	L&T Activity Guide: Day 2

	Codebreaker

	Purpose: To allow participants to understand that keeping the big picture in mind, at all times is crucial. To demonstrate how we develop assumptions and beliefs (our confirmation bias) - and then, more importantly, how these can limit our potential to see other facts which could change our beliefs.


	Materials: 
1. Set of 10 marker pens in different colours
2. Slide showing the Ladder of Inference
	Room set up:  A table big enough for all participants to stand around and be able to see the marker pens on the table.

	Time 
	Description 

	2 mins
	Invite everyone to stand around the table so that they can see the pens. You will be positioned on one side of the table with the pens laid out in front of you. Have your fingers laid on the table in as natural way as possible.

Key point for the facilitator to note (not to say!): the number you call out should always match the number of your fingers on the table. It actually, (in the long run) has nothing to do with the marker pens. 

Instructions: Tell the participants that you will be creating codes on the table. Their job is to try to crack the code by knowing what number the facilitator will call out. 

	2 mins
	Step 1 (round 1):  Set the markers out in a particular pattern, place a few fingers, as naturally as you can, on the edge of the table and then call out a number that matches the number of fingers you have on the table. 
NOTE:  At this point, it’s quite a good idea to match your fingers on the table (which is the number you call out) in some way to the markers on the table (e.g., if the number of markers on table = 2, you call 2. Or number of markers facing horizontally or vertically = 4, you call 4).
NOTE:  the number of fingers you lay on the table will match the number you call out. The markers and the pattern you call out has nothing to do with the number you call out.

Step 2 (round 2): Change the marker pattern (once again it’s a good idea to match it to the number you call out e.g., 3 markers = 3 fingers, in order to embed the currently forming assumptions) and call out a number that relates to your fingers on the table.

Step 3 (round 3):  Change the pattern again but make it more difficult. For example, if the number you have called out matched the number of all markers on the table, now match the number to the markers facing a particular direction. Note: continue to ensure the number you call out matches the number of your fingers on the table. 
In this round, everyone’s assumptions will be challenged.

	4 mins
	Step 4: Continue to change the marker patterns, finger patterns, and call out numbers. At this stage, invite people to call out the numbers if they think they have cracked the code, but ask that they please not say why they are calling out the number they are. (They’ll soon stop calling if they haven’t cracked the code)
As you go, tell people to move around so that they change their perspective.
Tell people to look at the whole table so that they see the big picture. They should notice everything on the table.
Continue until you have quite a few people calling the numbers with you, or you feel that the frustration levels in the room are growing too high (about 8-12 rounds).

Step 5: Put the whole group out of their misery and ask the people who have clearly cracked the code to reveal the answer.

	3 mins
	Activity debrief: Ask: ‘What prevented you from cracking the code?’ [Some participants will say that it was because they were so focused on the pens and they assumed this was where the code lay.]

	3 mins
	Learning debrief: This activity is a powerful demonstration of how the assumptions that we hold can keep us from seeing anything else that is going on around us. Because of this, they did not pay attention to the fingers and what was happening there. The data was there but they just didn’t see it because of their assumptions.
When we change the way we see something, we see facts that we didn’t previously see and the whole picture changes. If we keep viewing things with the same set of assumptions, and only see the parts that we are locked into seeing, we fail to see the bigger picture. And we therefore fail to see a different picture. 
Transformation requires us to get out of our silos, to open our minds and see a bigger picture - a different picture! That’s when change can happen!

	5 mins
	Show the Ladder of Inference slide
The facts are the facts - a set of marker pens in a pattern on a table, a number of fingers on the same table and a number being called out. These facts, other than a change in number and pattern, are the same with each round.

The observation: This is when you choose what you are going to see. Initially, you probably chose to look only at the pens because for some reason, you’d made that choice. 

Your assumptions: You assume that there is a link between the pens and the number being called and so you start to look for links - even if they’re imagined. 

Your conclusion: You have already concluded that the link lies between the pens and the number and then you conclude that the link is say between the number of pens that lie horizontally and the number called out. 

Confirmation bias: You now look for that link – albeit desperately. If once again it happens that the horizontal pens and the number called out link – you then form a belief. If this keeps happening, your belief will be hardwired. Of course, in this instance it doesn’t keep happening, so you go through the ladder of inference process again - still, however, fixated on the ‘fact’ that the pens are where the code lies. Even though the facilitator is saying ‘look at the whole table’, you can’t tear yourself away from those pens because of your belief. 

