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MINUTES OF THE ANNUAL GENERAL MEETING 
15th December 2003, 

Cityside Training Centre, London 

1. Present:  Ray Mahoney (Chair, IFAL-
UK); Roger Reissner  (Treasurer); Theresa 
Barnett (Executive member); Jane Watts 
(Corporate member); Moira MCLaughlin 
(Executive Member), Sean Cunningham 
(Corporate Member); Geoff Allan (IFAL-
UK) Stephan Schütze (Executive member); 
Robin Burgess (IFAL-UK) 
 
In attendance: Pam Wright, IFAL Adminis-
trator 
 
2. Apologies: Liz Beaty, Liz Wilson, Terry 
Tucker, Krystyna Weinstein 
 
3. Minutes of last AGM (November 2002) 
and matters arising  
 
The minutes were proposed as correct by 
Alan W-P and seconded by TB.  
 
3.1 Matters arising  
 
The action learning prize for the action 
learning MBA would be discussed at the 
next Executive meeting.  
 
4. Treasurer’s Report  
 
The Treasurer presented the annual figures 
and commented that income was down £330 
to £7,429 but that expenditure was also 
down by £3,113) to £6,562 – mainly due to 
the distribution of the newsletter by elec-
tronic means and reduced costs of running 
events).  Promotional expenses, stationery, 
postage and website costs are down by 
£670.   
 
The current Bank position in the most re-
cent statement is about £3000 with reserves 

of about £3500. 
 
5. Membership Report  
 
Pam Wright presented the membership re-
port and commented that paid up members 
for the year of 97 individual was considera-
bly down on the previous year and she was 
taking urgent steps following the AGM and 
conference to pursue outstanding subscrip-
tions. 
 
6. Executive Report  
 
Ray Mahoney presented the Chair’s Execu-
tive report and briefly commented that the 
use of Yahoo for Executive meetings had 
met with mixed success but would be pur-
sued more vigorously as it enabled overseas 
members to be part of the Executive which 
would otherwise not be possible.   
 
He added that guest editors for the newslet-
ter would be welcomed.   
 
7.  Administration Report  
 
This was presented by Pam Wright who re-
ported that there had been some further 
frustrations with the website development 
due to a change of ownership of the web 
hosts and the departure of the technician 
who was her main contact.  She stated that it 
was her main objective for 2004 to make 
some positive progress on the web. 
 
8.  Election of Executive Members  
 
Standing down from the Executive but 
available for re-election were: 
Stephan Schütze:  nominated by TB and 
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seconded by RM 
Moira McLaughlin: nominated by GA and 
seconded by AW-P 
Roger Reissner: nominated by TB and sec-
onded by McM 
 
Replacing Craig Johnson who had stood 
down during the yar, Sean Cunningham was 
proposed by TB and seconded by McM 
 
9.  Training of Facilitators  
 
The leaflet produced by the TLA was circu-
lated and discussed at some length.  AW-P 
asked how much experience was needed to 
be proven before people could be accepted 
on the course.  It was felt that so long as ap-
plicants had some experience the course it-
self was of sufficient depth and length of 
time as to provide the necessary detail.  
Also, accreditation at the end of the course 
was not automatic and completion of all the  
 
 

elements was necessary to gain the certifi-
cate. 
Those present at the AGM representing a 
quorum of members gave their consent to 
IFAL-UK’s name being on the course litera-
ture, given that IFAL was not in fact accred-
iting those who had completed the course 
itself only the content. 
 
10.  Future Conferences 
 
Possible future dates and venues would be 
put to members during the course of the 
year. 
 
11. Any Other Business 
 
It was advised that the librarian had stood 
down from the post and that a replacement 
was sought.  Geoff Allan volunteered for 
this post. 
 
The meeting was formally closed at 12.10 
 

EXECUTIVE MEMBERS 2003/4 
 

Raymond Mahoney (Chair) 
 

Roger Reissner (Treasurer) 
 

Stephan Schütze 
 

Moira McLaughlin 
 

Steven Moss 
 

Theresa Barnett 
 

Harley Frank 
 

Sean Cunningham 
 

Alan Wenham-Prosser 
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This year there is a small but welcome 
surplus, largely due to those members 
who signed up for Gift Aid. In this cur-
rent year, income from this source will 
be smaller since it is only for one year. 
 
