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CHANGE THE PICTURE & THE PARADIGM 
 


Purpose: To encourage the participants to move from one paradigm to another, with 
flexibility and without too much effort. 


 
Materials: Magazines and/or magazine advertisements 
  flip chart paper for a base 
  scissors for each person 
  glue or rubber cement for each person 
 
Time:  30-45 minutes 
 
How it works: Lay out a the magazines or advertisements and ask each participant to choose one  


picture to work with.  After everyone has chosen a picture ask them to cut the 
picture into small pieces, losing their original meaning.  Once they have cut the 
picture into smaller pieces, have participants create their own collage and when 
they are done have them title the new picture.  Have everyone show their new 
picture and have them say what the picture was originally.   


 
Engage the participants by asking them questions about their designs, ex. how did 
it feel to convert one image into another?  How difficult was it to “let go” of the 
original?  What is involved in casting aside older paradigms and creating or 
adopting new ones?  What examples can you provide of people or organizations 
that have successfully replaced their paradigms? 


 
Source: Scannell, E. E., & Newstrom, J. W. (1994). Even more games trainers play.  New 


York: McGraw-Hill, Inc. p. 233. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 








MANAGING CHANGE 
 


Purpose: For participants to analyze the change process and decide how to make future 
changes easier and more acceptable. 


 
Materials: None 
 
Time:   20-30 minutes 
 
How it works: Divide the participants into groups of 4 or 5 (if possible try to group people from  


different organizations or departments).  Then ask the groups to discuss the 
following questions: 


   
 1. Identify a recent situation in which some type of change was introduced 
in your       organization (division, agency, etc).  Provide a brief synopsis of that 
change and      how it was initiated.  


  2. Was the change resisted? 
  3. Why or why not? 
  4.  In retrospect, what would (should) have been done to make the change easier? 
 


Allow 10-15 minutes for group discussion.  After groups have finished their 
discussion call on the group spokesperson to report on what the group talked 
about. Have them spend the most time discussing the group’s response to question 
four.  Responses usually center around such items as “better planning”, 
“communication”, etc. 


 
After each group has explained what they discussed, as a group discuss the 
following questions: 


  1. What was done to add to the forces strengthening the proposed change? 
  2. What was done to weaken or remove the forces resisting the change? 


3. At what stage did the tide turn in favor (or against!) The proposed change?      
Why? 


 
Source: Scannell, E. E., & Newstrom, J. W. (1994). Even more games trainers play.  New 


York: McGraw-Hill, Inc. p. 241. 
        
 
 
 
 
 
 
 
 
             


 








WHO WENT WHERE? 
 


Purpose: To show participants that working as a team can lead to better and faster results. 
 
Materials: One overhead of “Who Went Where?” 
  A sheet of paper for each participant 
  Pens and pencils for participants 
 
Time:  10-15 minutes 
 
How it works: Ask participants to forms groups of 5 to 7 people.  Tell the people that the  


company sent 5 people to 5 different places on 5 different days using different 
vehicles.  Their task is to figure out who went where, on what day, using which 
vehicle.  Tell the group that you are going to show an overhead with the known 
information which they will use to figure out the answer.  Give them 5 minutes to 
complete the task. 


 
Once the 5 minutes is up, ask the groups how they went about getting the 
information.  This can lead into a discussion about teamwork and/or problem 
solving.   


   
  Discussion questions: 
  1. How many groups came up with the correct answers? 
  2. What helped the group arrive at the answers? 
  3. What hindered the group in arriving at the answers? 
 
Source: Kroehnert, G. (2000). 102 extra training games. Sydney, Australia: McGraw-Hill, 


Companies Inc. p. 33. 
 
See next page for overhead and solution to problem 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


 








WHO WENT WHERE? 
 


    Jones flew with Ansett Airlines. 
    The Hong Kong flight was on Saturday. 
    British Airways flew to the US. 
    Brown went on Wednesday. 
    Smith Went to New Zealand. 
    Qantas flew on Friday. 
    Peters went on Tuesday. 
    Singapore Airlines flew to London. 
    Fisher went with United Airlines. 
    The Australian flight was on Monday. 
    Ansett Airlines flew on Monday. 
    Fisher flew to Hong Kong. 
    Peters went with British Airways. 
    Brown went to the UK. 
 
 
 
 
 
 
 
Solution 
 
Jones 
 Ansett Airlines Australia Monday 
Brown 
 Singapore Airlines UK  Wednesday 
Smith  
 Qantas   New Zealand Friday 
Peters  
 British Airways US  Tuesday 
Fisher  
 United Airlines Hong Kong Saturday 
 
 
 
         
 
 
 
 
 
 


 








TRUST ME 
 


Purpose: To demonstrate the importance of teamwork, support, leadership, and 
cooperation.  To build mutual trust and support. 


 
Materials: Blindfolds 
 
Time:   20-25 minutes 
 
How it works: Divide group into teams of 4.  One person in each group is blindfolded; another is  


the leader who will instruct the blindfolded person to go from point A to point B 
in the room or chosen area.  The leader cannot touch the blindfolded person.  The 
other two persons assist the leader to make certain the blindfolded person doesn’t 
bump into anything.  Allow 2 to 3 minutes to get from point A to point B 


 
Once the walk is completed, have participants switch roles and repeat the exercise 
using a different route.  Repeat as times allows. 


