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QuickSilver?

While at Project Adventure in Brattleboro, VT, for a photo shoot for this
book, Steve Butler acknowledged a proposed title: Son of Silver. OK, but all
[ could think about was the Lone Ranger, horses, etc.

Having been a science teacher for many years, “Quicksilver” — the com-
mon name for mercury (Hg) — popped into my mind.

Quicksilver is a metal at room temperature; if dropped, it scatters in all
directions. Its movements are quite unpredictable. This unpredictable
nature, its ability to change, its intriguing characteristics seem to mirror the
creative spirit I've encountered with these authors and at PA. And yes, there
may be a hint of instability as well.

Don’t dwell on the fact that mercury is environmentally unfriendly. Grasp
the elements of fun, unpredictability and creativity that you’ll discover
inside this book.

— Bob Henry

CAUTION

Adventure activities by their very nature are highly active and participatory. Improper
use of the activities described herein may result in injury. The activities should not be
attempted without the supervision of trained and properly qualified leaders.

Neither the author publisher, seller or any distributor of this publication assumes any
liability for loss or damage, direct or consequential to the readers or others resulting
from the use of the materials contained herein, whether such loss or damage results
from errors, omissions, ambiguities or inaccuracies in the materials contained herein or
otherwise. No warranties, express or implied, as to merchantability or as to fitness for
any particular use or purpose are intended to arise out of the sale or distribution of this
publication and this publication is sold “as is” “with all faults.” The liability of the
author, publisher, seller, or any distributor of this publication on account of any such
errors, omission or ambiguities shall, in any event, be limited to the purchase price of
this publication.
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Dedication

This, my first book, is dedicated to my parents, who always emphasized
the value to be found in books, and to my son, who I hope grows up with the
same appreciation.

— Steve Butler

I was recently reading through the Acknowledgments on page 181 of
Silver Bullets. In there I wrote: “...and particular thanks to my wife, Gloree,
for putting up with and encouraging an inveterate 47-year-old Peter Pan.”
I'd like to repeat that acknowledgment (It’s not easy living with an ersatz
Peter Pan), so read as above, but change the 4 to a 5.

— Karl Rohnke
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A Note From Steve

A number of people deserve thanks for assisting this project to completion:

Kar] — for being willing to take on a rookie as a co-author and for spending
numerous hours talking and brainstorming the ideas that led to this book;

Nicki Hall — for reading the first draft and providing some wonderful feed-
back and photos;

Jim Grout — for reading, commenting and always trying to move it forward,
and for being patient when it seemed to go on and on;

Mark Murray — for discussions and suggestions on the leadership section
and providing ideas for several activities;

Tom Zierk — for never getting too angry about the passing of deadlines;
Ken Demas — for being interested and sharing what he could;
Bob Henry — for sharing the idea that led to the title;

The Brattleboro Photo Gang — for showing up on a cloudy, raw New
England day to play and be photographed;

and,

My wife and son — for giving up many hours of togetherness in the interest
of this book.



A Note From Karl

The names that appear on this page represent individuals who accepted
and implemented Project Adventure as part of their physical education
programs in the early to mid-70’s, and are still doing it. These people have
taught thousands of Adventure education classes and have positively
effected the lives of untold students.

This is not a dedication, rather a listing of dedicated teachers who were
open to a unique curriculum before it was fashionable to be “adventurous”,

and stuck with it for 20 years.

I apologize if I have inadvertently left anyone off this list who should
have been included. The names are listed alphabetically.

Sally Woodsum-Anderson
Mary Dugranier
Mike Dymon
Jim Madore
Steve McBride
Cliff Mello

Pat Metcalf
John Mulvaney
Tom Steele

Bob Welch

Jack Welch

Hamilton-Wenham Regional High School
Newburyport High School

Quabbin Regional High School

Dunn Middle School

Lynnfield High School
Hamilton-Wenham Regional High School
McCarthy-Towne Elementary School
Newburyport High School
SUNY-Cortland

Newburyport High School

Ipswich High School



Editor’s Note: On Sexist Language

Those who use the English language to communicate, especially when
their work dictates they pay close attention to proper grammar, are in a
dilemma. The universal use of the singular male pronoun in all instances,
which has been standard in past usage, is now precluded due to awareness
of sexist language. The dilemma lies in the fact that there is no non-gender,
singular pronoun to replace the now maligned “he/him.” Current conven-
tion calls for she/he, him her, his/hers, she or he, him or her, his or hers,
that person (when it works), and the alternating of either gender so as to
give equal weight.

The expectation of proper grammar being clear, concise and unambiguous
communication, this specifying of a gendered pronoun when the referred
to person unambiguously has no gender seems, well, ambiguous. Is more
confusion introduced by assigning gender to a specifically non-specified
(therefor genderless) person?

In struggling with this dilemma as an editor, I have listened to what
others do and say, especially those persons who by necessity or desire
(commentators, for instance) adhere to strict rules of grammar. (Note the
pointed avoidance of the singular pronoun in the last sentence.) Editing
this book has presented enough instances of this problem to tax the most
patient booksmith. Readers are therefore forewarned that this book con-
tains likely every currently correct usage of non-sexist, singular
pronouns. We have even occasionally lapsed into incorrect grammatical
constructs by using a plural pronoun to refer back to a singular antecedent:
“Give each participant a fleece ball and have them...”

If any reader takes offense at this inconsistent style, we sincerely apolo-
gize in advance to her/him, him or her, you. If you have any better ideas,
please let us know.

— Tom Zierk
Project Adventure, Inc.
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Why Write About
Adventure Leadership?

By Steve Butler

Why should you read this book? Here you * To look at all the pictures and see if your
are, page one, what could we possibly write face is in any of them, a bit self-gratify-
that would be valuable and worthwhile? ing, but people do enjoy seeing themselves

You folks ask tough questions. in print;
Off the top of my head, here’s a half dozen ¢ To add another book to your shelf so that
reasons to keep turning these pages: your colleagues and supervisors will
think that you are incredibly knowledge-
¢ Tolearn over one hundred innovative new able in your field, smart thinking — pro-
activities for your program, cost effective vided you don’t try to lead any games

training — good choice; when someone is watching; you;

xii



e To familiarize yourself with our hints and
techniques of Adventure facilitation,
appropriate recognition that this is a
serious, scholarly work;

¢ To laugh and giggle when no one else is
around at work, pat yourself on the back,
adding some play and fun to work is
always a worthy rationale;

¢ To examine our ideas and then write us
telling us that we're off-the-wall, thanks
for the thought, but no need to write, we
already know.

Do any of those ideas sound sufficiently
valuable to arouse your curiosity and intellect?
If not, here’s why we wrote the book.

In most bookstores you will find shelves of
books covering just about every facet of leader-
ship imaginable. You may find some or most
of them thought provoking and temptingly
buyable. You can probably uncover some emi-
nently successful techniques and strategies in
those books that will help enhance your skills
as an Adventure facilitator.

Nonetheless, we are convinced that the art
of Adventure leadership is subtly different from
the topics usually covered by these premium-
priced tomes. If you've ever attended a work-
shop led by one or both of us, perhaps this
stated difference will be obvious. We tend to

do things in a whimsically unique way, where
charisma and fun count more than coercion and
structure: that’s what QuickSilver is about.

We hope that as you read this book you will
reflect upon your own past leadership experi-
ences and compare those experiences with our
nitty-gritty recommendations. Evaluate the dif-
ferences, smile within — including a deep
breath, then take a chance or two with your
future programming efforts. Congratulate
yourself for being an innovative risk taker.

We want you to recognize yourself as being
successful and effective in your leadership
efforts. More importantly, we want you to
have fun making Adventure programs more
exciting for yourself and for those with whom
you work; to be capable, creative, enthusiastic
and effective,.

You, the readers, are the reason for this book.
We want to pass along the laughter, the fun and
the joy that lie within every activity. Grab it!
We can’t give you anything more valuable.
Then share it.

With this in mind, we hope our spontane-
ous and often zany approach to Adventure lead-
ership proves acceptable enough so that you
will challenge yourself to try something new,
just try...

Have fun first!

Why Write About Adventure Leadership?
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Yeah,Why?

By Karl Rohnke

When Steve Butler and I began talking about
collaborating on this book we both agreed to
turn up the volume on fun and also try to keep
things as simple as possible. God knows, you
can buy a raft of books that detail how to be an
effective leader, but it seems inevitable that to
understand the heavy rhetoric you need to take
a course in jargon in order to understand what
the author(s) are trying to say. Why do we do
that to each other? Someone gave me an article
recently on Initiative problem implementation,
and as part of the text, three entire pages were
devoted to a jargon glossary: That’s just not

necessary.

Most of the writing I have done for Project
Adventure in the past has been expository how-
to text, so perhaps I'm better able to recognize
what needs to be said and, more importantly,
what needs to remain unsaid to make a topic
understandable.

Communication, in part, involves under-
standing what someone is trying to tell you,
and if you can’t understand what we are trying
to write because of an ostentatious show of in-
the-know vocabulary, or because of a sanguine
sense of what sounds sentient, then what’s the
use? Tongue-in-cheek? Alliterative? Irreverent?
Fun? Correct.




You also have to accept that Steve and I
enjoy playing. This devotion to play occasion-
ally spills over, slides between the lines, and
could be interpreted as an irreverent pedagogic
attitude, but it’s a benign facetiousness at play
helping to keep phrases like “...a draconian
presumptive application” at bay.

Plato was quoted as saying, “You can learn
more about an individual during an hour of
play than in a year of conversation.” Martin
Buber said that, “Play is exultation of the pos-
sible.” Nietzche indicated that, “Inside of
every man is a child wanting to play.” If these
very famous philosophers are so high on play
and its by products, how come we relegate
playful people to a lesser status than the
individuals involved in a consuming work
ethic? Tradition, I suppose, and perhaps igno-
rance of alternatives. But we continue this slav-
ish attendance to the ten-hour work day not-
withstanding overwhelming evidence that a
playful, creative attitude produces a happier
more productive worker.

It’s also been proven beyond doubt that a
half-hour nap or meditative session during mid-
afternoon of a work day will cause a worker to
be more rested, creative, happier and produc-
tive than by attempting to work through the
PM blahs, or by trying to combat this diurnal
lethargic time by dousing the circulatory

system with caffeine in its various forms. Af-
ter reading this last sentence, did you (answer
honestly) think to yourself, “Yeah, but...” See
why we continue this ultimately destructive
work quest?

The ludicrousness of the situation is further
manifested by management ignoring all the
research which indicates that play, rest and
meditation produce a happier more productive
worker, then exacerbating the situation by
applying not-so-subtle occupational pressures
to “fake it” by looking busy all the time, pro-
ducing “work” notwithstanding the quality,
and putting in additional hours to make up
for the reduced efficiency of a tired and bored
individual.

Play and a playful attitude may not be the
panacea, but it sure beats extra hours and too
much coffee.

Play gets some people riled up. They don’t
know how to play, or even how to recognize
its usefulness in others, so any situation that is
not tied directly and seriously to a bottom line
result is dismissed as frivolous and counter-
productive. If reading this is upsetting you,
perhaps you are a candidate for some play re-
vival. Now you're really riled up, eh? Time to
stop reading and take a nap or perhaps take a
few minutes to play.

Yeah, Why?

XV






Introduction

“Do you have any new activities for my
program?”

“Are all these activities written down
somewhere?”

The answer is YES! At least for the moment,
before anything newer appears in a workshop
anyway.

QuickSilver includes ten year’s worth of new
ideas: Icebreakers, Warm-ups, Games, Stunts,
Initiatives, Trust Activities, Closures and more.
There’s a plethora of programmatic play in
these pages, enough to delight even the most
avid game collector.

But hold on for a moment; there are other
questions begging for answers.

“What are the important skills I need to learn
to present Adventure activities effectively?”

“What are the basic concepts of Adventure
programming?”

“What qualities are important in an Adven-
ture leader?”

“How do Irespond if a game Ilead bombs, if
there’s no enthusiasm for an activity?”

“What does it take to debrief effectively?”

These questions are all important. The

opening section of QuickSilver addresses
leadership issues. The intent is to provide you
with an understanding of the concepts of lead-
ership, share a model of leading Adventure
programs, and pass along practical tips to make
your leadership more effective.

Reading the leadership chapters you will
be asked to think about and evaluate what
you know and do as a leader or teacher. If
you're a novice to Adventure, you’ll discover
information that will help you understand
what Adventure leadership is, how it works,
and why it is different from other types of lead-
ership. If you're an experienced practitioner,
you’ll gain insights into what you do and
gather specific suggestions on how to address
a variety of leadership issues.

QuickSilverisn’t magic. Reading these pages
won’t automatically make you or your Adven-
ture program successful. What this book will
do is give you practical and useful information,
ideas to evaluate and ponder, and most impor-
tantly, an opportunity for you to develop your
own personal skills and understanding. Read,
have fun, and share the Adventure!
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Introduction to Section One

“It’s what you learn after you know it all
that’s important.”

— Earl Weaver, ex-manager
of the Baltimore Orioles

Since Project Adventure started in 1971,
thousands of teachers, health care profession-
als, PE instructors, corporate trainers, recre-
ation specialists and others have attended
Project Adventure workshops.

Most of the participants enjoy the fast-paced
action, the trust and bonding between people,
the intriguing challenges, and the atmosphere

of risk-taking set within a safe environment.
However, when these people return to their jobs
and sites to begin leading their own Adven-
ture activities, they realize that there’s more to
being a good leader and facilitator than simply
completing a workshop.

The essence of Adventure programming is
pretty simple. You're teaching the basics of
communication, cooperation and trust in a
milieu of FUN. This isn’t hard to understand.
The program isn’t complicated. Nor does
leading a program utilizing Adventure experi-
ences have to be confounding. The essential
ingredients of a successful leader are easily




4

understood. It’s the art and practice of leader-
ship that’s subtle and a bit more difficult
to grasp.

You probably already have much of what it
takes to get started. The same qualities of lead-
ership that make anyone a good teacher, a good
trainer, a good recreation specialist, a good
counselor will help you become a good, if not
excellent, Adventure facilitator. But if you’re a
game aficionado, simply eager to expand your
personal bag of tricks, recognize that your
leadership expertise is equally valuable as a
burgeoning bag of Adventure activities.

We co-authored this book to share our
varied experiences and insights. Our aim is to
provide you with some simple, hands-on tech-
niques. Use them, and we feel they will help
differentiate you as an effective Adventure
facilitator from someone who does an OK job.

Between us we have 43 years of experience,
much of which has been OJT — On the Job
Training, or learning to be accurate shooting
from the hip. After all these years, we both agree
that there is not one right way to lead a

Adventure Leadership

specific activity, but there is also no shortage
of ill-conceived words, actions and behaviors
that can short circuit even the best prepared
and planned Adventure experience.

Our goal is threefold:

1. To offer hints and suggestions from our
experiences on ways to improve your
facilitation of Adventure programs;

2. To stimulate your thinking and creativity
about your own leadership style and
behavior;

3. To advocate strongly for the heart of the
Adventure spirit — FUN.

So here’s how, without a lot of baloney
(you need a little baloney to grease the skids
of humor). Our recipe for success includes a
hearty and healthy desire to play, a large
measure of creativity, a brimming cup of
confidence, a heaping handful of humor, a
spoonful of silliness, a pinch of experience, all
spiced with a pungent dose of fun.

Now that you looked over the menu, select
a tempting morsel and enjoy.



Chapter One

The Basics

To paraphrase an old saying: “It’s not what
you play that’s important; it’s how you play it.”
The field of Adventure is different from tradi-
tional physical education activities, from
traditional methods of counseling, from
traditional styles of teaching, and from the
“old school” of training and professional
development.

What’s the difference? Two things:

1) The leader/facilitator doesn’t provide all
the answers to the group; primarily the
participants learn from each other.

2) Adventure experiences intentionally
contain a certain amount of spontaneous
unpredictability. Spell that F~U-N.

In more traditional models of teaching and
leading, the instructor is seen as the definitive
source of all pertinent information. The teacher
passes knowledge on, and the participants learn
it. The participants, in this sense, are generally
viewed as receivers rather than learners. As
Adventure facilitators, leadership is different.
Adventure leaders present activities in a way
that allows the group to develop its own
abilities, with guidance from the leader when
appropriate.

Adventure leaders take people out of their
standard frame of reference and ask them to
engage in things new and different. You’re not
playing volleyball, basketball or football. Ad-
venture programming involves people hitting
a beach ball as many times as possible without
allowing it to touch the ground. Adventure
activities ask people to create an animal using
their bodies. Adventure leaders encourage

utilization of the same skills — cooperation,
teamwork, communication, trust, decision-
making, creative problem-solving — that are
taught more didactically in schools, seminars
and training programs. The educational out-
comes may be similar, but the approach is
purposefully different.

The Leader’s Role

Do not try to satisfy your vanity by
teaching a great many things. Awaken
people’s curiosity. It is enough to open
minds; do not overload them. Put there
just a spark. If there is some good
inflammable stuff, it will catch fire.

— Anatole France

In Adventure, what is the optimal role for a
leader in a group? Are you the center — with
everything revolving around you? Are you in
front directing everyone to follow you — like a



flock of geese? Are you the focus of attention?
Are you, in fact, the leader?

This topic has raised many questions over
the years. The strict definition of a leader is
one who is in front guiding or directing those
following behind. To some extent, an Adven-
ture leader is conforming to this definition.
When and how?

In the Beginning

In the first 15-30 minutes of a program, put
yourself front-and-center to show people you
know what’s going on and to help put them at
ease by providing a comfortable and confident
persona that they can easily relate to.

Any analysis of group dynamics indicates
that when a group first comes together it looks
to the leader for direction and support. At the
outset of an Adventure experience, you, as the
leader, will be maintaining a high level of vis-
ibility and modeling the types of behavior you
want in the group.

Your directions need to be clear and
concise; your attention is focused on getting

Adventure Leadership

the group involved in activities as quickly and
easily as possible. You would most likely
be the focus of the group’s attention —
if they’re focusing on you they are less likely
to be worrying about how others are perceiv-
ing them. Your presence provides stability,
security and purpose.

You might begin by telling them something
about your background and training — provide
them with a reason(s) to trust. The Experien-
tial Learning Cycle, The Full Value Contract,
Challenge By Choice — are all pieces of infor-
mation that may allow people to understand
and feel comfortable about what they are
going to do together. In many instances, giving
people background information can be a won-
derful lead-in. It’s easy to assume that this
information is boring and dull compared with
the activities you want to present, and thus to
ignore it. But just because it’s low energy stuff
doesn’t mean it is ineffective.

When might this type of information not be
useful?

How about with a group of elementary
school students? At a conference where you




only have 90 minutes to present? To a gym
full of teachers (50 or more) for a half day of
team building?

Even in these situations, while you might
not use a lengthy verbal presentation, a case
could be made for including one. For the el-
ementary students, it could give them some
understanding of the behaviors appropriate for
the day. At the conference, it might give the
activities more meaning and put them in a con-
text where the participants see more value in
the Adventure approach beyond just the “fun
and games” aspect. For the 50+ teachers, it may
create some mental “buy-in” if they are at all
resistant to the idea of Adventure programming.

More often than not, we start our programs
with this type of introduction.

When not starting with a verbal introduction,
get people actively involved as quickly as
possible. Physical activity usually captures
people’s attention, so movement is a good start-
ing point. Pairs Tag, Birthday Line Up, any
name games (Name By Name, Toss-a-name,
Wompum, etc.), Circle the Circle are common
choices to kick off a program.

What these games tend to have in common are:
Simple rules, little or no equipment, no skills
required and fun. They also allow you, as the
leader, to join in. Being part of the group at
this stage is a great way of opening the door
for everyone to participate. When people see
that you are involved, they are more likely to
feel comfortable participating.

Over the years, I think I have started
programs with almost every conceivable
activity — from Quick Name (a.k.a. Hustle
Handle) to Lap Sit, from Human Knots to
Porcupine Progression, from Pairs Tag to
Moonball. Each choice reflected my interpre-
tation of what was going to start that group’s
experience with the appropriate level of energy
and involvement. These ideas of how to start
and with what activity is not a guaranteed
recipe for success. You must be able to discern
for yourself what will work best for you. If you
don’t like all of the activities mentioned above,

then using them as an introduction would in
all likelihood be a poor choice. Consider them
as examples as models, of what work well.

Moving On

As a group progresses in its development,
your role changes. By presenting trust activi-
ties, you begin to establish a comfortable and
secure feeling among group members. They
will not need to rely solely on your influence
and presence to be safe, and the group can
begin to be responsible for itself.

Progressing to Initiatives and low ropes
course elements focuses the group on commu-
nication, cooperation and decision-making.
Again, your role lessens if you want the group
members to be able to develop their own abili-
ties. Your presence becomes one of a supporter,
an encourager, a coach.

The level at which you verbalize and
demonstrate this support is determined by
certain variables:

* The age and maturity of the group — the
more responsible people can be for them-
selves, the more space you can provide
for them to develop on their own. A group
of elementary students generally needs
more coaching than a group of adults.

¢ The readiness of the group — some indi-
viduals and groups are more able to
process their own experience. If group
members are able to manage safety issues,
conflict and other issues as they arise,
then a facilitator provides little more
than guidance, because people are devel-
oping insights and generating questions
on their own.

* The length of the program — usually,
a group develops better skills over
time. You need to be more directive and
visible in a shorter program. But if the
group has time to establish its own pro-
cess, your role is more of facilitation than
leadership.

* The goals of the program — a day of fun
and activities for an orientation requires
one level of involvement; a day of team

The Basics



building with a staff that is at odds with
each other dictates a different approach.
It’s essential to understand the goals of
the group so that your actions can be
focused on the outcome desired.

A question to ask yourself: “From what I
say and do, am I Jeading the group — helping
them to learn — or facilitating— helping them
to learn from each other?”

My (Steve) initial training and experience
had been leading New Games trainings, where
the leadership style was more attuned to creat-
ing and maintaining a high level of involve-
ment for and with the participants. It was dif-
ficult to change that pattern of facilitation. In
particular, presenting Initiative activities was
an uncomfortable role at first — having to stand
back and allow the group to work on its own
with little or no input. I sometimes felt that I
wasn’t doing my job as the leader of the group.

As was often the case in my own personal
development as a leader, new ideas and ways
of doing things dawned slowly. I wanted the
group to succeed so they (and I) could feel
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successful. I wanted them to try it “my way”
— either how I had learned it or how I per-
ceived it to be easier for them — so that they
could perhaps accomplish the task but also so
that I could provide some direction and sup-
port to the group. I didn’t want to sit still and
observe because I didn’t like the silence. I felt
that I knew something — the answer, a tech-
nique, a strategy — and I wanted to share it.
Sometimes [ would intervene to offer a sugges-
tion, a thought, an idea. Now I try not to.

I came to learn over the years that my inter-
ventions were not always appropriate or help-
ful. I would insist that my motives were noth-
ing but the best (to help the group), but was I
really working toward that goal? Did the group
really need (or want) my help to complete their
task? I came to realize that the answer was
oftentimes no.

It took some careful observation of other
leaders to recognize that my help might not be
the best resource for the group. I saw other lead-
ers “help” by not offering suggestions and hints,
but by sitting back and then, during a debrief,



asking insightful questions that allowed the
group to understand what had just happened.
While my input might lead to a successful
solution and lessen or eliminate some conflict,
at the same time my input might also diminish
the accomplishment of the group. Would I be-
come a crutch, an aid, that they would come to
rely on? Was I setting myself up as a leader,
without whom the group could not succeed?
Was my leadership and direction masking
issues and opportunities for the group to
learn about itself, to develop and improve its
own skills?

These questions are not easy ones to answer.
What may work for one group in one situation
may be inappropriate for another group in the
same situation. What works for one group once
may not be effective at a later time because the
group dynamics have changed. The central
question is: Are you helping the group to learn
its own lessons or are you trying to teach them
your lessons? In some cases they may be the
same and your input may provide important
insights. The answer should be (as much as
possible) that the group learns best from itself
with the minimal amount of help and input
from you.

