Facilitator Guide

Facilitation Skills for Managers


MODULE 3

Understanding Self and Others

TRAINING NOTES

What you need to know

1. It will take approximately 2 hours and 15 minutes to complete the following topics in this module.  

TOPIC

Module Overview

Using “Self” To Help Groups

Exercise:  How Assumptions/Beliefs Affect Behavior

The Ladder of Inference

Exercise:  Reflection

Individual Differences

Learning Style

Exercise:  Creating the Group’s Profile

Adult Learning Principles

Exercise:  Reflection

Module 3 Key Points

2. The equipment and supplies you will need for this module are listed below:

· Computer projection system and screen

· PowerPoint slides 3-1 through 3-10

· Small size Post-It™ notes

· Tennis balls for the exercise, How Assumptions/Beliefs Affect Behavior

· Flipchart easel with pad of paper

· Colored markers

· Masking tape

· Facilitator Guide

· Participant Guides.

3. This module introduces the Ladder of Inference as a tool to help participants increase their knowledge of self and others.  Peter Senge’s book, The Fifth Discipline, and Senge and Charlotte Roberts’ book, The Fifth Discipline Fieldbook, are excellent resources that will prepare you to teach the model.  All material on the Ladder of Inference has been adapted from these resources.

4. Marilyn Loden’s book, Workforce America!  Managing Employee Diversity as a Vital Resource, will give you background on viewing differences as a multidimensional phenomenon.

TRAINING NOTES

What you need to say/do

5. Participants are to complete the Hardy Educational Learning Profile (HELP) prior to attending the workshop and are asked to bring the profile with them. You will direct them in using their results to create a “picture” of the group’s learning style preferences.  The cover letter sent to participants with information about HELP and a copy of the assessment are located in the module’s appendix. Be sure you have read the material and have completed the HELP for yourself prior to the workshop.  

6. Prepare a flipchart that displays the quadrants for gathering and processing information:  Abstract-Objective, Abstract-Subjective, Concrete-Objective, Concrete-Subjective.  Refer to the HELP materials located on page 3-52 in the appendix.
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TRAINING NOTES

What you need to say/do

MODULE OVERVIEW

1. Show slide 3-1, Facilitation Model. 

2. Tell the participants that in the last module we learned that the first critical element of the facilitation model is “Knowledge of Self and Others.”

3. Explain that in this module we will explore this element in more detail.

4. State that the most powerful and influential tool that effective facilitators bring to a situation is knowledge of “self” and they use this knowledge to improve the way they facilitate to help their groups be successful. 

5. Tell the participants that effective facilitators also understand the ways in which people are different and value these differences.

6. State that the first learning goal for Module 3 is to increase knowledge of ourselves and to use this knowledge to improve how we facilitate groups.  The second goal is to understand how people differ from one another and to recognize people’s unique contributions.

7. Show slides 3-2 and 3-3, Module 3 Objectives.  Review the objectives.

· Through participative discussion, you will identify what it means to use knowledge of “self” to help groups be successful.

· Through participative discussion and an activity, you will understand differences in perceptions and how assumptions are created and impact our behaviors.

· After a brief exercise, you will describe some of the ways in which people are different.

· Through a large group activity, you will identify how knowledge of a group’s learning style preferences can improve facilitation.

· Through a participative discussion, you will identify the eight learning principles based on the needs of adults.

· In an individual activity, you will rate your use of the Adult Learning Principles and implications for how you facilitate adults. 

MODULE 3:  UNDERSTANDING SELF AND OTHERS
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FACILITATION MODEL


The first critical element in the Facilitation Model is “Knowledge of Self and Others.”  Self is the most powerful and influential tool that facilitators bring to a situation.  Effective facilitators take the time to understand how the assumptions and beliefs they hold about their role as facilitators and about groups impact their facilitation. They also understand the ways in which people are different and value these differences. 