   
  Discussion questions: 
  1. How did you feel when blindfolded? (Uncertain, frightened, dumb, etc.) 
  2. Did you trust your leader?  Why or why not? 
  3. Did you trust your coworkers?  Why or why not? 
  4. What did you need when you were blindfolded? (Support, assurance, advice,  


etc.) 
5. How does this activity apply to your organization? (Need help, counsel, 
affirmation, etc.) 
6. How about your new team members?  What lessons does this activity have for 
your relations with them? 


 
Be sure to conduct activity in a safe and clear area.  Do not encourage competition  


  to see who can finish first. 
 
Source: Newstrom, J. & Scannell, E. (1998). The big book of team building games: Trust-


building activities, team spirit exercises, and other fun things to do.  New York: 
McGraw-Hill. p. 81. 


 
 
 
 
 
 
 
 
 
 


 








TEAM DISCOVERY 
 


Purpose: To create a team identity by helping members to discover more about each other. 
To establish asking for information and self-disclosure as team norms. 


 
Materials: None 
 
Time:   15-20 minutes 
 
How it works: Ask participants to think of a list of provocative questions they would like to have  


everyone answer (and that they would be willing to answer).  Write these down in 
front of the group, where everyone can see them.   


 
Go over list with group and have them eliminate those in questionable taste, and 
select 2-3 that everyone feels most comfortable answering. 


   
Once the questions have been chosen give each participant 1 to 2 minutes to 
answer the questions.  


 
Source: Newstrom, J. & Scannell, E. (1998). The big book of team building games: Trust-


building activities, team spirit exercises, and other fun things to do.  New York: 
McGraw-Hill. p. 29. 


 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


 
 








WHAT’S OUR NAME? LOGO? SLOGAN? 
 


Purpose:  To create a team identity.  To give participants the opportunity to develop 
productive working relationships. 


 
Materials: Flip chart paper 
  Markers 
 
Time:  20-30 minutes 
 
How it works: For five minutes, lead the team in brainstorming ideas for a team name.  Then  


have the team design a graphic logo that will usefully portray who and what they 
are to the rest of the world.  Allow 10 minutes for this activity, and then ask the 
team to provide a brief explanation of what the logo represents.  The logo should 
be drawn on the flip chart paper.   


 
Next ask the team to develop a slogan (12 words or less) that they could use as 
public advertising.  The slogan should identify whatever assets or attributes the 
team realistically thinks are important and that they are capable of doing.  Allow 
10 minutes for this activity.  Once they have completed the slogan ask them to 
explain what they hope their slogan conveys about themselves. 


 
  Discussion questions: 


1. How did you select your team name?  Logo?  Slogan?  What criteria did you 
use to complete each of those three tasks? 
2. How do you now feel about your team?  Will it be more successful in its future 
tasks?  Will it be personally satisfying to work in it? 
3. What is the value of spending some time creating team identity?  What is the 
cost? 


 
Source: Newstrom, J. & Scannell, E. (1998). The big book of team building games: Trust-


building activities, team spirit exercises, and other fun things to do.  New York: 
McGraw-Hill. p. 35. 


 
 
 
 
 
 
 
 
 
 
 


 
 








THE HUMAN SPIDER WEB 
 


Purpose:  For participants to break down their inhibitions and to provide an opportunity to 
work as a team and explore the dimensions of teamwork. 


 
Materials: None 
 
Time:  15-20 minutes 
 
How it works: Have groups of 6 to 8 move to a location that allows them to stand in small  


circles.  Have each group member extent their left hand across the circle and 
grasp the right hands of the other members who are approximately opposite them.  
Then have them extend their right hands across the circle and grasp the left hands 
of other individuals. 


 
Now the members must unravel the spider web of interlocking arms without 
letting go of anyone’s hands.  If you have one team, inform them that they will be 
timed (as a way to put pressure on them); if you have several groups, tell them 
they will be competing with other groups to see who finishes the task first. 


   
  Discussion questions: 


1. What was your first thought when you heard the nature of the task? (“This will 
be impossible, etc.) 
2. What member behaviors detracted (or could detract) from the group’s success 
in achieving its goal? 


  3. What lessons does this exercise have for future team building? 
 
Tip:  In order for this to work someone has to see the whole picture, take on the leader 


role and communicate clearly to the other team members.  Members will have to 
step over each other’s arms to unravel the spider web, until they have a complete 
circle.   


 
  It is recommended that participants should wear casual clothing. 
 
Source: Newstrom, J. & Scannell, E. (1998). The big book of team building games: Trust-


building activities, team spirit exercises, and other fun things to do.  New York: 
McGraw-Hill. p 181. 


 
 
 
 
 
 
 


 
 








MALE/FEMALE PERCEPTIONS 
 


Purpose: To increase participants’ awareness regarding possible stereotypical attitudes 
about male/female behaviors and to illustrate the power of cultural conditioning 
and stereotyping. 


 
Materials: Paper 
  Pens and/or pencils 
 
Time:  20 minutes 
 
How it works: Have participants list behaviors that they perceive as negative or aggravating.   


List five that are primarily male and five that are primarily female.  Once the lists 
are complete have participants, in groups of 5 to 7, compare their lists.  Have 
participants pay close attention to specific behaviors, why they are negative, why 
they are deemed more peculiar to one sex or the other, and any similarities for and 
from both sexes. 


