faceup on a table and
have the whole team match up the cards together.

Discussion Questions
1. What are the benefits of dialogue?
2. When is dialogue most appropriate?
3. What are the challenges of engaging in dialogue?
4. What team norms can be created to foster dialogue skills?
5. How would you like to be held accountable?

6. How can you hold each other accountable?

CUTOUT
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Debate Versus Dialogue Game Cards

Debate Dialogue

+ Assuming that there is a right + Assuming that many people have :
+ answer, and you have it  pieces of the answer
+ Combative; participants attempt to  + Collaborative; participants work :
+ prove the other side wrong + together toward common :
: . understanding :
+ About winning + About exploring common ground :
- Listening to find flaws and make ~ : Listening to understand, find meaning
+ counterarguments  and agreement :
+ Defending our own assumptions as + Revealing our assumptions for :
* truth + reevaluation :
+ Seeing two sides of an issue + Seeing all sides of an issue :
+ Defending one’s own views against + Admitting that others' thinking can =~~~
+ those of others + improve on one's own
+ Searching for flaws and + Searching for strengths and value in

+ weaknesses in others’ positions + others' positions

@R R R R R R R R R R R R R R
]

+ By creating awinner and a loser,  + Keeping the topic open even after the
+ discouraging further discussion - discussion formally ends

+ Seeking a conclusion or vote that ~ + Discovering new options, not seeking
* ratifies your position + closure

|||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||||



HANDOUT

Debate Versus Dialogue Answers
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Debate

Dialogue

Assuming that there is a right
answer, and you have it

Assuming that many people have pieces
of the answer

Combative: participants attempt to
prove the other side wrong

Collaborative: participants work together
toward common understanding

About winning

About exploring common ground

Listening to find flaws and make
counterarguments

Listening to understand, find meaning
and agreement

Defending our own assumptions
as truth

Revealing our assumptions for
reevaluation

Seeing two sides of an issue

Seeing all sides of an issue

weaknesses in others’ positions

Defending one’s own views Admitting that others’ thinking can
against those of others Improve on one’s own
Searching for flaws and Searching for strengths and value in

others’ positions

By creating a winner and a loser,
discouraging further discussion

Keeping the topic open even after the
discussion formally ends

Seeking a conclusion or vote that
ratifies your position

Discovering new options, not seeking
closure

Source: Gerzon (2006).
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Feetza, Feetza!
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WHEN TO USE THIS GAME

Anytime to energize and challenge the group

OBJECTIVES

* To experience a fun, creative problem-solving challenge

* To energize the team and engage in some light, friendly competition

Group Size
At least 8

Materials
Tape measure
Time

15 minutes

Setting the Context

Sometimes nothing brings a team together better than sharing some laughs! This
creative problem-solving challenge is lots of fun and a great way to energize the team,
especially after a long or serious meeting. It’s inspired by Karl Rohnke’s Leaning
Tower of Feetza game, found in his book Funn 'n Games.

Preparation

None

Procedure
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Split the group into two or more competing teams of between four and fifteen peo-
ple. (Bigger teams are more fun for this activity.) Tell the teams they will be compet-
ing to create the tallest freestanding tower possible, using only their shoes as building
materials. Allow ten minutes for the teams to build their towers and five minutes to
measure them to determine the tallest tower.

Rules

* Only shoes may be used in the towers. Shoelaces, tassels, and buckles are all
okay to use, as long as they are a part of someone’s shoes.

 Towers may not lean against walls, chairs, or any other external means of sup-
port.

* People may not use their hands or any part of their bodies to support their
tower.
Discussion Questions

1. How did your team approach this challenge?
2. What roles did people play?

3. What can your team do to encourage creative problem solving at work?
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Funny Face
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WHEN TO USE THIS GAME

To open a discussion around the skill of nonjudgmental listening in a lighthearted,
fun way

OBJECTIVES

 To foster engagement

* To discuss the implications of apathy

Group Size
Any

Materials

One large paper grocery bag for each person, colored markers, several nonfiction
or reference books or journals (such as dictionaries, technical manuals, instruc-
tion manuals, law journals, or medical journals)

Time

20 minutes

Setting the Context

75



Listening in a nonjudgmental manner is a highlevel coaching skill that any team
member can learn to use to help coach their fellow teammates. This activity allows the
team to recognize the difference between being nonjudgmental and apathetic. It pro-
vides a place for team members to discuss the skills involved in listening and how team
members can support each other as they practice those skills. It also provides an open-
ing for a discussion about apathy and its impact on a team.

Preparation

The coach needs to prepare an example bag as described on the next page.

Procedure

Give each team member one paper grocery bag and invite each participant to draw
a funny face on the front of his or her bag. It’s a good idea to have one example bag on
display with a large, colorful, and exaggerated funny face drawn on the front. Tell the
team to draw a face large enough so that if the bag were put on a person’s head, other
participants could easily see the face from across the room.

Ask the team what skills are required to listen effectively. Ask them to clarify what it
means to listen nonjudgmentally. What stops us from doing this? What are the bene-
fits for the other person when we listen without judging? How does this contribute to
a culture of coaching?

Next ask the group to clarify the difference between being nonjudgmental and apa-
thetic. Discuss with the group what apathy is. What does it mean? What causes apa-
thy?

