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Background:

The Global Consortium to Reimagine HR, Employment Alternatives, Talent, and the Enterprise (CHREATE) is
the collaborative effort of a group of creative CHROs, along with a small group of academics and other thought
leaders, focused on defining — and accelerating — the future of the HR profession.

The work of CHREATE began in 2013 by identifying the forces that are predicted to emerge and produce
disruptive change in society, business, and work. Building on this foundation, the CHREATE teams defined how
these disruptive changes would impact the nature of work, workers, and organizations, and then translated
that impact into implications for the future of HR in terms of the roles and capabilities that will be needed by
organizations that “win” in this new world of work. Most recently, the CHREATE teams have developed a
number of practical tools and assessments for use by CHROs and other business leaders to address the forces
of change and prepare for the future.

This guide was created to accompany the deliverables from a CHREATE project team that was tasked with
developing an assessment tool to help CHROs position their organizations to address the emerging forces of
change.

Purpose:

This suite of tools is designed to initiate facilitated discussions with your peers, your leadership team, and
other appropriate stakeholder groups to bring awareness and open up the possibilities for exploring how the
forces of change will affect your business and therefore how you need to prepare the organization for that
change.

It is the start of the journey and intended to be used to gain a common understanding of the impact of the
changes and shared meaning around what your organization will need to do to operate in a different world.

The tools consist of materials and content developed by a collective group of CHRO professionals and business
transformation consultants. They are by no means ‘fixed’ or ‘final’ in terms of content — they are generic and
designed for you to supplement with your own industry/organization data, to ensure appropriate relevance to
your organization. Which means some pre-session preparation will be important to realizing the greatest
benefit from conducting the session.

Target Audience(s):

e CEO and top team: You might prefer to have a facilitator run the session so that you are an equal voice in
the discussion with the C-suite team. The facilitator would not need to be a content expert, but should be
familiar with and skilled at managing the process.

e HR Leadership team: You might want to run a session with your HR leadership team prior to the C-suite
team; this could allow you to enrich the content and utilize the team for further data gathering.
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Getting Started:

Gather additional content to enrich the card deck. You might want to reach out to your
strategy/marketing teams for data, as well as gather inputs from your own research. Card decks have
been designed to allow you to supplement the existing materials.

Refer to print instructions in the facilitator guide to ensure correct production of materials.
Ensure that the facilitation methods are clearly understood so that the tools are utilized effectively.

Refer to meeting room set up — this is designed to be a facilitated session with 6-10 people positioned
around one set of materials; if you run a session with a larger number of participants, you will want to
print additional sets of materials and have a facilitator per table.



When we know how our business works - the As a facilitator, you will help make this learning
marketplace, the financial challenges, the strategy happen - and this guide will show you how.
for winning - we can better understand the

powerful impact of our own actions and accept In this facilitation overview, you’ll find:

changes as part of our company’s growth. e A description of the facilitator’s role.

The more we learn about our business, the easier it o  The basics of the Learning Map® process.
is to see our role in its success. The Learning
Map® process you are about to facilitate is a very
different kind of learning.

e Tips and techniques to help you facilitate
effectively.

e It’sinteractive. Participants don’t just sit and Then, for each Learning Map®session, this guide

listen provides:
e There is no textbook or wordy presentation - @ The objectives that the session is designed to
the focus is an illustration or visual that tells a address.
story. e Alist of materials you will need.
. Por’rlicipontsfshore ideas and opinions by e The visual.
exploring information in a group.
prering grovp e The dialogue questions that guide the
e Andit’s fun!

discussion and give instructions for conducting
activities.

e Timing suggestions for each section of the
dialogue questions.

e The card exercises and any answers you will
need to know.

e Notes to help you with particular questions or
exercises.

See the Appendix for special considerations for
participants who are deaf or sight-impaired.



Forces of Change Learning Map

As a Learning Map® facilitator, you’re a guide on a learning journey. You will not be filling the role of
teacher or business expert. In fact, once the session begins, you will be doing very little talking.

Throughout the session, your main duties are to:

Keep the group focused on the discussion.

Encourage people to participate honestly and openly.

Ask probing questions to increase understanding.

Manage the time.

The visual

An illustrated metaphor
represents aspects of
business issues. With
images as references,
participants can speak a
common “language.”

Dialogue questions

Target questions lead
participants through the
exercise. Participants learn
by listening to each other
and forming their own
conclusions.