The same process happens in real life in the short term. The more fixated we become on a thought, the more we select only the data that supports that thought until it becomes a firm belief and often the stories’ we choose to tell ourselves. For example, you are doing a presentation, and Zoli is not looking at you. Yesterday he didn’t greet you in the canteen. He also hasn’t answered a WhatsApp you sent him. Today you conclude that Zoli has an issue with you. Now you only start to really notice (and maybe only notice), times that Zoli is not responsive to you. One or two more examples and you may end up with the belief that Zoli doesn’t like you. 

Long-term example: You are a small child (2-3 years old) and you see a snake (even though it’s a harmless slug eater). Your mother starts screaming. Your father rushes in and kills the snake. You conclude that the snake is dangerous and that snakes wish to do humans’ harm. You believe that all snakes are dangerous. The next time you see a snake, you see its tongue darting in and out of its mouth. Because you believe that all snakes are dangerous you conclude that this means it wants to bite you (even though it’s doing that because that’s how snakes smell). Your belief is further confirmed - all snakes are dangerous and want to do us harm. As an adult you too start screaming wildly when you and your child see a snake and so the cycle continues. 

The formation and perpetuation of stereotypes (a type of belief) works in the same way. Stereotypes as we know, cause damage and hurt to so many people throughout our planet. 

	1 min
	Close: Remind the participants that the lens through which they see the world is their lens. The facts you choose to observe are based on your beliefs, your values, and your past experiences. The only way you can truly transform is by interrogating these beliefs and working out which ones are holding you back and therefore need to change, and which ones are resulting in positive behaviour and therefore need to remain. 

With reference to this course, try to ascertain what lenses you use in your SP Financing work and where they developed from. For example, why do you believe what you do about SP Financing and are you sure about everything you believe? Also, what caused the anti-SP Financing lobby’s lenses to develop as they have, and what can you do to help such people develop a more benevolent lens?

	20 mins
	TOTAL TIME TAKEN





	Red / Blue Game


	Purpose: To demonstrate that a win-win solution is dependent on collaboration and trust. 

	Materials: 
· Red/blue game handouts
	Room set up: Circles of chairs set up for each small group. The two groups in Group A and B should be out of sight and earshot from each other. 
The further apart the groups are, the further the facilitator must walk so make sure the groups aren’t too far apart. 


	Time 
	Description 

	5 min 
	Divide the group
There should be 5-8 people in each discussion group so depending on the size of your group, divide them accordingly. The description below assumes a group size of between 20 and 30. 
Divide the larger group in half (for the sake of this explanation let’s call them Group A and Group B)
Then divide group A in half and group B in half. (So now we have 4 groups: A1 and A2 and B1 and B2). 
If you have two course facilitators, assign one to each group. 

	5 min 
	Explain the rules (These are set out on the slide)
· You are going to play the red/blue game
· The objective of the game is to end with a positive score.
· This game consists of 10 rounds. In round 9 and 10 your scores double.
· After round 4 and 8, one person from each group will be given the opportunity to talk to each other. This meeting is entirely optional. 
· Your scoring will depend on the colour the other group chooses. The colour combination score sheet is explained on the handout each group will be provided with.
· You may choose green twice between round 1 and round 8, but you may not choose green in round 9 and 10. 
· The facilitator will establish your colour choice between each round and communicate it to the opposing group. 

	5 min 
	Give the groups the opportunity to sit down and study their handouts

	30 min 
	Play the game. One facilitator will walk between group A1 and A2 communicating the colour choices for each round and the other facilitator between B1 and B2. So, for example in round 1, A1 might choose red and A2 chooses blue. Once both teams have made their choice, the facilitator will tell A2 that A1 chose red and will then go and tell A1 that A2 chose blue. And announce the corresponding scores.

The facilitators should keep a running score and every now and then remind the teams what their scores are – especially after round 4 and 8. Remember to double the score in round 9 and 10. 

After round 4 go to each group and ask them if they would like to speak to the other group. Both need to agree to speak, in order for a meeting to take place. The group might at this stage ask you why they should have a meeting and what they need to say. You should simply reply that it’s their meeting and they must only have it if they have something to say. 

Record what they say along the way and who said it. It’s really great during the debrief, to repeat verbatim some of the comments to support your debrief. Also too, record what is said during the meetings. 

Subtlety encourage competition by planting seeds of, it’s ‘you vs them’. For example, if group A1 says they don’t want a meeting, then be sure to tell A2 that, ‘sorry, group A1 is not interested in speaking to you’.