You might think this point refers only to Ini-
tiatives. Not so: The same ideas apply to the
entire range of Adventure programming. Even
simple warm-ups and icebreakers can be pre-
sented in a way that limits rather than enhances
the group’s ability to make the experience its
own. As leaders, your goal is to create an at-
mosphere of fun and learning where people
have a wide range of opportunities available
to them. If they like some aspect of a game that
is different from what you like, their choice is
more important. So long as safety issues and
concerns aren’t being compromised, give the
group as much flexibility as you can to define
the experience for itself.

You can interpret this style of leadership as
being limiting. It limits your ability to influ-
ence the group’s decisions and your response
to problems that emerge within the group.
Challenge that idea. By limiting your direct

input to the group during an activity, your
facilitation can enhance the group’s growth
and ability to improve itself more than if you
had /ed them to success.

Elements of a
Successful Program

There are four basic elements of an Adven-
ture experience. It is the goal of the Adventure
facilitator to see that they all happen.

* Trust
¢ Communication
* Cooperation

e Fun

Trust

Trust is the safety key that opens the experi-
ential door. It allows people to share pieces of
themselves without fearing that they’ll be
laughed at or ignored. It creates opportunities
for people to meet new challenges, knowing
that others are there to support them. It means
giving something a try, perhaps not succeeding,
but knowing that the group will support addi-
tional attempts without ridicule.

Trust starts with you as the leader. From the
start, if you model openness, encouragement,
sensitivity and competence people will feel safe
with you. They will also feel safe with and may
open up to others in the group. Your role is to
create an encouraging blanket of trust so that
group members can learn to rely on each other.
As the leader you also continuously monitor
the trust to ensure that no one is hurt by the
experience.

A sure-fire method to begin developing trust
is to start your activity sequence by having
people learn each other’s names. Most people
we know, ourselves included, feel somewhat
intimidated by groups of people we don’t
know. Toss-a-Name, Wompum, Peek-a-Who
and Name By Name are almost certainly to
appear in the first hour of any session we lead.
Name recognition develops trust.
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There’s no doubt that participants often look
askance when we explain Speed Rabbit, do the
Dog Shake; or embody the spirit of a Gelfling.
People may feel embarrassed and uncomfort-
able for a while. But they participate. If you
demonstrate by example that it’s OK to look
silly, people will feel more willing to take
an emotional or physical risk. Demonstrate
that you know what you're doing. Let them see
your competence yet don’t be afraid to look
silly. Let them know you too are willing to take
some risks.

Remember, people need to trust you first.

Communication

Communication is linked closely with trust.
People working closely together need to com-
municate to prevent problems from arising.
Communication allows people to share their
viewpoints, to learn from the experiences of
others, and fosters an environment where
people can talk openly about their feelings.

Like trust, communication begins with you,
the leader. Set a tone, help establish goals, and
provide a framework for the participants. Your
ability to communicate what to expect of the
experience and how it works is a crucial ele-
ment in making people feel included and safe.

Your style of communicating can be as in-
fluential as what you communicate. (More on
style later.) Humor and personal warmth are
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invariably more effective than a strict and
belabored approach. Invite people to join;
don’t force them to participate. This freedom
results in a greater sense of involvement and
usually allows people to feel more comfortable
taking on new challenges.

Use mixer-type games early in the program to
establish bonds between people. Categories,
Nonsense Numbers, Invisible Partners are
examples of some fun ways to encourage
people to share a little about themselves.
Hearing about others, recognizing there
are similarities and differences, finding some-
thing in common with someone else — all
these factors can contribute to a sense of
belonging. Don’t underestimate the value of
allowing people to get to know each other.
And remember, it can (and should) be fun.

As the leader, you want to open the lines of
communication. How? Listen to what people
are saying. Show that you value their comments
and suggestions. Ask if they have any questions
before starting a game. Be open to changing a
rule or adapting the action if it will allow more
involvement. Try not to restrict what people
do — provide opportunities for them to decide
for themselves what they want to do.

Embody the behaviors you want to see in oth-
ers. People “understand” as much or more about
you by watching what you do and don’t do as
they gather from listening to what you say.

Strive for simplicity. Keep things moving.
Participate in the games. Have fun.

Cooperation

Adventure activities focus on people work-
ing and playing together. The goal is to increase
each participant’s ability to work as part of a
group, and to develop in each person a better
appreciation of what she or he can contribute.

People sometimes have the impression that
because Project Adventure activities focus
on cooperation, there is no competition in
our programs. Competition isn’t inherently
bad, but we do feel that designating individu-
als as winners and losers isn’t necessary. The



win-at-all-costs mentality causes many stu-
dents to feel that they are not skilled enough to
compete with their more talented peers and that
physical activity is something to be avoided.
Cooperation doesn’t have to replace compe-
tition. But since there are so many opportuni-
ties for people to compete and lose, why not
offer some opportunities where everyone can
compete and win? Competition can be struc-
tured so that everyone can feel good about their
involvement. After hitting a moonball 77 con-
secutive times, it doesn’t matter if everyone in
the group hit the ball an equal number of times.
The whole group takes credit for achieving the
score, and even someone on the periphery of
the action feels included in the group’s suc-
cess. Early in a program, this sense of accom-
plishment and success can influence pro-
foundly the ability of the group to work together
later in the program doing more challenging
Initiative tasks like the Spider’s Web.

Activities like Moonball, Group Juggling and
Warp Speed, Quick Line Up, Earthwinds and
Birthday Line Up provide attainable challenges
for most groups. People feel good about their

success. They work together, share in the
accomplishment, and learn techniques that
allow them to attempt more difficult problems
and overcome greater risks.

Remember, though, that working together
takes effort and is not always easy. It takes prac-
tice. Some people don’t like to do it. Give the
group time and expect some rough spots. Be
there to support them when necessary, but
don’t give away the solutions.

Successful teams, performers and artists
spend countless hours developing their skills
before they can use them proficiently. Create
opportunities. Provide challenges. Encourage
creativity and praise effort, even when it may
not produce a successful solution.

The Basics
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Fun

Leading Adventure programs is serious
business. Don’t let anyone tell you otherwise.
If it wasn’t serious, we wouldn’t be in business.
What’s serious about it is that you're trying to
help people learn and grow. Learning and
developing new skills are serious endeavors.

The unusual thing about Adventure is that
it’s also fun. Fun, and play, are not supposed
to be serious. To most adults, fun is consid-
ered frivolous — something with little long-
term value. Fun is associated with amusement,
recreation and merriment, not usually with
education, at least not in the traditional sense.

Fun is central to the Adventure experience.
Fun is important because people are in-
volved when they’re enjoying themselves.
People are motivated, their attention is more
focused, their energies are higher. Fun can be
an end in itself, as well as a powerful tool in
an educational program.

Adventure Leadership

What are some of our most favorite fun activi-
ties? What do we go to if the group seems
sluggish, nervous, uninterested or unenthusi-
astic? Anything that creates action, laughter
and energy. Pairs Tag, Pairs Squared, FFEACH,
Peek-a-Who, Asteroids and Anklebiters, Pitfall
and Wizards & Gelflings. These are certifiable
sparklers, games that produce intensity,
gaggles of giggles and that flush of satisfaction
that says, “Let’s do that again!”

Whether you work in a school, hospital,
camp, service agency or corporation, the fun
component will be necessary if your Adven-
ture program is to succeed. Fun is intertwined
in everything that we do to the extent that
some might say we have too much fun. For us,
however, always keeping the fun quotient high
is our way of ensuring that the quality of the
program is also at its highest. You can have an
Adventure program without fun, but we don’t
think you can have a very good one.




What is Fun?

By Steve Butler

To me, fun is a feeling and therefore
somewhat hard to describe. Fun is laugh-
ter, energy, imagination, sharing, risking,
challenge. It’s spontaneous, focused,
delightful, unpredictable. Fun is hard
to manufacture, but easy to recognize
when happening. Fun tends to be the kind
of experience that you recognize being
part of, but you may have a difficult time
initiating.

Fun is contagious. People want to be part
of it. You may risk looking silly to be a
Speed Rabbit; you may feel nervous wear-
ing a blindfold in the Pitfall; you may feel
awkward jumping in Hop Box, but you’ll
try it if it looks like fun. Remember that
fact. If you can present activities so people
can see the fun inherent in what’s happen-
ing, their fears, anxieties and concerns will
most likely seem less inhibiting.

Fun is the invitation toward active
involvement. It’s the welcome sign that
indicates it’s OK to relax. Fun creates an
immediate sense of togetherness and
camaraderie that is essential to the group
process. Even with the name games we play
to start a workshop, the emphasis is on fun.
Adding a rubber chicken or a weird ball
to Toss-a-Name injects levity. The hilarity
of guessing an opponent’s name in
Peek-a-Who establishes that there can be
competition without fear of losing. Fun is
essential to beginning a program, class or
workshop. If you want to get folks enthusi-
astic about Adventure, start your course
with a series of activities that have a high
fun quotient.

Fun in Adventure is all this and more.
It’s a new experience with unpredictable
outcomes — it’s the uncertainty of finding

your partner in Hog Call, the anxiety of a
Trust Fall, the abject fear of stepping off
the Zip Wire platform. Yet the experience
is sequenced so as to produce trust and
encourage involvement. You, as the leader,
need to carefully prepare the group, physi-
cally, mentally and emotionally.

Fun can sometimes be hidden or seem
to disappear. When a group has been work-
ing hard on an Initiative and is about to
give up, fun may feel like an illusion. But
fun is your tool to bring people back, to
focus them again on what is happening
within the group. Even in a serious debrief,
highlighting some of the fun that occurred
or asking people to draw a picture of what
happened are ways to have participants
put their struggles in perspective. With a
serious set of program goals to achieve and
a short time-frame, it can be easy to forget
the enjoyment and focus only on the
didactic learnings. Remember, when the
fun disappears, people’s energy and enthu-
siasm are often next.

It may seem difficult to justify fun dur-
ing times of tight budgets, when people
want value for their program dollar. But if
one thing has been consistent for us over
the years, it is that if the Adventure pro-
gram is fun-filled, people always seem to
want more. If they want more and partici-
pate more actively, the result is that they
benefit more from the experience.

In all the successful programs we know,
and for all the accomplished leaders we see,
the one factor that remains constant is fun.
It’s what makes the experience come alive.
It keeps people focused, engaged and
connected to each other and the activities.
That is why fun is not only important; it is
absolutely essential.
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Chapter Two

Functional Leadership

Even if you're on the right track, you’ll
get run over if you just sit there.

— Will Rogers

Can anyone be a good Adventure facilitator?

The answer depends on who you talk to.
Anyone can improve his or her skills. Working
at developing and improving skills should pro-
duce a good facilitator.

But how? What steps can you take towards
enhancing your abilities? The sequence below
may give you some ideas. It's a continuum and
a process. Depending on your present skill
level, you can fit into the pattern at any point.

Think of your growth as a leader as a
process, not a result. No matter what your
present skill level, there is always room for
growth.

Training

Select your training carefully. When you
want to develop skills, find someone who can
teach you well. Good teaching should enhance
your skills smoothly and effectively; poor train-
ing will need to be corrected and repeated.

Training assumes that you are dealing with
knowledgeable instructors who can teach you
what you need to know. They can transfer to
you knowledge that will enable you to continue
to grow professionally. Training provides
information, and it is information that you
need to get started.

Practice

Knowledge without practice is like a book
without a reader. There’s lots of potential
inside, but nothing happens until it’s used.
Knowledge can help you develop skills, but
skills need to be practiced or they fade and dis-
appear. The best way to integrate knowledge
and learn skills is to practice.

Lead groups. Volunteer to assist others who
are leading. Practice on your job. Practice with
your co-workers. Practice with any group that
is interested. The more you put into use the
knowledge you’ve gained, the better you can
judge how to use that knowledge effectively.
Practicing essentially is self-instruction;
you teach yourself how to best use the knowl-
edge and skills you learn. After all, this is
Experiential Education.

Coaching

The essence of good coaching should be
support, encouragement and feedback. If
your coach does all the leading for you, you
won’t have the chance to experience the situa-
tion for yourself. What would you do in that
situation? A coach works with you as a kind of
safety net — someone who helps you out if you
get in over your head.

If you can co-lead with someone who acts
as a coach or mentor, your leadership develop-
ment will progress considerably faster. If you
cannot find someone more skilled than you,




lead with a co-worker. You can then provide
each other with practical insights, alternative
ways of dealing with situations, and helpful
advice intended to broaden your critical think-
ing process. Two perspectives are better than
one and generally produce more insights.

If you work with someone more experienced
than you are, perhaps she can give you better
feedback. But remember that each leader has
her own style. So what one person tells you, if
that’s your only source of information and feed-
back, may not give you a complete picture.

Experience

Experience is the Catch-22 of leadership.
You need it to be effective, but you can’t ac-
quire it without first practicing, without the
benefit of experience.

Experience is valuable because it brings wis-
dom. Wisdom is practiced knowledge. A wise
leader is someone who can anticipate what
needs to be done, can effectively decide how

to do it, and can react appropriately when the
situation changes unexpectedly.

If you are not an experienced leader, pre-
pare to take some risks. You will need to lead
before you become an experienced leader. You
will have some great times; you will make some
mistakes. Some days you’ll feel great about
what you do; some days you will wonder why
you ever decided to lead Adventure activities.

Experience offers opportunities for reflection
and analysis. The value of experience is greatly
diminished if you don’t take the time to evalu-
ate what you’ve done. Learn from your efforts
all that is available.

Mastery

Mastery is acquiring a skill, using it effec-
tively and knowing that it is a reliable tool for
future use. Remember to maintain your tools
and constantly keep them serviceable. As a
leader, maintaining your skills at peak perfor-
mance means constantly seeking new knowl-
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edge, new techniques and new practices. New
knowledge allows you to evaluate and improve
upon your existing abilities.

The price of mastery is practice and experi-
ence. Don’t be afraid to take some calculated
risks. Look for opportunities to continuously
challenge your presentation skills.

Perhaps mastery is like personal computer
technology. If you bought a computer 10 years
ago, it may still work, but it will be woefully
inefficient compared to today’s machines. Even
if you buy the best computer today, probably
within six months there will be something new
to make it obsolete.

Leadership skills don’t become obsolete, but
they do require maintenance. They benefit from
use and new insights and ideas. Remember,
mastery is not a final destination, it’s more of a
stop along the way. You can say that you've
been there, enjoyed the experience, and can
make use of that knowledge again when it’s
useful to you.

If you're a novice, don’t feel overwhelmed
wondering how you’ll ever become a good
facilitator. There is a progression that occurs;
if you work at it, your skills will improve.
When you’re an experienced leader, don’t feel

Adventure Leadership

overconfident and assume that you have
nothing more to learn. The best course of
action for experienced leaders is to make
constant journeys through all the stages of skill
development.

As Max DePree states in Leadership Is An
Art, “In the end it is important to remember
that we cannot become what we need to be by
remaining what we are.”

A Leadership Profile —
or How Would You Recognize
a Good Leader if You Met One?

This part of the book is something that you
can have fun with. Rather than the usual read-
the-book approach, try something different
— a little interactive, experiential reading.
Participation is good for you.

As we were thinking about this book and
the essence of leadership, we had lots of
questions. Such as:

e Can anyone be a good Adventure facilitator?

e What skills and abilities do you really
need to be a great leader?

e Is charisma necessary?

e How much expertise is needed to be
effective?

¢ Do you participate with your groups and
is this important for success?

¢ How can you be a good leader and not be
the center of attention?

» Arethere times when you need to be more
visible, more the focus of the group? How
do you know when it’s appropriate?

e How can you change a bad play experi-
ence into a good one?

e What type of personal qualities or skills
are needed to be effective? Can these abili-
ties be learned? Do some people have
what it takes and some don’t?

¢ Are leadership skills used in one setting
(physical education, for example) appli-
cable in another type of program (corpo-



rate training, let’s say)? Are all leadership
skills transferable between Adventure
disciplines? Are certain skills client and/
or program specific?

¢ Can a good leader make a bad game good?
Can a bad leader make a good game bad?

e Is there, really, a “right” way to be an
Adventure facilitator?

Have you ever asked yourself these or
other questions? If you're reading this book, it’s
assumed that you're interested in improving
your own leadership style and effectiveness,
or at least interested in learning more about
what you are doing well and what you might
be able to do better. Recognizing that everyone
has their own preferences about leadership,
let’s examine what you, the reader, respect and
admire in a leader.

Step One — A Leadership Profile

The first step in this leadership odyssey is
for you to do some thinking and evaluating. If
there is some blank paper nearby or a blank
space in the book here, grab yourself a suitable
writing implement and get ready to sit back and
contemplate for a few moments — BUT NOT
QUITE YET!

First you need to know what to think about
during your cerebral ruminations.

Bring to your mind at least one Adventure
leader with whom you have had an experience.
(Identifying a second or third leader who you
respect and creating a separate list for each
person can be helpful. But focus on one per-
son at a time, and choose no more than three
to start. Whomever you select, this person
should be someone you think does an above-
average job as a leader.

Identify an experience where this person was
leading. Reflect, in as much detail as you can,
on what that individual did. How did she cre-
ate a successful Adventure experience? What
did she do/say? How did she act/interact? What
personal qualities did she exhibit? What pro-
fessional skills and abilities did she demon-
strate? Why do you feel she did a good job?

After thinking about the leader and the ex-
perience, list as specifically as possible all of
the qualities or skills that you feel make that
person a good Adventure facilitator.

Spend as much time thinking as you want
or need. Close the book and really concentrate.
Write down all the qualities that immediately
come to mind, and then perhaps consider what
subtle techniques are evident that make this
person successful.

Was it easy? Did you generate a long/short
list? Whatever you have, it’s OK.

Step Two — An Ideal Profile

In creating your lists, did you think of any
qualities or attributes that, in addition to those
demonstrated by that individual, would be
desirable? Make a new list and include any
other skills, qualities, behaviors that you think
an excellent Adventure leader should possess.

Make this list as comprehensive as possible.
Include any qualities you value from Step One.

Functional Leadership
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This new list can represent, for you, an ideal
leader — someone who has all the skills, quali-
ties and abilities of the perfect facilitator.

Space For Reflection

Step Three — A Personal Profile

This next step is more difficult for most
people. (If you didn’t do the previous steps,
this next profile may not have as much mean-
ing for you.)

Consider yourself as a leader. Think about
experiences where you were leading. Think
about what you do, what you say, what tech-
niques allow you to be effective. Create another
list. Again, focus on specifics, enumerating
the qualities, skills, actions, behaviors and
abilities that you feel help you to be the best
Adventure facilitator that you can be.

A few words of advice on this step:

* Be as specific as possible.

¢ Think hard about yourself. Then think
again. Don’t miss anything.

e Don'’t be overly modest — give yourself
credit where credit is due.

Adventure Leadership

* Be honest — accept your strengths along
with the areas where you can improve.

¢ No matter what you come up with, it’s OK.

If you are a novice leader, with little or
no practical experience, don’t despair. Create
a list of qualities based on what you think you
can do well. Use the same advice above, and
identify everything about yourself that will be
helpful as a facilitator.

Put the book down again and. create your
personal leadership profile.

Step Four — Self-Evaluation

Look at all the profiles. How do you com-
pare — your personal skills and abilities
versus those of someone you respect or those
of your ideal leader? What are the similarities?
What are the differences?

Make note of the similarities and give your-
self a pat on the back for what you are doing
well. Remember the differences because these
qualities offer you opportunities for improve-
ment. And notice, too, any qualities that you
admire but where you don’t feel you have much



skill. These may be specific ones to develop
through training and/or working with people
who can help you.

A Personal Leadeship Profile

More Personal Space For Reflection

For most of us, it’s safe to assume that the
profile lists of others and of an ideal leader may
outnumber your personal profile in terms of
skills and abilities. That’s as it should be. As
facilitators, there will always be room for
improvement. The comparison isn’t intended
to grade you. Its intent is to provide you with
information that can help you assess your
leadership qualities.

An Unscientific Study —
Additional Comparisons

Conducted by Steve Butler

As is appropriate, I tried this leadership
profile on myself and others before includ-
ing it here in writing. It proved to be most
interesting.

I discovered that some qualities I see in
myself, others didn’t. Some qualities I felt were
weak, others identified as strengths. But mostly
there was consistency between the lists. I en-
joyed the comparison and analysis, so I started
sharing the idea with other leaders inside and
outside of Project Adventure.

Everyone who tried this exercise felt it was
informative. Comparing and discussing the
profiles allowed people to gain a glimpse of
themselves and to conduct a more honest
evaluation of their own skills. Some people
discovered that they did not appreciate all
the skills they possess. Others wondered if
they should work on skills that they admire in
others yet which they do not use themselves.

The other part of the profile that was excit-
ing were the lists of qualities that people
generated about themselves and others. As we
reviewed what people said about leadership,
the idea surfaced of conducting a scientific
study and passing along the results.

They may not be scientific, but the profile
lists that follow are a random sampling of what
leaders at Project Adventure think are impor-
tant leadership qualities. We don’t make any
claims for this summary of leadership quali-
ties; like anything else, it’s subjective and open
to interpretation. They are included as another
source of information. Remember that the pro-
files are guidelines, not necessarily step-by-step
formulas for making an effective facilitator. You
can’t create a leader from a list of qualities.

In no particular order or ranking, here’s a
sampling of leadership qualities respected and
admired by PA staff, trainers and workshop
participants.

Profile A Profile B
knowledgeable creative
competent laid back
experienced innovative
enthusiastic ability to shift
humorous quickly on the run
creative fun
charismatic non-judgmental
jrreverent open, receptive
keen sense of challenge willing to learn from
others
willingness to experiment e
inspirational
willingness to let go of
control grounded

puts people at ease relaxed demeanor

physically and technically

adept {Continued next page)
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(Continued from previous page)

Profile C

open to ideas

pursues creative moments
knows his stuff

distinct speaking voice
good sense of timing

knows when to lead and

Profile D

personable

caring of group
experienced
playful

witty

models leadership

when to keep quiet

) ) approachable
E:;)illj)l,e listen to him sensitive
can be delightfully joins in with group
off-the-wall casually competent
experience focused
imagination relaxed
spontaneous humor
empathy
casually professional
teacher
facilitates

Profile E Profile F
gently persuasive friendliness
team p#layer intelligence
experienced charisma
competent patience
personable insight
approachable size
humorous judgment
focused on group’s needs risk taking
takes personal risks empathy

casually professional
seasoned

confident

What’s interesting about the profiles is that
they are different. No one person embodies
everything on all the lists. Each person has cer-
tain qualities that make them unique. Where
some qualities appear more than once, it
suggests that that specific quality may be more
significant than some of the others.

The key message in these lists is to see
the qualities as a package. There needs to be
balance, there needs to be a combination of
different abilities, there needs to be both
personal and professional skills, and there
needs to be an awareness and valuing of the
fact that each person develops a unique set of
leadership qualities.

What’s Next?

Using this profile can help you gain a better
awareness of your own leadership style. That
was its original intent. Here are some
suggestions for other ways to use this profile
and learn from it.

¢ Do the profile with your peers. Make
lists for yourself and for each other. Share
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the lists with each other as a way of
assessing individual skills. Then, set
some leadership goals and provide feed-
back to each other to help yourselves
develop better skills.

Do the profile with your students or
clients. Ask them to create lists of leader-
ship qualities to help you get in touch
with what they need and value in a leader
and to help them learn more about what
leadership means to them.

Do it with yourself regularly. See if you
improve your skills, develop new ones,
enhance old ones, change your ideas and
ways of doing things.

Change the perspective of the profiles.
When doing it with your colleagues,
develop two profiles of each other:
1) Those qualities and techniques you
do well; and 2) those qualities and skills
that you lack. Work with each other to
develop yourself in the skill areas that
need improvement.



