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1 INTRODUCTION TO THE CONCEPT 

The main objective of this manual is to support the trainers and other learning 

professionals while using the blended learning modules for gender equality in the 

workplace.  

Our international team consisting of specialists from Portugal - Coolabora, Czech Republic - 

KPMS and Bulgaria – Together Ltd, has created three modules for blended learning, 

addressing the needs of three different target groups as they have different roles to play 

within the process: 

- General public 

- Human resources and other professionals 

- Auditors and controllers for gender equality 

In these modules you may find theoretical concepts as well as some practical issues 

concerning international principles and local specifics. These modules are available in four 

languages – English, Portuguese, Czech and Bulgarian. However, the English version 

contains the general principles applicable for everyone and in the local versions you will 

find more country specific information regarding national regulations and good practices of 

gender equality issues in the workplace.  

We do believe that to achieve gender equality in the workplace we have to go beyond 

knowledge and also address some attitudes as well as to train some new skills in order to 

be able to make a real difference. This is very important as gender equality has social 

consequences for the individual, the company and the society. Thus, it is crucial to develop 

new gender competencies in the context of changing Europe. 

Therefore, we have chosen the blended learning approach. Based on this approach, the 

participants in the first modules, following the online part – reading the modules and 

answering the questions, will be able to discuss in a face to face setup, some issues with 

their trainer, for example gender stereotypes and gender equality problems in the 

workplace. Participants in the second module will be able to draft, in groups, a gender 

equality action plan. Auditors and controllers will obtain suggestions and some practical 

tips on how to approach an employer.  

In short, this is a three-step process: 

First step – Online module comprehension 

Second step - Self-evaluation 

Third step – Face to face workshop with a trainer 

Good luck!   



 

 

2 SOME PRACTICAL RECOMMENDATIONS FOR TRAINERS 

How to select and organize a group for a face to face (F2F) workshop? 

When you are choosing a group for F2F blended learning, you should take into 

consideration the following: 

● Group size – Minimum 7, Optimal 10 – 12, Maximum – 15 participants to work with 

one trainer. This is according to the good practice in participatory learning. (The 

minimum size of a group should be 7 – as you need some diversity of opinions in 

group discussions) 

● Group constitution – If you have a chance to choose participants for your group - 

look for diversity of any kind – age, sex, work background, hierarchy in the 

organization etc. If you are working with people from one organization – 

governmental, NGO or private company, be aware of the hierarchy among them in 

advance, as this will influence the group process. (To minimize the impact, try to 

divide direct subordinates into different small groups). 

● Send an invitation to all participants at least a week in advance (good practice in 

Bulgaria is at least two weeks in advance, but adjust to the local customs, as they 

may differ in each country). In this invitation - explain the main goal of the 

workshop and specify the time needed (start and end) and venue. This will prepare 

the participants and will set a common ground. 

 

How to arrange the space for F2F workshop? 

● Chose a room with some free space to be able to form a circle of chairs. (This space 

arrangement helps the participants to feel equal). If you can’t make a circle, try a ‘U’ 

shape, as it is important for the participants to be able to see each other 



 

● Put the tables aside as there will be very little reading and writing and because the 

tables create barriers for communication. In this way, the participants will be able to 

focus on their interactions.  

● Use a flipchart or whiteboard so you can write down and summarize the main 

points of the discussion and get the attention of the participants. 

● For some of the exercises you will also need multimedia. (Make sure that all 

participants can see the screen from the place where they are sitting)  

● Provide some refreshments like water and or coffee/tea and cookies/snacks as they 

help people not only to satisfy their basic needs, but also to socialize. They may be 

available in the room or during the breaks according to your style of working and 

local traditions. 

● Be the first in the room to set the territory and to welcome the participants. (Good 

practice is one hour in advance in order to ‘set the scene’ for the participants and to 

welcome them.) 

 

How to use F2F session outline? 

Our Approach 

You are the person in charge for leading the F2F workshops. Make sure that you read the 

materials provided in this Manual and use them. You may also add or substitute with the 

exercises that you feel relevant to the goal of each module. (Before all of the above, make 

sure that you read carefully the corresponding online module, watch videos and complete 

the exercises that the participants do.) 

Timing 

We are suggesting that minimum time spend in F2F on each module should be 90 minutes 

– maximum – up to 4 hours (240 minutes). For your convenience, we are suggesting some 

timing for each of the described exercises and phases in the workshops. But if you decide to 



 

go for more than 120 minutes, plan your time well in advance and prepare at least one or 

two additional exercises. 