Learning Goals

The first learning goal for Module 3 is to increase self-knowledge and use this knowledge to improve how we facilitate groups.  The second goal is to understand how people differ from one another and recognize people’s unique contributions.
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•

Identify what it means to use

“self”

•

Understand differences in

perception and how assumptions

impact behavior

•

Describe ways in which people

differ

MODULE 3 OBJECTIVES


(Participant Guide 3-1)
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MODULE 3:  UNDERSTANDING SELF AND OTHERS, CONTINUED


[image: image3.wmf]3-

3

•

Identify how knowledge of a

group’s learning style preferences

can improve facilitation

•

Identify the eight Adult Learning

Principles

•

Rate your use of Adult Learning

Principles and implications for how

you facilitate adults

MODULE 3 OBJECTIVES,

continued


Learning Objectives

· Through participative discussion, you will identify what it means to use knowledge of “self” to help groups be successful.

· Through participative discussion and an activity, you will understand how perceptions differ and how assumptions impact behavior.

· After a brief exercise, you will describe some of the ways in which people are different.

· Through a large group activity, you will identify how knowledge of a group’s learning style preferences can improve facilitation.

· Through a participative discussion, you will identify the eight Adult Learning Principles.

· In an individual activity, you will rate your use of the Adult Learning Principles and implications for how you facilitate adults.

(Participant Guide 3-2)

TRAINING NOTES

What you need to say/do

USING “SELF” TO HELP GROUPS

1. Point out that a few minutes ago you said that knowledge of “self” was the most powerful and influential tool participants bring to their facilitation situations. 

2. Ask each participant to turn to the person sitting closest to him or her and take the next 2 minutes to discuss what they think it means to use “self” as a tool to help their groups.

3. Facilitate a large group discussion by asking the participants to share what they discussed with their partners.

4. Write the title, Using Self as a Tool, on a flipchart.  Write participants’ responses beneath the title.

5. Show slide 3-4, Using “Self” To Help Groups.  Make the following points:

· In their book, Managers as Facilitators, Richard Weaver and John Farrell argue that using “self” to help groups be successful means using your perceptions of a group at a particular moment to understand and give meaning to what may be happening in the group.  Effective facilitators often ask themselves, “What do I think is going on here?” “How do I feel about what is happening in the group at this moment?”  “How did I arrive at these conclusions?”  “What are the assumptions I’m making?”

· In order to use “self” effectively, we must recognize and understand how our perceptions (based on our assumptions and beliefs) lead us to conclusions and how these conclusions then serve as the basis for our behaviors.

· Weaver and Farrell also believe that using “self” as a tool means modeling the kinds of behavior you expect of other group members.  You consciously choose how you interact with others so they have specific examples of how best to work together.

USING “SELF” TO HELP GROUPS
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USING “SELF” TO HELP

GROUPS

•

Using our perceptions to help us

understand and give meaning to what’s

happening in the group

•

Acting as a role model to demonstrate

expected behaviors


· Richard Weaver and John Farrell, authors of the book, Managers as Facilitators, state that using knowledge of “self” to help groups be successful means using your perceptions of a group at a particular moment to better understand and give meaning to what may be happening in the group.

· In order to use “self” effectively, we must have insight into how our perceptions (based on our assumptions and beliefs) lead us to conclusions and ultimately to the actions we take.

· Weaver and Farrell also believe that using “self” as a tool means modeling the behavior that you expect of the other group members.  You deliberately choose how you interact with others so they have specific examples of how best to work together.

(Participant Guide 3-3)

TRAINING NOTES

What you need to say/do

EXERCISE:  HOW ASSUMPTIONS/BELIEFS AFFECT BEHAVIOR
1. Ask the participants to stand and form small groups of exactly six people.   Each group must have a seventh person to serve as a timekeeper.  Any unassigned participant should choose a group to observe.

2. Have each group form a circle.  Assign a number to each group, i.e., group #1 and group #2.  (Note:  You may have to move tables, etc.)

3. Explain that their task is to pass three tennis balls around the circle until the balls arrive at the point where they began.  Everyone must touch these tennis balls.  They are to work as quickly as they can and stop once the balls have completed a full circle.  Tell the timekeepers their task is to time their groups.

