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4ÈÅ #ÏÒÐÏÒÁÔÅ ,ÅÁÒÎÉÎÇ )ÎÓÔÉÔÕÔÅȭÓ programs teach, inspire, renew, and challenge 

your people to become powerful performers. Our expert consultation and facilitation 

ensures that participants learn the skills that are critical to their success back at work. 

Our bottom line is to help achieve both personal and organizational success.  

 

The Corporate Learning Institute offers a continuum of services from short-term 

training events to full-scale change projects. For maximum return on investment, our 

services are custom designed for each client we work with. Our services encompass the 

following five areas:  

 

Consulting Services: Our approach is rooted in process consultation, organizational 

behavior, organizational development and expert facilitation. We provide strategic 

planning, vision, mission and values development, change management, culture work 

and executive planning retreats.  

 

Training and Development Workshops: These dynamic skill building sessions 

include leadership, management and supervisory training, performance accountability, 

change management, customer service, diversity, personality styles, conflict 

management, train the trainer and communication.  

 

Performance Coaching: Our expert coaches provide assistance with team coaching 

and development, individual performance coaching and executive coaching.  

 

Adventure Programming: We provide provocative Team Challenge and High Ropes 

Courses tangibly designed to target performance improvement.  

 

Corporate Team Building Events: Our lively, well-orchestrated, and power packed 

events create awareness of your organizations goals.  



 

   

Outside of Corporate 

Learning Instituteȭs 
office is a 30 acre 
wooded area unique 
in that it houses our 
low and high team 
challenge courses. On 
that course is an 
activity that we call 
the trust fall.  It tends 
to be a well known 
activity, having been 
mocked in television 
shows like the old 
Murphy Brown and 
on various 
commercials. 
 

The activity is powerful.  It 
requires that the faller expose her/his 
needs/feelings/thoughts to the group. 
The group in turn must require this 
exposure to adequately catch the faller. 
The obvious communication links of 
asking and giving help must be optimized 
or the fall will be stiff, performance-based 
or even worse, the faller will pike. This 
causes great pressure and stress on a few 
people. A good, relaxed fall requires an 
inordinate amount of communication 
between the faller, who must explain how 
she/he is feeling and what they need to 
produce a relaxed fall. If the group is too 
task-focused, there will be an obvious gap 
between the faller and the catchers, 
allowing for a very up-tight fall or worse, 
the pike. 
 

On a sunny day in August, a group 
of women from a Fortune 500 company 
gathers around the trust fall platform to 
work on communication issues. The 
group is walked through the task and the 
safety parameters. Now it is time to fall, 
the faller and catchers get in position. 

Commands are used. Someone in the 
ÃÁÔÃÈ ÌÉÎÅ ÃÁÌÌÓ ÏÕÔ Ȱ3ÔÏÐȦȱ 4ÈÅ ÆÁÌÌÅÒȟ Á 
woman so nervous that she grabs the tree 
that the platform in on, turns back to the 
ÇÒÏÕÐȟ ÂÅ×ÉÌÄÅÒÅÄȢ Ȱ) ÄÏÎȭÔ ÆÅÅÌ ÒÅÁÄÙȟȱ 
ÓÁÙÓ Á ÃÁÔÃÈÅÒȢ Ȱ4ÈÅÒÅ ÁÒÅ ÓÏÍÅ ÏÆ ÕÓ ×Èo 
ÎÅÅÄ ÔÏ ÌÉÎÅ ÕÐ ÂÅÔÔÅÒ ÔÏ ÃÁÔÃÈ ÙÏÕȢȱ 3Ï ÔÈÅ 
group reorders itself, and the nervous 
faller again prepares to fall.  No words are 
exchanged between the faller and 
catchers. Commands are given again. The 
woman falls, a very frightened and stiff 
reaction to a nerve wracking situation. 
  

The group is asked to rate the fall. 
Was it relaxed or uptight? The woman 
was asked to relate her level of 
nervousness using a 1(low) to 5 (high) 
scale. The group says the fall was good, 
relaxed. The woman says she was at a 
level 3 nervousness level. The group is 
asked if that is an acceptable standard of 
anxiety for their communication process 
at work. The reaction is that they relate 
that they are always at level 5 at work, so 
they must have done something well to be 
at a 3. They are asked what it would feel 



 

like and look like to be at a level 1. That 
would be great, they all agree, but 
impossible.  But is it?  
  

The group is asked who is 
responsible for their group 
communication process. They all look at 
each other. They agree that they all are. 
Then they are asked what would take for 
ÔÈÅÍ ÔÏ ÂÅ ÁÔ ÌÅÖÅÌ ρȭÓ all the time. They 
start brainstorming concepts that 
would create better communication. Now 
they are asked if they can apply these 
concepts to this fall, and to this woman. Of 
course they could, they reply. The woman 
edges back. The group and woman are 
asked to decide if they want to commit to 
a level 1 communication policy, with 
group members again requiring, even 
demanding their concepts of open data 
flow, no information withholds, asking 
and accepting help and information,  and 
using support vs. pressure. 
  

They agree, and the help the 
woman back up to the platform in amid 
cheer and so much talking 
that the chaos is 
overwhelming at first. Now 
they self-correct and ask her 
what she needs to complete 
a relaxed fall. They talk and 
listen, no rushing about. 
They are now process-
focused instead of task 
focused.  Commands are 
given; the woman falls this 
time with a fully relaxed fall. 
The catchers place her on 
the ground and everyone 
talks at once about their 
communication success, and 
what it could mean to their 
work together in the office. 

   
So often in our work we see 

women who are trying too hard. 
Unintentionally, organizations sometimes 
leverage this weakness by tapping these 
×ÏÍÅÎ ÕÐȢ Ȱ7ÏÍÅÎ ×ÈÏ ÇÉÖÅ ÔÏÏ ÍÕÃÈȱ 
in turn can become angry and feel taken 
advantage of. Just as in the case of a trust 
fall, every faller (woman) has a right to 
set boundaries, ask for the help and the 
support that they need to complete a 
relaxed fall. Not doing so compromises 
the grÏÕÐȭÓ ÎÅÅÄ ÔÏ ÓÕÐÐÏÒÔ ÅÁÃÈ ÏÔÈÅÒ 
and contribute. No one is comfortable in 
ÔÏÄÁÙȭÓ ÒÁÐÉÄÌÙ ÃÈÁÎÇÉÎÇ ×ÏÒË ×ÏÒÌÄ ÏÒ 
on a trust fall platform, and the objective 
is not to help a faller feel comfortable, but 
instead to increase the available support 
and acceptance in the group.  
  

I leave you with one question to 
consider from this case study. How can 
your organization help employees who 
are struggling with feelings of uncertainty 
or exclusion by using support, clear 
communication, and encouragement?