Facilitation

By bringing all these
elements together,
facilitators make it possible
for participants to discover
the learning themselves.

Card exercises

Card exercises can provide
further information, which
keeps the discussion
focused on facts rather than
perceptions, or scenarios to
help participants consider
the impact of decisions.
They increase the
interactive and
collaborative nature of the
experience.

Group interaction

With six to ten participants,
the group is big enough for
a variety of ideas and smalll
enough so everyone can
take an active part.



Tips and Techniques for Effective Facilitation

A few days before the session...

Review the materials so you are familiar with them. This will make facilitation easier for you and more
effective for the participants.

On the day of the session...

Prepare the workspace. Place the visual face down on the table and arrange the cards in the order in
which you will use them. Be sure you have other materials you need, such as pencils and nametags.

As the participants arrive...

Welcome them and create a relaxed environment. Seat them in a U-shaped fashion around the visual.
You should sit at the top of the U so participants have the best view.
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“Set the stage” for learning. Participants should understand:

e Why this learning activity was created.
e How long the session will last.
e Ground rules - such as turning off cell phones, staying at the table during the session, and not judging

others’ ideas.

Ask participants to infroduce themselves. If you think it’s necessary, conduct an ice-breaker exercise to
raise the comfort level.

Explain the process, your role as facilitator, and their role as participants. You can say:

“In our session today, we’ll engage in a unique learning experience [ mention the
overall purpose if desired). There is no teacher or trainer. My role is to keep the
conversation on track and on time. You will learn from each other and the
materials, not from me. We'll use:

e Avisual, which we will turn face up in a minute.
 Dialogue questions [hold up the 8.5 x 11 pages or the table-top easel].
e Cards that add information or are used in activities [hold up an example.

As participants, you’ll take turns reading the dialogue questions and cards and
join in the discussion and activities.

We'll work as a team, helping the session run smoothly by participating, taking
turns talking, respecting others’ thoughts and opinions, explaining brief
comments, and keeping the conversation on track. Who would like to volunteer to
read first?”

Then, ask for a volunteer to begin reading the dialogue questions aloud. When participants are directed
to look at the visual, turn it face up on the table.



Control the card exercises. Keep everyone
involved by asking different participants to read.

e For card exercises that require answers, the
answers are printed below the cards in this
guide.

e For cards with text only: Distribute these one at
a time so participants can focus on the
information and don’t read ahead.

e For ranking or matching exercises: Place all the
cards across the visual. Allow the group to
make more than one attempt at correct
placement before revealing the answers.

Maintain a high level of energy.

e Add enthusiasm to the process by keeping a
positive, energetic attitude. Your energy sets
the tone for the rest of the group.

e Encourage participants to stand as much as
possible throughout the experience. This keeps
the group’s energy high and gives participants
a better view of the visual.

e Let participants know that they may change
their position around the visual during the
experience for a new perspective. You may
consider asking them to move around between
sections of the dialogue questions.

Be an active listener. Participants will offer
opinions more often when they see that you, the
facilitator, are paying close attention. When
someone offers a relevant but brief statement,
restate it to encourage the speaker to elaborate.
Or ask, “Why do you think that happens?” or
“What leads you to that conclusion?”

Keep the group focused. If the discussion wanders
off topic, ask the reader to repeat the question, or
simply remind the group about the need to stay on
time.

Control participation in the discussion. Everyone
should be involved in the conversation. If one
participant dominates:

e Avoid eye contact with more vocal
participants.

e Assign more reading to participants who talk
too much. This seems to limit the amount of
talking they do after they read.

o Atabreak, privately explain the importance of
allowing others to be involved.

Also, gently encourage participants who aren’t
talking at all. “What do you think about that?”
usually gets a response. Or ask the quiet
participant to read a card or question. If you are
unsuccessful, don’t worry. Some people don'’t like
to read aloud, and others prefer to learn silently.

Remember that you are not a teacher or a
participant.

o Direct compliments to the group, not to any
one participant. If you say “Great point!” to an
individual, others may feel that their ideas are
not as valid.

o If aquestion arises, ask participants what they
think, or say, “Let’s talk about that at the end
of our discussion.”

e You may be tempted to jump into a lively
discussion, but when the facilitator is giving
ideas and answers, participants don’t take
part in their own learning and may feel like
students instead of explorers.
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Address any concerns that have been raised, if you can. If you don’t know the answers, ask a volunteer
to investigate and report to the group, or take this on as a personal task.