4. Give three tennis balls to a participant in each group. Once all the balls have been distributed, ask the groups to begin the task.

What you need to know

1. The exercise, How Assumptions/Beliefs Affect Behavior, takes approximately 15 minutes. You will have the participants form small groups of exactly six people.  Each group will use three tennis balls to complete a task. Assign one timekeeper to each group.  You will ask the groups to complete several rounds.  It is not until each group identifies and changes their assumptions/beliefs about how the task is to be accomplished that they are able to try something different in order to complete the task in less than 5 seconds.  (One of the unique approaches used by groups is placing the three balls together in some type of container (e.g., bag, purse, bowl, jacket) and passing the container from one person to the next. Another approach is to place the balls in a container and have one person quickly pass it in front of each person in the circle so they can touch it.) 

2. The important point to make when debriefing the exercise is that the exercise relates to facilitation in that the assumptions/beliefs that we hold about our role as facilitators and/or about groups lead us to conclusions about the way we and/or a group should behave.  In this exercise, these conclusions impacted the way the group worked together and did/did not reach its objective.

3. This exercise is adapted from one described by Weaver and Farrell in their book, Managers as Facilitators.
(This page is left intentionally blank.)

TRAINING NOTES

What you need to say/do

EXERCISE:  HOW ASSUMPTIONS/BELIEFS AFFECT BEHAVIOR, CONTINUED
5. Once all the groups have completed the task, ask each timekeeper to share how long it took for his or her group to complete it.  Write the group’s number and their time on a flipchart. Repeat this for all the groups.

6. Challenge the groups to complete the task faster.  Repeat the process.  (Note:  Groups usually are able to shave another second or two off the original time.  Groups usually feel good when they complete the task in 15 seconds.)

7. Record the time for this second round on the flipchart.

8. Ask the groups if they feel they have achieved the optimal time.  (Note: Groups typically say they’re close and might be able to do a little better.) 

9. Tell them that other groups have done the task in less than 5 seconds. (Note: Groups are usually shocked at first when they hear this.)

10. Explain that they have 3 minutes to discuss how they can improve their performance in the final round.  After a few minutes, begin the round.

11. After the final round is completed, ask if any group was able to complete the task in 5 seconds or less.

· If a group tries a different approach and completes the task in 5 seconds or less (or significantly reduces their time from the last attempt), ask the group to identify what happened that made their group successful. Ask them how their assumptions/beliefs for completing the work changed. 

· If none of the groups tried a different approach, ask the groups what would need to happen for them to be successful.  

(Note:  In either case, the point you want made is that they identified or would need to identify their assumptions/beliefs about how their group should work together to complete the task.  These assumptions/beliefs led them to certain conclusions and the group behaved accordingly.  Only when they recognized and then challenged/changed these assumptions did they see another way to complete the task.)
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TRAINING NOTES

What you need to say/do

EXERCISE:  HOW ASSUMPTIONS/BELIEFS AFFECT BEHAVIOR, CONTINUED
12. Generate a large group discussion by asking the following question: 

“How does this exercise and what we learned relate to your role as facilitators and how you might behave with groups?”
(Note:  The answer you’re looking for is that the assumptions/beliefs a facilitator makes about his or her role and the assumptions/beliefs he or she holds about groups will affect the way that person facilitates these groups.)

13. Give the following examples:

· A facilitator who assumes or believes that groups need a lot of guidance will attempt to control the group by using very directive behaviors and a “take charge” approach to facilitation. 

· This is in contrast to a facilitator who believes that groups learn best through experience.  He or she will facilitate by using well-timed observations and/or questions to help the group with fewer directives.

14. State that facilitators who are effective take the time to identify and understand their assumptions and beliefs and how they lead to conclusions which may or may not be correct.

(This page is left intentionally blank.)

TRAINING NOTES

What you need to say/do

THE LADDER OF INFERENCE
1. Explain that a tool called the Ladder of Inference is helpful for understanding how we arrive at assumptions, draw conclusions, establish beliefs, and then take actions based on our beliefs.