 
  Discussion questions: 


1. Are there any similarities in negative male and female behaviors?  In 
male/female perceptions? 
2. Which behavior is most aggravating to you?  Does sex play a role in the 
aggravation? (Example: poor drivers). 
3. When both sexes are guilty of a negative behavior are you more aggravated by 
one or the other of the sexes?  Why or why not?  Do you notice it more? 


  4. Could you do this same exercise with positive behaviors? 
  5. How does this exercise address stereotypes? 
 
Source: Scannel, E. E. & Newstrom, J. W. (1983). More games trainers play: Experiential 


learning exercises.  New York: McGraw-Hill. p 119. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


 
 








FIRST PERSON PRONOUNS 
 


Purpose: For participants to improve listening skills and become more aware of 
conversational habits. 


 
Materials: None 
 
Time:  10-15 minutes; varies depending on group size 
 
How it works: Have group divide into pairs.  Tell pairs to engage in a conversation without using  


any personal pronouns.  When one individual uses “me” or “I” or “we”, he/she is 
eliminated.  The last two people left hold a conversation in front of the group. 


   
  This will show how difficult it is to not talk about yourself. 
 
  Discussion questions: 


1. The word “you” is said to be the most important word in our language.  Why 
don’t we use it more often? 
2. Why do we find it so awkward or difficult to lessen the “I’s, me’s, mine, etc.” 
in daily conversations? 
3. Are there ways we can persuade our trainees (or bosses) to also rely more on 
the “you” part of conversation? 


 
Additional 
options: You can give a prize to the person who converses the longest without using 


personal pronouns. 
 
Source: Scannel, E. E. & Newstrom, J. W. (1983). More games trainers play: Experiential 


learning exercises.  New York: McGraw-Hill. p 211.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


 








PRAISE BEHIND YOUR BACK 
 


Purpose: To promote team-building characteristics 
 
Materials: Paper 
  Pens and Pencils 
 
Time:   15-20 minutes 
 
How it works: Divide participants into groups of 4 or 5.  Have one group member turn his or her  


back on the rest of the group, so he/she can not see the other group members, but 
can hear them.  This person is in the “hot seat” and should have a pen and paper 
to take notes with.  For about 2 to 3 minutes the group members should talk to 
each other about the good qualities of the person in the hot seat (nothing 
negative).  Ask the participants to be specific and not to speak in general terms.  
The hot seat person should take notes on what the other group members are 
saying.  Once the 2 to 3 minutes is up have them switch spots with another group 
member and continue until everyone has heard themselves described.    
  
Make sure the hot seat person writes everything down, legibly.  They should not 
respond to what they are hearing.  Once their time in the hot seat is up they should 
turn around but not make any comments to the group. 


 
Once the entire group has been in the hot seat, have the participants discuss their 
experience. 


 
  Discussion questions: 
  1. How did you feel about the comments? 
  2. What did you learn from this activity? 
 
Source: Baily, G. D. & Baily, G. L. (1994). 101 activities for creating effective technology 


staff development programs.  New York: Scholastic, Inc. p 63. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 








SEVEN ORGANIZATIONAL LEARNING DISABILITIES 
 


Purpose: To show participants that organizational members can suffer from certain 
organizational learning disabilities and to figure out ways to overcome these 
disabilities. 


 
Materials: Copies of the Seven Organizational Learning Disabilities sheet for every group 


member. 
 
Time:  15 to 20 minutes 
 
How it works: Pass out copies of the Seven Organizational Learning Disabilities sheet to each  


group member.  Discuss the definitions and illustrations of the seven disabilities. 
If session contains a large group of people, break off into smaller groups.  Have 
group members discuss whether any group within the organization suffers from 
any of the disabilities.  Also have them discuss possible strategies for preventing 
or dealing with the disabilities.  Have smaller groups come together to share 
strategies.  With the entire group develop a written plan on how to deal with each 
of the seven organizational disabilities. 


 
  Discussion questions:  


1. Do we have agreement that the seven organizational learning disabilities are a 
problem or present potential problems? 
2. Is it difficult or easy to see evidence of the seven organizational learning 
disabilities in our program?   
3. How are these difficulties preventing us from maximizing the potential of the 
organization? 


  
Source: Baily, G. D. & Baily, G. L. (1994). 101 activities for creating effective technology 


staff development programs.  New York: Scholastic, Inc. p 40. 
 
See next page for copy of Seven Organizational Learning Disabilities 
 
 
 
 
 
 
 
 
 
 
 
 


 
 








SEVEN ORGANIZATIONAL LEARNING DISABILITIES 
 


1.  I Am My Position 
When people in organizations focus only on their position, they have little sense of             
responsibility for the results produced when all positions interact. 


 
2.  The Enemy Is Out There 


Blaming someone or something outside ourselves when things go wrong.  Assigning blame             
within and outside the organization. 


 
3.  The Illusion of Taking Charge 


True proactiveness comes from seeing how we contribute to our own problems.  All too often,       
proactiveness is reactiveness in disguise. 


 
4.  The Fixation on Events 


Seeing only events.  The primary threats to our survival, both of our organizations and of our         
societies, come not from sudden events but from slow, gradual processes. 


 
5.  The Parable of the Boiled Frog 


Sensing threats to survival is geared to sudden changes in environment rather than slow,       
gradual change.  Learning to see slow, gradual processes requires slowing down our frenetic       
pace and paying attention to the subtle, as well as the dramatic.  


 
6.  The Delusion of Learning from Experience 


Organizations and people often experience a learning dilemma.  A learning dilemma is              
believing that we learn from experience.  However, in reality, we never directly experience 
the consequences of many of our most important decisions. 