Thank the participants for sharing their ideas.

If applicable, distribute takeaways and let participants know about follow-up sessions or next steps.

Ask participants to help gather the materials and use the materials checklist to confirm that all pieces

have been returned.

In Summary

e Relax and have fun.

e Sit at the top of the visual, so
you view it upside-down.

o Explain the essentials of the session.

e Clarify your role and the group’s role.

o Ask for a volunteer to read.

e Keep the group focused.

o Keep track of time.

e Ask questions that draw out opinions.

e Be sure everyone is involved
in the discussion.

e Maintain a high energy level.

Provide your own opinions.

Give answers that are not in
this guide.

Make teacher-pupil responses
like “Great point!”

Let one person control
the conversation.

Ready any materials yourself.

Distribute cards in advance if
they require lots of reading.



Module Overview

Learning Objectives

—  Macro trends emerging in the world

—  Forces of Change that directly impact how work gets done today and in the future

—  Examples of business responses to the Forces of change

—  Your views on the impact of these forces on our organization

—  The strategic priorities we must consider to enable our organization to embrace the changes
ahead

List of Materials

1. Learning Map® visual
Facilitator Guide

Dialogue Questions

M LN

Card and Poster activities, including

e Macro Trends (3+)

e Forces of Change (5)

e Core Themes (2)

e Sample Strategies (5)

e Discussion Starters (5)

o Strategic Priority (12)

e Forces of Change Assessment handout (10)
e Forces of Change Assessment poster (1)

e Gap Assessment poster (1)

o Strategic Priorities poster (1)

10
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Forces of Change

Welcome to the Forces of Change Learning Map® session. This experience includes a visual, data
cards, and a set of dialogue questions designed to facilitate our discussion on changes that are affecting
how organizations will get work done now and in the future. Included in the experience are a set of
break out activities to assess how these forces of change impact our organization, and how we can
begin to close the gaps.

In this experience, we will explore:
—  Macro trends emerging in the world
—  Forces of Change that directly impact how work gets done today and in the future
—  Examples of business responses to the Forces of change
—  Your views on the impact of these forces on our organization
—  The strategic priorities we must consider to enable our organization to embrace the changes

ahead
Let’s stand, turn over the visual and describe what we see.

Facilitator Note: Make sure the group points out all areas of the visual. Point to specific areas and ask,
“What do you see in this area?” The purpose of this is to give participants a basic orientation to the
visual.

1. Locate and read the Macro Trends on the visual and on the Macro Trendls cards.

Facilitator Note: Ask participants to describe the Macro Trends infographics on the visual. When
finished with the infographics on the visual, ask participants to read the additional infographics on
cards and place them around the visual.

Africa Up! Social Responsibility Population Down

In 2100, 10 of the 20 most populous
countries will be in Africa.

The population of the world is set to age
significantly over the coming decades.

Consumers are seeking a greater level
of social responsibility and it affects
who they choose to be associated with
and how they spend their time.

/

12
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2. What are your immediate thoughts about the impact of these trends?

3. There is a recognition that these trends will require us to think differently about how work gets
done in the future. Read the Forces of Change cards and place them on the corresponding labels
on the visual.

Social and Organizational A Truly Connected World

Exponential Pattern 3
Reconfiguration

of Technology Change

Forces of Change Forces of Change Forces of Change
—_—— I EEa—

All-Inclusive Global Talent Market Human and Machine Collaboration

Forces of Change
.|

Forces of Change
L

4. Which of these forces do you see as potentially having the biggest impact on our industry and
why?

5. These forces can be captured in two central themes. Read the Core Themes cardls
and place them where they are represented in the visual.

Democratization of Work Technological Empowerment

Core Themes Core Themes
_—ee—e———————————= _—

6. How would you describe our organization in the context of these two themes?

13
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These macro trends and forces are changing the nature of work now and in the future. Let’s
consider our own views about the impact of these forces on our organization. Each person should
get a Forces Assessment handout and follow the instructions to complete your own assessment.
While you do this, start to create a mental picture of what our organization will look like in the
future, five to ten years from now. When everyone is finished, move on to the next question.

Facilitator Note: Have each individual take 5 to 10 minutes and fill out the Forces of Change
Assessment handout.