2. Tell the participants that the concept of the Ladder of Inference was first described by William Isaacs in a paper by the MIT Center for Organizational Learning.  It was further developed by Chris Argyris and presented and discussed at length in Peter Senge and Charlotte Roberts’ Fifth Discipline Fieldbook.

3. Show slide 3-5, The Ladder of Inference Process.  Explain the Ladder of Inference by making the following points:

· The first step on the ladder is observation.  We see, hear, or experience something.

· We select some details or data from what we observed.  At this point, we are operating much like a computer—taking in and sorting information without evaluating or judging it.

· The next step up the ladder is when we add meaning to the data.  Because of life experiences, the meaning I attach to the data may be very different from the meaning another person may attach to it.

· We don’t stop halfway up the ladder but, now, take the next step and make assumptions based on what the data meant to us.

· On the next step, we draw conclusions based on the assumptions we have made.  It comes as no surprise that conclusions drawn by two different people may be entirely different.

· We now take our conclusions one step further up the ladder and use them to adopt beliefs about our world.  These beliefs become our reality.  They are the truth.

· Once we establish a set of beliefs about our observation, we take action.

· In addition, our beliefs actually affect what data we select from future observations.  A cycle thus begins that’s hard to break—an observation leads to a set of beliefs, which then influences the type of data we select, so that we reinforce our beliefs.

THE LADDER OF INFERENCE

The concept of the Ladder of Inference was first described by William Isaacs in a 1992 paper by the MIT Center for Organizational Learning.  Chris Argyris further developed the tool and it was discussed at length in Peter Senge and Charlotte Roberts’ Fifth Discipline Fieldbook.
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(Participant Guide 3-4)

TRAINING NOTES

What you need to say/do

THE LADDER OF INFERENCE, CONTINUED
4. State that the trip up the ladder takes only a split second and becomes an automatic reaction whenever we observe or have an experience similar to, or that appears to be similar to, the first one. 

5. Explain that because the trip takes place in our heads, it is unseen, unquestioned, and therefore untested.  It becomes a mental pathway that can often lead to misguided beliefs.

6. Provide the following example:

“I am facilitating a meeting of an agency’s management team.  Everyone is involved in the discussion except for Terry who is yawning and looking out the window.  Terry doesn’t ask any questions until I offer a suggestion to the group.  Then he states that the group should table the discussion until we have more information.  In this agency’s culture that usually means ‘Let’s get finished with this meeting so I can get out of here.’  Terry obviously is not interested in being part of this team and doesn’t even have the common courtesy to listen to my suggestion.  Now that I think about it, he never listens to anything I suggest to the team.  Clearly, he thinks I’m incompetent.  It’s obvious that Terry is a controlling jerk.  I need to keep an eye on him and be on the lookout for attempts to sabotage me.  Well, I’m not going to include anything that Terry can use in my report that he asked for the other day.  Terry will only use the information against me.  And I’m going to do my best to ignore him in future meetings.”

7. Refer to each step of the ladder on slide 3-5 as you ask the following questions:

“What was the observable data in this situation?”

(Note:  Answer is Terry’s demeanor and comment.)

“What data did I select from what I observed?”

(Note:  Answer is yawning and looking out the window.)

(This page is left intentionally blank.)

TRAINING NOTES

What you need to say/do

THE LADDER OF INFERENCE, CONTINUED
“What meaning did I attach to the data?”

(Note:  Answer is yawning and looking out the window usually mean boredom and disinterest.)

“What assumptions did I make based on the meaning I added?”

(Note:  Answer is Terry is bored with what’s going on and wants the meeting to be finished.)

“What conclusions did I draw?”

(Note:  Answer is Terry is a jerk and thinks I’m incompetent.)

“What belief did I just create?”

(Note:  Answer is I’d be crazy to trust him and must be very careful he doesn’t sabotage me.)

“What actions did I decide to take based on my beliefs?”

(Note:  Answer is ignore him in meetings and not give him any information because he might use it against me.)