Common structure for each workshop 

Good practice for group work in interactive Workshops suggests that, regardless of the 

time that you will have, always stick to a structure, consisting of three main elements: 

1. Warm up/Icebreakers and introductions of the participants in order to get to 

know each other (at least 15 minutes, but may vary according to the group size) 

2. Substantial element – main body of the Workshop – chosen exercises, leading to 

achieving the goals of the Workshop. The exercises may have increasing level of 

difficulty. Always try to include an experiential exercise in order to give the space 

for feelings and attitudes to be expressed and addressed afterwards. 

3. Closure element – Time for reflection, feedback and discussion in order to prepare 

the participants for transferring the new knowledge and skills from the Workshop 

into their working environment. In addition, sharing might boost their motivation to 

act on gender equality issues. 

4. Additional resources available online. 

For Beginners 

Last but not least, if you are a beginner facilitator or a trainer lacking the experience of the 

above mentioned three elements of the workshop structure, you may do more in-depth 

research more -  part 4. 

You may also ask a more experienced colleague to help you to prepare and review your 

plan for the Workshop and timing.  

 

 

 

 



 

3 FACE TO FACE (F2F) WORKSHOPS – SESSIONS OUTLINES 

3.1 Face to Face Workshop – Module 1 – Basic level 

3.1.1 Basic information about workshop 

Topic Deconstruction of Gender Stereotypes 

Target group General public 

Goals 

● Participants in the training learn about stereotypes in general and 

how a stereotype is constructed 

● Participants address their own attitudes towards gender 

stereotypes in the workplace 

● To train participants - how could they deconstruct a given 

stereotype 

Materials A4 sheets of paper, 2 sets of markers, flipchart, pens, tape, post-its 

Duration 

Minimum two hours divided into 2 sessions of 60 min.  

Maximum – 4 hours (240 minutes). If the participants (especially 
students) can spend more time in this F2F workshop, they should do so 
within one day. 

Group size 10 - 12 participants (maximum 15) 

 

 

 

 

 

 

 

 

 



 

3.1.2 The process – step by step  

Typical gender stereotypes you may encounter during the workshop 

● The way of manifestation of aggression in men and women:  

○ Men are aggressive; women are gentle.  

○ Men are physically more aggressive and threatening, and women are 

psychologically more aggressive. 

● Ability to be influenced: 

○ Men are independent; women obey.  

○ Women are more influenced by group pressure, while men are influenced by 

convincing arguments and when the subject is defined as a "male" subject.  

○ "The woman must obey the man." 

● Emotionality: 

○ Men are strong and resilient; women are loving, emotional, sensitive and 

sentimental.  

○ Women express their emotions nonverbally more often than men. 

● Leadership style: 

○ Men are authoritative and dominant; women are emotional and sensitive.  

○ As leaders, women are more democratic and men are more authoritative. 

● Stereotypes in the workplace: 

○ Women rely more on their appearance than on professionalism in career 

development;  

○ Men are better professionals than women;  

○ Women are emotionally unstable;  

○ Men have to earn money and women have to take care of the house and the 

family;  

○ Men have to pay the bills at home. 

Key concepts:  

● Preconception and prejudice: Preliminary judgment of a person, group of people 

or behavior formed in the absence of sufficient knowledge about them; 



 

● Stereotype: Simplified, generalized opinion formed on the basis of placing people in 

a particular group. A point of view that many people share about a thing or a 

category, which is often partially or totally untrue; 

● Discrimination: An attitude or action based on prejudice or stereotypes. Attitude or 

action towards people, based only on their belonging to a particular group (age, 

gender, ethnic, religious, etc.), without paying attention to their individual qualities; 

● Stigma (brand, scar, disgrace): strong public disapproval based on or encoded in 

external features, public rejection and labelling. 

 

Exercise 1 – Warm-up activity – 10 - 15 minutes.  

Before the workshop starts, the trainer chooses a volunteer from the group for a simple 

experiment. He takes him out of the training room and gives him short and simple 

instructions -  

‘To stand in front of the group and do nothing, ‘Watch the participants and say nothing’.  

Then the trainer asks the group the following questions:  

● What is this participant sending out? 

● What kind of message is he/she transmitting by standing in front of you? 

● What does his/her posture and appearance tell you? 