(Continued from previous page)

Profile G

compassionate
humorous

grounded

experienced

skilled

flexible

sensitive

lack of pretentiousness

willing to learn from
others

personal

excellent counseling
skills

sets safe boundaries
ability to listen

committed

Profile H

humility

flexibility

challenging

sincere

concise

caring

supports group actions
makes everyone feel special
safety conscious

makes participant feel she/he
is one of them

knows when to encourage,
when to support

sense of humor
makes it fun

creative

Profile I

sees both sides of an issue
can make a decision
speaks clearly

consistently demonstrates
his/her values

sense of humor

credits others

is honest

values opinions of others
flexible and adaptable

The purpose of this profile is to allow youa  yourleadership abilities, you can make Adven-
chance to think and reflect. It’s an opportunity ~ ture experiences more meaningful for those

to learn something about yourself. The point  you lead.
is not to say your skills are less than or better

Lastly, share with us your insights into how

than someone else’s. It’s about constantly it works for you. What would make it better,

looking for ways to improve. By improving  more helpful?
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Chapter Three

Core Leadership Functions

Before describing how to lead, perhaps it’s
best to define what a leader does. Listed below
are what we consider to be core functions of
Adventure leadership.

Boundaries

A good leader sets parameters that are safe,
yet flexible; challenging, not overwhelming;
thought provoking and fun; focused yet allow-
ing diversity; planned but not rigid.

A leader has responsibility for moving things
along at a pace that allows issues to surface and
be dealt with meaningfully. Too slow may mean
the group doesn’t make any progress; too fast
and issues may remain unspoken and unat-
tended. The leader needs to provide a time
structure that provides enough freedom for
the group to do its work yet ensures that the
program ends within its prescribed time.

A leader monitors issues and concerns
to maintain an integrity to the process. The
leader holds the focus when activities and dis-
cussions are supporting the goals of the group;
intervenes and shifts the focus if the group or
an individual is pushing an agenda that is
distracting the group.

A leader establishes ground rules about
safety. The leader should understand the
physical safety guidelines for planned activi-
ties and should be comfortable managing any
emotional issues that can and does commonly
arise from group-based activities. Leaders need
to know their own limits and structure the
program to stay within those issues they have
skill to manage.

Lastly, a leader should develop a plan for
dealing with the goals and agenda of the group,
while always recognizing that these goals may
not include every issue that may be important
to the group. A good leader can adapt the plan
to accommodate unanticipated outcomes.

Trust

Like we said in Chapter One, a leader must
establish and demonstrate trust, openness and
honesty. Adventure activities require commu-
nication and a sharing of ideas and opinions.
A group cannot function at peak performance
without a commitment to each other.



Trust assumes a high level of caring for one
another. The leader must attend to the needs

of all the participants, modeling how they can
become responsible for each other. People need
to know that they can be themselves, can
express their opinions, can give an honest at-
tempt at an activity and be valued for that
contribution. A leader’s acknowledgment of
an individual’s efforts sets a tone of respectful
interactions and full commitment.

Energy

A leader provides a spark to the potential of
a group and then feeds the fire as needed. A
leader seeks to maintain momentum, to keep
the atmosphere fun and enjoyable. Strike a bal-
ance between action and discussion, between
experience and learning. Gear your attention
towards maximum involvement and participa-
tion to keep everyone engaged at a high level
of interest.

In the words of Pam Kelly (a workshop
participant), “A leader doesn’t just give energy
to the group; a leader takes the group’s energy
and gives it back.” The leader works with what-
ever energy the group has at the moment, at-
tempting to keep it flowing in a positive direc-
tion, and working with the group whenever the
energy becomes stuck. Sometimes the leader
is the focus for shifting the energy; at other
times, the leader merely points out a path that
allows the group to change its own direction.
A good leader knows the difference between
these two situations and acts accordingly.

Meaning

A leader helps the group to understand the
lessons emerging from its experiences. The
leader’s role is to assist individuals seeking to
transfer insights from an activity back to the
real world.

A leader starts by assisting people to set goals
and understand the significance of their actions

Core Leadership Functions
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and behaviors. A leader can help bring clarity,
point out alternative perspectives, raise ques-
tions. A leader’s observations aren’t directed
at telling people what happened, but attempt-
ing to help people interpret the experience for
themselves.

A leader’s involvement with the group can
be critical in working through the Reflection-
Generalization-Application stages of the
Experiential Learning Cycle. People can
become so caught up in the activities that
they lose sight of the learnings available to
them. A good leader maintains perspective
and helps the group focus on the learning
opportunities that present themselves during
the program.

Shared Responsibility

An Adventure leader is not solely respon-
sible for leading the group. Adventure experi-
ences require a commitment from the group
members. The leader provides a framework and
activities, but the group must contribute their
energy or the activities will seem ineffectual.

A leader moves with the group. At times you
pull them along behind you. Sometimes you
stand with them and guide. Ideally, you allow
the group to develop its own skills and take
responsibility for itself. You strive to provide a
destination and allow them to set their own
course to arrive there.

In Adventure, a leader who is too strong will
deprive a group of its opportunity to grow by
not allowing them to fully test their abilities.
A leader who is too weak will not allow a group
to grow by not providing sufficient challenge
to test the group’s abilities. The gifted leader
keeps a balance — working with the group to
allow people to go beyond what they think
they are capable of, but without feeling over
the edge.

The authors gratefully acknowledge
the contributions of Mark Murray, PA staff
trainer, for his thoughtful insights on a
leader’s functions that helped shape these
descriptions.
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A Leadership Model

A leader is best
When people barely know that he exists,

Not so good when people obey and
acclaim him;

Worse when they despise him.

“Fail to honor people,

They fail to honor you.”

But of a good leader, who talks little,

When his work is done, his aim
fulfilled,

They will all say, “We did this ourselves.”

— Lao-Tzu, Chinese Philosopher

Perhaps in some ways, leadership is not even
the proper word for what’s described here. The
role of the Adventure leader/facilitator is one
of guiding, coaching, supporting, encouraging,
challenging and helping. A dictionary defini-
tion describes facilitation as “increased ease of
performance of any action resulting from... the
continued successive application of the neces-
sary stimulus.” Adventure leadership is facili-
tation. Adventure leaders provide the constant
“stimulus” that allows people to learn, grow
and develop with “increased ease.”

Knowing when to be visible, when and how
to provide support and guidance without con-
trolling the outcome are challenges to all Ad-
venture leaders. Adventure leadership is an art,
not a science. A good facilitator is someone who
is present when needed but indistinguishable
from the group members at other times.
Ideally, the best growth for the group comes
from within, not from the leader.

This image of the Adventure facilitator
brings us to a simple model of leadership. There
are five steps, each contributing to a leader’s
ability to do a good job of facilitating.

The first three steps occur before a program
begins.



A.P.P.L.E
Facilitation Model

Five Steps to Adventure Leadership

Assess

The first step helps you gather information
about the group. The questions below are ones
that may be helpful to answer in order to pro-
vide the best possible experience.

» Who is the group? — What age? What is
the mix of age, sex, interests? Are they
coming voluntarily or are they being told
to go? Do they want to be there?

* What do they want to accomplish? —
What are the goals for the program? Are
the goals of the group’s leader the same
as those of the participants? Are the goals
consistent or contradictory? Are you com-
fortable working to accomplish these
goals? (Some program objectives may be
more than you feel capable of handling.)

» How many participants will there be? —
Is it a group of 10 or 2007 Can the goals

realistically be achieved with a group of
this size?

How long will the program last? — Is it
too short to accomplish the goals? Is it too
long? Do you have enough quality mate-
rial — games, Initiatives and practical
applications — to fill the program?

Where will the program take place? —
Is it indoors or out? Do you need more
space? Do you need a back-up space in
the event of larger numbers or bad
weather? Is the space safe for the activi-
ties planned?

e Are there any special considerations? —

Is there anything special you need to
know about this group? Have they done
Adventure activities before? What do they
know about what they will be doing?

There are a variety of assessment techniques.
Written or oral interviews, questionnaires, at-
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titude surveys and the like can be used prior to
the start of a program.

Assessment can also occur during an Adven-
ture experience if it proves impractical before-
hand. Discussing objectives, activities such
as The Being, and engaging people in setting
personal goals can give you pertinent informa-
tion about the group. The disadvantage of
acquiring details in this manner is that it
gives precious little time to analyze, evaluate
and react.

The more you can identify what the
group wants and who they are, the better you
can predict what types of activities might be
appropriate.

Plan

Planning allows you to select the tools you
want to use. With the details gleaned from your
assessment, you can begin to focus your activ-
ity selection on addressing the needs of the
group. Also, you can consider designing spe-
cific scenarios for the activities that may have
more relevance to the group and assist in the
transfer of learnings from the activities back to
the group’s real world environment.

You can now answer another series of
questions:

Adventure Leadership

What activities will focus the group on
the issues they want to examine?

What icebreakers will be necessary to set
a tone and establish trust?

How many activities, hence how much
time, will be needed to bring the group
together?

Will you need to be ready to deal with
resistance from some members of the
group? How will you address this?

Will they respond better to active games
and Initiatives or will you need to mod-
erate the activity level due to age, ability
or even weather conditions?

How much information do they need, or
want, about the program and you?

How much time can you allow per activ-
ity and ensure that you include everything
you want to cover?

What sequence of activities will produce
the best results?

How will you wrap up the experience?
What activity or format will bring the
program to closure?




To some degree, everyone has a plan in mind.
Whether we sit down and prepare a detailed
list of activities or simply rely on instinct and
gut reaction, all leaders use some method to
decide which activities they will use.

Decide for yourself which style works best.
Novice leaders may want to spend more time
planning and preparing. As you become more
skilled, you still may find it comforting to
develop a plan, but you may become more
willing and ready to adopt a spontaneous
switch from your prepared sequence.

What has worked well for us over the years
is to brainstorm several activities that we think
will work at each stage of a program. Select
a few name games, several icebreakers and
warm-ups, and some games and lead-up
Initiatives before you begin a session. Try to
select activities that will cover all eventuali-
ties, giving yourself several options no matter
what happens.

Three thoughts to keep in mind about
planning:

1) Be prepared to alter your plan. The sur-
est way to derail Adventure activities is
to have a set of expectations and refuse to
recognize that reality is different from
what you expected. Be prepared, but don’t
be regimented. The best lesson plan is
the one you wear on your hip. Sometimes,
giving up your plan is the best plan you
can have.

2) Have fun. Plan fun into your program. If
you see your planned sequence produc-
ing lackluster results, go for whatever pro-
vides action, energy and interest. Adven-
ture comes in many forms, but all of the
best experiences contain fun. Fun doesn’t
always mean games; discussions, creative
arts, journal writing have all been success-
fully incorporated into Adventure pro-
grams. Remember that people are differ-
ent. Varying your techniques to create an
educational experience will allow you to
respond more successfully to individual
needs.

3) Planning doesn’t mean you have to
approach everything seriously. Have
a healthy appreciation of spontaneity,
flexibility, unpredictability, joie de vivre,
laissez-faire, serendipity. Rely on the
spirit of Adventure, not the plan. The
spirit is more reliable.

Prepare

Preparing, different from planning, begins
the implementation stage. For many leaders,
this step creates some peace of mind. Don’t skip
it in hopes of lessening your workload, espe-
cially as a novice leader. Preparing puts into
place all the elements of the planning phase so
that everything is ready to go.

Preparing augments the planning phase.
Some may say it’s redundant. (Steve, unlike his
co-author, has been accused of being a tad
overly organized during his career.) Prepara-
tion means doing whatever else is necessary to
be ready to go when the group arrives. By tak-
ing this step, you may find you can reduce some
anxieties so that you can concentrate on the
important things.

What’s involved in preparation?

¢ Assemble whatever materials you need or
want.

e Confer with your co-leaders (if there are
any) to ensure that the plan is understood.

» If possible, inspect the site beforehand to
determine if your activity selection is ap-
propriate.

Why worry about finding the props you
need just before leading the game? Why
bother to plan at all if you don’t gather the
materials you’ll need to implement your
ideas? Who needs to be distracted by the
little minutiae? Call it compulsive or what-
ever you want, just do what you need to do
in order to feel relaxed before your program
begins. If you're comfortable before the group
arrives, you may find the anxiety of leading to
be reduced.
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Lead

Leading implements all the work done in
preparation. This step is the crux. You don’t
really know how well you’ve done until you
get out there and lead.

As you lead, ask yourself this question,
“Why am I doing what I'm doing?” Do you have
an answer? Is it a good answer? If your answer

satisfies you, then what you are doing is

legitimate.

If your answer pleases you, then your lead-
ership may be effective. You have a reason and
you're satisfied with the reason. Do you have
results? Be careful that your satisfaction doesn’t
preempt the needs of the group.

If your answer is that the group is respond-
ing well to what is happening, then you will
be successful. You have a reason, you have
satisfaction, and you have results.

The key to leading is to react. Watch what is
happening, ask yourself why you’re doing what
you're doing, then react to your observations
and your answer to the question. Leading
successfully relies on reacting effectively.

Practically speaking, leading involves:

¢ Creating appropriate scenarios to enhance
the learning potential of the activities;

¢ Presenting the rules to the activities and
monitoring any rule infractions;

* Observing the group to gauge the success
of the program as it progresses;

¢ Determining if an intervention is needed,
then deciding when and how to make the
intervention so that it supports the growth
of the group;

* Debriefing the activities so that people can
learn from their shared experiences.

Evaluate

The last step occurs both while you lead and
after the program ends.

Evaluating indicates that you always moni-
tor what you are doing. You're observing the
group to check behaviors, you're analyzing the
behaviors to determine if you need to alter your
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activity selection, and you’re providing both
appropriate challenges and discussions when
needed to assist the group in examining its
performance and behaviors.

Post-program evaluation gives you the op-
portunity to reflect on what happened. It’s the
final step of the leadership model, as well as
the final stage of the Experiential Learning
Cycle. As the leader, this step can contribute
tremendously to your own growth. You can
double check your planning process to see if
you were on target in your preparation. You
can consider if your leadership responded to
the specific needs of the group during the pro-
gram. You can examine both the successes and
the mistakes to determine what you might do
differently next time.

This final step is often overlooked. When the
program ends, it can be difficult to sustain the
energy needed to review what you did. Con-
sider this suggestion: Every program you lead
is as much an opportunity for you to learn as it
is for the participants in the group. The experi-
ence will be more fun, more engaging and more
challenging if you see yourself as a learning
partner, not as the teacher or instructor.

To benefit from the lessons available, evalu-
ate what you did. In the role of an Adventure
leader, you can never know or learn too much.



Chapter Four

Facilitate or Recreate?

Instill fun, but amidst the frivolity remem-
ber that the established enjoyment factor is your
lever to further learning. If your eager and smil-
ing group moves enthusiastically from game,
to Initiative, to game, etc. without any inclina-
tion as to what they are trying to accomplish
as a group, you are presenting an entertaining
recreation program and not much else.

If you are working in a summer camp pro-
gram or elsewhere, and full-bore recreation is
all you want or need, keep up the pace, some
good things are bound to happen. But if you
want your audience (elementary to corporate)

to experience the benefits of problem solving,
the enjoyment of positive competition, and the
individual exhilaration of achieving beyond
anticipation, your role as facilitator must even-
tually be honed and developed to anticipate,
motivate and manage the various people-to-
people situations that predictably occur, and
which closely mirror those typical scenarios
that make up our day-to-day existence.

Start off playing for the fun of it, but recog-
nize that once you become a games person there
is a plethora of useful insights and learnings
that are initially secondary to the fun, but soon
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become the raison d’étre toward achieving your
curriculum or bottom-line goals.

Facilitate or recreate? What'’s the distinction
between the two. In a word — Debriefing.

Many people comment that debriefing is the
most difficult leadership skill to learn to do
well. Since it is a skill that doesn’t come eas-
ily, many Adventure leaders avoid debriefing.

Some of the reasons why people avoid de-
briefing include:

e Idon’tdoit well;

* I'm afraid I'll get in over my head (an
issue will emerge that I cannot manage
safely);

e Idon’t feel debriefing is fun;

¢ I can’t get people to share opinions and
talk freely.

All these concerns are valid; simply stated,
however, don’t avoid debriefing. Your Adven-
ture program will be better with it than
without it.

If you don’t feel comfortable leading a
debrief, it may mean that you’re uncertain of
how to do it. Fear of the unknown is predict-
able, and fear will interfere with your ability
to debrief effectively. Get some training. Learn
about debriefing — why it’s important, how it’s
done, what makes it work. Try it. Get some feed-
back and observe how others do it. Try it again.
Remember the cycle for aleader’s development:
training... practice... coaching... experience...
mastery.

Elements of a Good Debrief

Understanding the components of a good
debrief is a helpful place to begin feeling more
comfortable about this essential skill.

Boundaries

People need to feel safe to discuss issues
openly and honestly. The Full Value Contract
is an effective tool for establishing guidelines
for group behaviors and discussions. Setting
out the parameters of acceptable behavior is a
key factor early in a program.

Adventure Leadership

Just identifying these boundaries isn’t
enough. People have to accept them and agree
to adhere to them. As the leader, you need
to model openness, honesty, compassion,
directness. People will look to see if you
uphold the established guidelines. If you
establish the guidelines, you had better abide
by them. Demonstrate by word and example
that you will follow the guidelines and that
you will not allow anyone to stray beyond
the accepted limits.

Lastly, know your own personal boundaries.
Deal only with topics and issues that you can
manage comfortably. Use your common sense.
If an issue arises that you cannot deal with ef-
fectively, seek out help and support from some-
one with more skill.

Permission

Closely related to boundaries, permission
implies that people agree to discuss issues.
Permission is acceptance of the debriefing pro-
cess. If your group does not want to talk about
its experiences, no amount of leadership skill
will open their minds and mouths.



Be certain that the group and individual
goals for the program include agreement to dis-
cuss relevant issues that emerge. Sometimes the
leader creates permission for the group by fram-
ing the idea of the Full Value Contract. The
group may give itself permission simply by
showing up to participate in the Adventure
experience.

Recognize that if the leader doesn’t estab-
lish this permission, the result may be little or
no participation in the debriefing process.

Purpose

A debrief without purpose is simply random
discussion. An open-ended debrief can pro-
duce significant learnings, but the outcomes are
less predictable. Identifying a purpose for the
group creates focus.

Purpose often arises from group and indi-
vidual goals. When participants have goals in
mind, the debrief can concentrate on those
goals. This purpose fuels the debrief because
people are examining the experience as it
relates to their goals.

Goal setting can be elaborate and formal —
each individual publicly stating a personal or
professional goal to the group. Goal setting can
be experiential — using an activity like The
Being, members of the group work together to
define the types of behaviors and interactions
they want as part of their experience. Goal set-
ting can be simple — brainstorming ideas and
thoughts to be pursued during the program.

The essential element for a successful de-
brief is to have a purpose. Purpose generates
opportunity for learning and creates meaning
from the experience.

Focus

A good debrief needs focus to ensure that
the relevant learnings are brought to the sur-
face and understood. Debriefs focus on the
“here and now” — that is, they examine the
direct group experience.

If group members want to drift off track to
other topics, the leader needs to refocus the
group’s attention. If someone makes a statement

or asks a question, the leader needs to hold at-
tention on that comment if it is relevant and
important. If the issue is difficult or unpleas-
ant, people will often attempt to shift the focus
to avoid confronting the issue or the feelings
associated with it. Avoidance doesn’t make an
issue disappear.

A good leader and a good debrief holds
attention on topics, difficult and easy, and
doesn’t allow irrelevant ideas to intrude on the
process.

A good debrief also allows transference of
learnings to the real world. While it’s impor-
tant for individuals to understand their actions
and the consequences of their behaviors in the
context of the Adventure program, the greater
value in these learnings comes from connec-
tions made to real world experiences. Know-
ing when and how to focus on this transfer-
ence, helping people understand the applica-
tion of what they are learning, is the critical
final step in any debriefing process.

Responsibility

It’s important to remember that Adventure
programs are shared experiences. The leader
does not own the sole responsibility for mak-
ing the experience work. Group members must
take ownership and responsibility for their own
learning.

A debrief works best when the participants
are doing most of the talking. Sometimes the
discussion needs prompting from the leader.
Open-ended questions, opportunities to
describe feelings, creating a visual or written
symbol of an event are techniques that encour-
age group members to share their thoughts and
opinions.

If you find yourself doing most of the talk-
ing, hear yourself pointing out all the learn-
ings, you may want to re-examine your leader-
ship style. Good debriefing isn’t telling people
what to learn, it’s encouraging people to learn
from themselves.

Individuals need to understand their roles
and responsibilities in creating a quality
debrief.

Facilitate or Recreate
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Structure

Just as you sequence activities, debriefs need
a structure and format that works for the group.
Initial debriefs with a group should be simple,
focused and brief. Create a climate that allows
and invites sharing.

As the group develops, expand on the length
of the debrief and present opportunities for
exploring more complex issues. Although the
format may change, maintain simplicity.
Focusing on one or two topics ensures clarity
and understanding. If a debrief attempts to deal
with all the potential issues at hand, people
will feel confused, overwhelmed and lose
interest in the process.

Closure

Debriefs need a good ending. Asking, “Are
there any last thoughts before we move on?” is a
good technique to ensure nothing is left unsaid.

Closing a debrief doesn’t necessarily mean
that all issues have been resolved. Sometimes
a group or individuals will need several expe-
riences to work through an issue. Effectively
closing a debrief means that everyone in the
group is ready to move on — that whatever
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topics are on the table are comfortable enough
that people are willing to move forward to
another experience.

It’s good to remember that closure doesn’t
always mean resolution. Closure brings a safe
and satisfactory ending, with the recognition
that an issue can be re-examined at a later time
if necessary and appropriate.

The Levels of a Debrief

Leaders can get confused and uncomfortable
about debriefing because they don’t understand
the dynamics of the issues. Debriefs operate at
three levels: Group, interpersonal and
intrapersonal. Recognizing these levels and
understanding the differences makes it easier
to lead an effective debrief session.

Group

Group dynamics focus on what is happen-
ing with the entire group. It looks at the inter-
personal dynamics affecting the group’s cohe-
siveness. The group level can operate mostly
on a cognitive level, that is, people can con-
ceptualize the problems and rationally attempt
to solve issues that arise.



Due to this ability to rationalize the experi-
ence, group issues can sometimes seem safer.
Typical topics that emerge include: Commu-
nication, leadership, teamwork, planning, goal
achievement and acceptance of ideas.

While group oriented debriefs may appear
less volatile, recognize that other issues can lin-
ger just beneath the surface, such as devaluing
behaviors, group trust and support, cliques,
sexism, peer pressure and commitment to
the group. Any of these topics can bring for-
ward strong emotional feelings that will need
attention.

In any program design, it is important to
establish boundaries so that participants
know what is appropriate and what is not. For
a corporate team-building program, it may be
overstepping the bounds to delve too deeply
into emotional issues; but in a counseling set-
ting, it may be ineffectual not to pursue those
same issues.

Interpersonal

Interpersonal issues focus on dynamics
between individuals. Sometimes these dynam-
ics can profoundly affect an entire group,
either holding it back or spurring it to move
forward. Interpersonal issues can also be
cognitive but are more likely to involve some
degree of emotion and feeling.

Some examples of interpersonal issues are:
Negativism, cliques, acceptance, trust and
safety concerns, recognition and devaluing,
peer pressure, fear of being judged and stereo-
types. Interpersonal problems often involve
perceptions that people have of each other and
the way those perceptions affect people’s be-
haviors and interactions.

Attending to interpersonal issues involves
another level of awareness from the leader. At
times, the group dynamics are tied directly to
the issues between individual members of the

Facilitate or Recreate

33



34

group, but the group doesn’t want to, or isn’t
comfortable, confronting those individuals.

A good debrief can provide a framework
where group members feel it is appropriate to
confront and deal with such interpersonal is-
sues. Depending upon the group, the leader
may need to model effective techniques for
addressing interpersonal issues so that the
group can learn how to manage its own issues
successfully.

