
Four by Four 

Games To Train By 
Games can serve several purposes in 
a workshop or training situation. They 
can be used as session icebreakers to 
capture and hold a group's attention, to 
warm up or loosen up a rigid audience, 
or to create expectations about what is 
to come. Games that require verbal, 
physical, or intellectual responses can 
help involve trainees in learning. 
Games can help illustrate a point, 
clarify content, or enliven an other-
wise dry or dull presentation. Games 
can also be good devices for sum-
marizing or wrapping up a session and 
inspiring action. 

For all the benefits of games, they 
also have some pitfalls. Inexperienced 
or unprepared trainers may end up 
wasting trainees' time, diverting atten-
tion from the real purpose of the ses-
sion, turning off trainee interest, or 
confusing or frustrating the group. In 
this month's "Four by Four," trainers 
give their advice and some of their 
favorites games and icebreakers. 

"Going to a training course is 
a social event. It's a time to 
meet other people, to be away 
from the normal routine, to 
be stimulated, to be exposed 
to new ideas. " 

Peter Renner is a partner with Train-
ing Associates Ltd., Box 58246, Sta-
tion L, Vancouver, British Columbia 
V6P 6E3. He is the author of The In-
structor's Survival Kit and The Quick 
Instructional Planner. 

Look at how a group develops—the 
process people go through from being 
complete strangers to becoming part 
of something that's more cohesive. 
Along the way, there are certain 
interventions—call them games, call 
them icebreakers—certain group ac-
tivities that a trainer can use to achieve 
a specific purpose. 

People officially attend seminars to 
learn a set of skills or to gather infor-
mation or to do attitude development. 
They come either because they want 
to be there or because somebody sent 
them. But they also come because go-
ing to a training course is a social event. 
It's a time to meet other people, to be 
away from the normal routine, to be 
stimulated, to be exposed to new ideas. 
There's something to this notion of be-
ing stimulated socially, emotionally, 
and intellectually. 

One book I've turned to a lot in set-
ting up my courses is Developing Effec-
tive Classroom Groups by Jean 
Stanford, which is really aimed at high-
school teachers. Stanford says that 
along the learning path, a group goes 

Icebreakers have nothing 

to do with course 

content, but they're 

essential if you 

want people to 

work together 

through certain phases or stages and 
that certain activities that fit into the 
course content can help move the 
group through each stage. I've in-
cluded four of the eight stages here. 

Renner's recommendations 

IThe first phase any group en-
. counters is the orientation 

phase, where people first come into 
the group. At this stage, they're just 
strangers. They may have met each 
other before—they may work together 
or have taken another course toget-
her—but at this stage they're still 
relative strangers. They all have their 
own agendas and essentially keep 
to themselves. 

The obvious icebreakers here are 
activities like name tags and intro-
ducing ourselves, finding out who our 

neighbors are and introducing them, 
interviewing somebody and then in-
troducing him or her, doing the "I 
am. . ."exercise—any of various activ-
ities in which people declare them-
selves or find out about each other. 
Icebreakers have nothing to do with 
course content, but they're essential if 
you want people to work together. 

2 The second stage, concurrent 
. with dealing with content, deals 

with the notion of who is in charge. 
As the trainer I can contribute by 
doing exercises that will help the 
group gently shift from trainer-
centered learning to group-centered 
learning. 

For instance, one small-group exer-
cise in my book The Instructor's Sur-
vival Kit is called the Circle of 
Knowledge. First, I clearly state an issue 
or problem or question, usually some-
thing controversial or something that 
makes people think. Then I go around 
the room and ask people what the 
answer is or what they know about the 
issue. For instance, in a conflict-resolu-
tion workshop for a group of supervi-
sors, I might say, "Why do people get 
into conflict?" or "Some managers say 
conflict is good for an organization. 
Why is that so?" We're not allowed to 
comment on each other's contribu-
tions; we just state in 10 or 15 seconds 
what we know about the issue. 

Several things happen. We quickly 
get a composite picture of what this 
group of learners knows about the 
issue. It also says something on a subtle 
level about who has the power. All of 
a sudden the whole group has power. 
We all know something about the 
issue, and as long as we pull together, 
we probably can come up with some 
good answers, even if we have to refine 
them a bit. I like to record this informa-
tion on a flip chart. 

Also, when it seems to be a negative 
issue, if I can turn the question around, 
people will start thinking, "Hey, there's 
something good about conflict." The 
Circle of Knowledge is not only a 
quick way to get information out, but 
a teaching tool as well. And people 
think, "Gee, I have something to con-
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3. 

tribute, and that guy over there has 
something to contribute." The good 
thing is that the trainer never loses con-
trol. I'm still there, but I've temporar-
ily shifted the spotlight over to the 
group. Then I can take it back and say, 
"OK, let me see what we can do with 
what you've just said." Then I start to 
massage the information and edit it 
and build on it. 

One concern of new trainers is that 
when you do any of these icebreakers, 
you give up control. That seems to be 
a big deal because trainers like to be 
on center stage. Control is important 
to me because I'm getting paid to be 
in charge. But I can share that control, 
and not just for the sake of it. I don't 
do games just so people can feel like 
they have control, but they do move 
us toward the goal—the content—of 
the course. 