Expenses have been contained with the 
help of the Internet but reduced income 
from corporate memberships has been 
the main reason for the drop in subscrip-
tion income. 
 
R Reissner, Treasurer 
 

At the end of the membership year in July 
we had 130 individual members plus 16 
corporate members representing about  100 
further members.  This total of 230 is an in-
crease on last year, although paid-up mem-
ber were disappointingly less at 97. Details 
are as follows with the figures for the previ-
ous year in brackets: 
 
                                                                                                                  (01-02)    02- 03 
Individual members    (126)     130 – (97 
paid up) 
        
   New:                                                                                                 6                 4 
 
Corporate members  
Current:                                                                                   15               16 
New:                                     2                1 

 
There are a worrying number of people who 
have still not paid their membership sub-
scriptions despite several reminders and I 
will be looking at this problem again imme-
diately after the Conference in December.  I 
anticipated more new members joining with 
the development of the web site and so far 
this has not proved to be the case.  I am 
working on ensuring that search engines 
find IFAL’s web site and improving links 
which will also be beneficial in this regard. 
 
It is essential to future work on the website 
and for the running of the conferences that 
income remains steady or better still in-
creases.  If you have not paid dues for 
2002/3 or are unsure of the position please 
contact me now for a reminder invoice and 
clarification.  
 
Gift Aid forms continue to be sent out to 
those UK members who have not yet com-
pleted.  This is a simple way tax-payers can 
help IFAL with no additional cost to them-
selves.  Please complete a declaration if 
you have not already done so. 
 
 
Pam Wright  
Membership Administrator 
 
 
 
 
 

TREASURER’S REPORT 
FOR THE YEAR ENDED 31ST 

JULY 2003 

 

MEMBERSHIP ADMINISTRATOR’S 
REPORT FOR THE YEAR  

2002/03 
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Another year in the life of IFAL has seen the membership of IFAL-UK remain at the same level. The income 
from membership is at present all that funds our activities and the continued employment of our administra-
tor. Maintaining the network of practitioners and enthusiasts has been the focus of the executive, along with 
planning the international conference that follows this AGM. The venue this year of London is an attempt to 
make the event more accessible, having had similar small numbers attending in Salford, Bradford and Swe-
den last year. The AGM as usual is free to members and the cost of the conference is set to break even and a 
small profit if more than 50 attend. 
 
It was sad to mark the passing of Reg Revans this year, but a tribute to him that action learning is still high on 
the agenda in the areas of manager and organisation development. He has left the world a great legacy, al-
though he would have said all of this was in the Bible or the Koran, it only had to be discovered by us all.  
 
EXECUTIVE MEETINGS  
 
There were five meetings, two via Yahoo conference and three face to face. The Yahoo meetings have con-
tinued to prove difficult, but this is purely a technical issue of getting all of us with same Yahoo edition. We 
will continue with this for the next year.  
 
I would like to thank all colleagues on the executive for their voluntary contributions over the past year, 
which means we can still function as an organisation. I would also like mention the outstanding contribution 
Pam Wright has made as our administrator, Newsletter designer, Website developer, far and above what we 
pay her for.  
 
Along with the University at Lancaster, who continue to be very generous in providing a base for us, we have 
improved Pam's situation at no cost to our organisation. We are always trying to improve the service to you 
whilst being mindful of costs. 
 
I would remind you as members that minutes the last executive meetings can be found on the website. 
 
WEBSITE  
 
We have changed our website host and Pam has undergone some training to give us more control over the 
site. This has proved to be difficult but we are now coming out of the tunnel and will see further improve-
ments this year. We are at present trying to establish links to other sites and better positing of our site when 
people are searching for action learning, if any members can help with this please contact Pam.  
 
We are now investigating how we can put a register of action learning consultants on the site, with their de-
tails. 
 
NEWSLETTER 
 
The fact that the newsletter is now available via the website means a saving on costs to us. However we still 
print some hard copies for those who need them and for marketing purposes. Pam does all the hard work put-
ting the editions together and keeping us on track for when they need producing. We are more flexible as to 
the number of editions that can be delivered, but as ever it is the articles contributed that takes the time to 
gather. So please if you have anything to say, report, question about action learning or related topics send it in 
to Pam. 
 