 
7.  The Myth of Management Team 


Maintaining the appearance of a cohesive team.  Example: seeking to squelch disagreement to        
maintain appearance.  Historical reasons: Schools never train us to admit that we do not know        
the answer, and most corporations reinforce that lesson by rewarding people who excel in             
advocating their views, not inquiring into complex issues. 


 
Baily, G. D. & Baily, G. L. (1994). 101 activities for creating effective technology staff 
development programs.  New York: Scholastic, Inc. p 41. 
 


 


 


 


 


 


 








PERSONALITY STYLES: WHAT COLOR ARE YOU? 
 


Purpose: For participants to identify their personality types and then to show the different 
needs of the four different personality types. 


 
Materials: Copies of the “What Color Are You?” handout for each participant 
  Copies of the “Four Styles” handout for each participant 
  Pens and/or pencils 
 
Time:   30 minutes; can vary depending on the size of the group 
 
How it works: Tell the participants that there are 4 basic personality styles and that the point of  


this exercise is to identify which style they are.  Hand out copies of the “What 
Color Are You?” sheet to every person along with a pen.  Then have them read 
through the characteristics shown on the handout and place a check beside any 
that they feel describe themselves.  After everyone is finished have them total up 
the checks in each area.  Whichever color category has the most ticks is their 
personality style at present. 


 
Once all members have know which color category they are, hand out copies of 
the “Four Styles” sheet and ask them to read through it.  Then have a group 
discussion on what style everyone is. 


 
  Discussion questions: 
  1. Which is your predominant color? 
  2. What are the things that we like and dislike? 
  3. What do we do that other colors would dislike? 
  4. How does this apply in the workplace? 
 
Additional  
options: If time allows and the group is large enough, participants can be divided up into 


their color groups and discuss as a group what their strong and weak points are.  
Then have them discuss what they found with the other three groups. 


 
Source: Kroehnert, G. (2000). 102 extra training games. Sydney, Australia: McGraw-Hill, 


Companies Inc. p. 114-116. 
 
See next page for “What Color Are You?” and “Four Styles” handouts. 
 
 
 
 
 
 


 
 








PERSONALITY STYLES: WHAT COLOR ARE YOU? 
Check off the characteristics that best describe you. 


 
BLUE 
 
Decisive 
Independent 
Tends to be dominant 
Strong willed 
Wants immediate results 
Causes action 
Like power and authority 
Likes freedom from control 
Dislikes supervision 
Outspoken 
Wants direct answers 
Restless 
Competitive 
Adventurous 
Assertive 
 
 
 
RED 
 
Optimistic 
Tends to be exciting/stimulating 
Generates enthusiasm 
Often dramatic 
Talkative 
Open and friendly 
Likes working with people 
Likes participating in groups 
Desires help from others 
Wants freedom of expression 
Wants freedom from detail 
Likes change, spontaneity 
Persuasive 
Appears confident 
Likes recognition 
 
 


 
GREEN 
 
Orderly 
Performs exacting work 
Likes controlled circumstances 
Likes assurance of security 
Uses critical thinking 
Follows rules 
Reads and follows instruction 
Prefers status quo 
Dislikes sudden or abrupt change 
Tends to be serious and persistent 
Cautious 
Diplomatic 
Respectful 
Agreeable 
Checks for accuracy 
 
 
 
YELLOW 
 
Patient 
Accommodating 
Good listener 
Shows loyalty 
Concentrates on task accuracy 
Likes security and stability 
Needs good reasons for change 
Home life a priority 
Expects credit for work done 
Likes traditional procedures 
Dislikes conflict 
Neighborly 
Considerate toward others 
Important to perform good work 
Pleasure in sharing and giving 
  
 
  
 
 


 








 PERSONALITY STYLES: WHAT COLOR ARE YOU? 
FOUR STYLES 


 
BLUE 
Blue is the color of the sky and the ocean.  It 
is also seen as the color of authority.  
Explorers have long been pioneers of the 
land, the ocean and in space and their 
characteristics match this space and their 
characteristics match this style.  They enjoy 
looking at the ‘big picture’ - that is, being in 
charge - and are comfortable taking 
appropriate risks for themselves and their 
groups.  They are goal oriented people and 
like to have their fingers in many pies.  They 
are generally motivated by challenge and 
like competition.  People of other ‘styles’ 
get frustrated with these ‘blues’ because 
they see them as sometimes impatient and 
abrupt people, selective listeners, but they 
appreciate the strong leadership qualities 
that they display. 
 
 
RED 
Red is the color of blood and Valentines, 
and tends to connote passion and 
enthusiasm, which sounds a lot like the reds.  
Reds are happiest when they are influencing 
or entertaining other people.  Like the blues, 
they are comfortable taking risks and enjoy 
trying new things.  They get bored if they 
have to do the same old thing all the time.  
They are the charming, playful, 
spontaneous, talkative types who are 
energized by being the center of attention.  
They are motivated by recognition - they 
want to be liked!  Other styles see them as 
unfocused procrastinators who make us the 
rules as they go along, but appreciate their 
talents as great promoters who can sell 
anything. 
 