Before I can shift the attention 
away from me as the trainer and 

to the group, I have to be sure people 
know how to respond to each other. 

In every group there are a few peo-
ple who are experienced; they listen 
well to each other and take their turns 
and truly contribute. But others may 
be unfamiliar with suddenly being 
given air time in class, and they may 
not use the time as well. I end up hav-
ing to shut people off or keep them on 
track. I think it's my job as a trainer to 
spell out as quietly as I can some guide-
lines on how contributions can benefit 
the whole group. 

In this third phase, I help people 
learn to respond to each other by con-
tinuing to shift from a trainer-trainee 
interaction to a trainee-trainee interac-
tion. That can be kind of tricky, espe-
cially for the novice trainer. I don't 
want to lose the group; I don't want it 
to become a free-for-all. I'd rather get 
it all back and do all the talking myself. 
But if I believe that students or trainees 
have something to offer, then I need to 
help them learn to do that. 

My own behavior as a trainer can 
help the process. I can make sure the 
seating arrangement is conducive to 
people being able to see and hear each 
other. 

Another thing I can do is encour-
age participation and keep everyone 
on their toes. I might say, "Susan, 
that's a good question. Jim, how 
would you respond to that?" Then, if 
Jim says, "Well, I don't know," I would 
either restate the question for him, or I 
could say, "Susan, would you restate 
your question to Jim?" I'm doing two 
things here: one, I'm getting the ques-
tion answered, but I'm also getting Jim 
to pay attention and to value what 
Susan's question is about. Rather than 
letting people sit back and think, "This 
is nice, I don't have to do anything 
until my turn comes," it shifts respon-
sibility to the whole class. The level 
of participation goes up and up be-
cause people are involved; they take 

Such activities can 

become mere games, 

with people saying, 'This 

is silly. Why should 

I be doing this?" 

responsibility for each others' ques-
tions and answers. 

I may have to prepare the group with 
some games or activities or active lis-
tening exercises, in which people 
spend time one-on-one, listening to 
each other and restating "Here's what 
I heard you say," using such techniques 
as paraphrasing and perception check-
ing. You can get some games going 
where people cannot answer ques-
tions unless they first restate them. 

In one technique, which I think 
comes from the Quakers, there has to 
be silence for 10, 20, or 30 seconds 
after someone has spoken. This helps 
you avoid that heated exchange where 
people barely let someone finish 
before they shoot off. They're not 
really listening but are responding to 
the first three or four words or sen-
tences of the other person's statement; 
they've already shut down because 

they're just waiting to respond. But 
here you force people to slow down by 
saying, "Before you answer, count to 
10, and then reply." 

In another activity, you have people 
sitting around and you bunch up a 
piece of paper into a ball and say, 
"Only the person holding the ball can 
respond. If you want to respond to 
what Fred has just said, you signal him 
to toss you the ball, and then you can 
be the speaker." That focuses the 
group's undivided attention on the 
speaker. You don't have to fend off 
anybody who's quicker with words or 
more eloquent; you have the group's 
attention. You also have the responsi-
bility to use that time. You can't just 
burble on. You are now telling some-
thing to the group, and with it comes 
both a privilege and a responsibility 

Such activities can become mere 
games, with people saying, "This is 
silly. Why should I be doing this?" 
Therefore, I, as the trainer, have to set 
the scene: "The reason we're doing this 
is to review some of the techniques I'd 
like to use when we're working to-
gether later on." 

4 If I am being effective, the group 
. will naturally move into the next 

stage, which is cooperation. People 
will begin working together and help-
ing each other, rather than looking for 
me to do everything. People will share 
information and will collaborate rather 
than compete. 

In one of my night-school courses I 
invite people to clip and bring in items 
of interest from the newspaper. Or if 
they are doing an outside activity that's 
related to the course, I ask them to 
bring in information about that. In 
elementary school we called it Show 
'n' Tell. It's still basically the same, but 
some people call it Unfinished Busi-
ness, some call it How It All Fits Into 
Your Real Life. People report—"I talk-
ed to my boss, and he said. . Or, "I 
read this in a trade magazine, and I 
think it would interest everyone." 

Initially, a person will bring in an 
article and give it to me. After a while 
he or she will bring in 15 copies of it 
and hand them out to the group. What 
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happens is that people start taking on 
roles that are traditionally the trainer's. 

I like a cooperative activity called 
Broken Squares, which appeared in the 
University Associates annual series. 
The trainer takes a series of square 
pieces of cardboard and cuts them up 
into puzzle pieces. People get into 
small groups and each gets a piece of 
the puzzle on the table in front of him 
or her. You have to help each other 
complete your squares, but you can 
only do that if other people give you 
their pieces. There are no losers; you 
can win only if you help others. It 
forces people to cooperate so that they 
can win together. 

Another quick activity is called 
Spend a Penny. It can be run concur-
rently with any agenda or content. It 
gives me as the trainer a way to regulate 
dialogue within the group. 