I would also like to extend the opportunity for guest editors to take charge of an issue, so please contact me if 
you would like to have a go. 

(Continued on page 5) 

 
REPORT OF THE CHAIR, IFAL-UK 
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DEVELOPMENTS  
 
The executive has had close contact with Albert Barker and his work in Romania and received a request from 
the University for copies of Reg Revans’ papers in our library. We are exploring ways of funding this at no 
cost to IFAL UK. We hope this will encourage them to be part of the IFAL network.  
 
I have links with people in Uganda who are interested in the use of action learning and will be exploring this 
with them over the next few months. 
 
TRAINING OF FACILITATORS 
 
This has been a topic of discussion as long as I have been a member of IFAL. Well, Peter Smith, a UK member 
has approached us in his consultancy capacity to approve his training programmes. He originally wanted IFAL 
UK to certificate all participants on the completion of training. The executive debated this and agreed we do 
not have the infrastructure to do this. We have however agreed to give our stamp of approval on the course 
content, for a negotiated fee to IFAL-UK when courses are run. This would be available to other members who 
wish to submit training programmes to the executive. Peters' programme will be available at the conference. 
 
The current executive members are willing to serve for another year, but would welcome anyone wishing to 
stand for election. So please do contact Pam if you want to get involved. 
 
 
 
 
Ray Mahoney, 
Chair IFAL-UK 

 
The next Newsletter will be published in May 

 
Please send contributions directly to Lancaster (preferably on e-mail) to: 

 p.wright@lancaster.ac.uk 
 

Pam Wright, IFAL Administrator 
Dept of Management Learning 

Management School 
Lancaster University  
 Lancaster LA1 4YT 

 
DATE FOR COPY 11th April  
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IFAL is an independent organisation with registered Charity status, the admini-
stration being undertaken by me on a part-time basis based at Lancaster Univer-
sity’s Department of Management Learning. 
 
I was privileged to represent IFAL at the memorial service for Reg Revans, the 
founder of action  learning who died earlier this year.  The service was held at the 
Lowry Centre in May and was followed by an evening meal attended by many of 
Reg’s family and friends.  Whilst a sad occasion it was mainly a celebration of a 
remarkable man whose legacy lives on in IFAL. 
 
There continues to be some frustration on the work on the web page, not helped 
by the change of ownership of the service providers and a change to the technical 
staff.  However, things are moving forward and it will be my main objective for 
2004 to progress this in a positive manner.  It is the main means of disseminating 
the Newsletter and it is important, therefore, that members keep me informed of 
changes to email addresses. 
 
The membership list is still not available on the web but can be sent in .pdf form 
to any members requesting a copy by emailing me on p.wright@lancaster.ac.uk. 
 
As I write this I am looking forward to meeting you all at the December Confer-
ence to be held in London later this month. 
 
 
 
 
 
Pam  Wright 
IFAL Administrator 
December 2003 

IFAL ADMINISTRATION REPORT 
AUGUST 2002—JULY 2003 
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TIM VIDAL-HALL 

  

I am very sad to report the death of a long serving member, Tim Vidal-Hall. 

Tim served IFAL for many years on the executive board, among his achievements were a 
database for membership and some ground breaking work around facilitation skills. 

He was always ready to ask appropriate questions and though he and I did not always 
share the same viewpoint, our debates left me with a greater understanding of what we 
were both trying to achieve. 

I believe Tim had action learning in his heart and his soul and I am thankful to have the 
privilege of working with him and knowing him. 

Ray Mahoney, Chair IFAL UK 

________________________________ 

 
 
I met Tim some years ago when Jean Lawrence co-opted me on to the Executive.  Not being an Ac-
tion Learning professional, I had little technical interface with Tim. However, I found him always po-
lite, firm about his principles and someone you could really rely on. I was disappointed when he left 
the Executive and shocked to hear of his death.  
 
Roger Reissner  
 

___________________________________ 
 
I was fortunate to work with Tim at The Industrial Society in the 1970s.  
I was then a member of the Overseas Department and Tim joined the Society 
as a new adviser in the Industrial Relations department.  He soon became 
Head of Industrial Relations - working with managers and trade unionists 
to improve working practices and relationships at work.  He certainly in-
creased the society's credibility in this area as he was very sound on in-
dustrial relations practices.   
 