GREEN 
Green is the color of the dollar and was one 
of the original color on computer screens.  
Of all the styles greens are most comfortable 
where accuracy and numbers are important.  
Perfectionism is inherent in their style.  ‘If 
the job’s worth doing, it’s worth doing it 
right - the first time’ might be their motto.  
They are willing to take the time to get the 
job done right.  They are the best of the four 
styles at critical thinking and planning.  
They make the best administrators as they 
like order, structure, following guidelines 
and plans (especially if they initiate them). 
Other styles complain that the greens are too 
rigid, too slow at making decisions, too 
‘picky’, but value their planning and 
problem-solving skills. 
 
 
 
YELLOW 
Yellow is the color of the sun and yellows 
are like a ray of sunshine when they enter a 
room with their warm and caring style.  
Family is their number one priority.  They 
tend to be most concerned with the needs of 
others.  They are the best team builders, 
always listening to, encouraging and 
bringing out the best in others.  They are 
motivated by appreciation for work done 
and have a strong need to please others.  
Like the greens, they dislike confrontation 
and will give in to others to avoid conflict.  
Other styles see yellow as too soft, not hard-
nosed enough, indecisive (they can see all 
sides of an issue) and resistant to change.  
They are often the ‘glue’ that holds a group 
together. 








HOSTAGE 
 


Purpose: For participants to become involved in problem-solving activities and to see how 
important communication in this type of activity is.  To show how a team 
approach to problem-solving divides up the responsibility so that no one is held 
responsible for the results.  Also to show how working with a team will make 
solving a problem easier. 


 
Materials: Copies of the ‘Hostage’ handout  
  Pen or pencils 
 
Time:  45-60 minutes 
 
How it works: Break the group up into teams of 3 or 4 and give everyone a ‘Hostage’ handout  


and pen.  Read out loud the instructions on the handout and ask participants to 
take 10 minutes to do their own individual rankings.  There should not be any 
discussion.  Once everyone has finished their individual ranking, give the groups 
20 minutes to reach a group consensus.  Go over the following rules with the 
groups 


   1. Everyone on the team must agree with the choice 
   2. No voting or compromise is allowed 


3. The final decision must be acceptable to everyone on the team and a 
decision must be reached within 20 minutes. 
4. The leader of the group must be able to give five reasons for their 
selections.  When 20 minutes has passed each team should report their 
results back to the other groups (display these results so everyone can see). 
  


  Discussion questions: 
  1. What were the principal criteria used in ranking the people? 
  2. How far did the group’s criteria line up with your own? 
  3. How uncomfortable did you feel about making this kind of decision? 
  4. How did the team members feel about the responsibility placed on them? 
  5. What behaviors hindered the group in arriving at a final decision? 
  6. How does this apply to the workplace? 
 
Source: Kroehnert, G. (2000). 102 extra training games. Sydney, Australia: McGraw-Hill, 


Companies Inc. p. Kroehnert, G. (2000). 102 extra training games. Sydney, 
Australia: McGraw-Hill, Companies Inc. p. 187-189 


 
See next page for ‘Hostage’ handout 
 
 
 








HOSTAGE 
 


You are a part of a Hostage Unit Negotiation Team (HUNT).  Your complete team consists of 
the people in your group.  Your team has just been called to a specific situation and you are 
sitting together inside the HUNT van.  Unfortunately, you are in control of this operation.  Ten 
people are being held hostage by an unknown number of people in a high-rise building across the 
road.  This is the situation.  The people holding the hostages are armed and dangerous.  They 
have given you a set of demands that will take at least 45 minutes to comply with, perhaps 
longer; they may in fact take several hours.  They are not interested in listening to your reasons 
for the delay.  They want their demands met now.  They have said that to prove their point they 
are going to execute one hostage every 30 minutes until their demands have been met.  This 
means the first hostage will be executed 30 minutes from now. 
 
They have also told you that you will be responsible for choosing the first victim, the second, the 
third and so on.  The hostages have agreed to this themselves as they are not prepared to make 
this decision.  
 
They have stopped all communication with you and have said unless their demands are met 
within the next 30 minutes the executions will start.  They will call you in 30 minutes for you 
complete list of names indicating your selection order. 
 
The only information you have is the information collected by the other people who arrived on 
site before you.  This information is shown on the other side of the handout. 
 
Please show your choices below: 


Choices 
 


Order of execution  Name (your selection)  Name (group selection) 
1. 


2. 


3. 


4. 


5. 


6. 


7. 


8. 


9. 


10. 








HOSTAGE 
 


Name  Age Sex Occupation  Other details gained 
 
Robert  25 M Accountant  Married to Samantha, also being held 


hostage, Senior partner in his firm.  Born in 
U.S.  Holds positions as Mayor of local 
Council. 


Michelle 22 F Novelist  Has just started her career as a novelist.  
Divorced with 2 young children.  Very 
attractive.  Has just become engaged.  Born 
in England. 


Jobe  67 M Biochemist  Born in Central Africa. Married. Has written 
many books on biochemistry.  Gained PhD 
at 22 years of age.  Has 11 children. 
Convicted twice for indecent exposure. 


Yung-fu 35 M Police officer  Engaged.  Has lived in numerous countries. 
He is a Youth Adventure Leader who 
devotes much of his time and energy to 
helping young people. 


Jennifer 58 F Medical researcher Single with 4 adolescent children.  Currently 
researching deadly virus strains.  
Recognized as a world authority on the 
treatment of AIDS. Born in India. 


Samantha 26 F Accountant  Married to Robert, also being held hostage. 
Pregnant with first child.  Born in Australia. 
Both parents and sister killed in car accident 
last year. 