Intrapersonal

Intrapersonal issues relate to a single indi-
vidual. Intrapersonal issues involve personal
feelings and need skill and understanding to
manage effectively.

Intrapersonal issues can include: Fear, safety
and trust, self-concept, acceptance, feeling de-
valued by self or others. These issues can sur-
face unexpectedly, because for the individual
involved, the issue is likely tied to experiences
outside of the Adventure program. When the
issue arises in the Adventure setting, it then
becomes involved in the debriefing process.

Most leader’s concerns about debriefing
probably relate to fears about managing
intrapersonal issues. There is a fear of the un-
known, of opening up an issue that is too pain-
ful to deal with or that the leader feels inca-
pable of managing safely and appropriately.

In the context of debriefing, it’s important
to recognize that these issues do exist and that
they will emerge in Adventure experiences
because we encourage people to share their
feelings. As a leader, you need to know your
own abilities and limitations. You don’t need
to be an expert counselor to lead safe and ef-
fective debriefs. You need only have enough
common sense to know when an issue is be-
yond your capability and where and how you
can provide additional support to help that
individual.

Catching Fish

Earl Davis, PA Trainer and friend, shared this
metaphor for debriefing, and it has proved help-
ful to many aspiring leaders.
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How do you know what to focus on in a de-
brief? How do you know what issues to pur-
sue? Adventure leaders constantly comment
that it seems difficult to track topics in a de-
brief, and that it is difficult to identify topics
so that a group will want to discuss them.

In Earl’s metaphor, think of a debrief as a
fishing trip. You're out in your boat on a lake.
The lake represents the experiences of the
group. As the leader, your task is to find some
issues in the lake and reel them in so the group
can learn from them.

Here are some hints: Start a debrief by ask-
ing some open-ended questions. How did you
feel during the activity? What allowed the
group to be successful? What just took place in
this activity? Begin with a broad net — cast it
out and see if there are any ripples on the sur-
face. Avoid asking pointed questions: Did you
succeed at this task? Was there good commu-
nication? Did anyone see examples of leader-
ship? All these questions beg for Yes/No an-
swers, and that is probably what you’ll get.

If you see a ripple, cast your hook in that
direction. For example, a subtle ripple might
sound like this, “I felt frustrated during that
activity.” A statement such as this is an indica-
tion that for that person the group process was
less than satisfactory. The issue is probably
worth closer inspection. Ask follow-up ques-
tions to get additional information — throw
your hook out again in the same area and you’ll
probably get another bite. The small fish, frus-
tration, may lead to bigger ones, like the group
not allowing some people to speak up freely.

Suppose someone says, “I felt left out in that
activity because several people were talking so
loudly that I couldn’t share my ideas.” There’s
a fish that’s jumped right out of the water. Some
leaders will hear the fish and pursue it, but
others will miss it and cast out in a different
direction.

The key to good debriefing is being able to
read the ripples. If there are no ripples pres-
ently visible, a good leader can be patient and
skilled enough to bring some to the surface. A
good leader also will not overlook or bypass a



fish that jumps out of the water. They usually
have a lot of energy and need immedjiate atten-
tion. When one jumps, take that fish — it’s an
easy one.

Practical Stuff

“OK, all this fishin’ stuff sort of makes
sense, and I've got the three levels. But, how
doIdoit?”

Good debriefs come in assorted styles and
formats. No one example is perfect for all situ-
ations, just like no single game will suit all your
program applications. Asking questions and
generating a discussion is the most common
style of debrief, but there are countless varia-
tions on the theme.

Quickly, here are some techniques.

The Whip — Ask participants to state a
word or phrase that sums up the experi-
ence for each of them. Ask everyone to
listen to all the comments before any fol-
low-up discussion. Oftentimes, one-word
comments are easier to share and can be
just as informative as longer statements.

Thumbs Up — Show people the Thumbs
Up scale. A thumb straight up signifies
total success, the highest level of team-
work, whatever you want to measure. A
thumb straight down means nothing
worked, no teamwork, the opposite end
of the spectrum. The scale is a continuum
— thumbs can point anywhere between
up and down, so if a thumb sticks out
horizontally, that means it felt OK. Ask
participants to declare their personal feel-
ings about the exercise through a Thumbs
Up, and use the visual clues to begin a
discussion about why people feel the way
they do.

Headliners — Give people pieces of news-
print. Tell them they are the editors of a
large newspaper and they need to create
a front-page headline describing the most

significant part of the experience for them.
Give participants a separate page, or ask
them to work in pairs or threes. This tech-
nique works well to summarize an entire
day as well as a specific activity.

Claydough — Give people some
claydough and ask them to create a sym-
bol that represents something from the
experience. Once completed, the symbols
are shared and people can discuss their
significance.

Last Thoughts

To be effective leading a debrief, here are
some general guidelines:

¢ Be non-judgmental.

¢ Be sincere and honest.

¢ Show compassion and understanding.

e Be willing to listen.

» Be open to the feelings of others.

e Pay attention to what is said and not said.

e Be observant, watch for clues from body
language.

e Ask questions rather than make state-
ments.

A good debrief can transform a difficult and/
or unpleasant group activity. Allowing people
to examine and understand what happened and
to find value in the process (despite the diffi-
culties) is a delightful benefit of artful facilita-
tion. Individuals and groups can completely
shift their emotional, mental and physical re-
sponse based upon a successful debrief. It is
perhaps the most powerful tool you carry in
your facilitation tool box.

If games and fun are the building blocks
of Adventure, debriefing is the skill that
crafts those blocks into a marvelous structure
that protects and enriches all those who enter
into it.

Good fishin’.

Facilitate or Recreate
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Chapter Five

How You Do It

If you tell people where to go but not
how to get there, you’ll be amazed at the
result.

— George Patton

Leadership style has a tremendous effect on
the success of an activity and a program. But
style can be a troubling issue to discuss because
everyone responds to different actions and
behaviors in their own way. It is difficult, if
not impossible, to have everyone agree on
what the “right” style is for a leader. Most
people will agree, though, that style can influ-
ence an experience to a great degree. The goal
is to expand your style of delivery so that the
broadest range of people will respond posi-
tively to you.

Doing It With Your Own Style

Style involves many aspects of leadership.
The following elements of a leader’s style are
ones that work well. Consider them a basic set
of skills you can use selectively or together.

Fun and Humor

Fun and humor are two great qualities that
will carry you a long way. Having fun yourself
is a great way to invite others to do the same.

Working with a group early in a program,
you ask participants to hold hands for a circle
exercise. For a group of adolescents, you might
make a joke out of the Cooties (you remember
those awful, deadly but mysterious “things”
that other people always have but you don’t
want to get) that you need to watch out for by
holding someone’s hand. By making a joke out

of something that people are perhaps anxious
about, it may make it easier for people to feel
comfortable. Or employ a fantasy to encourage
people to link hands. (“If we all hold hands,
we can prevent the alien Cooties from invad-
ing our bodies because they can only get you if
your hands are empty.”) Appealing to people’s
imagination often allows participants to do
something that otherwise they would avoid or
resist doing. Framing an experience in another
perspective, particularly a humorous one, is a
wonderful technique for reducing nervousness
and anxiety.

Choose a silly game to ease the tension when
people: 1) Are just getting to know each other;
2) have just completed an intense Initiative
problem; 3) have just finished a lengthy



debrief; 4) need to take a break from learning
technical information like tying knots; 5) are
tired and you want to generate some new
energy within the group. What games might
work well? Speed Rabbit, Hog Call,
Whiz-Bang, FFEACH are good possibilities.

A couple of hints about silliness: As the
instructor, always model the silly behavior first.
Don’t think that anyone will do the Dog Shake,
Speed Rabbit, Get Down or Return to the Earth
without seeing it done first. You too may not
want to do these activities after just reading
them! They want me, ME! to do that! Next page,
please.

It’s important to say that silliness, humor and
fun work only if you are having fun, too. If the
anxiety of demonstrating the Dog Shake causes
you to shiver with fear, then it may not be a
good choice (unless your shivering resembles
a dog shaking, in which case shake on!}).
As with anything, moderation is probably
the best rule. The more you become
comfortable as a leader by practicing, the
more you will be willing to expand your style
of presentation.

Fantasy and Imagination

Remember when you were a kid, how excit-
ing it was to make believe you were a police-
man, a nurse, an astronaut, a princess, etc., etc?
We don’t forget that sense of excitement from
fantasy as we grow older, we just forget to ex-
ercise our imaginations often enough. Look at
the success of adventure movies like Star Wars,
Close Encounters and ET. People of all ages
were captivated by the fantasy — the possibil-
ity that something extraordinary could happen.

In Adventure activities, fantasy and imagi-
nation are the catalyst that tap into people’s
sense of excitement and danger. Most descrip-
tions of play indicate that risk, danger and ex-
citement are integral parts of the experience.
Look back at the development and evolution
of many Adventure activities, you’ll discover
a hefty dose of imagination poured into the mix.

Samurai, a simple activity requiring jumping
and ducking, enters another dimension of fun
when accompanied by a solemn introduction
of the ancient traditions of the samurai and
including appropriate gestures and vocal
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incantations. The game fizzles without the
fantasy.

Wizards & Gelflings involves running and yell-
ing, but the frantic dashing around and the
struggle to “be free” is intensified by the imagi-
nary conflict between the Wizards and their
fun-loving antagonists. Players love this game
because of the high-pitched squealing of the
distress call, the fear of getting caught, the
delight in the chase. All these playful factors
are created in part by the fantasy.

The Initiative problem Toxic Waste simply
involves picking up a can and pouring some
objects into another can. But the concentra-
tion and determination are magnified by the
“reality” that if the toxic waste spills, that’s
the end for us all.

Foes & Questors, a fantasy/Adventure game
we created back in 1981, is the ultimate proof
of the fantasy appeal. The various roles and
power objects create an incredibly confusing
array of rules to remember. (Yes, Jim and
Charlie, we admit it!) But the sheer delight that
people experience while playing is amazing to
behold. In the 80s, we played for several years
at Crane’s Beach, near Project Adventure’s
Massachusetts headquarters. Once a month,
right through the winter, querulous Questors
and feuding Foes would gather to enjoy the
camaraderie and shared fun. People came from
as far away as Rochester, NY (Hi, Nancy, Mary,
et al) for the game. One participant wrote an
evaluation of the game for her graduate work
and it was fascinating to hear people describe
their reasons for choosing specific roles and for
pursuing different strategies.

We created the game to have fun. It took on
a life of its own when people found so much
enjoyment and fun in the role-playing. People
to this day retell the stories of past games
(especially the incredible Quest that occurred
in the Hommocks School library one wintry
afternoon — thanks Ken!).

F&(Q) is a bit elaborate, but the power of
fantasy is real. Imagination is one of the best
motivational techniques you have.

Adventure Leadership

Silliness vs. Seriousness

So much of what we do in Adventure is
perceived as silly and fun. Can it be overdone?
You bet. How you introduce trust activities
after playing games is always an intriguing
question. A trust sequence usually follows
a progression of icebreakers, games and
de-inhibitizers — activities geared to get
people laughing and having fun.

When trust activities are introduced, the
laughter and nervous comments that usually
arise reflect people’s anxieties about touching
one another, about feeling safe, about appear-
ing afraid. These feelings are normal and
predictable.

Expect the nervousness. It’s OK. It’s life. But
it does raise the question of how you address
the issue. In the context of trust activities, sil-
liness and inappropriate comments (Let’s drop
Joan when she falls... Wouldn't it be funny if
we pinch/tickle/push Johnny... I'll catch you
with NO HANDS!) can quickly erode the feel-
ing of trust and support necessary for people
to feel comfortable. And make no mistake, adult
groups, as well as young people, will do the
same thing,

It’s a judgment call. Do you intervene? Do
you let it go? Is it interfering? In this context, it
may be appropriate to remind people of the Full
Value Contract, to emphasize the focus on the
person who is falling or taking the risk, or
to explore people’s feelings and attitudes in a
discussion before doing any trust activity.

It is always a fine line to walk. You spend so
much time developing an environment of fun,
then you interject some activities where a more
serious focus is needed for safety reasons. These
types of activities, because of the vulnerability
of the participants, probably require a shift in
style on your part as the leader. Physical safety
demands close attention and supervision.

Spontaneity

Here’s the Adventure facilitator’s magic.
Everything looks totally spontaneous, but only
you know how much practice, planning and



forethought goes into your presentation. Spon-
taneity is important because games and activi-
ties sometimes produce reactions and re-
sponses that can’t be anticipated. As a leader,
you need to respond appropriately.

Another aspect of spontaneity involves re-
sponding to a group’s questions and needs in
an activity. When you first experience a game,
you will remember that specific experience. But
not every group will follow the same pattern.
Most likely, some groups will not have fun play-
ing it that way. Be open to variation. Allow
groups to alter an activity if it moves them in a
positive direction.

If you catch yourself saying, “No,” to lots of
questions, look at what you're doing. It may
signal rigidity. Answering, “Yes!” is a sign of
openness and flexibility.

Directed versus Empowering

Following this last thought further, what is
empowering leadership? How do you know if
you’re providing too much direction?

This element of style goes right to the heart
of Adventure facilitation. Why are you doing
what you’re doing? Are you trying to help the
group, or are you trying to help the group suc-
ceed? “What’s the difference?” you might ask.
Sometimes helping the group means allowing
them to struggle, to fail and to learn from the
experience. If you constantly help the group
succeed at every activity, they may conclude
that they don’t need to do anything to improve.

Another dynamic of too much direction is
that the participants don’t feel any responsi-
bility for or ownership of the experience. With
younger students, you may feel that they aren’t
capable of monitoring themselves. If you guide
them in a certain direction, they may only fol-
low your path. There may be other ways for
them to get there.

The area where this self-directed philosophy
is inappropriate is in regards to safety issues.
As the leader, you can never give up responsi-
bility for the safety of the group members. For
this reason, the leader never completely lets
the group set its own course.

How Good Can You
Afford To Look?

As an Adventure practitioner, it’s important
to appear knowledgeable and confident.
Because of the perceived risk in many of the
activities, as well as the intentional use of fun
and silliness, people need to know that you are
in control. :

There are many ways to demonstrate this
experience and expertise. But can you look too
good? Can you make things look so easy that
people are either intimidated or put off by what
they perceive to be excessive showmanship.

Demonstrating an activity, being the first to
try something, participating with all your en-
ergy, all these traits are admirable ways of set-
ting a tone with a group. You can encourage
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people to try it by providing the example; you
can initiate a sense of silliness and fun by look-
ing silly yourself and giving permission to oth-
ers; you can influence the energy level of the
group by injecting your own exuberance and
joy in playing.

These are positive displays of good leader-
ship. But the line is a fine one between
creating a fun experience and making the
Adventure yours, not the group’s. How can
you tell where the line is? How do you
know what'’s appropriate behavior and model-
ing? We suggest keeping two concepts in
mind: Casual Competence and Reasonable
Unreasonableness.

Casual Competence

Casual Competence means that your actions,
words and behavior are aimed at making people
feel comfortable. You are inviting people to join
you for some fun, try to make them want to
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take part by setting an example that says,
“I'really enjoy this, why don’t you give it a try.”
You're creating an atmosphere that allows
people to experiment and try new things with-
out fear of being judged, by you or by the other
members of the group.

Be natural and relaxed (sometimes not an
easy thing to do when you're facing some ea-
ger or apprehensive faces first thing in the day).
Don’t strain to make it fit for people, don’t come
on too strong. Too much competence can make
people feel inadequate and incapable. You want
to demonstrate your willingness to give it a go
and possibly fail. No one needs to feel bad if
they can’t accomplish something.

Reasonable Unreasonableness

You or an activity can be new, different, fool-
ish, even bizarre. But whatever you present has
to be acceptable enough to promote participa-
tion and it cannot be done at the expense of




someone else. The freedom to attempt some-
thing that you otherwise would not do can be
a wonderful outcome of an Adventure experi-
ence, but it must always be balanced by the
readiness of all the individuals to attempt the
activity. Fun can be a powerful tool to bond a
group, to energize people, to invite participa-
tion, and to include people in a group experi-
ence. But fun can just as easily create a gulf
between people and become a source of dis-
traction and disruption if people don’t feel they
are voluntarily participating in an activity.

Even the level of challenge in an Initiative
problem needs to be acceptable to a group.
Project Adventure has always presented activi-
ties that have workable solutions. We don’t in-
tentionally present any activities that aren’t
attainable. Some may appear to be impossible;
that’s OK and intentional. It would be unrea-
sonable to expect people to learn effective
behaviors if all we presented to them were
activities that were designed to cause failure.

We use, and advocate, zaniness and humor
to add flavor to our presentations. In doing so,
you must remain sensitive to the group’s make-
up and the context of the program or you run
the risk of causing the group to feel uncomfort-
able enough to back away from the activities
you present.

You will find that leading programs is risky.
We support you in taking some risks. Just rec-
ognize that you are taking them. And until you
have developed a clear sense of what types of
risks are reasonably unreasonable, limit your
presentation choices to fairly sure winners. The
more experience you get and the more experi-
mentation you do, the better you will be able
to gauge correctly what will challenge a group
but leave them clamoring for more.

The essential point about your image is that
it needs to be balanced. At the beginning of a
program, you may tend to be more competent
and more reasonable. You will want to demon-
strate your leadership in a way that will inspire
and motivate the group to join the activities
you present. You will most likely be right in
there with them as they play. Being a good role

model at this point in time can be your most
effective technique.

As the program unfolds, you may start to
include some de-inhibitizers and some more
zany activities to broaden the scope of accept-
able behaviors and to push the boundaries of
people’s comfort with each other. Trust and
bonding don’t always come just from physical
activities designed for that purpose. Hog Call,
FFEACH, Commonalities and others can influ-
ence how people feel towards each other to
complement more traditional trust activities.
People respond to the fun aspects of the pro-
gram; they get excited and engaged and want
more opportunities to work and play together.

Eventually, your role recedes and the group
begins to monitor its own behaviors and efforts.
All the while, your leadership is responding
to and reflecting the needs of the group and its
individual members. You can present more
demanding activities, either physically, men-
tally or emotionally, only as you sense that the
group is capable of handling the new level of
challenge. As the group develops new skills
and demonstrates more cohesiveness, you can
become more casual and more unreasonable as
the situation allows.

Always presenting in the same style or
always following the same sequence of activi-
ties are two ways to get yourself into a rut and
not effectively meet the needs of the group. The
best facilitators know their strengths and draw
on them, while at the same time seeking new
methods and techniques to make themselves
more effective.

Sequencing

We’ve all heard about being in the right place
at the right time. The same principle applies
when leading Adventure activities. There is an
activity for any situation (and if we don’t have
one, we'll just have to invent it!). If you hap-
pen to know the appropriate activity for a given
situation, you’re half-way to a successful
experience; the other half is recognizing that
it fits the needs of the group and the situation.
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Think of sequencing as an art — part
feeling, part intuition, part analysis and part
experience.

Sequencing is a key skill because the flow
of the Adventure experience greatly impacts
its success for the participants. Move too slowly
and people lose interest due to boredom; move
unexpectedly or too quickly and people be-
come anxious and withdraw. Sequencing al-
lows you to maintain the group in the flow state
— balanced between the level of challenge pre-
sented and the participants’ own abilities to
meet that challenge.

Observe the group for signs of what it needs.
Are they tired and needing a rest? Nervous and
needing to relax and be comfortable? Anxious
or bored and needing to let out some pent-up
energies and emotions? Cold and wet and need-
ing to either warm up or go inside? What your
observations tell you the group needs guides
your selection of the next appropriate activity.
(Note: Oftentimes what you need at this point
can give you a clue as to what the group might
need.)

Your intuition combines with your observa-
tions to create a larger picture of how the group
is doing. Sometimes the overt signs aren’t the
ones that need attention. Is the person stand-
ing alone on the side simply tired or is he feel-
ing rejected and isolated from the group? Is a
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group wanting to take a break really needing a
chance to refresh themselves or are they trying
to avoid dealing with a thorny issue? Are they
breaking the rules because they need to suc-
ceed or is it because they are trying to under-
mine what the group is doing? Intuition raises
questions, looks beneath the surface, and iden-
tifies guideposts for selecting the next activity.

Your analysis of the group filters what you
see, hear and observe. Examine the previous
activities for any patterns of behavior. If people
are making rude comments to each other,
they’re may not be ready for a Trust Fall. If
they’re struggling mightily with the Nitro Cross-
ing, they’re may not be ready for a difficult
version of the Mohawk Walk. Build the
group’s confidence and ability by giving
them appropriate challenges at appropriate
times. Each time you step back to check on their
performance, you’re not only looking backward
to examine their progress, but looking around
the next corner — where you’re leading them
— to be sure that it’s safe for them to move
forward.

Remember that there are no right and wrong
ways to sequence a program. You need to de-
velop your own sequencing instincts. Your
development as an Adventure leader isn’t com-
plete until you can plan, observe, react and
adjust on your own.



Chapter Six

The Essence of QuickSilver

Discovery consists of looking at the
same thing as everyone else and
thinking something different.

— Albert Szent-Gyorgyi

Imagination is more important than
knowledge.
— Albert Einstein

A Leader’s Best Tool —
Creativity

It’s a topic that can raise some anxiety. Ask
people if they are creative and you often get a

e e
A

sheepish grin and a questioning look that asks,
“Who me?” People come to workshops to learn
“new” activities. People purchase books like
this one with the expectation that they’ll learn
something new.

We're no different. We read books, attend
presentations, snoop around in toy stores, ex-
plore recycling centers, and in general act like
a large suction device intent on gathering any
loose game-related material in the vicinity.
Then we dispense the reconstituted play expe-
riences back into the world for others to enjoy.

Creativity is important to Adventure. You
want your class/program to be new, different
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and unusual to arouse the curiosity of the
participants. The expectation of the unknown
becomes a calling card, an invitation to
participate.

We have always been attracted to the cre-
ative, spontaneous side of Adventure program-
ming. Working with anything for a combined
total of 43 years could get boring. Looking for
new ideas, trying to constantly improve on old
ones, and being willing to try most of the whim-
sical notions that enter our brains has kept our
internal fun furnaces stoked and belching forth
new clouds of activity smoke. The pursuit of
creative new ideas is one reason why Adven-
ture programming is still fresh and attractive
after all these years.

One reason people may shy away from cre-
ative thinking for their programs is because it
is an unpredictable art. Trying to create some-
thing new can just as often produce something
worthless as well as something valuable. Most
people don’t like that chance of failure. If it’s
not a guaranteed success, let’s call the experts.
Why spend time and energy when someone
else is doing it and maybe doing it better.

We love to hear that. On one hand it means
that we can continue to spend time pursuing
endless variations and devising appealing new
creations for your playful appetites. We love
to create and we like knowing that our creativ-
ity enhances what other people are doing. On
the other hand, it can sometimes be disappoint-
ing to feel that people don’t think they can be
inventive. We want to encourage all Adventure
leaders to develop their own creative instincts
so that your programs can be as fun-filled and
exciting as possible.

Obviously, we’re committed to this creativ-
ity consciousness. So what will it do for you?
Why try to develop this skill/instinct? What is
the benefit? Here is a rationale for developing
your own creative potential.

1) Being creative keeps you, your partici-
pants and your programs fresh. It keeps
participant interest and enthusiasm at a
high level. One difference between lead-
ers who appear successful over time and
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those who struggle appears to be a cre-
ative spirit, a sense that the activities in
this book (and others) are a jumping off
point, not the end of Adventure.

2) Injecting something new and unusual into
a program or class makes it better by keep-
ing people guessing, wondering what’s
next. When curiosity is aroused, people
are engaged in the process and are more
open to learning opportunities.

3) Creativity is a challenige. There are count-
less ideas and activities in the universe,
why not pursue them? Take a risk, try
a new approach even if it seems like a
stretch for you. Tapping your own creativ-
ity is a way to keep in touch with the
challenge of Adventure.

4} If you put creative energy into a program,
you will do a better job. Keep your-
self energized by pushing to find new
opportunities for people to utilize their
potential.