He left The Industrial Society around 1974 and I next met him working in 
Dacca, Bangladesh, where he was working for one of the international agen-
cies.  We worked together again with IFAL. during the 90’s when he did a 
wonderful job sorting out membership matters. He never lost sight of the 
vision of the Industrial Society, which was to make the best possible use 
of people's abilities at work and to enthuse and encourage them to give of 
their best. 
 
Clive Peacock 

_______________________________________ 
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Pluses 

 

Application-wide 

 

Choice of days to attend 

 

Action learning sets 

 

Mixed programme 

 

Arts in action learning 

 

Same hotel (for some) 

 

Outside influence 

 

Theory/practice 

 

More people from home country (cf 

Canada Conference) 

 

Conference cost 

 

Minuses 
 
Not enough people from host coun-
try 
 

Mix of participants (not enough non-
action learning people) 
 

Electronic media 
 

Personal invites needed for some for 
funding to be approved 
 

No introduction to action learning in 
programme 
 

No introduction day for beginners 
 

Theory 
 

Introduction to conference too long 
 
Voice volume 
 

Different hotels (for some) 
 

Group numbers balance/
management 
 

Clarity of purpose/flexibility (of 
groups) 
 

Initial unification 
 

No daily resumé 
 

IFAL Conference 
15-17th  December  2003 

Cityside Training Centre, London 

Pluses and minuses from the Conference 
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All photographs by Pam Wright 

Alan Wenham-Prosser intro-
duces the conference 

Theresa Barnett 
 explains the Arts & 
Learning workshop 

Jan Van Bommel 
gives his group’s 
views 

 

Guest Speaker David Botham 
gives an overview of action 
learning 
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Flip charts and wall space were put to good use!! 

There was even time for relaxation, singing 
and dancing! 

All photos by Pam Wright 
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It’s pretty safe to assume that any strategist 
would be more than happy with a 400% re-
turn on investment within twelve months.  
 
To visualise how that might occur, imagine 
an organisation that determines to become a 
learning organisation and to identify and de-
velop future leaders from within. It produces  
a Human Resource strategy to enable the 
achievement of these key goals.  The strat-
egy has to align to the current corporate 
strategy which has inevitably a continuing 
set of themes - to achieve current corporate 
objectives, maintain competitive advantage, 
add value, and provide tangible business 
benefits in what is a fiercely competitive 
market sector.  
 
A budget of £70,000 is set aside for one key 
element of the strategy in year one. A team 
of consultants is employed who work over 
this one year period. Its remit is to manage 
the development of  leadership competen-
cies within a pilot group of 35 employees 
and to evaluate the results.   
 

The consultants work over a year period and 
report back. The report indicates that, over 
this period, 30 participants have developed 
core leadership competencies which have 
been seen in action, some of these people 
have also been promoted and all have 
achieved a management qualification. The 
key business performance targets of these 
people have been achieved and, in many 
cases, exceeded. Audited financial perform-
ance reports have proved that change initia-
tives implemented by these participants for 
business improvements in their own working 
areas have already produced cost savings 
and revenue enhancements to the tune of 
£276,000 and are projected to achieve  total 

 
 
 

 
 benefits of £2,810,000 within two years. A 
healthy and encouraging pay back in any-
one’s book both for the organisation  and  its  
people.  
 
This organisation decides to continue with 
the strategy but employ a different set of 
consultants in year two. The second set of 
consultants also report back very positively. 
As in year one, the development of people 
has been clearly demonstrated and ap-
praised, again participants have achieved a 
management qualification, and the consult-
ants not only claim to have exceeded the op-
erational improvements of year one but pro-
ject that  a further £1 million pounds will be 
realised in business benefits within a further 
18 months.  
 

This strategy is obviously working and so, in 
the following four years up to the present 
time, a different set of consultants is em-
ployed year on year, and similar tangible 
benefits continue to emerge.  
 

So what is the secret behind this success? 
Why were the consultants changed year on 
year? Simply that the ‘consultants employed’ 
were the participants on each programme,  
the targets of development, and to date 
these individuals have contributed to bottom 
line improvements to the tune of over £4.5 
million. 
 

This case study is real and is based on Brit-
vic Soft Drinks Ltd, a subsidiary of Bass plc. 
Essentially it is demonstrating the influence 
and impact of an Action Learning approach 
to organisational and people development.  
 