It's only natural that when given the 
chance, certain people will do most of 
the talking and certain people will be 
quiet. It's just the way things are. My 
goal is to encourage the people who 
are quiet without shutting down the 
talkers, because they're my collabo-
rators. So, I give everybody three pen-
nies or three tokens, and I say, "In the 
next half an hour, you've got three pen-
nies to spend, three opportunities to 
make a contribution. And when you've 
made them, when you've spent your 
three pennies, that's it." 

Some people will spend their pen-
nies right away; others will judiciously 
keep them and say, "I'd better keep 
these until I want to make a gem 
contribution later on." And the peo-
ple who are normally quiet will feel 
obliged to spend them by asking 
a question or making some shy 
contribution. 

Suddenly, the people who do a lot 
of the talking realize how much time 
they spend talking, and now they have 
to be quiet. The normally quiet people 
are saying, "Gee, I'm the only one 
with pennies left; I'd better do some 
work here." 

This is usually quite playful and peo-
ple get into it quickly. After a while the 
exercise becomes symbolic and I don't 

have to do it anymore. People say, "Oh, 
I think I've spent all my pennies; I'll 
shut up for a while." And I can say to 
the others, "If anybody has some 
money to spend, please do so now." 
Spend a Penny takes little preparation 
and no real skill, but it does show that 
everyone in the class has equal weight, 
equal opportunities, and equal respon-
sibilities. It's a good classroom manage-
ment tool. 

I "Adults want to know how 
much you care before they 
care how much you know" 

Wolf J. Rinke is president of Wolf 
Rinke Associates, a training and man-
agement development company, 4412 
Cherry Valley Drive, Rockville, MD 
20853. 

When I speak professionally with 
people, I basically adhere to four 
premises that are related to the use of 
icebreakers: the learning experience 
should be personal, it should be fun, 
people should use both the right and 
left sides of their brain, and when you 
find something that works, you should 
stick with it. 

So, how do these premises translate 
to the use of brainteasers? 

Rinke's recommendations 

IMake the learning personal. 
• Adults want to know how much 

you care before they care how much 
you know. 

Before my presentation, I try to meet 
people as they come in the door or as 
they're sitting down. I say hello, in-
troduce myself, and ask them to talk a 
little about themselves. It's informal, 
jovial, and upbeat. It's just to connect 
with some of the people, just to let 
them know that I'm a human being 
and not some god on a pedestal. 

An exercise that has worked very 
well for me with smaller groups is to 
pair people up and ask them to inter-
view one another on the basic stuff— 

name, background, etc. In addition to 
that, I ask them to share with the other 
party something special or personal 
that will help the other person re-
member them, like a story or "What 
makes me a unique person?" 

To help people remember first 
names more rapidly, because that's one 
of my handicaps, I tell them to make up 
a word association or a rhyme for the 
first name. Associations can be very 
useful. Then team members introduce 
one another; you don't introduce 
yourself. That ensures you get to know 
at least one other person quite well. 

2 Make learning fun. The second 
• premise I'm driven by is that 

learning should be fun. I generally 
strive for roughly 60 percent of 

To help people remember 

first names more rapidly, 

I tell them to make up 

a word association 

or a rhyme 

whatever I deliver to be educational 
and 40 percent to be entertainment. 

I like to use humor for an opening. 
Obviously, that's not unique, but 
humor serves several purposes. One, it 
serves as an icebreaker, and two, it pro-
vides me with another opportunity to 
let people know I'm not some super 
human, that I'm just like they are. 

One joke I use is about how I once 
had an opportunity to talk to my 
daughter's fifth-grade class on one of 
my favorite topics—"Winning Stra-
tegies to Maximize Your Potential." 
After my presentation, the teacher had 
all the students line up and shake 
my hand and thank me. Nicole, my 
daughter, was standing by my side with 
a big smile on her face because every-
one was saying all these nice things. 

After all the little people had come 
through, I noticed one of them, Janet, 
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standing on the side, and I said, "Janet, 
how'd you like my presentation?" And 
she said, "It was boring." Of course my 
response was "Oh, darn." Then Nicole 
started pulling on my sleeve, saying, 
"Dad, Dad, don't pay any attention to 
Janet, She just repeats what everyone 
else says." And then everyone laughs 
and I have a couple of follow-up lines. 

I always follow up my stories with a 
popular exercise called the Four-
Shapes Exercise. This is probably one 
of my most powerful warm-up stra-
tegies, first because it uses humor, but 
also because it leads to something 
more purposeful. 

On an overhead or a slide, I have a 
square, a triangle, a Z, and a circle. I ask 
people to pick the shape that best 
represents them. I say, "Let me see a 
show of hands of how many people 
perceive themselves as squares." Well, 
there's hardly ever any hands, so the 
follow-up line is "Oh, that's really a 
shame because research has shown 
that squares are very intelligent peo-
ple." I do the same for the triangle and 
the Z shapes. Triangles have well-devel-
oped leadership skills, Z-ers are sensi-
tive—you can make these up, whatever 
you want. 