Forces Assessment Handout
g s et

Instructions

mpact,

Ve o

Place your individual assessments beside one another on the wall or table. Where are the biggest
differences? Discuss why that may be.

Where are we most aligned?

Get the Forces Assessment poster and follow Instruction 2. Come to a consensus on the
positioning of the impact of the forces. Plot your aligned assessment.

Facilitator Note: You may want to have this chart up on the wall in advance of starting the

session.
Forces of Change Assessment (1)

1 sessment ate yOur oW organizat 25 Where are wie now?

I . -

[ S

i L

——t e

S
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5. Organizations are already responding to what is happening at varying degrees.
Read the Sample Strategies cards. Then, follow Instruction 3 to create our future state
organization description to capture how we will successfully operate while embracing the Forces
of Change, relevant to your impact assessment.

Look for opportunities ta disrupt industry/business models by bringing together
existing technologies to create new value for customers (e.g., Nike is creating a digital
ecosystem for enhancing personal fitness/performance through the wearables market;
bringing together cansumers, developers, and hardware/software partners will give
Nike the ability to both create and capture value from all parts of the ecosystem)

Analyze jobs to identify those where the skills required can be automated by existing
technology (e.g., Narrative Science is a solution being used by many companies to
transform data into narratives that automate the writing of product descriptions,
financial/sales reports, news articles, etc., improving both efficiency and accuracy and
freeing up people to do more value-adding tasks)

Assess workforee for the skills, competencies, and behaviors that will be critical to the
changing work demands (e.g,, collaboration, creativity, cross-cultural competence,
etc.) and medify hiring and development strategies accordingly

Utilize social media platforms to crowdsource strategic thinking /idea generation and
promote knowledge-finding and sharing, etc., from employees across the glabe
(energizing creative talent and increasing employee engagement)

Rethink culture and employment brand to ensure they promote the sense of purpose
and values that will attract and retain great talent; assess organization practices,
policies, programs, and messaging to ensure they are aligned with the desired
culture/brand

Develop a robust set of data and analytics that quantify the inventary of skills,
capabilities, and experience represented in the workforce so that talent supply can be
matched with/deployed in response ta the demands of business opportunities

Redesign workspaces - and provide tools - to suppart virtual and physical teams,
globally mobile workers, and creative/collaborative work processes

Iration

Cansider how technology can assist in building and enabling virtual teams to increase
productivity/reduce cycle times [e.g., on-line collaboration, file-sharing,
video-conferencing, task management, etc.)

Establish a knowledgebase/platform that captures and shares information about the
workforce and individuals’ capabilities, experience, and interests so that people with

Review current talent acquisition strategy and tools to ensure you are able to find and
attract the best talent, wherever it is located, and whether it consists of active or
passive employed job seekers, internal employees, or freelancers; technology
disruption has been greatestin the recruiting function (mobile apply, video-interviews,
Al'in predicting candidate success, etc.); become familiar with these toels to enhance
the talent acquisition process and engage with your marketing organization to

expertise can be located and engaged in opportunities for collaborative ideation and
problem-solving

determine how you can best communicate your brand

Assess the challenges of — and proactively prepare to manage — a truly diverse
workforce with varied backgrounds, experiences, and expectations about work and the
employment relationship (e.g., where work is performed, how rewards are structured,
what kind of business infermation is shared, how employes ‘voice' is solicited, career
mobility, learning opportunities, feedback frequency, etc.)

Explore how to make data and analytics accessible in ‘real time’ to pecple across
functions and geographies so they can leverage them to enhance (or correct} service
and performance (e.g., this can be seen in the healthcare and life science industries
where physicians are using real-time data to monitor, predict, and treat medical
conditions, wherever a patient is located)

Sample Str _onne C amp rate \ll-Inclu Global Talent Market

Develop new productivity strategies that integrate the work of both technology-based
resources/systems and people-based resources. E.g, as more logic- and
analytical-based tasks are assigned to rabots and computers, information-sharing and
decision-making can be accelerated using social network analysis to identify individuals
wiho are known for being ‘coordinators’ and ‘integrators’ - the ‘go to’ people in an
organization

Incorporate a design-centered approach to the development of all processes, tools,
systems, etc. and hire people with ‘user experience’ capabilities so that a
consumer-quality experience is delivered to the workforce

Define an automation strategy that optimizes the use of Al, cognitive technologies, etc
by considering and balancing opportunities to, for example, reduce labor costs, increase
walue by assigning people to new roles, increase engagement by eliminating tasks that
people don't enjoy, improve safety by eliminating dangerous tasks, introduce new
services and price paints by varying the mix of labor and technology resources, etc.