8. Explain that the more I believe that Terry is dangerous and opposed to me, the more I select data that reinforce my belief that he’s malevolent and controlling.

9. State that as Terry reacts to my now antagonistic behavior, he’s probably leaping up the steps on his own ladder.  Before we know it, Terry and I have become enemies.

10. Explain that Terry may indeed have been bored or maybe he was tired because he’d been up all night with a sick child.  He may have wanted to finish the meeting quickly because he was controlling and thought I was incompetent or he may have wanted to leave so he could call home to see how his child was feeling.  But I won’t know unless I find a way to check out my assumptions and conclusions.

(This page is left intentionally blank.)

TRAINING NOTES

What you need to say/do

THE LADDER OF INFERENCE, CONTINUED
11. Tell the participants that of course it would be difficult to live our lives without adding meaning or drawing conclusions.  But we need to have a starting point for dialogue around differences in perception.

12. Show slide 3-6, Benefits of the Ladder of Inference.  Tell the participants that the Ladder of Inference can be used to increase knowledge of self and others by helping us to:

· Become more aware of our own thinking and reasoning

· Make our thinking and reasoning more apparent to others

· Inquire into others’ thinking and reasoning.

13. State that learning to use the Ladder of Inference takes practice until it becomes second nature.  There are some guidelines that will help participants do this.

14. Show slide 3-7, Guidelines for Using the Ladder of Inference.  Review the points on the slide.

THE LADDER OF INFERENCE, CONTINUED
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GUIDELINES FOR

USING THE LADDER OF

INFERENCE

1.

Identify the conclusions you/person is

making.

2.

Identify/ask for data that lead to the

conclusion.

3.

Identify/inquire into reasoning that links

the data and conclusion.

4.

Identify/infer a possible belief or

assumption.

5.

Identify/state your inference and test it

with the person.


(Participant Guide 3-5)

TRAINING NOTES

What you need to say/do

EXERCISE:  REFLECTION

1. Explain that the exercise will help participants to begin applying the Ladder of Inference to help increase their knowledge of self and others.

2. Refer the participants to pages 3-6 and 3-7 in their Participant Guides.  Ask them to read the instructions.

3. Tell them they have 15 minutes to complete the exercise.  Allow more time if necessary.

4. Ask for volunteers to share what they learned about themselves as a result of completing the exercise.

5. Remind participants they may mark their pages with Post-It™ notes if they choose.

What you need to know

1. Allow approximately 20 minutes for participants to complete the Reflection exercise.

2. Make yellow Post-It™ notes available to participants so they can mark Reflection exercise pages in their Participant Guides.

EXERCISE:  REFLECTION
Instructions:  Select a difficult problem or situation you’ve encountered as a facilitator in the last several months either with an individual or with a group.  Then use the Ladder of Inference to become more aware of your own thinking and reasoning.

1. What were the observable data and experience?

2. What are the details/data (behavior) you selected?

3. What meaning did it have for you (how did you interpret it)?

4. What assumption(s) did you make based on the meaning?

(Participant Guide 3-6)

(This page is left intentionally blank.)

EXERCISE:  REFLECTION, CONTINUED
5. What conclusion(s) did you draw?

6. What belief(s) were established?

7. What action(s) did you take based on these beliefs?

8. How can you use your awareness of your “trip up the ladder” to improve communication or change the situation?

(Participant Guide 3-7)

TRAINING NOTES

What you need to say/do

INDIVIDUAL DIFFERENCES

1. Explain that in the next section of the module, we will continue to examine other factors that result in individual differences in perceptions.  In particular, we’ll focus on learning style differences and the value of each style’s unique contribution to a team.

2. State that, first, you’d like the participants to stand up and look around the room.

3. Ask the following questions:

“As you look around, what are some of the differences we have right in this room?  What do you see?”  “What diversity is represented in our group?”

4. Write the participants’ responses on the flipchart.

5. Point out that the most obvious differences are gender, age, and race.

6. Ask the following question:

“What are some differences that might not be as readily apparent?”