Here are some examples of creativity. If you
understand how to be creative and why cre-
ativity works, perhaps you’ll feel more confi-
dent unleashing your own creative potential.

The Evolution of Moonball

Moonball (Silver Bullets, pg. 31) is a simple
game that people love to play. The original idea
came from having a beach ball available and
wanting to do something with it. No great mys-
tery here. Creating a challenge with the ball
involved hitting it as many times as possible
before it touched the ground. The activity
doesn’t involve much — minimal equipment
and minimal rules — but the fun factor aver-
ages around 7-8 on a scale of 10.

Once the game was played and proved to be
a winner, we didn’t stop working on its devel-
opment. Here’s the important lesson: Just be-
cause you have a good activity, don’t assume it
can’t be made better. It's easy to learn a game
one way and fall prey to the notion that it has
to be played just like the original for it to work



again. Maybe, maybe not. A game is not like a
masterpiece of artwork; a little creative addi-
tion often enhances the original product.

Here are some reasons why Moonball was
changed and improved (not to say that
Moonball itself isn’t a great activity). ,

First, people quickly discovered that taller
and more athletic players (jumpers in particu-
lar) could easily dominate the action if they
gathered together around the ball. It was diffi-
cult and/or impossible for other players to have
a hit and to feel part of the team.

This problem was addressed by adding new
rules, and two new activities, All Hit and
Countdown Moonball were created. All Hit
requires that all players touch the ball at least
once (anyone can hit it multiple times and that’s
okay) before it touches the ground or the total
score is nullified. Countdown rules state that
no one can hit the ball a second time until ev-
eryone hits it once; if all the players hit the
ball before it touches the ground, one point is
scored for the team and they try to repeat the
process of having everyone hit the ball. For each
completed rotation a point is scored.

What if Moonball gets too serious, if people
want to achieve a certain score and they can’t
accomplish it? — or too boring, if people be-
come so proficient at it that they lose interest?
What to do?

Macro (or Macho) Moonball: Anytime you
hit the ball, you must hit it with all your might
— open-hand striking is recommended to pre-
vent fists from potentially landing on other
players. This version usually invites loud
noises, grandiose swings at the ball, equally
grandiose misses of the ball, and sufficient
laughter at the successful and not so success-
ful hits as to make it fun. Trying to achieve a
score is possible, but it usually is secondary to
the hilarity of chasing the ball as it careens aim-
lessly through the upper ranges of the Moonball
stratosphere.

Here, a little creativity changes a fun game/
Initiative problem into an excuse to act a bit
silly, to let out your pent up energy, and to laugh
while doing it. Do you need this type of game?
No. Is it fun? Yes. Is it worth doing? You bet. In
some circumstances, like trying to re-focus the
group after several unsuccessful attempts at All
Hit or Countdown, it could be a wonderful way
of releasing some of the frustration and disap-
pointment before allowing the group to make
another attempt.

All these variations were created to address
different aspects of how players might respond
to the game. Another version of Moonball, Five
Aside Flatball (Cowstails and Cobras II, pg. 64),

_came about because of the dynamics of what

happens to Moonballs over time. They develop
leaks. Flatball allowed the play to continue

_ with a partially deflated Moonball.

As befits its continual evolution, you’ll
discover Islands Moonball — another success-
ful adaptation of the original idea— in this book.

Group Juggling
to Eggspeediency —
A Quantum Jump

Group Juggling (Cowstails and Cobras II,
pg. 84) is a game of laughter and silliness with
balls and objects passed around a circle and
often dropped. It’s a great warm-up/icebreaker,
oftentimes a nice transition from Toss-a-Name.
It is also used extensively in corporate team-
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building programs as a metaphor for how
groups simultaneously manage multiple tasks.

Group Juggling works and works well. Hav-
ing played it many times, it seemed worth look-
ing for newer challenges, because the fun fac-
tor is high but people’s interest doesn’t sustain
itself much longer than a few minutes. By ex-
perimenting with yet another level of challenge,
new ideas were born.

Warp Speed (Cowstails and Cobras I, pg. 83)
changes the entire focus of Group Juggling.
When you lead the activities back-to-back, the
demeanor of the group is transformed, People
suddenly become very intent and focused, the
laughter stops, and concentration on the goal
draws people together. Warp Speed quickly and
pointedly exposes how the group works to-
gether. It produces an opportunity to extract
valuable lessons about teamwork and offers
techniques that may produce success in other
more complex problems. Where Group Juggling
generates laughter and fun, Warp Speed har-
nesses that fun and allows people to tap into
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learnings and metaphors like a light bulb illu-
minating new ideas.

Warp Speed exemplifies all that is good in
an activity. It’s simple — few props and rules
— and produces fascinating outcomes. How
could you ask for anything more? The incred-
ible success of Warp Speed in any program
speaks loudly to the fact that good games can
be transformed into better activities with some
imagination. For years it seemed to be the best
that it could be.

One day lightning struck. Working with a
group that had just done a solid job with Warp
Speed, I remembered that there was a box of
eggs available for another activity scheduled
later in the day. The group seemed ready for a
higher challenge level, so a real-life conse-
quence seemed appropriate.

“How about we include a raw egg into our
pattern?” Looks of incredulity met my gaze.
Then someone said, “Why not?” Eggspeediency
was born. Now, some people reacted skittishly
to this turn of events, But upon completing the




task without any mishaps, the group’s enthu-
siasm and confidence achieved a new peak.

Eggspeediency may not be for everyone.
That’s beside the point. The lesson again is that
a spark of imagination, a mind that asks why
not instead of saying it can’t be done that way
leads you in new directions. That unexpected
twist is what Adventure is all about.

Turnstile to Hop Box

“If it'’s worth doing, it’s worth overdoing.”
—KER

Turnstile (Bottomless Bag Again, pg. 116)
is an old standard that has proved its worth
over time. Its origins aren’t certain, but you can
bet that it evolved from having an old rope
lying around and wanting to use it rather than
throw it away. This impulse, coupled with a
fanciful desire to jump rope, produced another
popular activity.

Turnstile requires that all members of the
group make a jump. If the rope rotates one com-
plete turn without someone making a jump,
then the group’s attempt is invalid. They have
to start again.

Once again, a simple idea. But in practice,
this Initiative poses many challenges for a
group. Some struggling and frustration often
accompany this exercise. When success comes,
the group is usually cheering itself on with wild
enthusiasm.

Several variations emerged over the years to
add new challenges. Asking people to jump in
pairs, or threes, or whatever number suits your
fancy adds another element of cooperation and
teamwork. The ultimate challenge is to line up
all the members of the group next to the rope
and have everyone attempt to make a success-
ful jump all at the same time! It is an exercise
in jostling, jumping and stratagizing that pro-
duces as much laughter as it does serious effort.
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When Project Adventure had its 20th Annj-
versary celebration in 1991, none of these ver-
sions would have worked. Why? Because we
estimated that 150 people would be there! That
meant both a very long rope and two facilita-
tors (you know who) with very tired arms.
A new idea was needed.

How about multiple ropes? Put them in a
square formation and form a “box” around the
participants. To escape from the box, one has
to jump over a rope (any side will do). Time
the activity to pump up people’s energy and
to provide an additional challenge. And to
prevent anyone from getting tired arms, the
twirlers are part of the group and have to be
replaced so they can make a jump, too. Well,
what a success!

Since that time, we’ve used Hop Box in many
situations (with large groups). What's an active
Initiative problem that will engage upwards of
150 people? Hop Box is your choice.

The Fastest Game of Tag
Becomes the Game that Never Ends

I (Steve) used to work for the New Games
Foundation and used to present the game
Everybody’s It as the world’s fastest tag game.
Tagging anyone within reach, the action is fast
and furious and does tend to end quickly. It
also means that some players don’t have but a
moment to move before being frozen by a well-
placed tag. To allow for more action and in-
creased playing time, the Hospital Tag version
was created. Under the new rules, participants
can “cure” a tag by covering it with a band-aid;
Le., one of their hands. When both hands are
used up, they’re frozen.

This initial change was made to create more
fun. (More running, more tagging means more
action, which translates into more fun.) Even
with this change, the faster people still had an
advantage. Not to say that life isn’t full of
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opportunities where one skill or ability gets you
something faster or easier, and that’s OK. But
for the play experience, the challenge was to
create a more even playing environment, and
heighten the action, too.

So Asteroids (Bottomless Bag Again, pg. 77)
was born. Give everyone a ball, toss them up
in the air and then throw them at each other. If
you're hit, you freeze. This adaptation pro-
duced joyous results. It was played at work-
shops and people enjoyed the frantic energy of
running, throwing and dodging. But, as with
Everybody’s It, the game tends to end early for
some players.

Soon a new wrinkle was added. Anklebiters
(Bottomless Bag Again, pg. 78) allowed frozen
players to be quick-thawed, or to reach out and
ensnare one or more active players. The action
increased, no one was left out of the game for
any length of time. (Unless by personal choice
— “I'm winded. I'm going to ignore that ball
for a few minutes.”) The smiles and laughter
on people’s faces got bigger and louder. I can’t
remember a time when Anklebiters didn’t pro-
duce comments about it being a GREAT GAME!

Simply adding a ball to the game meant that
more people were able to succeed at “tagging”
someone, had a means for getting unfrozen, and
the pace of the action increased. And since it
almost never happens that all players are fro-
zen at the same time, the game goes on indefi-
nitely. Watching Anklebiters, it’s difficult to
remember that the original idea grew out of
Everybody’s It. :

Creativity is a source of many wonderful
Adventure activities. And you don’t have to
invent something totally new to be creative. In
fact, if you just adapt some old game and call it
something different, people will probably as-
sume you'’re a genius. (Oops, there goes the
mystique of our creativity.)

Make creativity a habit. Try to improve a
game when it’s not necessary, when it’s just for
the fun of it, when you just happen to have
some new prop around, or when you need a
little spark to get the old juices flowing again.
This approach may seem like more work, and

maybe it is. But it’s also a lot more fun and it
takes the pressure off of having to invent some-
thing new and different on the spot when you
really need to. Besides, practicing creativity
makes you better at it. Remember: Practice and
experience develop mastery.

Game Change —
Making Something Old
Into Something New

If we don’t change our direction, we’re
likely to end up where we’re headed.

— Chinese Proverb

Every game that was ever invented by
man consists in making the rules harder
for the fun of it.

— John Ciardi

The preceding examples may not seem all
that different from the following examples
about game change. And for good reason: The
two are closely linked. The difference between
creativity and game change is that creativity
implies a way of thinking, a mind-set, a lens
through which to imagine all activities; game
change is the method, the science of transform-
ing activities to make them work better.

Why change a game? The rules are there for
a reason — so you’ll know what to do as you
play. But sometimes the rules just don’t seem
to fit, or the game doesn’t feel quite right, or
maybe the game just isn’t very exciting.

Here are a dozen reasons to change a game
(though there certainly are more):

¢ There are more or fewer players than the
set-up calls for;

* You don’t have the right equipment;

¢ It’s boring;

¢ It’s too challenging;

* You have too little or too much time to
play it;

* The players lack certain skills so the game
isn’t fun;

The Essence of QuickSilver

49



50

e The players are too skilled to enjoy the
game;

e The space is too big or too small to
play in;

e The outcome of the game — win/lose —
causes people to feel bad at the end;

¢ The players need something the game
doesn’t provide (trust issues, no commu-
nication, no cooperation, etc.);

e It’s too hot, cold, wet, snowy to play;
e It simply is NOT FUN!

Think of other reasons to change a game.
Think back to the last time you were playing
and it wasn’t fun. What was wrong? What
wasn’t working for you? What could you have
done differently to have made it more excit-
ing, more challenging, more fun? Those are the
questions you can ask to hone your game chang-
ing skills.

Changing a game allows for new possibili-
ties. Altering the game components or rearrang-
ing the game’s structure may make it more ex-
citing and increase the interest of the people
playing it. A good Adventure leader uses this
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skill to adapt activities to meet the needs of
the group. (Refer to Points of Play #1 at the end
of Section One.)

When to Change?

There are lots of practical reasons for
changing games. Sometimes, many times in
fact, activities need to be altered due to the
unique circumstances of a program. Design con-
siderations, program goals, participant’s abili-
ties, challenge level, number of people, play-
ing area, etc., all can cause you to re-think the
standard way of presenting an activity. This
aspect of game change is more scientific,
though intuition and a sense of what is fun are
still helpful. The difference here is that you are
premeditatingly altering the game due to the
circumstances.

In many instances, the reason that prompts
you to change a game is that the level of chal-
lenge exceeded or did not meet the ability level
of the participants. In the first case, when the
challenge level is too high, the group can be-
come frustrated and anxious; they may not feel
capable of completing the task. On the other
hand, when the challenge level is too low,



people feel bored; there is not enough action
or activity to maintain their interest.

A man named Mihaly Csikszentmihalyi de-
veloped a theory about this match between
challenge and ability. He calls it flow. He states
in his book, Beyond Boredom and Anxiety, that
when people are engaged in an activity that
approximates a match between challenge ver-
sus ability, people enter this ‘state of flow. He
describes it as a feeling of timelessness, where
all attention is focused on the task at hand,
where concentration is directed solely at the
activity. It’s an interesting theory in that people
often describe their feelings in a PA workshop
in the same terms. People become so enveloped
in the Adventure experience that they enter this
state of flow.

How do you know if your group is in the
flow or if it’s time to change something? OB-
SERVE them. If you look around and see people
standing listlessly, watching the sky or the floor,
looking embarrassed or bewildered, trying to
sneak away from the group, then you can be
certain that something is not right. There may
be many causes for the discomfort, but your
leader’s alert should be clamoring inside your
brain telling you to think about what to do next.
Noticing that something is lacking in the play
experience is the critical first step in determin-
ing what to do about it.

Generally speaking, your level of interest and
your sense of fun are both good reference points
to measure the relative success of a game or
activity. If you're feeling unsatisfied for what-
ever reason, chances are the participants will
feel that way, too. As the leader, you are the
one who needs to change the game before the
fun quotient hits zero. Stay in touch with your
own feelings as well as observing the situation.

When Not to Change?

There is, or should be in your mind, a dis-
tinction between a poor play experience and
the group struggling to overcome a problem or
issue. A group may find that a particular game

or Initiative is causing them to work harder than
you or they expected and making them feel
uncomfortable. There’s a difference between
struggling to overcome the challenge versus
feeling unhappy with the activity itself.

If a group is having to work hard and they
are disagreeing, not communicating effectively,
arguing, etc., that may not be fun for them.
However, it is part of the Adventure experience.
The fact that there is some conflict does not
necessarily mean that the game is bad, that the
activity needs to be changed, or that you need
to intervene to alter the environment. Struggle
and failure produce learning sometimes more
than success. Be careful to notice the difference
between a group attempting to work through
its problems and a game that, because it is in-
appropriate for a group, creates problems that
do not need to be there.

An example: You present Warp Speed to a
group after 30 minutes of warm-ups and ice-
breakers. They cannot come to an agreement
on a solution and begin to argue over people’s
ideas. Some people in the group are standing
in the circle not saying anything, others are talk-
ing but with an edge to their voices. What hap-
pened? Should the game be changed? Should
you intervene?

Admittedly, it’s hard to say for certain
because you don’t have all the information.
Under the circumstances, though, after only
30 minutes together, a challenge like Warp
Speed could produce some uncomfortable
tension. If it’s the first Initiative the group
attempts and they are not working well
together, that may indicate that they were
not ready for such a challenge.

If the same situation occurs on the third day
of a five-day workshop, and if the group had
demonstrated some ability to work together and
manage its process, you would probably allow
the struggle to continue as a learning opportu-
nity. The difference here being that the group
should be better able to manage its own con-
flicts and disagreements after having spent two
days together than they would be after only 30
minutes.
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How to Change

Changes generally focus on game compo-
nents, not on people. You want to alter the
game, if necessary, to make it match the
group’s needs. Game components easily
changed include:

¢ rules

¢ equipment

¢ locomotion (how people move)
¢ boundaries

¢ the fantasy

¢ roles of the players

¢ the goal.

Can you think of others? Altering one of
these components doesn’t cause any upset
feelings — a beach ball doesn’t mind being
replaced by a balloon, a boundary doesn’t care
if it’s big or small.

Some Hints about Making changes

If you want to determine the effect of a spe-
cific change, alter only one thing at a time. If
you change two or three aspects of the game
simultaneously, the game may or may not play
better. Whatever happens, you won’t know for
certain what caused the play factor to change,
good or bad.

Make changes at a time when it doesn’t in-
terfere with the outcome. If a group is about to
score its one-hundredth point in Moonball, and
you yell out they can only hit the ball with their
feet, they may feel angry at you for changing
the rules — especially if the change causes them
to miss their goal. »

Changes need to be fair for all players. If
everyone is linked together to play Tusker, but
several players decide it's OK for them to run
as single participants, that change gives the
single runners an unfair advantage. On the
other hand, if I'm playing Pairs Tag with a part-
ner on crutches, and we both have to hop on
one foot, that equalizes the challenge for both
of us. Instead of creating a mismatch of ability,
we're trying to create an equal challenge for
both players.

Adventure Leadership

Practical Changes
And Their Consequences

Boundaries

Changing the boundaries is a simple way of
adjusting the activity level and perhaps the
challenge of a game.

For Pairs Tag, a small space produces more
bumping and jostling, the things people usu-
ally enjoy most. Larger boundaries may make
it safer for younger players who are less likely
to be aware of running over or through other
people. It’s safer, because with more space there
is less chance of a collision. Making the bound-
aries really big, say a basketball court for 12
people, turns Pairs Tag into a walking mara-
thon with little or no bumping into people;
maybe good for aerobic training, but not very
high on the fun index.

Another game where boundaries can be a
critical factor is Tusker (Silver Bullets, pg. 42).
If the boundaries are too big to begin with, it
may be nearly impossible for the Tusker to
catch anyone, especially when it’s 4—8 people
chasing linked pairs. At the end of the game, if



the boundaries are too small, the Tusker has
an easy job catching the last remaining pairs.
The solution that works best is to establish

three, fixed boundaries while the fourth side
moves (though the players may not realize it if
you don’t tell them). You become that fourth
boundary. You can stay close to the action at
the outset, assisting the Tusker by narrowing
the playing area. As the Tusker grows and can
cover more territory by fanning out, you can
give the escaping pairs a reasonable chance
of survival by preventing the Tusker from
reaching both sides of the boundaries. With this
game, boundaries a bit too small probably are
better than too big. A group will be thankful
to have the running cease a bit to soon than
to experience the endless frustration of not
catching new pairs.

In general boundaries should be just right
— not too big, which can produce fatigue, frus-
tration and a loss of camaraderie; not too small,
which can cramp the action, increase risk of
collisions and limit the challenge level; but

somewhere in the middle, where there is both
enough action yet not too much exertion of
effort with little to show for it.

Fantasy

Changing or using a fantasy appeals to
people’s imaginations and is a powerful tool
for inviting people to play.

Fantasy enhances the fun factor. Fantasies
give permission for people to exhibit unusual
behaviors. It allows people to participate when
normally they might hesitate. (I may not want
to play tag, but I'll certainly try my hardest to
escape that voracious Tusker.)

Fantasies can heighten the sense of reality
in a game, creating a scenario that simulates
real world experiences and can increase the
possible learnings from the activity. Or fanta-
sies can allow people to leave behind the cares
and concerns of the real world, thus potentially
letting people gain a fresh perspective on their
problems.
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While fantasy can attract some people, it
can repel others. The game Killer is a prime
example. Many people enjoyed the thrill of
playing that game, especially the extended
multi-day version. Many people also com-
plained about the fantasy and the imagery of
death. The game gradually disappeared from
workshops due to the hue and cry.

Before abandoning it, we altered the fantasy
to being overcome by rapturous joy or being
commandeered by an alien a la Invasion of the
Body Snatchers. The game was still OK, but
somehow the fun had disappeared. Not to ar-
gue the game’s merits or faults, the choice be-
came one of consideration. There are lots of
other good games, so there was no need to
continue playing this one.

Equipment

Changing the equipment used in a game can
alter the activity level, the challenge level, and
more than anything else potentially alter the
whole game.

Frantic (Silver Bullets, pg. 65) is just as the
name implies — frenetic. Pursuing the end-
lessly rolling Rabid Nuggets may not always
seem like fun, but people do enjoy it.

The only drawbacks are that you need lots
of tennis balls, which are heavy to cart around,
and you need a large open floor, like a gym.
Balloon Frantic was created to solve both of
these problems. Balloons are a lot lighter and
smaller than the same number of tennis balls,
and you can play anywhere that balloons float
in the air. The problem-solving aspect stayed
the same, the rules stayed the same, but the
flavor of the game changed dramatically. Any-
one who has chased dirty tennis balls around
the floor will glowingly describe the wonder-
ful colors and the added intensity of diving for
a falling balloon as a recommendation for this
option.

Like a touch of seasoning to your favorite
food, equipment sometimes adds just the right
dose of playfulness to an otherwise good game.
Blob Tag is fun, but spicing the game with two
tusks adds a whole other flavor to the chase.
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Escaping the Tusker is much more real than
fleeing an unfanged Blob. The use of equipment
(and fantasy) raises the fun factor a subtle but
tantalizing notch.

Equipment, much like fantasy, can be an
attractive invitation to play. Something novel
and unusual arouses curiosity. If it’s brightly
colored, all the better. People like toys, even
adults. Starting a program with some flashy (but
inexpensive) equipment is a sound and well-
respected practice. Equipment can sometimes
divert attention away from people in the group.
That may be helpful if people are shy and ten-
tative starting a workshop and need to warm
up; it may be an interference, though, if it
prevents people from observing and dealing
with tensions or anxieties of group members.

Goals

Changing the goal or purpose of the game
can be a strong motivational technique or a
method for reducing the stress of performance.

Including the time element in Warp Speed
radically alters the feel of the game. With no
time factor, people go through the motions but
don’t really apply themselves totally. Once they
have a goal, achieving the fastest time, the pro-
cess becomes much more intent on perfor-
mance. The same can be said of Moonball,
Hop Box and other timed events. A goal or
stated challenge to the group often provides an
added dose of motivation to participate at a
high level. This approach can be overdone,
though. A goal that is too difficult can be just

.as deflating to the group as a successful goal

can raise spirits. Applying too much “motiva-
tion” can be a turn-off.

The game of Monarch alters the traditional
aspect of dodgeball by including a strong mea-
sure of cooperation and teamwork. As the game
progresses, more and more players become cap-
tured by the Monarchy, but rather than feeling
badly about being hit or eliminated, the new-
est players to join the Monarch’s side soon get
caught up in the desire to capture their former
confederates. The goal of the game is to work
together to catch all the players, so being caught



simply means shifting roles rather than
elimination.

A different goal reframes the focus of the
group. Play for fun, play for time, play to score
points — each has its merits and rewards.
Choosing which outcome best suits the group’s
needs is the balancing point on which to weigh
your decision about how to frame an activity.

Roles

Changing the roles in a game can give new
life to the players and the activity.

In Ah-So-Ko, players aren’t really expelled
from the game, just given a new role. Becom-
ing a Heckler stimulates the noise and distrac-
tion quotient of the game, while also running
counter to the traditional consequence of elimi-
nation. A person doesn’t have to feel rejected
or lose interest from inaction. An entirely new
responsibility and persona await you.

Transformer Tag takes much the same tack
— tag someone and he becomes your ally in
the game. You're not only diminishing the num-
bers of the opposition, you're increasing the
power of your team. WOW, what a concept.

Recycle old, tagged-out players into new,
juiced-up teammates. Changing roles has a
significant impact and positively alters the feel
of this tag game.

Not every activity needs to prevent elimina-
tion, but it tends to keep people more inter-
ested in the game. The longer the players are
attracted to the game, the longer they will con-
tinue playing. It’s mostly a question of fun. If
you're tired or bored with the game, choose to
stop playing; but if your interest is high and
you’re having fun, why accept being eliminated
from the action?