Joe  19 M Medical Student Member of the Communist Party.  Just 
returned from a trip to Russia.  Is also 
studying religion.  Last year raise over 
$1,000,000 for the church. Single. 


Danny  45 M Unemployed  Formerly an officer in the army. Spent part 
of his service in Vietnam.  Received a 
special commendation for undercover work 
done. Has a drinking problem. 


Selina  55 F Unemployed  No information available. 
Ingrid  21 F Model   Highly successful model.  Born in Sweden. 


Has one young child. Is having a 
relationship with Robert, also being held 
hostage.  Today is her birthday. 


 
 








THE LETTERMAN LIST 
 


Purpose: For participants to spend time thinking about the training session and what they 
learned. 


 
Materials: Paper, pens and pencils 
 
Time:  10-15 minutes 
 
How it works: Assemble teams of 4 or 5 participants.  Using David Letterman’s Top Ten list as  


an example, ask the teams to figure out what the ten most valuable things they 
learned from the training session and list those things in ascending order of  
importance, with 10 starting the least important.  Have a spokesperson for each 
team read off choices 1 and 2 and explain their importance to the other teams, and 
then tell how the team intends to use these particular knowledge points, skills, or 
abilities. 


 
Source: Cariselli, M. (1998). Great session openers, closers and energizers: Quick 


activities for warming up your audience and ending on a high note. New York: 
McGraw-Hill. p. 239. 


 
 
 
 
 
 
 
 
 
 
 
 
 
          
 
 
 
 
 
 
 
       
 








HOW OBSERVANT ARE WE? 
 


Purpose: To show participants that people are not always as observant as we think. 
 
Materials: A non-digital watch 
 
Time:  5 minutes 
 
How it works: Ask one of the group members if you may borrow their watch for a moment.  


(Make certain the watch is non-digital).  Tell the person (after you have their 
watch) that you would like to test his/her power of observation, and ask the entire 
group to silently play along.  Tell the individual to assume that the watch was lost 
and you found it.  But before you can return it you want to make certain that the 
watch can be identified as being theirs.  In order to do this, ask the individual a 
series of questions about the watch.  Examples, “What color is the face?” “What 
brand is the watch?” “Roman or Arabic numerals?” “All 12?” “Does the watch 
have the date/and or day on it?” “Second hand?” etc.   


  
Make sure the other members of the group are responding silently as the watch 
owner answers vocally, to make the point more easily made and understood (i.e. 
most people can not totally and accurately describe their own watch even if they 
look at it a dozen times a day).   


 
  Discussion questions: 
  1. Who did not answer all the questions correctly?  Why? 


2. Why aren’t we more observant? (time pressure, lack of concern, taking things 
for granted, etc.) 
3. Have you seen incidents where people have overlooked commonplace things 
and problems have resulted? 


 
Source: Newstrom, J. W. & Scannell, E. E. (1980). Games trainers play: Experiential 


learning exercises. New York: McGraw-Hill. p. 231. 
 
 
 
 
 
 
 
 
 
 
 








BRAINSTORMING 
 


Purpose: To allow participants to participate in a creative problem solving activity, to help 
stimulate the participant’s creative energies.  To show the potential of 
brainstorming. 


 
Materials: A paper clip for every table 
 
Time:  10 minutes 
 
How it works: Divide group into groups of 4 to 6.  For 60 seconds have them think of all  


the ways to use a paper clip.  Tell the participants the four basic ground rules of 
brainstorming. 


   1. No critical judgement is permitted 
   2. Free-wheeling is welcome (i.e., the wilder the idea, the better) 
   3. Quantity, not quality is desired 
   4. Combination and improvement of ideas are sought 


Have one group member tally the number of ideas, not necessarily the ideas 
themselves.  At the end of the 60 seconds have the groups report the number of 
ideas they thought of, and then ask each group to list some of the “crazy” or “far 
out” suggestions they came up with.  Suggesting that some of these “crazy” ideas 
may turn out to be very workable. 


 
  Discussion questions: 
  1. What reservations do you have about the technique? 
  2. What kinds of problems is brainstorming best suited for? 
  3. What potential applications at work can you see for brainstorming? 
 
Source: Newstrom, J. W. & Scannell, E. E. (1980). Games trainers play: Experiential 


learning exercises. New York: McGraw-Hill. p. 109. 
 
 
 
 
 
 
 
 
 
 
 
 
 








IS IT A “GO” OR “NO GO”? 
 


Purpose: To give facilitator a chance to see if there is truly consensus among team 
members.  This activity works to alleviate the false assumption that a consensus 
has been reached because “no one spoke up.”  It can be used to know if the team 
supports (“go”) or does not support (“no go”) a proposal before proceeding with 
it. 


 
Materials: An good supply of signal cards 
 
Time:  10-15 minutes 
 
How it works: Before the session, create signals cards that participants can use to send non- 


verbal messages to you.  (example: buy poster boards that are red on one side and 
green on the other. Cut them up into 3-inch squares) At the beginning of each 
session, distribute one square of each color to each participant. 


 
Ask the participants to show a colored card - either continuously or periodically in 
response to direct questions.  The green cards should be displayed when they 
agree with an emerging conclusion (or pace of discussion). The red cards should 
be shown when they are opposed to a proposed action or are dissatisfied with the 
pace or direction of discussion.  You may want to provide additional cards for 
other signals - such as white for neutrality or yellow for uncertainty.   