7. Add responses to the current list of differences.  Make sure they include the following:

· Ethnicity

· Religious beliefs

· Income

· Education

· Place of birth or primary location when growing up

· Work experience

· Marital status

· Parental status

· Military experience.

8. Tell participants that Marilyn Loden, in her book titled, Workforce America!  Managing Employee Diversity as a Vital Resource, describes differences as a multidimensional phenomenon.  These dimensions represent an array of contributions people can make because of the diversity.

(This page is left intentionally blank.)

TRAINING NOTES

What you need to say/do

INDIVIDUAL DIFFERENCES, CONTINUED

9. Ask this next question:

“What is another important way in which people are different?”

(Note: The answer you are looking for is different learning styles.  If this response is already part of the previous list on differences, refer to the list and say that learning style is an important difference that we’ll discuss in more detail.)

LEARNING STYLE

1. Remind the participants of the pre-workshop assignment they completed on learning style.

2. Explain that there is a summary of the Hardy Educational Learning Profile, or HELP, assessment on page 3-8 of their Participant Guides.  Ask them to take a moment to read it.

3. Ask the participants to take out their pre-workshop assignment and turn to page 4 to find their results or learning style profile.

4. Remind the participants that the HELP measures their interaction or approach to learning situations and how they prefer to gather and process information.  Their profile indicates their general preference pattern for the way they like to learn, understand, and make sense of things.

5. Explain that in the next activity we will look at the different learning styles in this group.

THE HARDY EDUCATIONAL LEARNING PROFILE

The Hardy Educational Learning Profile was developed by Christopher Hardy, Ph.D., and Susan Hardy.  They combined their years of experience and expertise as professional educators to develop an accurate, efficient, economical, and effective way to assess your cognitive learning style.

Derived from the theories of Jung, Osgood, Ashcraft, and Vygotsky, the profile uses a modern information-processing framework that is easy to interpret and understand.  It measures how you:

· Interact or approach learning situations or sources of information using inner or outer focus

· Acquire information with a concrete or abstract perception

· Process that information with an objective or subjective decision-based function.

Your profile will indicate your general cognitive preference pattern for the way you like to learn, understand, and make sense of things based on your total scores.  It is helpful in understanding individual differences in how we like to learn.

(Participant Guide 3-8)

TRAINING NOTES

What you need to say/do

EXERCISE:  CREATING THE GROUP’S PROFILE

1. Tell the participants that they will create a “picture” of the group’s learning style preferences.

2. Ask participants to look at the box that identifies their preferred approach or information source for learning.  This is found in Step 3A: Outer or Inner focus.

3. Write the words, Outer Focus, on the flipchart.  Below that, write the words, Inner Focus.  Ask for a show of hands for each of the preferences and record the number of participants who have each preference.

4. Explain that another part of the profile has to do with their preference for gathering and then processing information.

5. Refer to the prepared flipchart that display the four quadrants.

6. Ask the participants to look at the box that gives their results for Step 3B, Gather information and Step 3C, Process information.

7. Ask each participant to come up to the prepared flipchart and use a colored marker to place a dime-sized dot in the quadrant that corresponds to his or her dominant learning style.  Have the participant write his or her name next to the dot.

8. When all participants have indicated their dominant learning style and have returned to their seats, remind them that the strength of their style (as indicated by their scores) will determine the degree to which they will display the related behaviors.

What you need to know

1. The Creating the Group’s Profile exercise takes approximately 10 minutes.

(This page is left intentionally blank.)

TRAINING NOTES

What you need to say/do

EXERCISE:  CREATING THE GROUP’S PROFILE, CONTINUED

9. Point to the Abstract-Objective and the Abstract-Subjective quadrants.  Ask the following questions:

“For those of you who have these learning styles, what do you have in common?  How do you learn best?  Give me some examples.”

(Note:  The answer you are looking for is that both styles are comfortable with the “big picture.”  They learn best by looking at patterns, relationships, possibilities, and the global and conceptual aspects of issues.)