Then explain to the group that they are going to practice being apathetic. Have
team members take turns reading from one of the books or journals. They must show
total apathy at all times, which means using no facial expressions and reading in a mo-
notonous voice. The other team members must also be completely apathetic as they
listen to each person read. If anyone shows any emotion other than complete apathy,
any team member may call out, “I accuse thee of expressiveness,” using complete apa-
thy, as he or she points to the guilty team member. The expressive team member must
then put the bag over his or her head until that person has stopped showing expres-
sion.

You will soon find that this turns into a total laughfest, with team members having
to keep bags over their heads for a significant period of time.

Discussion Questions
1. What is the difference between being nonjudgmental and apathetic?
2. How can you tell when another person is apathetic?
3. In what ways does an apathetic team member impact the team?

4. Have you ever been apathetic? What caused this? How did you reengage?
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5. Now let’s discuss nonjudgmental listening; how can you tell if you are being
listened to in this manner?

6. How does it help the team to incorporate this skill?

7. How can the team support you as you practice nonjudgmental listening?
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Grumble, Whine, and Complain
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WHEN TO USE THIS GAME

Early in the team’s inception to introduce and role-play the idea of reframing nega-
tives into positives

OBJECTIVES

* To consider the upside in seemingly negative situations

¢ To build the confidence of team members

Group Size
Any, paired up with partners

Materials
Paper and pens, stopwatch
Time

20 to 30 minutes

Setting the Context

A healthy team easily listens to one another and provides helpful feedback. Team
members listen to the emotions behind the words spoken, ask questions, and help
each other see the upside of failure and setbacks.

Preparation
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You will need a space large enough so everyone can take their chairs in pairs and
spread out to talk without disrupting other partnerships.

Procedure

Have team members find a partner. Provide each pair with paper and pens. Invite
partners to find a place where they can sit and have a quiet conversation with limited
distractions.

This activity consists of two stages. Explain stage one like this: “The first thing you
need to do is figure out which partner is person A and which partner is person B.
[Pause while they do this.] For the next two minutes, person A will be complaining to
person B about whatever he or she chooses to complain about. Person B, your job is to
simply listen while person A complains. Your job is not to fix, suggest, or provide any
solutions. Most importantly, your job is not to say something like, “You think you
have it bad, here’s what happened to me. ...” The first two minutes are all about per-
son A and his or her gripes.”

As the game leader, you can stop them after one minute and say, “That was only
one minute; did you have enough time?” One minute is usually a sufficient amount of
time to air grievances. After you call time, instruct person B to jot down some notes as
a reminder of what he or she heard. Allow another minute for this step. When you get
the sense that most are finished, ask them to set their notes aside.

Now it is person B’s turn to complain to person A. Allow one minute for complain-
ing, followed by another minute for person A to jot down notes about what he or she
heard. The first part of your debriefing consists of the partners sharing with each other
the manner in which they reframed their partner’s complaints. Allow plenty of time
for the partners to share and discuss their observations as complainer and listener.

Explain stage two like this: “Now work in silence for a few minutes. Look at your
notes and create some positive feedback for your partner. What is the upside of your
partner’s complaints? What are some potential positive outcomes that can be derived
as a result of the situation your partner talked about?”

Allow two minutes for this step. When it looks like most are finished, give them
three minutes to share with their partners what they wrote.

Discussion Questions
1. What surprised you about the results of this activity?
2. What did you think when you heard your complaints reframed?
3. What can you learn from this activity?
4. How can you use what you learned at work?

5. What was your biggest aha moment?
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Mr. and Mrs. Wright
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WHEN TO USE THIS GAME

As a fun way to start a meeting, to get everyone laughing, or to highlight the impor-
tance of active listening

OBJECTIVES

* To have fun and share some laughs with the team

* To illustrate the importance of active listening

Group Size
Any

Materials
One index card per person, pens or pencils
Time

10 minutes

>
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Setting the Context

A 1984 study by researchers from the University of Texas at Austin found that in a
typical conversation, most people remember only around 10 percent of what was actu-
ally said.2 Fortunately, listening is a skill that can be improved with practice. Active
listening is a useful communication technique where you consciously focus all your at-
tention on the words and message of your partner. With practice, active listening can
help us all become better communicators.
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This quick energizer game challenges everyone to listen with focus and attention.

Preparation

None

Procedure

Have everyone stand or sit in a circle. Give each person an index card and pen. Tell
them to write their name on their index card. Tell the team: “I am going to read a
story out loud to you. Whenever you hear ‘right,” please pass your card to the person
on your right. Whenever you hear ‘left,” please pass the card to the person on your left.
Listen carefully, because you will be passing the cards back and forth a lot! I promise I
won’t go too fast. Here we go.

This is a story about the WRIGHT family: Mr. and Mrs. WRIGHT, and their children
Jimmy and Jennie WRIGHT.

One day the WRIGHT family decided to have a picnic at the park. There are only a
few days LEFT of summer vacation,’ said Mrs. WRIGHT, ‘and it’s a beautiful day to be
outside!” The kids loved this idea because there was a big softball game at the park that day.

What can we pack for lunch?” wondered Mr. WRIGHT. ‘Well,” replied Mys.
WRIGHT, ‘we have plenty of LEFTovers in the refrigerator. There’s even some apple pie
LEFT from the big bake salel’

Sounds good!” said Mr. WRIGHT. Apple pie is my favorite!”

They piled into the car and headed for the park. They had just LEFT when Jimmy
cried, ‘Uh-oh! I LEFT my softball glove back at home! Can we go back and get it?’

So Mr. WRIGHT got into the LEFT turn lane. He turned LEFT on Main Street and
headed home. Unfortunately, the RIGHT