In Foes & Questors, we struggled mightily
to balance having a consequence to being hit
versus keeping people involved in the flow of
the game. Yes, you can be frozen for periods of
time and that can be frustrating (unless you
need the rest), but there’s always the potential
for getting back in the action and seeking to
turn the tables on those who temporarily
stopped you. People always commented that
the rejuvenation factor was one of the reasons
why they enjoyed the game so much. You could
take risks, even unreasonable ones, suffer the
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consequences, and then do it all over again.
Some people never learn. So much for experi-
ential learning versus the fun curve.

Conclusion

Do these examples form any kind of pattern?
The intent is to demonstrate the wide variety
of changes that can be made to activities, some
of the rationale for doing so, and some poten-
tial outcomes of altering games successfully.
Can we get it into a simple little formula or
credo? Try this:

Play is good.
Change is good.
Good play can be better with change.

There is something missing about this
explanation of game change. Have you
guessed it? You're right on the money if you
said, “Hey wait a minute. All these changes
produced success.”

In all probability, we have made lots more
changes that didn’t work out to anything
special than all the examples showcased here.
We’ve thought about, created and played
countless games that haven’t given us much
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satisfaction. And we don’t give up easily. If a
game isn’t right to begin with, you can bet that
we’ll tinker with it.

The point is that if you try to change a game
or two, find the process isn’t working, don’t
assume you don’t have “the gift” or whatever
else it takes to alter a game. Sometimes the in-
sight for changing games is like a sixth sense.
To develop that sense, you have to practice
making changes. Practice and experience are
required to do this well.

Perhaps more importantly, you need two
other things: A willingness to try out different
ideas and a desire to have fun. If you give your-
self the opportunity to seek out fun in what-
ever you're doing, and we mean discover what
is really fun for you, then your play sense will
become a good guide for you to follow. Add to
this awareness the permission to experiment
and follow whimsical notions, and you may
find more successful changes emerging from
your efforts.

Since there are no guaranteed successes in
life, or Adventure, or game change, you'll just
have to accept whatever you create. There are
no real failures if you try to make changes. You
can always go back to the original activity.



Chapter Seven

Practical Tips -

Two Leader’s Bags of Tricks

Skipping from a model to reality, what pro-
duces success? The items below are a personal
repertoire of skills, techniques and experience
that help us with our work and play.

Things That Make
A Workshop Work

“You can learn more about a person in
an hour’s worth of play than in a day of
conversation.”

— Plato

“How much work could a workshop shop
if a workshop could shop work?”

— Rohnke

Starters

Have lots of fun throwables on hand right at
the beginning of a workshop. Give me a mess
of Twirlies and I'll have a stand-around group
of people who don’t know one another smil-
ing, doing, sharing and talking within seconds.
There’s not much listening at this stage, just
action. Other throwables of note:

¢ Soft Frisbees

* Whooshes

¢ Comet Balls

¢ Fleece Balls

Caveat: Remove all basketballs from the area
if you are in a gym. Basketballs are like mag-

nets to people who have limited imaginations;
roundball is anathema to creativity.

Conversation

During the time when folks are just begin-
ning to show up for your training session, talk
with them, not at them. I've been emphasizing
this technique for years, but I feel that most
people disregard the advice because it seems
so obvious; there’s no “trick” to it. Talk about
things that have nothing to do with the work-
shop: Movies, weather, bungee jumping, some-
thing funny or exciting that happened to you
recently, gourmet coffee, etc.

Raconteurmanship

Tell stories (something you have experi-
enced) to the group related to what you are
teaching. Let them know that this is real-life
stuff worth hearing about. DO NOT relate ma-
cabre war stories to elevate your status as an
experienced person.

Casual Competence

While you are talking with the folks, don’t
say or bring up things to draw attention to your-
self. This is not a YOU time, this is their time.
You must gain respect via your actions, not self
proclamations.

Self-Deprecating Humor

Use lots of laughter. A good way to initiate
some non-intrusive humor is to casually tell
a personally embarrassing story about some-
thing that you did. Make yourself the brunt of
the laughter, and get people used to laughing
with someone situationally, rather than at that
person.
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Gem Stock

Use only programmatic gems during the first
couple hours. Unless you are very good and
very practiced, experimenting with activities
during the first few hours of a workshop can
be disastrous.

Venue

Give me an empty gymnasium and I'll fill
it with fun. People are usually comfortable in
a gym setting because it's a known. If you
take first-time-folks out on a field or into the
woods they may be wondering, “What’s going
to happen to me out here? Everyone knows
that ROPES COURSES are in the woods, and
you know what happens there...” It's also easier
to maintain a group’s attention within a
closed area. And look at all the boundary lines
painted on the floor for your exclusive and
unrestrained use.

Adventure Leadership

Full-Time Fun

“Don’t stop running or they may figure out
that you don’t know what you're doing.” That’s
a bit facetious, but partly true, and it’s why the
first few hours of programs that I'm facilitating
are so frenetic. Load ‘em up with activity at
first, there’s lots of time later for questions and
introspection. This is experiential education,
so get into the experience.

Don’t Teach; Facilitate

Present the learning scenario as simply,
entertainingly and accurately as possible, then
back off and become an observer. If the group
gets into a bind, becomes frustrated, or wants
to quit, remember it’s not your role to save them
or teach them how to... Your raison d’étre is to
extend the learning process by allowing them to
experience the joys of discovery and the agonies
of not reaching a desired goal. Let this happen,
it is the crux of Adventure programming.
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Leadership Sequencing
Style
poor presentation poor timing —

too much/too little
challenge (poor choice
for population)

poor choice of game/bad
sensitivity issues game
lack of imagination feeling unsafe

reality versus fantasy
(inappropriate
scenario)

lack of imagination
(small repertoire)

poor balance of
pushing too hard or not competition/cooperation

enougl? " diminishing of trust
too serious or too silly pushing too hard or not

volume & enthusiasm enough

too serious or too silly,
too active or too passive,
etc.

Participant Logistics
Behavior
poor timing poor geography/

environment, nature

sensitivity issues h .
Y {wind, noise, safety, etc.)

(politically incorrect)
reality vs. fantasy (Killer) bad game (not fun, not
appropriate)
feeling unsafe (Striker) .
wrong equipment

lack of imagination (unsafe)

strict adherence to

too many/too few people
the rules

too much/not enough
cheating time

success vs failure —
calling your own touches

onlookers

bend to peer pressure

unknown of people’s
psyches
(hidden agendas)

diminishing of trust

The Games List

I hear, and I forget.
I see, and I remember.
I do, and I understand.

— Chinese Proverb

The Professional’s Memory Enhancer or The
Novice’s Crutch?

For years now I (Steve) have been carrying a
worn page in my pocket as I head out to lead a
program. On that page are the names of the
hundreds of activities I know and use in my
work. No, it’s not the same piece of paper
that has survived these fifteen years. Many
have been lost, some given away, some worn
to tatters by overuse. It is both my security
blanket and my stress reducer.

Why have such a list? Here are a few good
reasons:

1) It helps you remember all the games you
know.

2) When you’re mentally stuck for a game
or activity, the list is a convenient memory
enhancer/restorer.
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3) A list allows you to categorize activities
for easy reference in program planning
and sequencing.

4) Consulting an impressive looking games
list sure makes you look professional.

So are you sold on a games list? Have
you already started scribbling? Wait just a
minute and consider a couple of cautions about
using lists.

Be careful that the list doesn’t become a
crutch. If the list and the categories start dic-
tating how you lead and what activities you
select all the time, then you're relying on it too
heavily. The list should be a band-aid, not a
miracle cure. Don’t use the list to the point
where you lose touch with spontaneity and
creativity. Personalize your list. Choose activi-
ties that have meaning for you.

Don’t get caught up in just adding more and
more games to your list. Remember that learn-
ing more activities doesn’t necessarily improve
your leadership style and presence. Don’t be
distracted from developing your facilitation
skills by the need to learn more and more
games. Balance is the key. You should know



ter. Arrange enough props for three or more
groups (depending on the size of the work
tearns that you want) around the perimeter of
the boundary so that each team has an equal
share of the materials. Again, groups can
proceed independently or can choose to work
together. Debriefs can focus on why the groups
opted to go their own way, or on how and why
they decided to help each other.

Create a Site Central variation to the prob-
lem. In this type of scenario, the group is
divided into smaller units and each group is
given a different function. If you divide your
group into two smaller teams, one team (3-5
people) becomes the decision-makers and one
team (the remainder of the group, 10-15
people) is the task force. The task force actu-
ally does the problem; the decision-makers
must approve of any actions before the task
force can act. One or more people from the
decision-makers is designated as liason to the
task force to discuss the plans. That person(s)
cannot physically help with the task.

If you divide the group into three teams, you
still have decision-makers and a task force, but
the third group becomes consultants. Only the
consultants can move back and forth between
the decision-makers and the task force, and the
consultants can only communicate — they are
not allowed to physically involve themselves
in the task.

Site Central scenarios emphasize the impor-
tance of communication and simulate many
real life situations. The number of issues emerg-
ing from the activities increases and sometimes
the complexity of the group dynamics makes
it difficult to focus on all the relevant issues.
Still, if you need techniques for keeping large
groups actively involved in Initiatives, these
strategies work well.

The key to large group situations is to re-
member that it’s easier for people to lose focus
and to feel lost in the crowd. Do whatever you
can to maintain a high level of activity for all
participants, provide more structure to help
move things along smoothly, and keep discus-
sions focused and brief to maintain interest.

What Can Cause a
Bad Experience — Four Issues

Not every Adventure program is going to run
smoothly or be completely successful. Prob-
Jems can arise just as easily as the glowing faces
of enthusiastic participants at the end of a good
session. Leading activities can and is a chal-
lenge. When you plan and consider how to pre-
pare for your Adventure sessions, be aware that
trouble is out there waiting for you!

Where does a good idea, Adventure program-
ming, go wrong? There are four distinct areas
from which trouble springs:

e Leadership Style
e Sequencing
e Participant Behaviors

» Logistics

Some trouble spots are easily identified
(though not easily solved), some problems are
“givens” (you can’t alter the space or the people
as much as you may want to), and some diffi-
culties remain unknown until after they
surface (no matter how well you plan, some-
times things don’t go as you hope or anticipate
they will).

Adventure facilitators have many options
available. Your knowledge, confidence level,
repertoire and comfort in front of groups — both
intangible factors and hard skills — can influ-
ence and manage the unknowns of participant’s
behaviors and the unchangeable nature of lo-
gistics. What you choose to do, or not do, hasa
great impact upon what happens with the
group.

The following lists highlight some of the
pitfalls faced by Adventure leaders. Some
factors in one category (poor choice of game
under Leadership can also be placed in
another category, in this case Sequencing).
In any event, these lists can identify some
trouble spots. Being alert to the following
factors will help you... identify potential
problems before they happen.
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minutes may be as long as one person can man-
age presenting to fifty plus people. More than
that, and you better have a pretty extensive Bag
of Tricks to draw on or plenty of experience
with large group activities.

Know what the outcome of any session will
be with a large group. What people learn is re-
duced (less potential for asking questions, less
chance of everyone having time to talk and
share) and the opportunity to pass along any
skills is reduced. Basically, large group activi-
ties tend to focus on fun since there isn’t much
else that you can realistically achieve.

Can you effectively run Adventure experi-
ences with larger groups? The answer is yes.
To be successful, you need more creativity,
more props and a lot of confidence.

Practical Stuff

Taking a large audience and presenting some
games for fun is a very effective method of
exposing new groups to Adventure.

Some favorites for larger groups include:
Pairs Tag and Pairs Squared, Boop, Catego-
ries, 3-way Hog Call, Transformer Tag, Hustle
Handle, Quick and Coop Line Up, Birthday
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Line Up, FFEACH/MOOCH, Hop Box, Merg-
ers, Scrabble Babble, Egg Drop and the classic
Lap Sit. Many of these activities can work
favorably even with over a hundred people.
If you don’t believe it, don’t try it.

Presenting Initiatives to larger groups poses
an entirely different set of issues. When some-
one asks you to lead Initiatives for 30-40
people, normally you would want to try to
convince them to consider another type of
experience. Initiatives and most ropes course
activities function more effectively with groups
of 10-15. But when you can’t work with such
a small group, there are alternatives.

Present several Initiatives simultaneously.
The key here is to be certain that the groups
can monitor themselves adequately with split
supervision. You need to select problems that
can be done safely without immediate, direct
supervision. You could include a Spider’s Web,
but you wouldn’t want to be far away due to
the safety concerns. Include Traffic Jam and
you have no need to worry about physical
safety, and you can monitor the group’s efforts
from a distance.

The down side to this plan is that you will
not have close observation of each group.
Debriefs may not be as effective or as thorough
since you will not have detailed observations
about the group process during the activities.

Set up Stepping Stones, Trolleys and Tin Shoe
as three problems. Divide your large group into
three units and give each smaller team only
the props for their Initiative. Each group can
function independently, or they can decide to
collaborate to make their tasks easier. The
wonderful aspect to this scenario is that all
the groups have to cross the area, but each has
a different set of props to employ. Creative
collaboration can turn this dilemma into a
successful lesson plan.

Another technique is to present the same
activity to the entire group, but subdivide them
into smaller teams to tackle the problem sepa-
rately. Using Stepping Stones again, create a
circular boundary with a safe zone in the cen-



about what makes a quality play experience,
the more likely you can devise new ideas on
your own.

Conferences and Other Ideas

Conferences, like workshops, offer oppor-
tunities to learn new ideas. AAHPERD
(American Association of Health, Physical
Education, Recreation and Dance) and AEE
(the Association for Experiential Education) are
two national organizations that host regional
and national conferences where you are likely
to discover sessions on Adventure activities.
They also offer a wide variety of books and
other resources.

Toy stores, recycling centers, sports equip-
ment catalogs and children’s museums are
other places that we have found ideas for
activities. Basically, anything that will juice up
your creativity is a potential source of a new
game or Initiative problem.

Another good reason for developing a large
repertoire of activities is that it will help keep
you fresh. The more options you can draw from,
the less you have to play the same games over
and over. Of course, you’ll develop a list of fa-
vorites and play them more frequently. Noth-
ing wrong with that. But beware of burnout
from always presenting the same activities.

Large Groups

You want to know the secret to working with
large groups? Don’t do them.

You want more? You're sure? It’s like the
carpenter said: “Be careful how much you
learn about working around the house. The
more you know, and the more you demonstrate
that you can do something, the more you're
going to be asked to do.”

We joke about leading large groups. Gener-
ally, it’s not easy. For most people, the usual
anxiety of leading increases exponentially as
the numbers of faces before them increases.

10 — no problem...

20 — it’s doable...

30 — maybe I need some help...

40 — is this really going to work...?

50+ — call a professional... _
100+ — call Karl and Steve... they’ll do
anything.
Maybe.

I admit to enjoying presenting to large
groups, sometimes. Large groups have incred-
ible energy to expend; but they demand a lot
in return. If you structure a large group pro-
gram properly, it can be fun.

What to Consider

First, what is considered a large group? Any-
thing over 25-30 requires a different style of
presentation. For an average Initiative problem,
10-15 is the ideal to maximum size (though
more than 20 people work on some Initiatives).
For a Trust Fall, 12-16 is stretching the limits
of people’s capabilities to concentrate and to
physically catch one another.

Remember, these numbers are just that —
numbers. You take the group you get. But it’s
important to recognize that diminishing returns
do set in as the size of the group increases. The
more people, the more difficult it is for every-
one to be actively involved in the experience
and to share their personal opinion; in other
words, the larger the group size the less able
you are to have a meaningful discussion about
the activities. Debriefing large groups can
be done, but it may not produce the kind of
sharing that you want from a group.

Second, how do you structure a large group
experience? As the leader, you will be the
focus of attention more so than with a smaller
group. With a host of participants, your role is
to hold their attention and keep them involved.
In large groups it is easy for people to feel left
out and bored, so try to keep the activity level
high; i.e., lots of movement and action, and
move from activity to activity quickly. A large
group’s attention span is definitely shorter than
a smaller group’s. Transitions between activi-
ties take longer, so you need to plan for fewer
activities.

Third, large groups terid to limit the options
of what activities work well, especially if you
are indoors in a small space. An hour to ninety
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relish the risk of trying something new. Allow
for a few butterflies to flutter in your stomach
as you begin your session, but be wary of what
you’ve undertaken if you end up lying awake
for several nights out of anxiety.

If a large repertoire is desirable, how does
one get it? You can’t exactly go to a store
and buy large, extra large and gargantuan
repertoires of Adventure activities. So where
does one find a trusty and flexible activity
collection?

Workshops and Books

Workshops and training programs are the
best resource. Learning by doing is always
the best alternative since you can experience
the game and discover any quirks or special
rules needed to play it safely. You’ll often hear
people say, “That game sounded stupid or
strange when I read it in the book, but now that
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I've played it this game will be one of my
favorites.”

Books are the best secondary source. They
are relatively cheap, readily available and full
of good ideas. And while books don’t give you
the direct experience of an activity, the more
experience you gain, the more valuable books
become. You’ll get better at reading between
the lines and evaluating how a game will play
out after just reading the description.

Books are a wonderful resource for ideas.
You may not like everything about a particular
game, but the general idea may spark you to
create something better. Older game books fo-
cused on traditional, competitive activities.
More often than not, such games need to be
adapted to fit the Adventure philosophy. This
technique of finding ideas and adapting them
also works better once you have more experi-
ence. The more you know and understand



then they may push you to be more lax in other
situations as well. If you’re loose with the rules
at the beginning of an activity, they may ex-
pect that you will be loose at the end; if you
change and become more strict, they may see
you as the cause of their failure rather than their
own actions.

It’s OK to be strict with the rules. In fact, it’s
probably advantageous early in a program or
on an Initiative. It’s easier to loosen up after
being strict then it is to clamp down after
being lenient.

If you don’t have a legitimate reason for back-
ing off of a rule, it's probably not worth it. In
most cases, backing away from a rule simply
to insure a successful completion of the prob-
lem isn’t a good rationale.

In general, there are five options regarding
rule enforcement:

o Enforce the rule and its consequence.

¢ Observe the infraction and report it to the
group (allowing the group to decide
whether to abide by the consequence).

e Observe the infraction and not report it
(potentially allowing the infraction to
become part of the debrief by exploring
issues of integrity and/or quality control).

¢ Modify the rule (perhaps adapting the rule
and its consequence is the best alterna-
tive because it was misunderstood or
misinterpreted).

¢ Ignore the rule.

A good leader understands the differences
between these choices and recognizes the
pluses and minuses of each method of enforce-
ment. Each alternative has its place in a leader’s
role as enforcer of the rules. The key is know-
ing when to use the different choices.

Expanding Your
Activity Repertoire

For every group there is an appropriate
activity.

So, is a good leader someone who knows
lots of games and activities? Not necessarily.

Someone may know hundreds of activities but
if he doesn’t make good choices to match the
activity selection to the group’s needs, then that
leader isn’t doing a good job.

Is a good leader someone who only knows a
few activities but leads them well? Again, not
necessarily. While someone may be successful
with the activities she knows, this leader may
not have the flexibility and knowledge to deal
with the different needs of some groups.

A good leader doesn’t have to know every
activity in the world (or all the activities in
Karl’s books), but it helps. Why? Because you
may find just the right activity for a specific
setting from amongst the myriad of games that
you learn. In some cases, many activities may
fit the same situation; in certain cases, only one
or two may be appropriate.

Good leaders need to be comfortable and
confident presenting the activities they do
know. Why? To be able to appear relaxed and
knowledgeable in front of the group.

A large repertoire of activities to choose from
gives you a safety net. If one activity you present
bombs, you can immediately select another that
will work. In planning an agenda, consider
multiple options in sequencing games. Options
offer a higher probability of success.

This need or desire for a large repertoire may
seem like a Catch-22. How do you learn a lot of
activities without having a lot of experience
leading them? How can you become an experi-
enced leader without knowing many activities
in advance?

It’s a question of balance. At first you prob-
ably need to limit the type of programs you
lead. With a limited scope of activities, you can
lead a smaller range of programs successfully.
Start where you feel comfortable (unless you're
into high levels of stress and anxiety). As you
develop experience and begin to expand your
repertoire, you can expand the range of pro-
grams you deliver because you will have more
tools to use in addressing group issues.

Each individual will move along this devel-
opmental track at a different pace. While some
people feel uncomfortable leading, others may
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In both these cases a stated rule has not been

broken. The stated rules could be interpreted
to prevent these techniques, and that is where
your judgment as a facilitator comes into play.
Ask yourself, “What are the pluses and minuses
of allowing or disallowing the group to liber-
ally interpret the rules?”

Breaking the Rules

Here’s another example that may be very
different. At the Spider’s Web, the group has
been working extremely hard at passing people
through the openings. They know that any
touch causes one or more people to have to go
through again. You see a slight touch as they
pass someone through for the third time. Maybe
someone in the group saw the touch, maybe
not. Would you allow them to continue?

You can ignore the touch if you feel that the
group is working to their fullest potential and
that they need to have some success. You may
want to reward them for trying their best, and
perhaps give them a break even though they
might be able to do better. Recognize that in
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this situation you may be lessening the sense
of accomplishment that the group derives from
the activity because you didn’t push them to
fulfill the strict interpretation of the rules.

If you feel the touch is due to carelessness
or rushing due to pressure from a deadline, you
will probably call them on the touch. The point
is for the group to examine what it is doing. If
they are being sloppy or reacting differently due
to time pressures, then these mistakes are op-
portunities for the group to learn and grow.
Even if sending them back causes them to fail,
the benefits of understanding their behaviors
will be more beneficial than achieving the goal
and not comprehending the consequences of
their actions.

Another aspect of the Spider’s Web versus
the Warp Speed situation is the effect on the
development of the group. Allowing for cre-
ativity, and even fostering it, is beneficial. But
if the group goes too far in interpreting the rules
to its advantage, then it’s a relatively simple
matter to prohibit those interpretations. On the
other hand, if you allow the group at the Web
to think that you won't stick to a stated rule,




As the group begins to work towards a solu-
tion, people will usually question whether it
is breaking the rules to rearrange their positions
in the circle to achieve a faster time. In this
instance there is no rule being broken despite
the perception that moving people in the circle
is changing the original pattern. This example
is a clear case of creative, out-of-the-box think-
ing. PRAISE THE GROUP!

The group may also decide that it is OK for
one person to hold the object, spin around and
touch the object to every person’s hand. Clearly
this technique will produce a very fast time.
Does this break a rule? Yes and no, depending
on your perspective.

Yes, it changes the definition of “possession”
from what it was at the start of the activity
(each person catches and throws the object),
and so it could be considered breaking the
rules. This technique also involves at least two
people touching the object at the same time. Is
this illegal? Technically yes, but it is not ev-
eryone touching it simultaneously so it is still
sequential.

No, if the group re-defines “possession” to
mean just a touch (no matter how quickly), then
this technique seems legitimate. And no again
if the group interprets one person holding the
object and then touching it to everyone else as
sequential touching.

Ask yourself: What is the purpose of this
activity? Are these “infractions” helping or hin-
dering the group to learn?

Warp Speed is an activity intended to
promote creativity. Reward groups that think
creatively by allowing them the option to in-
terpret the rules to their advantage. These
two examples are legitimate creative solutions,
especially if the group has decided that
achieving the fastest possible time is their goal.

But don’t ignore the other dynamics at play
here. Ask in the debrief how people felt about
the re-definition of possession. Oftentimes
people do not like the fact that they have given
up their individual roles, but they are willing
to do it to achieve a faster time. The bottom
line makes it worth sacrificing greater personal

involvement. Check to see what the group’s goal
was. Ifit’s time, then maybe changing the rules
is OK; if it’s involvement and productivity, then
maybe the trade-off is not so clear.

Either way, weigh the effect of the rules
being altered against the cost of strictly adher-
ing to the letter of the law. In this situation,
lean more towards allowing interpretation.