	15 min
	Debrief (ideally each facilitator should do this with their respective A or B teams as opposed to in plenary i.e., with the A and B teams together)
*Note that emotions may be running quite high when A1 and A2 get together depending on how the game played out. Preface the debrief by acknowledging the emotion and then ensuring that everyone understands that this was just a game. Ask that the individuals come out of their teams and step into the debrief as individuals, in order to extract the necessary learnings. 
· Announce the final result and give a prize to the team/s that achieved a positive score (remember that 0 is not a positive score)
· Ask why the score was what it was and discuss. Ask what the teams would do differently if they were to play this game again. 
· Play back the game to the participants. This is where you play back what was said and key turning points in the game. Ask pertinent questions so that this becomes a discussion e.g., ‘what made you both refuse a meeting?’, ‘what was your plan going into the meeting?’, ‘what could have changed the result?’ 
· Ensure that the learnings have landed.
· In order to achieve a common purpose (and it’s important to know what that common purpose is), you need to have a collaborative mindset. The minute you start to think them-us, win-lose, you start to take your mind off the common purpose and focus on internal politics. Ask if this plays out in their worlds.
· In order to collaborate successfully, you need to communicate with one another, otherwise assumptions start to form ‘oh, they’ll never want to work with us’ etc.
· Be clear on your purpose – don’t lose sight of it, and also be clear in your communication. The person who is negotiating on the team’s behalf should have a clear mandate from the team. 
· If trust has been broken (sometimes teams agree to play red and then go back on their word), then spend a long time talking about the importance of trust in collaboration. You could set a trust breaking scenario as a hypothetical situation and ask what this would have done to the game, relationships etc. 

	60 min
	TOTAL TIME TAKEN





	Circle of Influence


	Purpose: To give participants insight into what they have control over and what they have no control over. 

	Materials: 
· Paper and pen per individual
· Music and a speaker
	Room set up: 
Participants at their tables with paper and pen.
A large open space for the sharing to take place.

	Time 
	Description 

	1 min 
	Explain that we are now going to apply the circle of influence and concern to our working lives to get a sense of what we actually have control over and what we don’t. 

	10 min 
	Drawing and writing
Ask that participants draw 2 circles one within the other. The inside circle being the circle of influence and the outside one being the circle of concern, (as per the slide). 
Ask each participant to write down what they have control over at work and what they do not. For example: You may have control over what time you arrive and leave, but have no control over where the office building is. 
If you feel you have some control but not totally, you can put these items between the two circles. E.g., your staff resigning - you may feel that this sits squarely in the circle of concern (as you don’t have control over their lives), but you may feel that it lies in between because research has shown that 80% of people don’t leave jobs, they leave leaders.

	15 min 
	(If you are short of time then you can simply ask that each person shares their answers with someone next to them). 
Interrogating your answers with others.
Ask that everyone bring their answers to the large open space designated for sharing. 
Divide the group in half.
Ask one half to form a circle and the other half to form a circle around them. Ask the inside circle to look outwards and ensure that everyone has a pair. (If you have an odd number of people, then each time you stop, one team of 3 can share). 



How people should stand:






Explanation of the process: 
Ask each person to share one or two things they perceive they have control or no control over with their partner. The partner should then agree or disagree and give a reason for their answer. Alternatively, the partner could ask them questions. 

After a minute or so of sharing switch on your music and ask that both circles walk in opposite directions until the music stops. Stop the music (preferably so that different people are sharing) and repeat the sharing process. 

Continue to repeat this process 4 or 5 times. 

Ask that participants share different ideas from their circles of concern and influence so that they can interrogate their answers/beliefs as widely as possible. 

	1 min 
	Ask if through this process, anyone changed their belief about something that they thought they had influence over or thought they had no influence over. 

	27 mins
	TOTAL TIME TAKEN









	Paired Dialogue Walk


	Purpose: For participants to get to know each other better and to practice what it is to be listened to, and what it is to really listen. 


	Materials: Handout describing part 1 and part 2 of this activity. 
Each pair should have a means to time themselves. 

	Room set up: Participants will, if the venue permits, walk outside with their partner

	Time 
	Description 

	2 mins
	Pair the participants off.

	2 mins
	Explain the purpose of the activity and then explain that this activity is divided into 2 parts. Part 1 (10 min each) is a walk and talk exercise where each partner is given 10 minutes to answer the 3 questions. 

Part 2 is a purely listening exercise (6 min each). In this part the listener should only listen. In this part the pair should be sitting opposite one another. 

In both parts the listener needs to give his/her beautiful attention to the speaker.