Then the trainer asks each participant to share their opinions about the impression that 

they have received from this experiment. Usually everyone says things like ‘he is ironic’; ‘he 

is bored’; ‘he does not like being here’ and so on. 

When all of the participants say what they think, the trainer asks the participants - ‘What 

are these statements, in your opinion?’  

It is possible that some participants may answer "judgments", "comments"; "impressions". 

The facilitator finally summarizes that whenever we look at someone, we attempt to define 

him/her because that's how our brain functions. We are constantly looking for a definition 

of a man and woman, we try to guess their status, roles, profession, attitude, etc. This is the 



 

first step we do unconsciously to distinguish ourselves from other people, we decide what 

makes us so different from each other and what we have in common. These judgments 

often turn into prejudices (stereotypes), especially with people we know little about. This is 

the first step for creating stereotypes and this is how stereotyping begins. 

Additional questions for group discussion: 

● Have you been aware of the process we have just described in this exercise? 

● Can you recall from your own experience any stereotyping which started this way, following 

your wrong judgment about someone? 

 

Exercise 2 – Recall, discuss and share in the group – 40 – 60 minutes 

The trainer creates a discussion with the participants resting on the principle of "recall, 

discuss and share". He asks the participants to remember and discuss a situation where 

they were victims of gender prejudices, stereotypes or discrimination, or they themselves 

offended someone having dealt with him/her without understanding and on the basis of 

prejudice and stereotype.  

Give the participants 2-3 minutes to recall a situation and then ask them to discuss it in 

pairs with the person sitting next to them for about 5 minutes. Afterwards the other person 

speaks for  5 minutes too.  

After 10 minutes - allow 2-3 volunteers to share their experiences with the rest of the 

group. 

Discussion in a big group: The facilitator asks questions about how people felt in this 

situation, and how this memory impacts their present life? If you were in such a situation 

now, what would you do, how would you react? 

 

Exercise 3 – Who are they?– 45 – 60 minutes 

The purpose of the exercise is to bring out the initial attitudes that form stereotypes. You 

have to show the participants a particular set of pictures featuring people and ask them to 



 

judge these people and write down their first thoughts. Then after revealing the truth about 

these people, make them think about their approach.  

The trainer shows a Powerpoint presentation with images (Attachment Modul 1 – “Who 

are they?” -see Platform for Tutors at moodle.kpms.cz). He tells participants to write the 

numbers 1 to 6 in a vertical line on a white sheet of A4 paper. 

The trainer starts gradually showing each of the selected photos in the presentation. He 

keeps the photo for about 1 minute so the participants can look at it and determine what 

reaction may be evoked by the people in the photos and who they are. 

The trainer asks participants to write down the first thing that comes to their mind without 

thinking too much. Repeat the same with each of the six pictures. 

The last slide reveals who these people actually are. (Keep this slide on the green.) 

The tutor can divide the participants into small groups of 3 to share what they wrote for 

each of the photos and discuss whether any prejudice or stereotypes had affected their first 

reaction. Let anyone in the group to say what they have discovered in relation to their own 

prejudices. 

Discussion in a big group: 

● What was the real reason to write that a woman is a fake pauper, for example? What 

was the reason to say that the black man is a crook, and so on? What makes you say 

the old woman is helpless? 

● Were there any gender prejudices involved in the evaluation of the photos? Which 

ones did you register? 

 

Exercise 4 – Process of forming stereotypes and their deconstruction – 60 – 90 

minutes 

The trainer explains 5 basic steps in the process of forming stereotypes - 10 minutes: 

1. Categorization process - we group what we see, according to a common feature; 

2. We assume that the members of a certain group are alike; 

http://moodle.kpms.cz/


 

3. At the same time, however, we also make a distinction - the members of one group 

differ from the members of the other group; 

4. Once we have grouped the people together by one feature, it is possible to decide 

that this feature is characteristic not just for what we have seen, but for all members 

of this group; 

5. We make generalization. 

After the theoretical explanation of how the stereotypes are formed, the trainer offers the 

following example: 

One of the colleagues turns to the Human Resource Manager, saying: 

● You have appointed this young and pretty girl in the marketing department! 

(categorization) 

● All young girls will sooner or later become pregnant! (looking for similarities) 

● She is different from the others (other women are over 45) (looking for a difference) 

● Since she is young, she will soon become pregnant and will have to take maternity 

leave (grouping by sign/feature) 

● All young girls will find a man and will get pregnant, so we better not give her this 

job! (generalization) 

 

Option 1 - Role play – 30 - 40 minutes: 

The trainer asks two or more volunteers from the participants to role-play. First role is of a 

colleague that makes nasty comments about the new recruit and the other role is the role 

of the manager who reacts to those comments.  