In Everybody’s It tag, people sometimes stand
still when not frozen; when someone runs by,
they reach out to tag them. Fair or foul? Cre-
ative strategy or cheating? People conserve their
energy or utilize another skill besides speed and
agility to gain an advantage. No rule explicitly
states you cannot stand still unless you’re fro-
zen."When people are tagged by someone us-
ing this technique, they usually cry foul. It’s
one thing to be tagged, another to be outwitted
and tagged. But the fact that anybody can adopt
this strategy makes it fair, although it may some-
times detract from the game if people get
upset. It’s another example of people being
creative.
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DDADA — A Simple Guide to
Presenting Activities

The value of an idea lies in using it.

—Thomas Edison

If you're the type who needs an easy-to-
remember process for presenting activities, this
acronym is for you. DDADA was used by the
New Games Foundation to teach people about
leading activities. It’s a step-by-step guideline
for presenting any game.

Describe

Present the rules to the activity; making the
rules as simple as possible is usually the best
technique. Speak clearly so that everyone can
hear you. Be creative in your presentation, but
don’t confuse people with too much detail. Use
fantasy and humor when appropriate.

Demonstrate

Remember — One picture is worth a thou-
sand words. No matter how effective your
explanation, a brief demonstration will clarify
the rules. Like the old Chinese proverb: “I hear,
and I forget. I see, and I remember. I do, and I
understand.”

Ask Questions

Before starting the game, check to see if any
of the participants need clarification. If you
don’t ask them, they may not ask you. If there
are lots of questions, you may not need to an-
swer all of them (particularly with younger chil-
dren) before starting the game. Use your judg-
ment. Generally, it’s preferable to get people
into the game quickly so that they can have
some fun. Too many questions can disrupt the
flow you’re trying to achieve.

Do

Play it!! Even if people are uncertain about
some of the rules, they will probably learn
quickly once the action starts. If you still no-
tice confused looks and little or no activity, stop
and explain or demonstrate again. (Exception:
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Foes & Questors. If you wait until everyone
understands all the rules, you’ll never play.
Some confusion is part of the game. Live with
it and have fun.)

Adapt

Check to see if people are having fun. If so,
let the game unfold and continue to observe.
If you suspect that people’s energy or enthusi-
asm is flagging, either change the rules (see
Chapter Six on Game Changes) or change to a
different game.

This guide can help you by providing a struc-
ture to your presentation style. As you’re learn-
ing and developing your own style, an aid like
this is particularly useful. Just remember
though, it’s only a guide. Modify it to work best
for the group you’re with, the game you’re pre-
senting. A guide can lose its value if it dictates
everything that you say and do.

A Leader’s Dilemma —
Enforcing the Rules

Part of an Adventure leader’s role is present-
ing and enforcing rules. But knowing when and
how to enforce the rules can present problems.

What do you do when rules are stretched or
outright broken? What is your response when
two or more people get involved in a disagree-
ment or argument over the rules of a game?

The basic answer is that it depends on the
circumstances. More specifically, what rule is
being broken, what is the consequence to the
individuals in the group, what impact might it
have on your role, vis-a-vis the group, and what
are the ramifications for future activities if you
let the infraction go?

Creative Interpretations

In Warp Speed the basic rules are: 1) the
object must start and stop with the same per-
son, 2) touches must be sequential; i.e., not
everyone can touch the object at the same time,
and 3) everyone must have possession of the
object at some time during the activity.



Process

Without debriefing, a dynamite experience
is simply an outstanding recreational activity.
In contrast, debriefing every experience will
cause participants to dread the process. Think
balance.

Simplicity

There is nothing complicated about the
Adventure learning process.

Encourage communication, cooperation,
challenge, enjoyment and trust. Ask for a com-
mitment to make these concepts happen. Give
each individual a choice about the timing and
performance level of their attempts. Talk about
the results. Surround the group in a milieu of
fun. That’s it... that’s all... STOP!

Participate

Don’t be afraid to join activities, especially
early in a program. Your presence in a game
identifies your interest. Your involvement
allows you to model enthusiasm, silliness,

cooperation, listening, coaching, supporting.
Even if you don’t join an activity, show that
you’re involved by encouraging, talking, inter-
acting. If you ignore your ability to influence
by actions rather than words, you will have to
work harder as a leader. Who needs to work
harder?

Be a FUNATIC

A fanatic is described as one who is “unrea-
sonably enthusiastic, overly zealous.” A funatic
is a fun fanatic. You can never go wrong erring
on the fun side of the tracks. Inject some fun
and enjoyment into an experience, and people
will learn in spite of themselves. They will be
so enthralled by what they’re doing that the
learnings will creep up on them before they
even know what hit them.

Colleague and friend Tim Churchard has a
wonderful saying he sometimes uses at the be-
ginning of a workshop: “Today, the worst thing
that can happen to you is that you will have
fun. The best thing that could happen is that
you will have fun and learn something, too.”
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Human
Treasure Hunt

A nice low-key energizer
for a group just meeting
each other...

Another mixer activity for groups large or
small, where people may or may not know each
other, where you want a little or a lot of inter-
action, and where people can have some fun.

This activity requires some preparation. Or
you can simply photocopy the sample list in
the text.

Create your own list, personalizing the facts
to suit your audience. What you write for a
group of adults, high schools students or
elementary students would be different for each
group.

What you want to create is a list of facts about
people that will be representative of the group
playing the game. Include facts that apply to
some or most of the people in the group, with
a few factoids mixed in that my have only a
few responses or possibly none at all.

Play

Each person gets a treasure hunt list and a
writing implement. The task is to circulate
within the group and identify a different
person for each fact on the list. If John fits “born
in the same month as you,” then you can’t use
John’s name for another fact. Players attempt
to complete their entire list utilizing different
people. Specify that you must meet people in-
dividually if you write their name next to a fact.

To play competitively, tell people to finish
their list ASAP. Then start your timer, or pre-
tend to. Most players won't care, but the “Casio
Whip” always acts as a prod to performance.

This game can last for 5 minutes to an hour,
is great around meal times, fits most indoor

Activities

spaces and is a nice low-key energizer for a
group just meeting each other. Sound like a
winner? You're right again.

Variation

If you know a few things about your group
before their arrival, you can create the list with
specific facts about the participants. When I led
trips overseas, I would take one fact from each
student’s application and generate a list of all
the facts, one per student. That way, each
student had to meet each person to complete
the list and everyone learned something unique
about everyone else during the process. It takes
more work, but you get more results.

Use the attached list as a sample to guide
your own development of a Treasure Hunt list.



A Get-To-Know-You Game...

I've run into other games like this one (used
to break the ice at the beginning of a workshop),
but the variety and diversity of the questions
available in this survey seem more interesting
and revealing. Give it a try and I think you’ll
be impressed by the group’s reaction. Make
copies of these questions so that each smaller
group gets only one: Less paper = more talk.

Categories (All 1 point)
Bonus Points

For each different birthday month recorded.
5 pts. — born on a holiday

Points for each birth state represented.
5 pts. — born overseas.

For each shoe size over 12 or under 4.
2 pts. — wearing sandals

For visiting each of the following:
Grand Canyon, Sears Tower, Epcot Center,
Waikiki.

5 pts. — for three,

7 pts. — for four

Points for each different make car driven to this
site today.
5 pts. — if you car pooled,
10 pts. — if you walked

For appearing on TV, radio, or newspaper.
(You must be mentioned by name.)
7 pts. — all three

Points for each sibling, living or deceased. In-
cludes adopted, step, and half-sibling.
10 pts. — for twins

For each continent visited. Requires 24-hour
on-ground stay.

10 pts. — for 6, and

15 pts. — for all seven or Antarctica

Points for each last name starting with the
letters Z, Q, K, or U.
7 pts. — for X letters;

Points for each language (other than native) that
you speak fluently.
12 pts. — three or more

For each year married (1 person).
3 pts. — for 10 yrs,;
12 pts. — for 20

For each state that you have lived in.
(Min. 6 months)
5 pts. — for 6 months overseas

Points for each living biological parent.
3 pts. — for each living grand-parent;
7 pts. — for each living great-grandparent

Subtract the youngest age in the group from
the oldest, and allow one point for each
calendar year between the two.

3 pts. — for anyone over 65

For each person NOT wearing a watch.
3 pts. — NO jewelry (wedding bands
excluded)

For each person who can roll their tongue.
7 pts. — if you can turn your tongue
upside down (in your mouth!)

Points for all those with colored underwear
(patterns and floral count).
10 pts. — No underwear

Divide your original group into grouplets of
3-5 depending upon the total number of par-
ticipants. When completed, ask the teams to
add up their scores and compare final totals if
they want to. At some point, ask them which
was more fun; participating, talking, sharing,
laughing — or winning. If they say, “Winning,”
take their trophies away and recycle them to
make toothbrush handles.

Ice Breakers
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Commonalties s

Looking for a quick mixer?

A chance to experiment with diversity? Just
an excuse for people to talk to each other for a
few minutes? Give this a try.

Set-Up

Ask the group to arrange themselves into
clusters of 2s, 3s, 6s, 8s or whatever suits
the mood. Give each group a piece of paper
and pen.

Play

The task is to generate a list of things that
are common to all the people in the cluster but
which you could not identify by looking at
them. Ask people to come up with a specific
number of commonalties or as many as they
can in a couple of minutes.

Some examples:

* speak a foreign language;

¢ have the same number of brothers and/or
sisters;

* traveled to a certain country;

* have the same letter starting their last names;
* are vegetarians;

* ride motorcycles;

* wear contact lenses, etc.

Some examples that you can see, and hence
don’t count: Wear glasses, have brown hair,
have blue eyes, etc.

Given a few minutes, it’s sometimes
amazing how many commonalties people can
find with each other. It’s a simple way to begin
learning about other people in a fun way.

Activities

Variation

As a means of dividing up teams or to pick
partners, I'll ask a person to find a partner,
someone they don’t know but with whom they
have something in common that is not visible.
After all the people have a partner, I'll ask each
pair to disclose what their common trait is. This
technique can be used over and over and over.
Did you know that the authors have both played
Foes & Questors... rappelled off a bridge on a
major interstate highway... dragged chains
through the sand at Crane’s Beach...
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Using The Icons

We have used the following icons to help
you see, at a quick glance, if an activity can be
done indoors or out and whether it needs props,
pre-built materials or ropes course elements.
But do not discount any activities just by
the icons. Many that display the indoor icon
can also be done out of doors; the icon simply
tells you that the activity is traditionally
done indoors. The same is true of the outdoor

designated activities, only a few of which
(Waiter Wars, for example) really should be
done outdoors. The same is true of the number
of props needed. The Lots of Props designa-
tion may mean lots of different types of stuff
(Minefield) or lots of the same item, like fleece
balls. We suggest that you read all the activities
(eventually, anyway) and adapt them, if neces-
sary, to suit your individual circumstances.

Indoors

QOutdoors

One or a Few Props

Lots of Props

Pre-Built or Set Up Props
or Ropes Course Elements



POINTS OF PLAY

A few “keys” have emerged in discuss-
ing Adventure leadership. We offer them
to you as these Points of Play. They are prin-
ciples we believe in, ideas that may seem
like common sense. They are a few last
points to consider and dwell on as you

finish reading, some thoughts to mull over
as you peruse the remainder of the text
looking for new activity ideas, and some
nuggets of our collected experience that
may cause you to think again about how
you use the information in this book.

1) Do whatever needs to be done to
create a fun moment. Know what you
can do to allow people to have fun and
do it; try to avoid doing too much and be
sensitive to doing too little.

2) No matter how good (or bad) an
activity is, your leadership can
always make it better (or worse).
Activities are pretty much interchangeable;
it’s what you do with them that is important.
A good leader can probably make a bad game
work, but a poor leader can stifle even the
best of games.

3) The better you get at leading through
Adventure, the better you have to be.
In other words, the more skill you develop,
the more complex the needs of the group
become. You’re using Adventure to meet
more complex goals: The more awareness
you have, the more focused you need to be on
what the group needs and wants. The
bigger your reputation becomes, the more
will be expected from you.

4) No matter what else you do, remem-
ber that the point is to have fun.
It’s easy to get caught up in rules, equipment,
debriefing issues and questions, rainy day
plans, attitude problems, ...the list goes on
and on. But so long as people are having fun,
they will be interested and open to the learn-
ings available to them. If the fun is missing,
the learning opportunities are diminished.

5) Plan more activities than you need,
especially when you are a novice
leader (but always be ready to change
the plan). Having more ideas than you could
ever use may make you feel more secure and
confident, but you need to remember that you
can’t always predict how groups and individu-
als will react to Adventure. You still need to
give them whatever will make it fun.

6) The first 15-30 minutes of a program
can make or ruin the experience. The
first few minutes can have a large impact on
the remainder of the program. Use your best
activities, the sure-fire successes, to set the
tone. In a longer program of several days,
this entry period may not be so important
since you have more time to recover. But in
general, start every program with a bang.

7) Facilitate, don’t recreate. Good debriefs
can transform disappointing experiences into
powerful and valuable learning opportunities.
Fun for the sake of fun is OK; just remem-
ber that fun is simply the tool to access the
learnings.

8) If what you are presenting to your
audience isn’t enjoyable, people will
not return for more of what you have
to offer. Point #7 not withstanding, fun is
at the heart of all Adventure programs.

HAVE FUN!

Practical Tips
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burden to someone else. Because Speed Rab-
bit invelves looking silly, acting silly, being silly
(and there really isn’t much point to this game
if you’re not going to exude silliness), you be-
ing the first person to own the center sets a pre-
cedent. If you manage to get out of the middle,
then people know it can be done. If you show
them how, participants might develop a strat-
egy to help themselves get out of the center once
they’re in. With you in the center, the players
can feel more comfortable to start because they
are relatively safe (momentarily of course) as
part of the circle.

Centering Rule #1: Always assume the
center position first if there is a risk (physical,
emotional) for the participants.

A couple last tips about centering:

It is much less effective, usually ineffective,
when done with a large group. The more people
you have, the more difficult it is for them to
hear because they are spread out. Bring them
together, as close as possible, for the explana-
tion. Speak VERY LOUDLY if necessary. Repeat
the rules/directions several times to all parts
of the circle or group to maximize the chances
that people hear you and understand.

A rule of thumb that has served well over
the years applies to any type of “tag” game
where a person is in the center of a circle and
must do something to get out. Speed Rabbit,

Adventure Leadership

Swat Tag, Bumpity-Bump-Bump and Wompum
are good examples. Whenever this situation
arises, state that if you are the person in the
middle, you can decide if the person you tagged
is now it, whether or not you really did so. In
other words, the center person has the ability
to get out of the center simply by saying, “I got
you.” People respond favorably to this ap-
proach since no one likes the helpless feeling
of being trapped in the middle and unable to
escape.

Staying Close

Another situation where a leader can get into
trouble is in explaining an activity like Hog Call
(Silver Bullets, pg. 98) or Hop Box (a.k.a.
Jumpin’ Jack Flash). In each case, the forma-
tion for playing the game requires people to be
spread out. You might think to separate them
first to show them their positions before ex-
plaining to make it simpler to understand. This
strategy dictates that you have a very loud
voice, or a co-leader who can give the rules to
the more distant group. Either way, there is
potential for some confusion. You might try
lining people up in the proper formation, but
still have them stay close enough to you to
hear the rules before going to the actual
starting position.



enough activities and games that you can com-
fortably accommodate the needs of a group, but
you also need to be a strong enough facilitator
to manage the group process effectively.

Lastly, scan your entire list for activity
choices during the planning phase. You can
start with the games in the most relevant cat-
egory, but you may be surprised that you find
good ideas elsewhere on your list. For example,
I often find good “starters” in my “large games”
section. A list can restrict your thinking just as
easily as it can enhance it. Know what the list
is good for and use it liberally as you develop
your skills; but also realize that it’s only a tool
and not a magic formula that can improve your
ability to deal with a group.

Fine Tuning

Adventure leaders sometimes set themselves
up, making their task harder than necessary.
The following list of techniques may help you
avoid some of the pitfalls we’ve encountered
and observed.

Positioning

When the sun is shining down early or late
in the day, it may prevent people from making
direct eye contact with you during a presenta-
tion or debrief. If you position yourself so that
you are facing into the sun, no one in the group
will have difficulty seeing you. Yes, it does
make it tough for you. But especially at the
beginning of a program, you are trying to make
it easy for people to relax and get comfortable,
why allow the distraction of sun in their eyes.

Eye Contact

On a bright day, to alleviate your own eye
strain, you may be tempted to wear sunglasses.
Wearing sunglasses can put a barrier between
you and me. There can be no eye contact. Is it
worth possibly creating a barrier between your-
self and people in the group?

Often it’s these little things that make a big
difference. Being a great facilitator means
being open to the group, being accessible.

Anything that limits that feeling of connected-
ness seems worthy of evaluation.

Centering

Standing in the center of the group when
explaining an activity seems logical, but it
doesn’t work in all situations. In circle games,
which tend to be used a lot at the beginning of
a program (probably as symbols of everyone
being involved on an equal basis — did you
think of that? Good Job!) standing in the center
of the circle means some people are always
behind you. They may not be able to hear you
or see what you are demonstrating. Consider
where you can have the best impact on the
group; don’t just assume one spot works best
for everything.

But being in the center may be necessary for
a game like Swat Tag (More New Games, pg.
45) because a demonstration is crucial for
people to fully understand the action of the
game. This being so, how do you manage the
communication issues stated above?

Stand on the perimeter of the circle as you
verbally explain the rules so that everyone can
see and hear you. Then move into the center of
the circle to give a visual demonstration. If
questions are asked, rotate as you speak (so you
address all the players), and speak LOUDLY so
that everyone hears the answers.

Another activity where you should be in the
center is a game like Speed Rabbit (Cowstails
11, pg. 63). The same techniques above can work
— explain from the perimeter and move to the
center for demonstrations. But demonstrations
can be more effective if you roam about the
circle, using people to help create the animals.
You're asking people to help you, and you’re
showing that it's OK to be silly. Both techniques
may help this game reach its extraordinary
laugh potential.

Another important reason to be the center is
so that you can be the first one in the middle.
There’s often a lot of anxiety about being in the
middle of a circle for a game, probably rooted
in our memories of elementary school where
we were IT and couldn’t pass along this heavy
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Human Treasure Hunt

is born in the same month
as you

can speak a foreign language

has been on TV, radio or in
the news (why: )

has performed on stage
anywhere

has been elected to a
political position

volunteers for an
organization or cause

Has been in a parade
(why: )

has a unique skill or talent
(what: )

has the same number of
siblings as you

wrote a letter to the editor
(why: )

has traveled outside the U.S.
(where: )

established a record

can play a musical
instrument

climbed a mountain over
10,000 feet

has lived outside the U.S. for
more than a year

knows someone famous
(who: )

Ice Breakers
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It Ain’t Me Babe

With apologies to
Bob Dylan...

We’re always looking for new and inventive
ways for people to get to know each other. If
you are too, check this out.

People are usually either open or tight about
relating personal information to strangers. This
activity may raise some anxieties, but it also
can be very funny.

Instead of your typical get-to-know-each-
other verbal introduction, try this non-verbal
interaction.

Ask people to randomly pick a partner. Give
them 5-10 minutes together to introduce them-
selves. They may not speak to one another

Truth ls
Stranger Than
Fiction =

This activity brings out
a lot of unusual stories.

That’s why it’s fun. That’s also why it can
take a long time for the game to play out if you
pursue the stories in greater detail.

Play

Here’s how to play (or at least one variation).

Players share three stories about them-
selves. Two stories are true; one is a lie. The
group then tries to determine which story is
which.

Activities

during this time. Writing is also not allowed.
As a compassionate gesture, allow paper and
pen for drawing only (but it probably isn’t
needed).

Players needs to communicate whatever they
feel is important about themselves to their part-
ners. At the end, players report out to the group
what they learned about their partners. What
adds a little fun to the descriptions is to have
each partner verbalize what they learned, and
then allow a brief time for rebuttal and/or
corrections from the person just described to
insure accuracy of the introduction.

There are no points to score. It’s all for fun.
If you learn something about each other, so
much the better. Enjoy the experience. You’ll
probably never have a chance to not speak to
one another again.

Short Version

If you want the game to move quickly, allow
a short period (30 seconds) for questions and
then everyone votes for which story they think
is true. After the vote, the storyteller reveals
the truth. As soon as the truth is told (amidst
comments of, “You gotta be kidding?” and,
“You did that?”), a new person can share two
stories.

Long Version

Once the stories are related, time is allowed
for questioning of the storyteller. The intent is
to verify the story by asking pertinent questions
as to whether or not the tellers have enough



information to back up their stories. People
normally enjoy the questioning, and belea-
guered tellers sometimes feel as though they
are involved in the Inquisition. After a speci-
fied time (2—5 minutes) or when no more ques-
tions remain, the group votes on the stories and
the teller tells all.

Once the truth is revealed, there may be a
desire to delve into the story in more detail.
Allow time for this; it’s where the action’s at.

The only drawback you may encounter is
that novice raconteurs feel they have to come
up with outlandish stories in order to be part
of the game. Occasionally, people have felt

Who Are You?

What brought the biggest
laugh or smile to your face
recently?

Imagine that you could ask people you just
met anything you wanted to know in order
to learn something about them. What would
you ask?

Don’t lose that question!! That’s what this
little activity is all about.

Ask the group to brainstorm a list of ten or
so questions that people would like to ask each
other. The questions should be appropriate for
the setting, so monitor your group’s choices.

Narrow the list down to two or three ques-
tions that people like best, then allow what-
ever length of time you want for mingling and
conversing. Encourage people to try to meet
everyone (if the size of the group allows}.

Provide pens and paper in order to record
the most interesting questions. If people want

awkward because their stories didn’t display
as much pizzazz as those of other players. As
leader, be ready to start the story sequence with
some tales of your own, or announce the game
and then give people 5-10 minutes to think of
some stories before play begins.

You will find that, inadvertently, most
people almost always tell their true stories first,
then finish up with some wild prevarication.
Just human nature I suppose; i.e., feeling the
need to be initially honest.

Karl and I have led all the games in this book
at least once. Steve and I did not lead a work-
shop together in 1993. What do you think?

to ask more than two or three questions, have
as many rounds as you have time for.
Consider trying for a balance of factual, per-
sonal (but not intrusive), humorous and un-
usual questions to provide an air of Adventure
to the conversation. After all, lest you forget,
this is an Adventure based experiential text.

So...

e What is the funniest situation you have
encountered during the last two months?

e What famous person, living or dead,
would you most want to have dinner
with?

e Who do you consider to be a personal
hero/heroine?

¢ What is your favorite film of all time?

¢ Who is one of your favorite fictional
characters?

e What’s your most recent embarrassing
moment?

Ice Breakers
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Bumpity Bump Bump

Ask your group to “line up
in a circle...”

Saying, “Bumpity Bump Bump” takes
between .6 and .65 seconds (the average is close
to .623). You need to know this.

Ask your group to “line up in a circle,” then
put yourself at circle center. The arced players
should be about four to five steps away from
you. Point decisively at one of the circled folks
and say that person’s first name with convic-
tion, following their stated name immediately
with the exclamation, “Bumpity Bump Bump.”
The person that you pointed to and named must
respond by saying the first name of the person
to the left, before you finish exclaiming,
“Bumpity Bump Bump.” If they flub the name

Billboard

Use this self-disclosure
activity as a means of,
“...getting to know you.”

Ask a just-met assemblage to brainstorm
eight or ten characteristics that they would like
to discover about other players in the group.
Record these psyche factors on “blue tac” or
flip-chart paper; print large with a felt-tipped
pen so all can see. Asking for a show of major-
ity (elevated hands, voice volume, basic intimi-
dation), pick the top five or six listed items.
These topics might include: Favorite fast food,
favorite health food, best vacation spot,
best book read in the last year, your top three
movies of the year, favorite thing to hate, sexual

Activities

or completely forget who’s who, that person
takes your place in the center, and subsequently
attempts to trap someone else.