6. Complete Instruction 4 on the Forces of Change Assessment poster to determine where we are
now. As you do this, discuss how big a change this is for our organization. What are the
implications?

15



1. Change requires identifying the important strategic factors to take into consideration as we
determine how we will operate in the future. Discuss what you believe are the most important
factors we need to address as an organization and why. Brainstorm your ideas on a flipchart. Use
the Discussion Starter cards as thought-starters of factors we may need to consider (these are not
exhaustive lists).

Facilitator Note: These Discussion Starter cards are not exhaustive lists.

Brand/Employment Value Proposition Employee Experience

Talent Inventory and Workforce Architecture

How clearly have we defined what we want to be known for
5 an employe (our brand) and how well da our employment

wihiat s it ke ta work in our organization? s there a different
employee experience in varicus entities/ hierarchies/ functions/

st e b st our alent?

elated prograins and practices alignwith that? {currently Haw do P s v ey ot o g ey i ekt 1O
andinthe future] plans . dovioping s acyarig)!

Bo we provide the kinds of toots and technology thetallow e robasst.ae e i a0 3nalytics e v o ety The vy of
Whats our employment brand? How would our employees aur employees to be as productive as possible? Skl cop . enperience psesented o warkloce?

and candidates describe it?

Vihat do we do to suppart callaboration and wark acrass o E

various organization and hierarchical boundaries? the organzation?

D we have a brand that will appeal t 2 more *purpose-driven”
Iabor force? Whatwould that ook ie? [T p——
What are we doing do enable employees towork fram e

anywhere at any time? hat percentage o aur werkdarce s “emplayed vessus “eamingent” ceengaged

What is our presence on social media?

2.

16

How well i

and engagement practices?

How da they et work done?

Discussion Starters

Use the Gap Assessment posterto capture your top ideas of what needs to change and the

What canwe leam from our masketing organization?

Do we have marketing-savy. brand-knowledgeable
rales/rescurces In HR or partnering with us?

What is our external customer experience today? How
technically and socally advanced are they Intheir business?
How are we viewed by our external communities?

How is our estemal brand supporting, hurting, or being
impacted by our employment brand?

culture?

Da we have any examples or success of just in time working,
virtual team callaboration, etc.?

Da aur employess identify with our sacial respansibility
Is there a strong culture of teamwork?

Areour people leaders/managers great ambassadars
for enabling diverse teams to achieve great results?

Discussion Starters

Social and Organizational Reconfiguration

How prepared are our managers and leaders o guide a mare
diverse workforce (e, g, culturally, generationally, human and
machine, etc?

How prepared are our managers and leaders to provide
coaching o our workforee as pecple seek more fulfillment from
theirwork and interpersonal relationships/uniquely human
tralts become more critical?

How concemed are we about our managers' and leaders’
abilities to adapt to new ways of managing talent to get
wark done?

Honw well are these new pricrities represented in our
recrultment, management, g
and promation/success management practices?

How preparedskilled are our managers and leaders 1o manage
virtual teams, remate workers, and a workforee that consists of

multiple emplogment relationships (e . employees, contingent
warkers, freelancers, pariners, etc}?

How prepared are they to address the impact of constantly
changing and evolving work teams on morale and
group/team dynamics?

How will they maintain the cultural integrity of aur
org/brand?

priorities that surface as a result.

through sceme b relatiorfi (s, business pariner

Mot s it that s chargs s the et 46 1t yoars hsaadd o
cumert trnds?
s s cur werkfaroe archkecture changed i the past L0 yean?
Hew has that impactod
Our costofabee]
Qur agliny?
ur abiliy o sttroct and ratain civealtalet)

ofcomcel shans?

Prasinity?
Rleimpact?
Talent searsity?

Seurcing ficuey?

Discussion Star

Autamation of Wark by Al and
Robots/Human-Machine Integration

Based an current trends and predictions for autamation of
various sets of tasks, wark, roles, etc., what are the likely areas
‘where further automation is possible and whatis the likely
impact on cur worklarce?
wihat parts of our business, foles, etc, provide the greatest
‘appartunity and what is the estimated magnitude of the
impact?
Wihat s our strategy for addressing the effects of automatin?