You need at least two volunteers to make a role play for maximum of 10-15 minutes.  



 

Tip for trainers: If you have more than two volunteers you may have two or three role 

plays happening simultaneously or one after the other. (In the latter case you have to reduce 

the time for role plays - 2 x 7 minutes or 3 x 5 minutes)      

If you are the manager (it is not necessary to be the human resources manager) - How 

would you respond to what your colleague says about the young girl? 

So whoever chooses the role of the manager should respond to the employee by giving him 

feedback in order to let him know that what he/she says is a stereotype and help him 

deconstruct this stereotype. This situation is acted out with several participants, aiming to 

demonstrate different strategies for giving feedback about deconstructing stereotypes. 

Important note: If none of the participants is able to cope with the deconstruction of the 

employee stereotype - then the trainer gives feedback and shows the group how to do it. 

 

Option 2 – Prepare the appropriate arguments for deconstructing gender 

stereotypes - 20 – 30 minutes 

If you don’t have enough time or feel uncomfortable to run a role play, divide the group into 

pairs and ask each pair to produce at least three sentences supported with arguments for 

deconstructing the stereotype (10 minutes).  

Example of an instruction: ‘If you are the manager, what will you say to this person?’ 

Write it down on a sheet of paper and present it to the rest of the group in about two 

minutes in order to receive feedback and suggestions.  

Discussion: 

● How did you feel in your role?  

● How did you feel in the role of the manager giving feedback to his/her colleague 

stereotyping another member of the team? 

● Is it hard to give feedback in such a situation? If so, why? If not, why? 



 

● What are the keywords that a person using stereotypes should hear in such a 

situation? 

 

3.1.3 Questions for discussion at the end of the workshop 

● Please, share with us your personal discoveries/findings regarding gender 

stereotypes? 

● What might help/hinder the process of applying the new knowledge and skills in 

your workplace? 

● How you are going to participate in the gender equality initiatives in your company? 

● What kind of measures are you going to implement in order to prevent gender 

stereotyping in your workplace?  

Tip for trainers: According to the time you have left, please choose at least two or 

three of those questions and allow the participants some time for reflection and answers.  

(Ask one question at a time and try to engage each participant to answer at least one 

question for a valuable ‘closure’). Minimum time 15 minutes – Maximum 45 minutes. 

  



 

3.2 Face to Face Workshop – Module 2 – Advanced level 

3.2.1 Basic information about the workshop 

Topic 
Identifying gender equality problems at work and dealing with 

them 

Target group Managers, HRs and specialists on gender equality. 

Goals 

● To identify practical problems at work from the gender equality 
perspective 

● To propose solutions for these problems 

● To create a Gender Equality Action Plan 

Materials 

● Post-its or small paper cards 

● Markers 

● Flipchart 

● Box/hat for collecting problems 

Duration 

180 min – approximately 45 minutes for each of the four phases. 

Make sure you include a little break (20-30 minutes) after the second 
phase. 

Please, take into consideration that more time may be needed for phases 
2 and 4. 

Group size 
10 - 12 (maximum 15) participants from the same or from different 
organizations 

 

 

 

  



 

3.2.2 The process - step by step 

Phase 1 – Identification of the problems 

1. Deliver 3 cards and one marker to each person; 

2. Ask each person to write a real gender equality problem at work. 

The confidential option may be used. Some participants are afraid to speak in front of 

the others about their problems, thus, the trainer may ask them to write the 

problems in capital letters and then to put them in a box in order to mix the cards so 

they can be anonymous. (In this case make sure that the problems also described 

with more details, incl. company size, etc.). 

3. When everybody finishes, ask the participants to present the opinions to the group 

one by one and stick them onto the wall/flipchart. Start with a volunteer, giving the 

people about 3-5 minutes.  

The confidential option may be used. The trainer randomly re-distributes the cards 

with problems from the box and asks the participants to create small groups of 3 to 

discuss the problems they have written on the cards. After 5-10 minutes, each group 

sticks their cards on the wall and explains to others what is their understanding of 

those problems. 

4. The facilitator together with the group sorts the problems into the following 

categories: family and work balance, recruitment and employment, respect and 

dignity at work, training and lifelong learning, remuneration and career 

management, social life, etc. Ask the group to consider - to which category each 

problem belongs? 