Most people pick the circle, and 
that's when I tell them, "Well did you 
know that people who are circles are 
obsessed with sex and booze?" The 
result is rip-roaring laughter in the au-
dience, and that becomes my lead-in to 
say, "Now, I really would like to get to 
know you. . and more laughter. 

3 Require brainwork. The third 
• underlying premise I adhere to 

is that ideally I'd like to have the 
learners engage both the left and 
the right sides of the brain to max-
imize learning. 

After we've all gotten to know each 
other a bit, I go over the presentation 
overview. Of course, I have a set of ob-
jectives for the training, but before I 
show mine to the trainees, I ask them, 
"What do you want to get out of this 
learning experience?" 

To do this I hand out an Ideas Page. 
Sometimes it's just a blank sheet; 

FOR TEN YEARS, WE'VE PROVEN 
COMPANIES CAN ACCOMPLISH 

ANYTHING, GIVEN THE RIGHT TOOLS. 
.. 

Building a better, 
more secure 
future for your 
company isn't 
nearly as difficult 
as it sounds. All 
you need are the 
right tools. 
Over the past 

decade, Blanchard 
Training and 
Development has 
helped thousands 
of successful organizations 
become even more successful. 

By teaching them proven, 
more effective ways to meet 
their goals. 

MAXIMIZE YOUR 
COMPANY'S POTENTIAL 

At Blanchard Training, we 
teach people the best ways to 
create an environment that 
enhances your organization's 
productivity, promotes higher 
levels of integrity, and improves 
customer sa tisfaction . 

We accomplish this three ways. 
By ongoing consultation. By offer-
ing results-oriented seminars. And 
by helping companies develop 
their own corporate training 
programs. 

A WEALTH OF RESOURCES 
FOR ALL YOUR NEEDS 

In addition, Blanchard Train-
ing offers a spectrum of insight-
ful, in-depth training materials 
that cover a vast range of key 
areas. 

Leadership development. 
Productivity improvement. 

mmm 

Ken Blanchard, 
co-author 
of The One 
Minute 
Manager 
and creator 
of Situational 
Leadership II. 

Management skills. Ethics and 
Values. Performance manage-
ment. And Customer Service. 
What's more, these skills will 

pay long-term dividends. No 
matter how your company's 
objectives change in the future. 

If you'd like to learn more 
about the dramatic difference 
Blanchard Training can make, 
call us at 1-800-821-5332 or 
619-489-5005. In Canada, call 
800-665-5023 (in Manitoba, call 
204-477-4294). 
And discover the right tools to 

make your company the very 
best it can be. 

bid 
Blanchard Training and 

Development, Inc. 

125 State Place 
Escondido, 
619-489-505 *•' " 4 S S . 
1-800-8"' " " " " 

Y E A R S 
Of LXCtLU.NCt: 
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LaGuardia's newest first-class 
experience is not an airline. 

Introducing the Holiday Inn 
Crowne Plaza-LaGuardia. 

It's the first new hotel at New York's 
LaGuardia Airport in eight years! And with 
its impressive accommodations, services 
and facilities, the Holiday Inn Crowne Plaza 
truly is a first class experience. 

The hotel's 358 guest rooms include 161 
Business Traveler rooms with refrigerators, 
queen-size beds and two phones. The Con-
cierge Floor features an honor bar, compli-
mentary breakfast and hors d'oeuvres. For 
fine dining, there's the Pavilion Restaurant. 
And Embers Lounge offers live entertain-
ment nightly. 

A fully-equipped health club with indoor 
pool and 24-hour courtesy transportation to 
the airport add to the comfort and conven-

ience of our guests. 
Meeting capabilities include a fully-

equipped conference facility for up to 1200, 
and a unique, multi-tiered theater that seats 
100. 

Experience LaGuardia's newest first-
class arrival—The Holiday Inn Crowne Plaza. 
For reservations call I-8OO-HOLIDAY. 

£2? -̂ cr&ucW} ^yvyv. 
CROWNE PLAZA® 

U G u a r d i a Airpor t 

104-04 Di tmars Blvd., E. Elmhurs t , NY 11369 

718-457-6300 

Stay with someone you know.1" 

Circle No. 151 on Reader Service Card 

Supervisory Skills Training 
On Interactive Videodisc 

Only $ 95 (10 day trial offer) 

Try-out "Progressive Discipline: You Be The Judge" for only $95. Give 
your supervisors a thorough understanding of the process of Progres-
sive Discipline - a critical supervisory skill. 

Avoid Legal Entanglements and 
Correct Undesirable Behavior 

Your Supervisors will 
practice making decisions 
in dramatized situations. 
They get feedback after 
their decisions. If it's a bad 
decision, they immediately 
see the consequences. 

Purchase this course for $995 until 
2728/90 (normally $1,495) 

Run* on Sony VIEW, IBM InfoWindows, VAL Cards, and VDS Cards. 
Supports touch screen, mouse, and keyboard interlaces. 