THE CONCEPT OF ACTION LEARNING 
 

For the uninitiated, an explanation of action 

(Continued on page 12) 

Action Learning leads to the  
bottom line - a case study 
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learning is offered. Firstly, the underlying princi-
ples governing the concept are, that individuals 
should take responsibility for their own learn-
ing; and that the learning should involve not 
just analysing a situation or making recommen-
dations about it, but taking some form of action 
based on good practice.   
 
In a conceptual sense it is a social managerial 
process whereby  small groups (called sets) of 
people meet and learn with and through each 
other with the support of an experienced facili-
tator. The purpose of which is to identify and 
address business issues and personal develop-
ment challenges, turn these into projects which 
are fully undertaken and evaluated. The learn-
ing evolves from involving work teams and 
managers of the participants in projects, and by 
the ‘set’ members challenging and supporting 
each other throughout the process.  
An action learning programme does not exclude 
the provision of formal training however it can 
enable a far more rigorous testing of the knowl-
edge and skill acquired. It can also demonstrate 
the application and its value towards organisa-
tional development and self development objec-
tives. The model of Action Learning used within 
the real case study did provide skills develop-
ment workshops and theoretical workbook ma-
terials to allow participants to manage their 
own learning objectives. 
Actually what is involved is far more fundamen-

tal and experiential as action learning means: 
• addressing real problems and situations in 

one’s own business area 
• involving the work team and manager in the 

process of learning 
• knowing what skills to employ 
• learning with others by questioning and chal-

lenging 
• persuading and influencing in putting a case 

forward for change 
• providing a visible and tangible contribution 

within whole process 
• being decisive 
 
ACTION LEARNING IN PRACTICE 
 
In reality there are always frustrations and con-
straints to manage but that is key to learning - 
dealing with reality. Positive skills and attributes 
are demanded and examples of these were 
identified as essential by the actual participants 
within the case study to manage themselves 
and others, and the situations in which they 
found themselves, both in their action learning 
sets and within their work environment: 
 

• plan well and monitor effectively  
• have a positive and focused attitude 
• display confidence 
• be persistent  
• deal with poor performance 
• deal with low morale and motivation 
• cope with diversity, uncertainty, ambiguity 
      and conflict                               
• confront constructively all levels of manage-

ment 
• manage stress 
•  track achievements positively and give 

praise 
• listen 
• make the right (sometimes hard) decisions 
• display empathy not sentimentality 
• abide by the standards you set 
•  

(Continued on page 13) 

 
  

 

Development 
workshops  

Team 
Meetings 

Projects 

“Sets” 

Coaching  

Self 
 managed 

study 
 material 

PERSONAL 
 GOALS  

ACTION 
LEARNING 

CORPORATE  
GOALS  
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• appraise performance objectively and 
 specifically  

• network 
• negotiate and be flexible  

 

Not a bad set of hard and soft competences 
in their own right! 
 

The participants  proved, by their own com-
mitment and determination, they were able 
to take ownership of their learning. Two of 
their greatest challenges were in having to 
change their own behaviour, and the level of 
commercial awareness their learning de-
manded. These were people who came from 
all areas of the business and not one person 
was above the level of a team leader, and 
many had not yet achieved that status when 
they took up the challenge and embarked 
upon this programme. Traditionally, action 
learning has been pitched at higher levels of 
management, or within graduate training 
programmes, where authority is firmly estab-
lished and the intellectual ability to apply 
theory into practice is assumed. Two as-
sumptions that are not always proved to be 
valid!  
 
IMPLEMENTING ACTION LEARNING 
 
An action learning approach can be a high 
risk strategy and is not for the faint hearted, 
either organisationally or individually, al-
though the potential benefits and rewards 
have already been made obvious earlier 
within the case study. The reality is that not 
every individual who starts will see it through 
and this can be for a variety of reasons. Be-
fore embarking on an action learning strat-
egy some risk analysis should be undertaken. 
This will not eradicate risk but it will provide 
some measure of the level of risk involved. 
Important questions need to be asked, and 
answered honestly. 
 