5. Discuss with the group the distribution of the problems (How many problems are 

there in each category and why?) 

 

 

 



 

Phase 2 – Finding solutions to the problems 

1. Ask the participants to choose which of the above mentioned categories they want 

to work with to resolve the identified problems (minimum two participants per 

group for each category). If there are categories without any participants they can 

be dropped from the agenda at this stage of the exercise (5 minutes).  

2. Ask each small group to choose one or two similar problems and to brainstorm 

possible solutions. Use flipchart paper to write the suggestions (20 - 30 minutes). 

3. Each group shares their solutions with the rest of the group and gets feedback if any 

new ideas arise (5 minutes).  

 

Phase 3 – Formulation of the goals for gender equality in the company 

The participants in each group formulate one or two goals for each problem using the 

SMART model (Simple, Measurable, Achievable, Realistic and Time bound) 

 

Phase 4 – Creating an action plan for gender equality in the organization 

Notes:  

● If the participants are from one organization, they write one action plan only 

● If the participants are from different companies – they write one plan for each 

company 

1. Each plan has to adopt the following structure 

● Goals; 

● Measures to achieve them; 

● Responsible persons; 

● Resources (human and financial); 

● Process indicator; 

● Result indicator; 

● Timing (start and finish). 



 

2. Each plan has to be presented to the rest of the groups to get some feedback and 

recommendations for improvement. 

 

3.2.3 Questions for discussion at the end of the workshop 

● When to involve the manager - into the process of development of the plan or just 

for the approval? (Please, describe the positive and negative aspects of each option) 

● What is your opinion regarding the implementation of the gender equality plan in 

your workplace? 

● What will be your personal role/involvement in the implementation of this plan? 

● What might help/hinder the process of implementation of such a plan? 

● If you don’t have such a plan, what will you do to initiate the whole process for 

designing an action plan for gender equality in your workplace (Phase 1-4)?  

Tip for trainers: According to the time you have left, please choose at least two or 

three of these questions and allow the participants some time for reflection and answers. Ask 

one question at a time and try to engage each participant to answer at least one question for 

a valuable ‘closure’). Minimum time 15 minutes – Maximum 45 minutes. 

 

 

 

 

 

 

 

 

 

 



 

3.3 Face to Face Workshop – Module 3 - Expert level 

3.3.1 Basic information about workshop 

Topic How to approach the company/organisation and how to start a 
negotiation with the person in charge? 

Target group 
Auditors, controllers or other professionals in charge of gender equality 

in the workplace. 

Goals 

 To assist auditors, controllers and other professionals in the 

gender audit process 

 To conduct an internal or external audit for gender equality in the 

company 

Materials 

● Post-its or small paper cards 

● Markers  

● Flipchart 

Duration Minimum 180 minutes. Maximum - according to the needs of the group 

Group size 10 - 12 participants (maximum 15) 

 

 
 
 

  



 

3.3.2 The process - step by step 

Exercise – Prepare and practice in advance - 60 - 90 minutes 

The main goal of this exercise is to prepare those who will execute the internal or external 

audit on gender equality in a particular company for their work. Drafting the questions in 

advance may help the process to run more smoothly. 

Categories and a brief description of what to investigate: 

1. Mission and values - does the company/organization consider gender equality as a 

part of its organizational development and, as such, project this concern into an 

action plan with a budget? 

2. Recruitment and selection of staff - does the company/organization record that it 

respects the principles of equality and non-discrimination based on sex in its 

recruitment process? 

3. Lifelong learning - Does the company/organization value and encourage male and 

female workers in equal opportunities for training and education? 

4. Remuneration and career management - is the policy of remuneration, promotion 

and career advancement done without prejudice to women? 

5. Social dialogue and participation of workers and/or their representative 

organizations - is the participation of workers in the daily life of the 

company/organization valued as a way of expressing their citizenship and reflecting 

the democratization of organizational culture? 

6. Duty of respect for the dignity of women and men in the workplace - are ethical 

principles and mechanisms available to men and women who may be victims of sex-

based harassment or discrimination? 

7. Information, communication and image - are internal and external communication 

processes concerned with avoiding the transmission of gender stereotypes and are 

they are they supported by oral as well as written language? 



 

8. Work, personal and family life balance - is the company/organization open to 

flexible forms of work arrangements? Does it have measures and/or benefits that 

show concern with the professional, personal and family life balance of its workers? 