Call: 800-258-ETDS 
• ' / " 17440 Dallas Parkway, Suite 120 
f f / A Dallas, Texas 75287 

ETDS l n T e x a s 'C*" ( 2 1 4 ) 3 8 0 - 1 8 8 8 

sometimes I have a perception on it— 
such as the woman who can be per-
ceived as the old lady with the crinkly 
face or the young lady with the feather 
boa. The purpose is for them to take 
notes on the Ideas Page and to write 
down their ideas. I ask them to each 
write down at least one major question 
that they'd like to have answered. I tell 
them to put a box around their most 
important concern. 

Once they know what we're going 
to accomplish—the basic objectives 
and the roadmap—I do a brainteaser, 
Brainteasers are pretty much my trade-
mark. I've compiled a huge file of 
teasers, humor breaks, and mental-
stretch breaks, many of which I cover 
in my book. 

One mental-stretch break involves a 
page with three to 16 boxes on it. Each 
box has some sort of word, phrase, 
or picture, which trainees have to 
translate into something that is mean-
ingful and recognizable. For instance, 
what do the words "thought" and 
"thought," stacked on top of each 
other represent? "Second thoughts." 
The word "head" followed by lines 
that look sort of like a musical score 
means "headlines." "Show" written 
down the side of the page is, of course, 
"sideshow," and so forth. 

While I'm giving the instructions on 
how to do the brainteasers, I explain 
the purpose, which is to engage the 
right side of the brain. And here I go 
through very quickly what I mean by 
left-brain and right-brain thinking. 

Solving the brainteasers is very 
creative, and I try to bring out people's 
creative sides—their right-brain sides. 
I believe that we create our own en-
vironments, and I've seen the most 
stuffy people get so into exercises like 
this that pretty soon they're literally 
jumping out of their chairs. 

Once they understand how to max-
imize their creative potential, I give 
them a time limit and they begin trans-
lating the brainteaser words or figures. 

Afterward, we go through the 
brainteasers and the trainees score 
themselves. 
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4 Stick with what works. One 
• thing I have found in speaking 

professionally with large audiences is 
that you experiment with different 
things and then when something 
works really well, that's what you 
should stick with. For me, humor 
usually works. 

My other recommendation is to give 
credit where credit is due. I've used 
two excellent sources here that I pro-
bably ought to mention. One is Games 
Trainers Play, the other is More 
Games Trainers Play (see below). 

"Learning is not a spectator 
sport" 

gogy." During some of our train-the-
trainer workshops, however, tea-
chers—even elementary-school tea-
chers—come up and say, "Hey, I think 
it's great that you want the kids to get 
more involved, as opposed to sitting 
and listening to the teacher." So 
perhaps the differences are less than 
we thought. 

People learn things when they do 
them or hear them over and over. It 
gets boring, of course, for a trainer to 
verbalize the same thing over and over, 
but you can use games to sneak the 
repetitions in from different directions 
and different angles. 

The law of association is a classic 
form of learning, and games are one 
way to use it. After taking a week-long 

their faces. They've got to do their 
homework. 
• Be brief. A lot of trainers spend 
far too much time on games. Gaming 
really becomes the tail that wags the 
dog. Games are excellent vehicles 
for reinforcing learning concepts or 
techniques, but they can't be the main 
thing. 
• Have a purpose. You've heard the 
saying in training "You can't get lost if 
you don't know where you're going." 
Well, if a person's going to use a game 
just because it's fun to do, people are 
going to see right through it. You have 
to have some objective or purpose in 
mind as to what that game is supposed 
to do, prove, or reinforce. 
• Involve people. Learning is not a 
spectator sport, and one thing we 
know about the basic laws of adult 
learning is that retention is best with 
some kind of involvement on the part 
of participants. 
• Have fun. Training, of course, is 
serious business, and people should 
take training seriously. But they don't 
have to take themselves all that seri-
ously. If you can't have fun doing what 
you're doing, then you ought to be in 
a different business. 
• Don't be gimmicky. A lot of trainers 
get carried away, but "cutesy" in the 
training field is a real turn-off. Gim-
micks can be far more destructive than 
instructive. 
• Don't steal training games without 
giving credit to the sources. This is im-
perative. Some games have been 
around for so long that many have 
become like generic property. One 
time we got a nasty letter from a 
publisher, claiming that three of the 
games we used in our book were used 
by some of its authors. The authors 
were upset, saying we didn't do our 
homework. In all three cases, our 
sources predated the supposed initial 
resources. So, we wrote them a letter, 
which they never acknowledged. Now 
look who's not doing their homework. 
• Don't have hardening of the 
categories. You've got to be flexible to 
be creative. Don't get in a rut by doing 27 

John Newstrom is a professor of 
human resource management, Uni-
versity of Minnesota, 10 University 
Drive, Duluth, MN 55812. Edward 
Scannell is director of university con-
ferences, Arizona State University, 
Tempe, AZ 85287-3306. They are co-
authors of Games Trainers Play and 
More Games Trainers Play. 