It obviously pays to know who is on your
left, unless the person in the center exclaims,
“RIGHT!” before pointing and saying, “BBB,”
then you must name the person to your right.
However, if the center person is male and
exclaims, “Right!” you must reverse that
command and name the person to the left, un-
less the center person is female and yells,
“Left!” which is obviously right, right?

Sorry, I couldn’t help it. You were doing such
a good job of reading and concentrating, I
should be ashamed. Everything before the Itali-
cized word however above is for real, and con-
stitutes a useful name game. Everything after
however is me fooling around — just playing.
Are you smiling? Hope so...

proclivities, pet pedagogical peeve, top recre-
ational pursuit...

Provide each player with a sheet of chart
paper and a marker, and ask individuals to
respond to each topic as it pertains to them-
selves; i.e., make a personal list of what they
like, using the headline items brainstormed
above. Provide about five minutes for this soul-
searching.

As you see players apparently finishing with
their choices, help them tape their choices sheet
to their shoulders (front or back; their choice).
Indicate that they can now walk around the
room and help others tape on their identity
“billboards,” or just observe and compare
responses. Encourage individual vis-4-vis
verbal exploration of the various choices. Think
of this mingling as the quintessential liquorless
cocktail party.



Categories

After you have been in the Adventure
education business for a while, someone will
eventually ask, “I hear that you do a good job
facilitating groups, could you plan something
significant for my weekend group?” Being a ba-
sically nice person, and responding to their
flattery, you say, “Sure, this weekend would
be fine. How many people are in your group?”
“Well, quite a few will be skiing this weekend,
so we shouldn’t have more than 80 or 90.”

AArgh! Gulp! HELP!!!

Here're two suggestions: 1) Don’t work with
groups larger than 25; 2) If you have to, start
your large group session with Categories.

Set-Up

Ask the large group (if there are more than
100 people, you will have to use a loudspeaker
— don’t look at me... you got yourself into this)

to separate quickly into smaller groups that you
are about to announce. Alternate 50/50 splits
(only two groups) with multi-groups (many
choices). Be upbeat and directive in your pre-
sentation; keep the groups moving. As soon as
the milling around has slowed and distinctly
smaller groups have established themselves,
give the participants only time enough to look
at one another, say hi, then hit ‘em with an-
other categorical split.

The following list is extensive and much
larger than you would want to use during one
presentation. When I'm doing Categories, I sel-
dom present more than 10-12 groupings. Look
through the list and pick those categories that
appeal most to you. Be careful not to use an
inappropriate choice considering the age or
maturity level of the players. Deciding who
scrunches or folds toilet paper might not be the
best idea for a middle school group.

Warm-Ups
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Categories List

Clasp your hands and fold your thumbs. Is your right or left thumb on top?
Fold your arms. Is your right or left arm on top?

Have someone look at your eyes and tell you what color they are.

Which leg do you put in your pants (shorts) first?

Are you wearing jewelry? Wristwatches and wedding rings don’t count.
When you clap, is your right or left hand on top? Parallel hands?

When you tap your foot to music, do you use the right or left foot?

Do you print or use cursive when you write a letter?

Using your index finger as a pencil, draw an imaginary circle in the air. Does your finger travel
clockwise or counterclockwise?

Again, using your index finger as a pencil, draw a profile of a dog. Is the dog facing right or left?
Which is your dominant eye? (Do dominant eye test procedure.)

With which eye do you give a spontaneous wink?

Thinking of clearing a ditch or low fence, off which leg do you jump?

Standing, facing the foot of the bed, on which side do you get in ? Which side do you sleep on, if
you sleep with someone else?

What is your shoe size?

What month were you born in?

Can you roll your tongue? Can you turn your tongue upside down?

What is your astrological sign?

What is your blood type?

After a store purchase, do you count your change or not?

How many blood-related siblings are there in your family counting yourself?

After taking bread out of the bread bag, how do you reseal the bag? Spin? Fold? Which direction
do you spin the bag? Or do you spin just the top?

When you apply a “twistie” to the top of a plastic bag, do you turn the twistie clockwise or
counterclockwise?

When you lick an ice cream cone, which way do you rotate the cone?

When standing casually with your hands in your pockets, are they in your front or back pockets?
Do you pull toilet paper off the top or bottom of a roll? (Remember to establish a don’t care
category.)

Are you a scruncher or a folder — toilet paper?

What color underwear do you have on right now? (Make sure to signify a no underwear category.)
Do you pronounce tomato with a long or short a? Same question with aunt?

When you insert your mail into a mailbox, do you check to see if the mail has dropped, or do you
just pop the envelopes into the slot and leave?

Do you pick up pennies from the ground or ignore them?
Do you shower primarily in the morning or at night?

Activities



When you perform the isometric exercise of trying to pull your joined hands apart, is your right

or left hand on top?

Do you shave primarily withra blade or an electric razor (depilatories don’t count)?

Do you generally wear auto seat belts or not? Do you put the seat belt on before or after you begin

driving?

When you ride a bike, do you wear a helmet?

If someone asks you to turn around, which way do you turn?

When you sit down on the ground, which hand touches the ground first? When you get up do you

use the same hand?

Which way do you swirl liquid in a glass (brandy in a snifter)?

When you open an envelope, do you use a letter opener (knife), or tear it open?

Hustle Bustle

Do you know what
the word bustle means?

I didn’t either. It’s like the word verge. You
know, being on the verge of doing something.
Or similarly, the use of fro, as in, to and fro.
Interesting words that we use all the time, but
can’t define. Well, bustle means, “Energetic and
obtrusive activity,” and in this case comple-
ments the word hustle. Verge and fro are up to
you; I hope I've piqued your curiosity.

Hustle Bustle is an introductory activity [ use
often during the beginning phase of a work-
shop. Remember: Game names are only signifi-
cant to the people using them; i.e., calling this
game Hustle Bustle works better for me than
thinking of it as activity #14. Call it whatever
you want (empowerment), and change
the rules if it makes sense for you and your
players.

By presenting this game during the first
couple of hours of a workshop, when people
are still trying to figure out one another, I'm
programmatically attempting to achieve a num-
ber of things: Cooperation, communication,
trust, etc. To emphasize these various pedagogic
points, let me talk you through how and why I

frame and use this engaging group challenge.

Try to pick a venue for your presentation that
is relatively quiet and located in a somewhat
removed area so that the group will feel com-
fortable trying a new activity. Snarling
chainsaws, lawnmower exhaust, gawking stu-
dents, or environmental discomfort (sunlight,
wind, cold, rain, etc.), don’t help to establish
that optimum teaching moment. The only rea-
son I'm mentioning this is because it’s so obvi-
ous, but sometimes classroom teachers have a
tendency to forget and so do I If the sun is shin-
ing brightly and I'm presenting a group game
in an open field situation, I have to consciously
place myself so that the sun shines in my eyes,
not into the forty or so eyes watching me.

Be animated. Everyone is initially keyed on
you, and you are setting the tone for participa-
tion. If you can’t get UP for these activities,
don’t bother reading any further, because
everything you present will be just OK, kind
of gray, and typical of what has made many
students dread fizz ed.

Play

Announce that you think learning names
within a working group is an excellent way to
encourage communication and establish a

Warm-Ups
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friendlier tone amongst just-met people. For
example, if you want to refer to someone in
the group, it’s much more congenial and
acceptable to say, “Hey, Sally, can you give
me a hand?” rather than, “Hey, you in the
red dress...”

So, we're going to play a speed game that
involves remembering your first name. Sounds
easy enough, eh?

Set them up to feel initially uneasy about
the potential of playing some embarrassing

name recital ritual, then pull the fear right out

from underfoot. Anticipate — relief, amuse-
ment, and a developing off-balance interest in
what you have to say next.

I'm going to say my first name (Karl) so ev-
eryone can hear it. I would like the person to
my left to state her first name immediately
after I say mine, then the next person in line to
the left continues with his name toot sweet and
so-on all the way around the circle. Be
efficient, be distinct, and let’s give this a try.
Ready? KARL!... Betsy... Todd... Janet...
Josephine... Matt... and eventually back to me.
A group of thirty people will take about 12-14
seconds to complete the circle. Did you remem-
ber most of the names? Good, neither did L

I'd like you to repeat that identical sequence,
but this time try to say the names as quickly
and efficiently as possible, because I'm going
to time you from start to finish. I need some-
one to do the timing. Does anyone in the group
have a Casio stopwatch? Good, Drew you have
one. (Make sure to have someone else do the
timing so you can concentrate on building the
competitive excitement, and so no controversy
develops about whether the instructor pressed
the button too soon or too late. Besides, it’s more
fun to blame someone else.)

Ready? KARL! Betsy, Todd, etc. Final time
— 13.58 seconds; Excellent! A new world’s
record. (Announce why it’s important that
a digital stopwatch be used. Why? Simply
because you need a chronometer that measures
to the nearest hundredth of a second; world
records require that kind of accuracy.) Also tell
them at this juncture, that although 13.58 is a

Activities

considerable reduction of their initial time,
their obvious potential for speed has in no way
yet been challenged. Ask them to discuss
among themselves what techniques could be
utilized to bring their time down, and allow a
minute or two for this sharing of ideas to take
place. If recommendations are made to you,
redirect all comments to the group. If no dis-
cussion is forthcoming, facilitate a bit, but don’t
take over.

When all seems ready, and just before the
attempt, ask the group, from a realistic goal-
setting standpoint, what they think could
be eventually recorded as their ultimate low-
est time. It’s important they hear from one
another; i.e., what individuals in the group
think their level of achievement could be.
Someone without much confidence may say
12 seconds, while a person who has no invest-
ment might guess five seconds to impress their
friends. Try to remember who says what for
future reference.

Try the circular speed route again and cheer
their predictably lower time, but also stick to
your enthusiastic, if not entirely realistic be-
lief that the group can do better, perhaps even
reach warp speed; that rarely achieved para-
digm when the group enters a flow state that
equates performance to recorded time; i.e.,
when a feel for performance precludes stop-
watch validation.

Remember, part of the fun associated with
these imaginative activities involves a dollop
of added fantasy, and that you are largely
responsible for “releasing the child...” within
the group. The activities themselves have a
magic to them, but they need some help get-
ting started. Simply memorizing the rules and
proctoring the activity just doesn’t do it.

I'll usually encourage four to five attempts
to reach “warp speed,” announcing on the
fourth try that if the group doesn’t lower their
time, it’s only appropriate, from a competitive
standpoint, to allow group B to have a chance
at the established record. Now, rather than
saying the names clockwise (to the left), look
to your right and say, “KARL!” to start the
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sequence. (If your name happens to be Fred,
well...) Allow the counterclockwise group B a
few turns to try and best the time set by clock-
wise group A.

As you sit there reading this, comfortably
aloof from the emotional involvement of the
challenge, pitting team A against team B (them-
selves) may seem facetious, perhaps even child-
ish, but the developing intensity and paradoxi-
cal levity of the situation (don’t take yourself
or what you’re doing too seriously) allows this
type of reality tweaking. Afterwards, in a de-
brief session, talking and laughing about the
ludicrous A/B competition attempts can lead
to more introspective comments and concerns
about the use and abuse of head-to-head com-
petition and how it relates to sports, schools,
families, etc.

This laughable pitting of nonexistent teams
against one another also allows you to rhetori-
cally ask a few questions about competition and
its role within the confines of cooperative
games. Does encouraging competition detract
from the enjoyment of a game? Can you com-
pete and still avoid the negative aspects of a
win/lose scenario? Is competition bad?

Competition provides a spice and incentive
for play that is hard to duplicate. The type
of positive competition that I'm referring to,
however, is not the win/lose finale that allows
an individual or group to feel good about them-
selves while a second group experiences the
“agony of defeat.”

A group or individual can compete
vigorously and with honest intensity against
themselves to either try and better their own
previously-set standard, or try and best a
time, score, or record set by some nebulous
group in a far-flung (but exotic) geog-
raphical location. This is why the initials PB
are so well known by master athletes. Most
master age-level athletes will never set
genuine world records or win national titles,
but they can compete against their own best
times to try and establish a rewarding PB
(personal best).

Groups should not be pitted against them-
selves to excess (even positive competition can
be overdone), but the benefits of having a goal
adds considerably to the incentive of whatever
is being attempted. Go for the gold, even if it is
your own.

Warm-Ups
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Pairs Squared
(Pairs?)

Watch the pandemonium

erupt as people attempt to
tag, escape and hide from

their partners.

Do you love Pairs Tag? If you don’t, you prob-
ably haven’t played it. It’s a great game for large
numbers in small spaces.

Briefly (since it is written up in a previous
volume of PA game literature), Pairs Tag con-
sists of the following rules:

* everyone has a partner to start the game;

* the game is tag; if you're it, you must tag
your partner — no one else;

* when you are tagged, you must spin 360
degrees, or count to three before tagging your
partner back;

¢ there is NO RUNNING allowed during the
game, walking only;

* you may not go outside of the boundaries
during the game.

It sounds too simple and too dull to be
exciting, right? Try it. Put about 30 people
inside a 20'x20' space and watch the pande-
monium erupt as people attempt to tag, escape
and hide from their partners.

So what does all this have to do with Pairs?
As we’ve said many times, if it’s worth doing,
it’s worth overdoing. We couldn’t resist. If it

Activities

plays so well with partners, what’s the next
logical step?

Play

Ask each pair of people to choose another
pair as new partners, hence two pairs of two
will be a quad or Pairs Squared. One pair is
designated as IT, the others must escape. If a
tag occurs, the newly tagged pair must perform
the requisite spin before tagging back. Walking
is the only form of movement. One very im-
portant additional rule to consider: You may
want to prohibit people from trying to move
between two people who are linked together.
Squeezing between two people holding hands
can produce a choking movement and/or can
wrench people’s shoulders and wrists. Use your
discretion.

This variation creates an added element of
chaos to the movement of the game that seems
to enhance the fun factor. It also may be a
method for slightly slowing down the speed of
the players if you find that they’re not adher-
ing to the no running rule.

You can bet that if this game takes off, the
next book will contain Pairs 3. But you'll have
to wait till then for the official rules. You can
make up your own in the meantime.



Transformer Tag (or Heads/Tails Tag)

It’s a quick burst of running.

Demonstrate to the participants two body
positions (suitable for running, of course). The
historical choices have been: One hand on top
of the head, one hand attached to the gluteus
(right or left behind). Each person will have to
decide which accepted body position is “right”
at the start of the activity.

After a moment for players to determine their
game identity, indicate the start of the game by

shouting, “Declare!” or by flipping a coin in -

the air (any other suitably designed starting
mechanism is acceptable). Players then imme-
diately declare their identity by adopting one
of the body positions.

The action involves one team — the heads,
for instance — trying to tag and transform all

the tails. If a head tags a tail, the tail becomes a
head, and vice versa. Once transformed, the
person continues to tag anyone of the oppos-
ing team. The game continues until one team
successfully dominates the world! Then,
rematch after rematch until the action loses its
appeal. Usually 3—4 rounds is sufficient.

It’s a quick burst of running, unless there are
no boundaries, in which case you may notice a
head chasing a tail across state lines. Such in-
terstate pursuit should only be conducted by
highly-trained personnel.

Variation

Equipment for this variation, Heads/Tails
Tag, requires a coin, preferably a large one
(quarters work nicely). Identify the two body
positions outlined above for the Heads and

Warm-Ups
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Tails. Once the group knows the two positions,
the action starts as soon as the coin has been
flipped in the air.

As the coin hovers above the group, every-
one must declare as either a Head or a Tail.
When the coin lands on the ground, people
need to know what side is up. If it's Heads,
Heads are it and try to tag all the Tails. Any
Tail that is tagged is frozen. The action stops

Where in The
Circle Am I1?

Kind of fortuitous,
directional thinking...

If you think about it (and I do), there aren’t a
lot of new games being established, but the
variations and embellishments are plethoric.
I’'m not sure if plethoric is a word... but that’s
never stopped me before.

Steve Butler was responsible for this and
many other variations.

Activities

once all the Tails are immobilized. If Tails
shows on the coin, the action is reversed.

This variation tends to be shorter, but the
fun is in how people learn what side of the coin
comes up. This moment of uncertainty adds a
bit of a thrill to the game, especially if the coin
rolls along the floor.

Both versions together make for a pleasing
interlude of body-conscious exertion.

SEGLIENR

Remember Hustle Bustle? Remember

Impulse? (Ref. Silver Bullets, pg. 35.) If you
don’t have the book and can’t remember the
games, it doesn’t really matter, I just wanted to
stimulate some of the circle-game synapses still
bouncing ‘twixt frontal and occipital; you
know, kind of fortuitous, directional thinking.

Play

Standing or sitting in a circle, ask all the
players to say their first names in sequence
around the infinite arc. When completed,

5T,
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congratulate them all for doing such a nice job,
also commenting that remembering their own
names is a relatively low cognitive task, and
was presented only to ready them for a more
intense memory function.

As the result of that first go-round, ask the
circled players to alphabetically rearrange
themselves by first name without use of verbal
communication, and after milling and shuffling
about, to maintain their circular arrangement.

After the first marginally organized attempt,
announce that the group may say their names
again in circular fashion, then non-verbally
rearrange themselves as before. The group can

continue this say-your-name-and-move pattern
as many times as necessary to establish every-
one in their correct Dewey Decimal positions.
Further indicate that each circular declara-
tion of names counts as a turn, remembering
that the criteria is to accomplish this alphabeti-
cal arrangement in as few rounds (turns) as
possible. Steve points out that since he began
presenting this challenge, a group has never
needed more than four rounds to successfully
alphabetize themselves. Don’t announce that
to your first group requiring FIVE attempts.
“Hey, you guys just set a new world record for
needing the most number of attempts to...”

Warm-Ups
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Aerial
Four Square

Ever play Four Square

on the playground when
you were a kid? Probably,
it was hard to avoid.

Four Square is one of those ubiquitous nos-
talgia games, like Kick the Can, that many
played or observed during recess or around the
neighborhood. If you weren’t part of the ubiq-
uitous kid scene back then, Four Square is
played by four people
standing in a chalk out-
lined play area. Repro-
ducing the chalk-on-as-

phalt (hot-top, tarmac,
bitumen) grid did not
require a degree in

mechanical drawing.

... or upside down
it looks like this.

Players stood in one of the squares (the
squares varied in size as to the imagination,
implied challenge, or amount of chalk avail-
able) and tried to hit a red playground ball into
one of the other squares so that their opponent
could not return it. Players who missed left
their quadrant, and someone waiting in line to
play took their place.

Set-Up

Aerial Four Square is set up practically
the same way... no, that’s not true, it’s quite
different, actually.

Activities

You will be setting the four square grid over-
head at a height of about 12'. To arrange this
aerial grid, dig 4 two-foot deep holes in a north,
east, south, west arrangement, so that the holes
outlining the square are about twenty feet apart.
Drop four4"x4'"x16' pressure-treated boards into
these holes, then fill and tamp firmly. Using
lengths of 1/4" bungee cord, connect the tops
of the N. and S. boards, and do the same with
the E. and W. boards. This connecting and right
angle crossing of bungee cord outlines your
Aerial Four Square playing grid. (You don'’t
really need an illustration of this, do you?)
Be sure to stretch the bungee somewhat before
you tie the securing knots, so that the cords
don’t sag.



Play

Split your group into four smaller equal
groups, and suggest they arrange themselves
approximately under their quad section of the
“pie.” Using a beach ball as the object of play,
each team tries to not have a point scored
against them. This negative point is disawarded
as the result of not being able to return a ball
that arrives via that team’s quarter section.

Rules

e Each team is allowed to hit the ball three
times after it arrives. A fourth hit receives a
negative score.

¢ Noindividual can hit the ball twice in a row.
Ifthis happens, the offending player is jeered
and cheered.

e If the ball hits the bungee cord and is
rebounded back to the hitting team, that team
gets an additional three hits to get it out of
their section.

* A shot into another quadrant does not count
unless the ball is hit up and over a section
of bungee cord.

e When a team has 10 points scored against
them they continue playing, but cannot
accrue any more negative points. As a re-
ward for having followed the rules faithfully

for ten points, that feckless team is encour-
aged to hit the ball with a bandon (a bandon
looks like an ethafoam bat), not having to
worry about direction or ground contact.
This team has entered the pure play, funn
phase of competition, and because of their
irreverent and ineffective game response,
usually cause the other teams to give up any
semblance of seriousness, making future
scoring impossible. Good-O!

Ultra Non-Competitive Variation

This time everyone is on the same team, and
the game objective is to see how many 1 to 4
circuits can be made from quadrant to quad-
rant before the ball hits the ground.

¢ There is no limit to the number of hits un-
der or over the bungee height, but no points
are scored unless the ball eventually drops
into the quadrants in a 1 to 4 predetermined
sequence. This might be a smidgen confus-
ing, so just remember: The ball can go
anywhere and into any quadrant, but no
points are scored until the ball has made it
through all four quadrants in sequence.

e If the ball hits the ground, all accumulated
points are lost.

e All other rules are up to you.

Games

97



98

~

Alienation

The action and
anticipation still approach
neurotic proportions.

The game Killer is explained on page 77 of
The Bottomless Bag. It’s not a bad game, and
with the right group can be loads of fun. But,
with the evening news invariably reporting
another murder, the name and context of the
game had fallen into disfavor, particularly with
the parents of young student players who have
mostly forgotten what it’s like to be a young
student player.

So, here’s a variation that involves a differ-
ent name and subtly different rules, but for you
aficionados and true Killer fans, fear not, the
action and anticipation still approach neurotic
proportions.

Activities

Game Objective

At the end of an established time period
(24 hours), for you to be on a team that has
either the most humans or aliens; the greater
population obviously takes over the earth, and,
even more significantly, WINS.

Set-Up

One player is designated as the Ultimate
Alien (UA) at the beginning of the game.

If you want to be included in the play
action, here’s how to pick an Ultimate Alien so
even you don’t know who that nefarious per-
son is. All players stand in a tight circle with
their eyes closed and extend one hand forward
with their thumb sticking up — like a hitch-
hiker. You reach into that mass of thumbs and
squeeze one (1) thumb definitively. Then with
dispatch, the person with squozen thumb (eyes
still closed), finds another available thumb



amongst the many and squeezes it twice (2).
The person with the twice pressured thumb is
IT. Get it? Good!

If people want to play, but don’t necessarily

want to be the UA, all they have to do is not
extend their thumb; no thumb, no squeeze.
Perfect.

The UA is given eight 1/2" slug washers
(these are about the size of a quarter, 1-3/8" in
diameter). One person, not playing the game,
is responsible for delivery of the washers to the
UA. This person’s identity is revealed to all at
the beginning of the squeezing sequence so that
the UA can make appropriate and unobtrusive
contact. If the number of players exceeds 20,
add more alienation washers to maintain the
action.

Rules

¢ In order to alienate someone (turn that player
into an alien), the UA must try to deliver a
washer to that person without being seen.
The criteria for a successful transfer is
that the washer must be found by the player
after the transfer is made; i.e., without
knowing where it came from. A proper
alienation scenario involves physical
contact with the washer by the person find-
ing it, although this rule is often ignored
by slipshod players.

e If players recognize that an alien is trying
to alienate them, to protect themselves,
all they have to do is point at the alien and
quietly say, “You’re human.” At that junc-
ture the alien returns to human form and
operates as a human until either the time is
up or they once again get alienated.

¢ If a human catches the UA passing a washer,
and says, “You’re human,” the UA will
acquiesce and calmly pretend to resume a
human demeanor, BUT that condemned
alien can never become human and will
lie or do whatever is necessary to make the
other players believe that he or she has
joined their human condition. The UA then,
when appropriate, continues to pass on
alienating washers.

Consideration

This is basically an anti-trust game and
should be announced as such. If everyone is
aware of the game’s objective (having agreed-
upon fun), then the potentially pejorative as-
pect of the game simply becomes part of the
excitement. If every game you play resembles
Save The Whales, a certain level of off-the-wall,
counter-culture play will be exclude<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>