 
It might take a few reminders for the group to become familiar with and willing to 
use the procedure.  However, they will soon remember to display the proper card 
if you call on someone to explain their concerns and they discover that they have 
mistakenly left their red card on display.  Remind everyone that they can also 
benefit from the cards by looking around the room and seeing what other people 
are thinking. 


   
  Discussion questions: 
  1. What is the meaning of consensus? 
  2. How important is it to discover what others are thinking and feeling? 
  3. What responsibility do we have for soliciting this information?  For acting on  


     it? 
 
Source: Newstrom, J. & Scannell, E. (1998). The big book of team building games: Trust-


building activities, team spirit exercises, and other fun things to do.  New York: 
McGraw-Hill. p 125-126. 


 
 
 








CREATIVE PEOPLE I HAVE KNOWN 
 


Purpose: The activity helps to identify traits of creative people and to point out that these 
same characteristics can be found in almost anyone. 


 
Materials: Paper, pens and/or pencils 
 
Time:  10-15 minutes 
 
How it works: Ask the group members to think of some friends or colleagues who they consider  


to be creative people. (If participants are having a hard time coming up with 
people to list, it is alright to list other well-known creative people, i.e. Walt 
Disney).  Have them right down the names of 4 or 5 people that fit that category, 
and then, next to each name write what makes that person creative (what they do 
or have done).  Some responses could be, “always asking questions” “always 
willing to take a risk” or “daydreams a lot.”  Have everyone discuss who they 
thought of and why (if the group is large, have them break off into smaller groups 
of 4 or 5 for discussion).   


  
  Discussion questions: 


1. What are some of the traits or qualities your friends or colleagues exhibit that 
make them creative?  Could you learn these qualities? 
2. In your organization, have you seen cases where colleagues show creativity 
even though the job climate does not seem to foster creativity? 
3. How does one become creative in a climate that doesn’t currently support 
creativity? 


 
Create a list of creative characteristics and have participants assess each item as a 
genetic trait or a behavior.  Most will be behavior, implying that they can be 
taught, learned and applied by many. 


 
Source: Newstrom, J. & Scannell, E. (1998). The big book of team building games: Trust-


building activities, team spirit exercises, and other fun things to do.  New York: 
McGraw-Hill. p 131-132.   


 
 
 
 
 
 
 
 
 








PLEASE PASS THE PROBLEMS 
 


Purpose: For participants to receive possible solutions or suggestions for a challenge or 
problem they are facing. 


 
Materials: Paper, notepads, pens, pencils 
 
Time:  10-15 minutes 
 
How it works: Ask participants to write down a current job-related problem or concern on  


a blank sheet of paper or a notepad (example: “How can I get more group-
involvement?” “How can I get my staff to be more punctual?”).  After allowing a 
few minutes to think about and write out their problem, ask everyone to pass 
his/her problem to the person on their right.  That person reads the problem and 
writes down their first thoughts in addressing that problem.  They are given 30 
seconds to respond to that individual sheet.  Repeat the process every 30 seconds 
until each person has their own sheet back.  If there is enough time - have 
participants discuss some of the more practical solutions offered. 


 
  Discussion questions: 
  1. Did anyone discover novel solutions that you had not previously considered? 
  2. Can you see any value in trying some of these suggestions? 
  3. Do some of these suggestions trigger other ideas or solutions for you? 
  4. What lesson does this teach us about reaching out to other for assistance? 
 
Source: Scannell, E. E., & Newstrom, J. W. (1994). Even more games trainers play.  New 


York: McGraw-Hill, Inc. p. 69. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 








DON’T PUSH ME! 
 


Purpose: To illustrate the importance of passive resistance. 
 
Materials: None 
 
Time:  5 minutes 
 
How it works: Have participants pair up and stand facing their partner.  Tell the pairs to  


designate one person as “A” and the other as “B” Have them press their hands 
together at shoulder height.  Tell attendees to press their hands against their 
partners using firm and equal pressure.  Ask partner “A” to remove hands quickly 
and without warning any time in the next few moments.  After all the “A” 
partners have done this, repeat the process with partner “B” pulling back when 
they choose. 


 
  Discussion questions: 
  1. What was your reaction when you partner pulled away? 
  2. What was your feeling when you no longer felt any resistance? 


3. How many of you seemed to “fall” into your partner’s space when they stopped 
resisting? 
4. Have you observed situations when people have actually “gained” by removing 
some of the “pressures” we place on others?  Please describe? 
5. Under what conditions should we “push”, and when should we learn to “give 
in”?   


 
Source: Scannell, E. E., & Newstrom, J. W. (1994). Even more games trainers play.  New 


York: McGraw-Hill, Inc. p. 235. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 








SOMETHING IN THE AIR 
 


Purpose: To demonstrate the power of positive and negative energy within a group. 
 
Materials: None 
 
Time:  5 minutes 
 
How it works: Tell the group that you are about to demonstrate the power within the room.  Ask  


for a male and a female volunteer to come to the front of the room.  Reassure 
them that no one will get hurt or be embarrassed.  Have the man face the audience 
and ask him to raise his right arm to be parallel with the floor.  Have the woman 
stand behind the man and place two fingers of her right hand on his right wrist.  
Have her try and push his arm down as he resists. (Likely, she should not be able 
to do it).  Ask the group to “send” the man some positive energy, i.e., smiles, 
warm thoughts, applause, etc. Then ask the woman to try again.  She will most 
likely be unable to do it.  Now have the group send negative energy toward the 
man (frowns, negative thoughts, etc.). Ask the woman to try one more time.  She 
should now be able to do it easily! 