Gaming plays heavily in the whole 
field of experiential learning in terms 
of creating an atmosphere that is con-
ducive to learning. Games are used for 
more than just fun. They actually can, 
do, and will contribute toward trainee 
learning. Games have a useful and im-
portant purpose at the start of a train-
ing program as climate setters or as ice-
breaking activities. Right away, people 
can see that this is going to be a fun 
exercise, a nice day, a nice hour. Games 
also have an important part to play in 
the overall training process. But they 
are only a part of the process. They 
cannot become the dominant activity, 
and trainers must be careful not to 
misuse them. 

Games verify some of the classical 
learning principles we know about 
how adults learn, which Malcolm 
Knowles has termed "andragogy," ver-
sus how kids learn, which is "peda-

SoJvsng the brainteasers 

is very creative, and 

I try to bring out people's 

creative sides—their 

right-brain sides 

seminar, a participant, only half in fun, 
summarized the week not from a con-
tent perspective but from a game per-
spective, listing all the punch lines and 
exercises. At first we were dismayed, 
thinking that was all she had acquired 
during the week. Then we realized it 
was the "hook" or the "cue" that she 
would retain. From there we hoped 
she would go back to the concept or 
the piece of knowledge we were try-
ing to get across. 

We have some tips concerning gam-
ing, which we would recommend 
to trainers. 
• Be prepared. We often say that the 
three most important parts of any 
presentation or training program are 
preparation, preparation, and prepara-
tion. Unless trainers have a good han-
dle on the why, where, what, and how 
of using a game, it's going to fall flat in 
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the same thing all the time. Emerson 
once said that the ability to create is the 
ability to adapt. So, don't be afraid to 
do something different, to try new 
adaptations or revisions. Don't be so 
rigid and tight that you can't change. 
Otherwise, you get too methodical and 
forget that games can be fun. 

Newstrom and Scannell's 
recommendations 

Here are some sample icebreakers 
we have used to open a training 
session. 

1 Expectations. This is one we 
• have used probably 50 times in 

half-day or full-day training sessions. As 
the name implies, after we start the in-
troduction and go through the over-
view of that day's topic, we say, "OK, 
now you know what our objectives 
are. But to make sure your time today 
is well invested and productive for you, 
we need to know what you want to get 
out of today's session. What is it that 
you really need to know that will make 
this day more productive and effective 
for you?" 

Then we give them each a sheet of 
paper titled simply, Expectations. We 
get them in groups of two or three, be-
cause typically people won't say by 
themselves what they want to learn. 
But in the security of a small group, 
they will. We give them four or five 
minutes and ask each group to jot 
down two or three things it would like 
to cover by the end of the day. Then 
we plan to cover them if we can. Some-
times we have to say we don't have 
time, that it's not part of the program. 
Other times we find ourselves switch-
ing time allocations and at least giv-
ing air time to the things they want 
to cover. 

2 The Stand-Up Person. Another 
• technique we use quite a bit 

came from Joel Weldon in Scottsdale, 
Arizona. In this one, at the start of the 
program, we recognize that while we'll 
have set breaks, we know that the 
average person's attention span is not 
going to last for, say, two hours. So, in 

28 kind of a fun way, we have someone in 

the group identify him- or herself as 
having the shortest span of attention. 
That person becomes our "stand-up 
person." In front of the whole group, 
we say to that person, "If at anytime 
during the course of the day you feel 
so inclined, just stand up." We agree to 
quit talking and to have everyone take 
a quick one-minute stand-up break at 
that time. It works pretty well. 

3 Introductions. A get-acquainted 
• exercise we use a lot is Mutual 

Introductions. We first have the par-
ticipants stand up and introduce 
themselves. Then the group pairs off; 
if there are 20 people in the class or 
program, they count one through 10, 
one through 10. Then each person 
finds his or her counterpart and takes 
three minutes to interview the other 
person. When they come back, instead 
of introducing themselves, they in-
troduce their partners. 

Another game is Circle Introduc-
tions, in which everyone sits in a cir-
cle and has to say his or her own name, 
as well as the names of everyone who 
has gone before. "My name is John, 
and this is Sheritta, and that is Mary, 
etc." The repetition is a good way to get 
to know everyone's name. 

4 Bingo. This is a fun game we've 
• used with ASTD and other or-

ganizations. It involves taking a regular 
bingo card, but instead of having B-l 
or G-15, each blank has information 
about a person, such as "Has attended 
every ASTD National Conference since 
1978," "Serves on his local Red Cross 
chapter," "Drives a red sports car," or 
"Plays the piano." Each person has to 
go around the room and find someone 
who matches that particular criteria. 
Some of the boxes are specific; some, 
of course, have to be generic. We've 
used it for executive board meetings, 
as well as when we've walked in cold 
knowing essentially nothing about a 
group. You often can get data sheets in 
advance or just pull two or three words 
out of someone's bio for the clues. It's 
a great mixer. 

The nice thing about these exercises 
is that they don't cost anything and 

don't take a lot of time to prepare. You 
shouldn't be spending more than 10 
or 15 minutes on the climate-setting 
games. Anything more is taking away 
from the content. All a trainer should 
do is set the stage, establish a comfort 
zone, and put people at ease with the 
program—let them know a bit about 
what's going to happen. These games 
are especially fun when they involve 
people who work together who think 
they know each other. There are 
always surprises. 