10. Point to the Concrete-Objective and the Concrete-Subjective quadrants.  Ask the following questions:

“For those of you who have these learning styles, what do you have in common?  How do you learn best?  Give me some examples.”

(Note:  The answer you are looking for is that both styles prefer to work with information that deals with facts and is detailed, specific, and practical.)

11. Debrief the exercise by asking the following questions:

“Is any one profile or learning style better than another?”

(Note:  The answer you are looking for is no.  Each style brings its own strengths.)

“How can knowledge of different learning styles help you as a facilitator?”

Possible answers include:

· Understand that people look for and process information differently.  They have different learning needs and you must provide information in a way that meets their needs.

· Be aware of these differences and develop a number of strategies so that you not only meet the learning needs but recognize and affirm the contributions that each style brings. 

· Give the HELP instrument to group or team members.  Review it as a group as we have done in this module, and have the members create their own group profile.  Use it as a tool to begin a discussion on what members need from each other and from you to help meet their information processing needs.

(This page is left intentionally blank.)

TRAINING NOTES

What you need to say/do

EXERCISE:  CREATING THE GROUP’S PROFILE, CONTINUED

12. Transition to the next topic by explaining that we have looked at ways people differ.  Now we will look at learning requirements that adults have in common.

ADULT LEARNING PRINCIPLES

1. Tell the participants that often, when people are asked to assume a facilitator role, they begin with an image of what their role should be and how they should act based on how they have been taught in the past.  In many cases, this is closely related to the role the teacher played and the way they were taught as children in school.

2. Explain that there are significant differences, however, in the way we, as facilitators, interact with adults.  It is important when working with adults, especially when we are in situations where we are presenting information, to consider how to create the environment in which adults learn and work best.

3. Show slide 3-8, Adult Learning Principles.  Ask the following question:

“Why should you emphasize the second principle of adult learning—how the information or learning can be applied?”

Possible answer:

· Adults want the information or learning to be relevant and useful to them.

ADULT LEARNING PRINCIPLES

Often when people are asked to assume a facilitator role, they begin with an image of what their role should be and how they should act based on how they were taught in the past.  In most instances, the image in their minds is closely related to the role the teacher played and how they were taught as children in school.  But there are significant differences in the way we, as facilitators, interact with adults.  Your approach to working with adults, therefore, should create the environment in which adults learn and work best.
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(Participant Guide 3-9)

TRAINING NOTES

What you need to say/do

ADULT LEARNING PRINCIPLES, CONTINUED

4. Show slide 3-9, Adult Learning Principles, continued.  Ask the following questions:

“Why is it important to allow ideas to be debated and challenged?  This is the number five principle.”

Possible answer:

· Adults want to express their own ideas, hear all sides of an issue, and then make their own decisions about it.

“What do you think the last principle, ‘Treat participants like adults,’ means?”

Possible answers:

· Don’t talk down to them.

· Respect their abilities.

“Give me an example of a time when you were a member of a team or a participant in a workshop where the facilitator did not practice these Adult Learning Principles.  What was the impact on you and others?”

ADULT LEARNING PRINCIPLES, CONTINUED
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ADULT LEARNING

PRINCIPLES,

 continued

5.

Allow debate and challenge of ideas

6.

Listen to and respect the opinions of

participants

7.

Encourage participants to be resources to

you and others

8.

Treat participants like adults


(Participant Guide 3-10)

TRAINING NOTES

What you need to say/do

EXERCISE:  REFLECTION

1. Tell the participants that they’ll now have an opportunity to reflect on what they’ve learned about Adult Learning Principles.

2. Refer them to page 3-11 in their Participant Guides.  

3. Tell them they will have about 10 minutes for the exercise.

4. Have them complete the activity.  

5. Ask for volunteers to share their responses with the group. 

What you need to know

1. Allow approximately 10 minutes for participants to complete the Reflection exercise.

2. Make Post-It™ notes available for marking Participant Guide pages.

EXERCISE:  REFLECTION
Instructions:  Take about 10 minutes to reflect on what you have learned about individual differences as they affect facilitation and to answer the following questions.