 
  Discussion questions: 


1. Ask the male if he resisted equally all three times.  Ask the woman if she used 
the same pressure each time. 
2. Ask the male if he “felt” differently when either the positive or negative 
energies were sent to him.  
3. Ask the audience if they’ve experienced “feeling” such positive or negative 
strokes. 


 
  Talk about the effects of positive and negative energy on groups. 
 
Source: Scannell, E. E., & Newstrom, J. W. (1994). Even more games trainers play.  New 


York: McGraw-Hill, Inc. p. 271. 
 
 
 
 
 
 
 
 
 
 
 








WHERE’S THE FIRE? 
 


Purpose: To demonstrate the value of prioritizing items of importance. 
 
Materials: Paper, pens, pencils 
 
Time:  15 minutes 
 
How it works: Have the group close their eyes and ask them to assume that they are all at their  


desks or work stations when the fire alarm sounds.  Over the public address 
system, the CEO (or boss) announces that each person is to vacate the building in 
one minute!  Each person is allowed to take five items from their offices. They 
must be able to carry the items (no desks, file cabinets, etc.).  Give them 60 
seconds to write down the five items they would take.   


   
  Discussion questions: 
  1. How easy (or difficult) was it to select five items? 


2. Of the items you picked, how many were job-related (policy manual)?  How 
many were personal (family photo)?        


  3. How many of you had difficulty even picking 4 to 5 items to take with you? 
  4. Why did you pick the items you did? 


5. In what domains of your (work) life do you regularly prioritize items?  Why or 
why not? 


 
Source: Scannell, E. E., & Newstrom, J. W. (1994). Even more games trainers play.  New 


York: McGraw-Hill, Inc. p. 303. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 








SO MUCH IN COMMON 
 


Purpose: To show that people have more in common than they think.  Good to use in 
groups with a lot of diversity, especially in groups that have a problem in dealing 
with diversity. 


 
Materials: Copies of ‘Commonality Exercise’ handout for every participant 
  Pens, pencils 
 
Time:  8-10 minutes 
 
How it works: Give every participant a copy of the ‘Commonality Exercise’ handout.  Ask group  


members to quickly find a partner.  Once they are given the signal, tell them to  
figure out and write down things they have in common in the first column of the 
handout under the person’s name.  After 2 to 3 minutes have them switch partners 
and repeat the process using the second column.  Again after 2 to 3 minutes have 
them switch partners and repeat the process using the third column. 


 
  Discussion questions: 
  1. How many of you found more than 15 things in common? 
  2. What were some of the unusual items you discovered? 
  3. How did you uncover these areas of commonality? 


4. Is it likely that in most situations, we may find similar results, i.e. we have 
much more in common than we thought? 


  5. What implications does this have for us as members of a diverse work force? 
 
Source: Scannell, E. E., & Newstrom, J. W. (1994). Even more games trainers play.  New 


York: McGraw-Hill, Inc. p. 319. 
 
See next page for ‘Commonality Exercise’ handout. 
 
 
 
 
 
 
 
 
 
 
 
 
 








SO MUCH IN COMMON 
 


List the things you find in common with three other people in the workshop. 
 
Name_________________        Name_________________             Name_________________  


1.____________________        1.____________________      1.____________________ 


2.____________________        2.____________________      2.____________________ 


3.____________________            3.____________________               3.____________________ 


4.____________________            4.____________________               4.____________________ 


5.____________________            5.____________________               5.____________________ 


6.____________________            6.____________________               6.____________________ 


7.____________________            7.____________________               7.____________________ 


8.____________________            8.____________________               8.____________________ 


9.____________________            9.____________________               9.____________________ 


10.____________________          10.___________________               10.___________________ 


11.____________________          11.___________________               11.___________________ 


12.____________________          12.___________________               12.___________________ 


13.____________________          13.___________________               13.___________________ 


14.____________________          14.___________________               14.___________________ 


15.____________________          15.___________________               15.___________________ 


 


 








 JACKETS AND TIES 
 


Purpose: To demonstrate that it is sometimes difficult to do something in a different way.  
How participants may find it difficult to change they way they do things. 


 
Materials: None 
 
Time:  5 minutes 
 
How it works: Ask everyone to stand and form pairs and then face their partners.  Ask each  


person, one at a time to take something off (jacket, cardigan, tie, etc.) While they 
are taking it off, ask them and their partners to observe how they take it off.  
When they have done this, ask them to put it back on.  Again both people should 
observe how this is done.  When they have put the item back on, ask them to take 
it off and put it on again, but this time use the opposite hand or arm (i.e. if they 
took their jacket off by taking their right arm out first, now they should take their 
left arm out first).   After they have tried all this, ask them how they felt and what 
their partners saw happen. 


 
  Discussion questions: 
  1. How many people felt comfortable doing it the new way? 
  2. When watching your partner, what did you see (or hear)? 
  3. How does this apply to the training you are about to go through? 
  4. How does this apply back in the workplace? 
 
Additional 
options: Ask participants to take off their watches and put them back on the opposite wrist.   
 
Source: Kroehnert, G. (2000). 102 extra training games. Sydney, Australia: McGraw-Hill, 


Companies Inc. p. Kroehnert, G. (2000). 102 extra training games. Sydney, 
Australia: McGraw-Hill, Companies Inc. p. 138. 
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