9. Protection in maternity, paternity and family assistance - does the company/organization 

comply with the current legislation, assuring the exercise of maternity, paternity and family 

assistance rights for the workers? 

Phase 1 – Prepare questions and ask for evidences 

1. Divide the group in three small groups (3-4 participants) and give each group 3 out 

of 9 categories of audit. (Write in advance each of the nine categories on a separate card in 

order to be able to distribute them afterwards). 

2. Ask the participants to brainstorm questions in each of the three areas/categories 

that they might ask: 

● the person in charge,  

● the specialist in gender equality 

● anybody in the company  

Trainer’s Tip: Questions for the person in charge, the specialists and for everybody in 

the company may be written on three separate sheets of paper (or flipchart paper). So, at the 

end of the exercise – collecting all the questions from all the groups (for the person in charge 

and the others), participants will have a full set of questions for gender audit.  

Give them 30 minutes to write down the questions on a flipchart (approx.10 minutes per 

category) 

3. Ask the participants to think about - what kind of evidence can be compiled to verify 

if each category of gender equality is implemented? Think in advance – whom to ask to 

provide you with this evidence – the person in charge, the HR or the gender equality 

specialist, or somebody in the company. 



 

For example - how can we verify if gender equality is respected in "Recruitment and 

selection of staff"? Maybe the recruitment announcements/ads and documents related to 

selection processes – e.g. interview protocols and others can be possible data to check, in 

this category. 

Trainer’s Tips: Make sure that the participants have suggested clues for each 

category.  

Ask them to write the appropriate evidence on a separate small sheet of paper/sticky note in 

order to be able to move them if needed.  

4. Afterwards each group has to present their questions and evidence needed (for 10 

minutes) to the other groups and to receive feedback about their relevance.  

This phase may take approximately 90 minutes. 

Trainers Tip: If you decide to stop here, please go to „Questions for discussion“ at the 

end of this section in order to ‘close’ the workshop. 

 

Phase 2 – Practice questioning and ask for the evidence - 90 minutes 

Each participant takes a set of questions for a particular category 1-9 and finds a partner 

from the other two groups to pre-test the questions.  

Each pair sits together to practice questioning and answers (for 40 minutes). They change 

their roles from an auditor (questioning) to a responsible person (answering those 

questions-20 minutes per participant, including the answers). 

At the end of the exercise everyone sits in a circle for final feedback together with the other 

participants and the trainer. 

Phase 2 takes approximately 45 minutes. 



 

3.3.3 Questions for discussion at the end of the workshop 

● How did you feel writing the questions? 

● How did you feel questioning the particular person and asking for the evidence? 

● How did you feel answering these questions and providing the evidence? 

● How did you maintain positive and constructive atmosphere during the 

questioning? 

● What kind of barriers do you foresee in relation to companies in order to implement 

gender equality measures in each category?  

● Which categories do you imagine to be more difficult to implement in a company? 

● Did you get any new ideas and insights how to approach a company for gender 

equality audit now? 

 

Trainer’s Tip: According to the time you have left, please choose at least two or three 

of those questions and allow the participants some time for reflection and answers. (Ask one 

question at a time and try to engage each participant to answer at least one question for a 

valuable ‘closure’). Minimum time 15 minutes – Maximum 45 minutes. 

 

 

  



 

4 ADDITIONAL RESOURCES, AVAILABLE ONLINE 

Useful links and online tutorials for trainers, grouped by subject area:  

1. What is experiential learning? 

https://www.simplypsychology.org/learning-kolb.html 

2. The role of the facilitator – understanding what facilitators really DO 

http://work911.com/articles/facil.htm 

3. The role of the facilitator. Guiding an event to a successful conclusion 

https://www.mindtools.com/pages/article/RoleofAFacilitator.htm 

4. How to use an icebreaker and 34 examples? 

https://icebreakerideas.com/quick-icebreakers/ 

5. How to use role plays? 

https://www.mindtools.com/CommSkll/RolePlaying.htm 

6. How to lead a group discussion?   

https://blink.ucsd.edu/HR/training/instructor/tools/discussions.html# 

7. How to facilitate a difficult group discussion? 

https://www.youtube.com/watch?v=KyxKtPpXj3I 
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https://www.mindtools.com/CommSkll/RolePlaying.htm
https://blink.ucsd.edu/HR/training/instructor/tools/discussions.html
https://www.youtube.com/watch?v=KyxKtPpXj3I
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