1. On a scale of 1 to 5, with 5 being the best use, how would you rate your use of the Adult Learning Principles when facilitating adults?

_____
Focus on “real-world” problems.

_____
Emphasize how the learning can be applied.

_____
Relate the learning to the goals of the participants.

_____
Relate the information to past experiences of the participants.

_____
Allow debate and challenge of ideas.

_____
Listen to and respect the opinions of participants.

_____
Encourage participants to be resources to you and to one another.

_____
Treat participants like adults.

2. Which of the Adult Learning Principles do you best utilize as a facilitator?

3. Which of the Adult Learning Principles do you want to utilize more effectively?

4. What insights have you gained from learning more about individual differences, particularly as they relate to learning style, that can help you as a facilitator?

(Participant Guide 3-11)

TRAINING NOTES

What you need to say/do

MODULE 3 KEY POINTS

1. Explain that this module has focused on learning more about “self and others.”  Participants have also learned about several tools that they can use, including the Ladder of Inference and the HELP Learning Profile.

2. Show slide 3-10, Module 3 Key Points.  Review the key points.

· As a facilitator, it’s important to understand how our assumptions and beliefs can impact the way we facilitate groups and interact with each of their members.

· Awareness of the different learning styles represented in the teams and groups that you facilitate can help you better meet the specific needs people have based on how they best approach, gather, and process information.

· Effective facilitators apply the Adult Learning Principles to create an environment where adults are working from their strengths.

3. Close the module and transition to Module 4, Understanding Team Development and Team Dynamics. 

MODULE 3 KEY POINTS
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MODULE 3 KEY POINTS

Effective facilitators:

•

Understand the impact of assumptions and

beliefs upon behavior

•

Are aware of different learning styles and

seek to meet the different needs people

have

•

Create an environment where people work

from their strengths


(Participant Guide 3-12)
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BENEFITS OF THE LADDER OF INFERENCE

		Become more aware of our own thinking and reasoning

		Make our thinking and reasoning more apparent to others

		Inquire into others’ thinking and reasoning
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FACILITATION MODEL



















Applications

Faciltation Skills

valulng individual
differences

Knowledge of Groups
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THE LADDER OF INFERENCE PROCESS





*Adapted from Senge and Roberts’ Fifth Discipline Fieldbook.















Take Actions

Adopt Beliefs

Draw Conclusions.

Make Assumptions

Add Meanings
(cultural and personal)

Select Data

Observable Data
and Experiences
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ADULT LEARNING PRINCIPLES

1.	Focus on “real-world” problems

2.	Emphasize how the learning can be applied

3.	Relate the learning to the goals of the participants

4.	Relate the information to past experiences of the participants
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ADULT LEARNING PRINCIPLES, continued

5.	Allow debate and challenge of ideas

6.	Listen to and respect the opinions of participants

7.	Encourage participants to be resources to you and others

8.	Treat participants like adults
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MODULE 3 KEY POINTS

Effective facilitators:



		Understand the impact of assumptions and beliefs upon behavior

		Are aware of different learning styles and seek to meet the different needs people have

		Create an environment where people work from their strengths
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GUIDELINES FOR USING THE LADDER OF INFERENCE

1.	Identify the conclusions you/person is making.

2.	Identify/ask for data that lead to the conclusion.

3.	Identify/inquire into reasoning that links the data and conclusion.

4.	Identify/infer a possible belief or assumption.

5.	Identify/state your inference and test it with the person.
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MODULE 3 OBJECTIVES, continued

		Identify how knowledge of a group’s learning style preferences can improve facilitation

		Identify the eight Adult Learning Principles

		Rate your use of Adult Learning Principles and implications for how you facilitate adults
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USING “SELF” TO HELP GROUPS

		Using our perceptions to help us understand and give meaning to what’s happening in the group

		Acting as a role model to demonstrate expected behaviors
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MODULE 3 OBJECTIVES

		Identify what it means to use “self” 

		Understand differences in perception and how assumptions impact behavior

		Describe ways in which people differ
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