 

Sponsorship 
 
People cannot produce results unless they 
are given opportunity. People cannot exploit 
an opportunity without support, authority 
and resources 
 
• will the strategy be seen to be sponsored 

at the highest level?  
• will people be given the opportunities to 

work with reality? 
• what level of autonomy will people be 

given in terms of choice and direction of 
their own learning? 

• will line managers see this as threatening? 
• do our sponsors need support too? 
 
Culture 
 
People will only develop within a  culture that 
allows them the freedom to experiment 
 
• is our culture risk averse?  
• do we have a blame culture? 
• does good and bad news travel well up 

and down and around the organisation? 
• does knowledge mean power and is it 

owned by just a few? 
• how effective is current team working? 
• will people, not chosen to be involved, be 

jealous? 
• is learning really valued, or is training 

seen as the panacea to skill development? 
• do we like to be taught or do we like to 

learn? 
• how acceptable to the culture is 360 deg. 

appraisal?  
• what mix of learning styles are most ap-

parent in the organisation? 
• what essential corporate systems and 

processes must be applied to the process? 
• will our professional facilitators respect 

our culture? 
 

(Continued on page 14) 
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Setting objectives 
 

Objectives need to be realistic, achievable 
and mutually agreed and understood with all 
stakeholders   

• is a  quantitative return on investment ex-
pected? 

• what should we have to justify and/or 
prove? 

• is the programme meant to enable a form 
of cultural shift in managerial behaviour? 

• does our current competency framework 
mirror the shift we need to make? 

• does our competency framework support 
an action learning philosophy? 

• should the programme have an formal 
educational route leading to a qualifica-
tion? 

• what knowledge and skills are seen as es-
sential to hold and to share? 

• are we pitching the programme at the 
right level? 

• do we need to undertake a training needs 
analysis? 

• what criteria for recruitment onto the pro-
gramme should we employ? 

• how should we align the programme to 
succession planning and career develop-
ment? 

• how should we prepare for the next gen-
eration of ‘learners’? 

• how should we plan to involve each gen-
eration of ‘learners’ in future pro-
grammes? 

• what attrition rate will be acceptable? 
 
 
Implementation 
 

I kept six honest working men, they taught 
me all I know, their names were what and 
why and when, and how and where and who  
 Rudyard Kipling 
• what time frame are we working within? 
• what schedule of events do we need to 

plan for? 

• how well do we organise ourselves usu-
ally? 

• what contingency plans require to be in 
place? 

• what did we learn from our last training 
and development initiative? 

• what should we repeat? 
• what should we avoid? 
• what do we need to incorporate? 
• does our budget match the resources we 

need to employ? 
 

EVALUATING ACTION LEARNING 
 

For real transformation to occur, evaluation 
has to be seen as joint responsibility be-
tween people. Evaluation, with variable valid-
ity, could  occur at six levels.  
 

Using an analogue of an elevator, the higher 
the number pressed as an evaluation target, 
the higher the learning achievement to 
reach! It is considered that even in the last 
decade where more and more organisations 
have promoted themselves as a learning or-
ganisation less than 5% have pushed the 
elevator buttons for level 6. 
 

Level 1  - immediate reaction to a training 
event requested from people by the   organi-
sation or provider  called ‘happy sheets’ 
Level 2 -  pre- event survey  determining de-
velopment needs and, at some point   a f t e r 
surveying whether needs were met, suppos-
edly involving the line  manager 
 

Level 3 -  at pre-defined points after the 
event, asking of people what and how  t h e y  
have applied learning into their work 
 

Level 4 - at pre-defined points after the 
event, survey on how this    contributed to 
business goals in a tangible way 
 

Level 5   - the participants record and report 
to interested parties on how they   b e l i e v e 
they have learned/developed/learned and 

(Continued on page 15) 
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how/why they have  achieved results 
Level 6 -everyone is learning by asking oth-
ers, frequently, what  they have   l e a r n e d , 
how developed and evaluated achievements. 
Any developmental programme, be it organi-
sationally or personally based, cannot be ef-
fectively evaluated without clear objectives 
and measurements for success established at 
the outset. Why embark on any journey 
without  a final destination in mind? In the 
case of learning organisations however this is 
a journey that can never end but a route 
map can be framed with constant discovery 
along the way. Essentially,  discovery real-
ised is evaluated against milestones set.  
 