Do we anticipate workforee reductions?

Retraining? Repurposing/reassigning?

fteducing heurs?

Natural attition?

Reconfiguring of the organization?

I this i t our brand and h Il red are we
1o mitigate the effects?

Wihat does this mean in terms of scale of transformation for us?

Vihat external partnerships do we see in terms of outsourcing
automated activities?

Discussion Starters
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Facilitator Note: You may want to have this chart up on the wall in advance of starting the

session.
Gap Assessment (2.)
CHREATE 1 2
3. As you look at the strategic factors and opportunities you’ve identified, which are the most
compelling?

4. What are the biggest challenges and why?

5. Now that we have identified priorities we must address, let’s consider at a high level the impact
on our organization of closing these gaps. Transfer the items you captured on the right hand
column of the poster (strategic questions, obstacles and opportunities) to the Strategic Priority
cards. We will place them on the Strategic Priorities poster where they best fit and discuss our
realities.

Facilitator Note: You may want to have this chart up on the wall in advance of starting the
session.

CHREATE ~ Strategic Priorities (3)

Strategic Impact

Ability to Execute
........

6. We will require further strategic planning efforts to take our initial assessments to another level of
detail in determining our way forward. For now, what are you most excited about?

17



Whether the participant is speech-reading or using an interpreter, explain to the group that speakers

should:

e Face the participant or interpreter
when speaking.

e Talk at a normal pace and in @ normal manner.

As a facilitator:

Make frequent eye contact to be sure the
participant feels included.

Recruit a volunteer to help the participant
know where to look and what to read.

Be sure the light source comes from above.

Back-lighting makes speech-reading difficult.

Give the participant as many visual cues as
possible - point to images or gesture to
indicate the speaker.

As a facilitator:

record any questions that need writing.

18

Keep objects and hands away from the
face. Don’t talk while resting your chin in
your hand with your elbow on the table.

Repeat questions or comments that may
have been missed.

If possible, make copies of the questions
and card exercises for the participant.

Allow time for the participant to ask or respond
to questions.

Because the participant can’t speech-read
while taking notes or completing written
exercises, allow a little extra time for these
activities.

Ask the participant to arrive early so you can describe the visual.
Recruit a volunteer to make sure the participant understands what you are describing and

Encourage other participants to describe images and charts in detail.
If the participant is partially sighted, enlarge cards that require writing.
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This module has the following components:

Below
sef.

Root Learning Map®Visual
Card Exercises

Dialogue Pages
Facilitator’s Guide

is a description of how each component is produced and collated together to create a complete

Printed from hi-res PDF file.

Print the shorter side out at 36” and let the longer side scale proportionately. The final size for
digital output is usually close to 36” x 557,

The visuals are printed in 4-color process on a wide format inkjet plotter or press.

The visuals are printed on a foldable synthetic paper.

This module has non - Learning Map®Visual posters. For these, print the short side out at 36”
and the longer side will scale proportionately as well.

Printed from a PDF file and/or PowerPoint file if any additional Macro Trends cards have been
added.

There are multiple pages in this module. There are single-sided color pages and fill-in-the-blank
pages.

The color pages are to be printed in full color on card stock. The cards are trimmed down to size
and rubber-banded into decks.

The fill-in-the-blank pages are to be printed on a text weight paper stock. These are
“disposables” or “write-on” cards because they are usually written on and discarded. These are
printed and either rubber-banded or made into a tear-off pad. In the case of this module, only
the Strategic Priority card’s are disposable.

This module also has a hand-out which can be printed on an 11”x17” text weight paper stock.

19
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Printed from a PDF file.
There are 2 pages of Dialogue in this module. They are all single-sided color pages.
The pages are to be printed in full color. They are printed on a heavyweight plastic material.

Printed from a PDF file.

There are generally 22 pp. in this Facilitator’s Guide.

It is to be printed on normal stock, 4-color process.

It is to be printed in booklet form - 2-sided on tabloid size sheets, folded and saddle-stitched
down to an 8.5 x 11 finished size.

For each set, 1 of each of the above components should be gathered together.

The Card Decks, Dialogue Pages, and Facilitator’s guide should all be inserted into a large re-
closable poly bag.

The Visual and other posters will be folded down and placed with the bag of other materials.
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