I "Games that are indulgers 
tend to the emotions, whereas 
inducers tend to the intellect. 
Indulgers allow rest for the 
part of the brain that is 
vigorously engaged in 
thinking and making 
decisions, whereas inducers 
engage the brain gradually 
through experience and 
emotion" 

Edie Greene and Howard Cross are 
senior partners in The Corporate Con-
sulting Group, Box 453, Altamont, NY 
12009-

When we think of activities, ice-
breakers, or games, we don't necessar-
ily think of them as something you do 
at the beginning of a certain type of a 
workshop. We think of them as some-
thing that should occur all the time, in 
every kind of environment a trainer 
may encounter, even during develop-
ment stages. We see games and activi-
ties as a part of life, not just as a par-
ticular part of an agenda. 

There are two distinct uses for 
games in a workshop or training pro-
gram. The first is to offer participants 
a chance to stretch, to think of some-
thing different, to chuckle, and bas-
ically to let go of stress. We call those 
"indulgers." The second is to invite 
thought about the objectives of the 
program. We call those "inducers." 
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Both of them have merit; both of them 
stimulate learning. And some activities 
actually do both—indulge and induce 
people. Indulgers tend to the emo-
tions, whereas inducers tend to the in-
tellect through kinesthetic activity and 
emotion. Indulgers allow rest for the 
part of the brain that is vigorously en-
gaged in thinking and making deci-
sions, whereas inducers engage the 
brain gradually through experience 
and emotion. 

There are specific times when it 
makes sense to use the two different 
kinds of activity. We suggest you use in-
dulgers at the beginning of sessions; 
after lunch; after a tense or a lengthy 
time of information, conclusion, or 
breaking; or when you want to divide 
the class into groups. 

Inducers are most useful when you 
want participants to have an 'Ah-ha!" 
experience; when you want them to 
come to their own conclusions, know-
ing that those may be different for each 
person; when you want to develop a 
team; when you want participants 
to be engaged because the preceding 
part of the program was unengag-
ing; or when you want to summarize 
the content. 

We can't say enough about the ben-
efits to using both types of activities. 
On top of those we've mentioned, an 
added benefit is that it all benefits the 
trainer as well. Isn't that great? We 
believe the participants deserve to en-
joy learning, but that the trainer 
deserves to enjoy the experience, too. 

Greene and Cross's 
recommendations 

IWe use an "affiliating," or net-
• working, activity called the 

Psychic Shake. It's not our own; we got 
it from a book called New Games. 
It can be played with a small or 
large group. 

We give people numbers as they 
walk in. Then we tell them they're go-
ing to spend some time getting to 
know the other people, but that they 
have to do it without talking. To find 
their group, they have to walk up to as 

many people as they can and shake 
each person's hand the number of 
shakes they've been assigned. In other 
words, if you were given the number 
three you would shake someone's 
hand three times up and down. When 
you're done shaking, the other person 
may keep shaking because his or her 
number was seven. When someone 
else also shakes three times, then the 
two of you hook up and start shaking 
with other people and looking for 
other group members who have the 
number three. 

The result of this game is first that 
people are smiling, so they're begin-
ning to enjoy themselves and to relax 
and let go of stress. Second, they're 

The result of this game 

is that people are smiling, 

so they're beginning 

to enjoy themselves 

and to relax and let 

go of stress 

beginning to know each other, but it's 
not in a threatening way. Often if you 
say to people, "Turn to the person next 
to you and find out what you can 
about him or her," there's a power play, 
or some people start feeling uncomfor-
table because they're uncomfortable in 
any social situation. But having things 
clearly structured and having everyone 
do the same thing without talking gives 
people absolute license to just relax 
and shake. They're smiling with each 
other, and it's that first connection that 
puts people at ease. At the end, people 
are in groups, ready to do your next 
activity. 

We like to use music with our 
games—particular music that matches 
whatever activity is going on at the 
time. Not all trainers do that, but we 

feel that lively music helps people get 
into the activity. 

2 Next, we start focusing on creat-
• ing a sense of achievement for 

the individuals and for the groups. 
That usually involves a light group 
activity that has them doing some-
thing with little risk of anyone failing. 
From there, we move into a large-
group activity that brings the entire 
room together. 

The Paramecium is one of our favo-
rite communal activities because it also 
focuses on the team as well as the large 
group. It can be done with a lot of 
variations. We begin by giving the peo-
ple, who are in their groups, a basic 
refresher in high-school biology. Re-
member having to identify the four 
basic parts of the paramecium—the 
nucleus, the protoplasm, the cell wall, 
and the cilia? The task here is for each 
group to create a paramecium, with 
one person being the nucleus and 
several people being the protoplasm. 
Outside of that, with arms interlocked, 
and facing outward, are the people 
who make up the cell wall. They all 
have their hands and fingers out— 
these are the cilia. 