	36 min 

	Activity
Part 1: Walking dialogue (20 min)
Part 2: Seated listening pairs (12 min) 

Try and observe to ensure that the partners are adhering to time and instructions.

	15 mins
	Learning Debrief in plenary: Ask participants what it felt like to be deeply listened to and what it felt like to deeply listen? Was there a difference between part 1 and part 2? If so, what? Did you learn anything about yourself? Where and when can you practice these listening skills? In which work situations will they add most value? How can deep listening contribute to meaningful change and transformation in your SP environment?

	55 mins
	TOTAL TIME TAKEN





	Walk the Talk


	Purpose: To illustrate how closely we observe our leaders.

	Materials: ‘Questions about my leader’ handout

	Room set up: A questionnaire for each person at the place where they’re seated. 


	Time 
	Description 

	1 min 
	Activity explanation
Choose a leader you work with, preferably your manager/leader. You need to answer the questions on the handout in front of you. Try not to think about them for too long. Explain that no one is going to see these answers nor are you going to be required to share them, so be as honest as possible, they’re for each participant’s eyes only. 

	8 min 
	Answer the questions 

	3 min 
	Debrief: 
Ask: Were these questions generally easy to answer i.e., could you answer at least 80% of them with conviction? (Hopefully most of the participants will have found these questions easy to answer.) 

Share the following with the participants:
The point of this exercise is to illustrate how carefully you watch your leader. THAT is how carefully the people you are leading are watching you. They watch when you arrive and leave, what you wear, what you say, what you do. Don’t kid yourself that your behaviour is going unnoticed.  If you don’t walk your talk, they will notice straight away. Don’t ever kid yourself that, ‘do as I say, not as I do’, will ever build any trust. Make sure that if you want transformation to happen, you are prepared to change first and lead the way, otherwise, don’t bother.

	 12 mins
	TOTAL TIME TAKEN





	1,2,3 Clap


	Purpose: To illustrate that people will follow what you do, not what you say. 

	Materials: None

	Room set up: Participants standing.

	Time 
	Description 

	2 min 
	Explain that you are going to count to 3 and then when you say clap, everyone must clap. 
Demonstrate: 1, 2, 3, CLAP.

	1 min 
	Do the activity but instead of clapping on ‘CLAP’, clap when you say ‘3’. Hopefully the majority of the room will clap on 3 as opposed to clap when you say clap. 

	2 min
	Learning Debrief in plenary: Point out that many people clapped on 3 instead of on the word clap as instructed. Why? Because that’s what you as the leader did, and people are more likely to follow your actions than your words. Highlight the fact that as a leader people are watching your every move (remember the questions earlier about their leaders) and, are much more likely to do what you do than what you say. Hence it is crucial for you to walk your talk. If you don’t do it, they won’t, (at least not willingly). If you are a leader who believes that your people should ‘do as I say and not what I do’, then you will erode integrity and with that trust. 

	5 mins
	TOTAL TIME TAKEN












	Continuum line up


	Purpose: To give people an opportunity to assess themselves as a transformational leader and state why they have rated themselves as such. 


	Materials: Masking tape and a marker pen
Slide with the 6 Transformational Leadership characteristics
Flipchart with scoring system written up on it: 
7 = I fulfil all of the 6 components 
5 = I fulfil most - I’ve got some growing to do in some of the areas
3= I fulfil some, but I’ve got some growing to do in most
1 = I’m not anywhere close to being a transformational leader 

	Room set up: A long piece of masking tape across the horizontal or vertical length of the floor marked 1   2   3   4   5   6   7. 

Flipchart sheet to show scoring should be visible.

Slide showing leadership characteristics should be up. 



	Time 
	Description 

	3 min 
	Set up
Alert participants to the slide (before you put the slide up, you could ask the participants to remind you of the 6 characteristics), place the line of masking tape and the scoring system. 
Ask participants to stand on the number that they feel most aptly describes where they are in their transformational leadership journey.

	12 min 
	Discussion and debrief
Get feedback from participants as to why they have chosen to stand on the number that they’ve chosen to stand on. 
· Caution those on 1 not to be too hard on themselves.
· Interrogate those in the middle to say more about which characteristics they feel they still need to master.
· Caution those standing on 7 to be careful of blind spots. It’s unusual for someone to have truly mastered all 7 of these characteristics and without any awareness of where we need to grow, there will be no growth. 

	15 mins
	TOTAL TIME TAKEN



Transformational Leadership: ACTIVITY GUIDE
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