The idea is that the nucleus is the 
brain, so the person who's the nucleus 
needs to figure out how the Parame-
cium will move The mission is to meet 
every other paramecium in the room. 
To do that, the group needs to move 
around the room, and when it bumps 
against another paramecium, the two 
shake hands, except that they don't 
have hands, of course, they have cilia, 
so they shake cilia. It's very difficult for 
even the most pessimistic human be-
ings not to smile and laugh and find 
that they're having a wonderful time. 

When we want to make the game a 
little more complicated, in case anyone 
wants to be particularly challenged, we 
introduce something called "regen-
eration." Several times during the ac-
tivity, we explain that paramecia 
regenerate every so often—they break 
off, they double. All we ask them to do 
here is to regenerate internally. So they 
regenerate—the protoplasm becomes 29 
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the cell wall and the cell wall becomes 
the protoplasm—and then go on to 
meet other paramecia. 

Once all the paramecia have met 
each other, they all move back to their 
original spots. What has happened is 
that the entire group has had a chance 
to interact while people are still work-
ing within their small groups. This 
activity effectively bridges the gap be-
tween small groups and large groups. 
A lot of wonderful things can happen 
from it. 

3 One game we recently did for a 
• keynote address dealt with the 

impact of change. Our focus was on 
experiencing and validating the dif-
ficulty of change and then putting the 
entire group through some quick ac-
tivities that created "Ah-ha!" ex-
periences for them. 

We hand out pieces of paper with 
frames around the edges. We invite 
participants to draw a person seated in 
a chair. That immediately elicits a lot 
of reactions. Some people are very 
excited because they can't wait to draw, 
but most people say, "Oh no, I can't 
draw. I never could." But we validate 
their feelings by recognizing them and 
saying that we aren't asking them to 
be artists. 

Then they begin drawing. Some 
people draw on a little corner of the 
paper, others fill the page, and some 
people's drawings end up looking like 
they held the pencil with their feet. 
When they're finished, we push them 
first to react to their own pictures and 
then to have other people react to 
them. Right in front of us, judging is 
going on at many different levels. We 
use people's reactions to the pictures 
as a springboard to describe how in-
stant judging happens elsewhere. It's a 
very simple but vivid illustration of 
how we all carry a lot of different types 
of judgments. 

One of the reason it works is that the 
whole thing is done with a lot of 
humor. We make it fun. We do this ac-
tivity after they've already built up 
some trust within their groups. And we 
walk them through, saying things like 

"Do you trust this other person's judg-
ment? Do you care what others say?" 
We tell them they absolutely have to be 
honest. We tell them to think of words 
that may be very original that the peo-
ple have never heard used to describe 
anything they've done. 

Part of what comes out is that judg-
ments must be based on some criteria. 
For people to prejudge—and here 
they've already judged not only their 
own drawing but other people's—they 
must have based their prejudgments 
on a previous image of what the draw-
ing should look like. What if we create 
criteria that have nothing to do with 

This activity 

effectively bridges 

the gap between small 

groups and large groups. 

A lot of wonderful 

things can happen 

from it 

the way this thing looks? Maybe we 
base judgments on the use of the 
weight of the pencil line, or the ability 
to create a stick figure that looks like it's 
part of a chair. Whatever those criteria 
are, if we had set them up ahead of 
time, we would not be making the 
same judgments. 

In a change process in business, we 
all still have the same attitudes and 
skills (while we're also learning new 
skills), but the criteria have changed. 
Yet we still judge the change based on 
the old criteria and often react nega-
tively to it. We use the game to illustrate 
that we must first recognize the true 
criteria and then be open enough to 
recognize that the criteria may be met 
using skills we already have—but in a 
new way. 

From there, we break off and focus 
on who else might be judging the pic-
tures. One of the variations we use is 
to tell participants in the beginning that 
they're going to enter their drawings in 
a poster contest. We say that ar t is ts-
experts in the field—will be judging 
the pictures. 

We validate their inevitable fears by 
encouraging them to try this—some-
thing they've never done before. There 
are always so-called experts who know 
it all and can tell you how to do things. 
But maybe their judgment is not what 
you're looking for. We make the point 
that so often we're intimidated by 
"experts," even though we have good 
ideas. 

With this activity, we can go in many 
different directions, depending on 
what the group wants to do with it. 
We've been invited back to repeat this 
exercise, and we've never heard any-
thing but positive things about it. 

4 We do a lot of work with 
. trainers, helping them learn that 

for participants to walk away from a 
training session with as much as pos-
sible, the trainer has to attend to the 
trainees' affiliation needs, their sense of 
achievement, and their need for valida-
tion. As we've described, in our games 
we attend to those three things. It may 
appear that we just come up with a list 
of games, but they're actually carefully 
organized so that they meet people's 
needs. 

If people aren't attended to carefully, 
they will shut down. They will not get 
the kind of information that the work-
shop needs to deliver. That can all be 
orchestrated, and we find that games 
and icebreaker activities can enhance 
the learning process. j^j 

This month's "Four by Four" was 
compiled and edited by Susan 
Sonnesyn. Send ideas for future 
topics to Four by Four, Training & 
Development Journal, 1630 Duke 
Street, Box 1443, Alexandria, 
VA 22313-
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