A learning organisation has to set itself the 
challenge of improving and innovating: 
 

• continuing to do what it does well 
• doing what it has always done better  
• doing news things in the best way possi-

ble  
• doing new things differently  
 

Dependant on its culture, this will mean a 
mix of learning within prescribed parameters 
and learning by encouraging change within 
parameters. The outcomes of the case study 

proved that if you allow people to be in-
volved in setting objectives they are moti-
vated to achieve them and, by also setting 
their own standards for success, they will in-
variably work to higher ones that those pre-
scribed or imposed. Empowerment is a word 
that possibly springs to mind. 
 
Jenny Jarvis and Associates (JJ&A) is a Train-
ing and Development Consultancy formed in 
1989. The mission statement contains just 
three words - People, Performance, Poten-
tial. An underlying philosophy for JJ&A is 
‘acting in partnership’ with clients to create a 
learning environment, to gain commitment at 
all levels of management, to help develop 
personal potential and to lead to excellence 
in organisational efficiency and effectiveness. 
JJ&A provides customised development pro-
grammes designed specifically to client 
needs including Team Effectiveness and 
Leadership, Communication, Personal Effec-
tiveness, Managing Change, Strategy and 
Marketing. As an accredited centre, JJ&A 
also provide management qualifications. 
JJ&A is a specialist provider of Open Learn-
ing and Action Learning programmes. In 
partnership with Britvic Soft Drinks Ltd, it 
won a National Training Award for the pro-
gramme discussed within this article.  
 

25% Introductory Discount to Action Learning: 
Research and Practice 
 
Taylor & Francis are pleased to offer members of the 
International Foundation for Action Learning (IFAL) a 
special introductory discount of 25% on a subscription 
to the new journal Action Learning: Research and 
Practice.   
 

For ordering information please visit: http://www.
tandf.co.uk/journals/offer/calr.asp  
 
Special Rate on personal subscriptions US$51/£31 
(Normal Rate US$68/£42) 
 

Action Learning: Research & Practice will publish 
articles which advance knowledge and assist the deve l-
opment of practice through the processes of action 
learning.  Articles should aim to create empirically 
grounded theory, which widens understanding of ac-
tion and learning in professional and organisational set-
tings.  
 

Action learning is grounded in the approach pioneered 
by Reg Revans which holds that there can be no learn-
ing without action and no knowing without the effort to 
practice and implement what is claimed as knowledge.  
 

Because action learning promotes the creative integra-
tion of thinking & doing, theory & practice, academic & 
practitioner, contributors are asked to strive to hold 
these often diverse perspectives together.  
 

An important question in assessing papers will be: “Is 
this likely to help people in the further development of 
their practice in working with people, organisations and 
communities?”  
 

The editors welcome contributions to the journal 
please see instructions for authors for further details: 
http://www.tandf.co.uk/journals/authors/calrauth.asp  
 

For further information on the journal please visit: 
http://www.tandf.co.uk/journals/titles/14767333.html  
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Notice Board 
  

 

Is anyone interested in forming an 
action learning set? 
 
Corinne Rosenberg would like to 
know if any of the independent 
consultants/practitioners who were 
at the annual conference in De-
cember would like to join her in 
forming a set. 
If you are interested please contact 
Corinne direct on 
corinne_ivan@msn.com 

 
See: www.networkpress.
co.uk  
For a specialist publisher/
mail order service with a 
wonderful range of books 
on learning including emo-
tional intelligence and mul-
tiple intelligence for teac h-
ers and others interested 
in the subject.  

Any Answers  
-----------  
 
This week's questions include:  
 
I am writing a training pack-
age on appraisals and I can 
not seem to find anything on 
when the first system was used 
and where.  
Can anyone shed any light? 
Asks Jayne Williams.  
http://www.trainingzone.co.uk/
item/121569/728  
 
Can anyone recommend a French 
management training organisa-
tion, preferably one that they 
have experience of using? Asks 
Joanne Dodge.   
http://www.trainingzone.co.uk/
item/121563/728  
 
 

 
I am looking for a Leadership 
Styles Questionnaire that 
would take no more than 20 
minutes to complete and 20 
minutes to interpret, can any-
one help? Asks Garth Wood.  
http://www.trainingzone.co.uk/
item/121486/728  
 
Last week Mike Taylor, William 
Chadwick and Neil Wilkins were  
among those who shared their 
experience and insights 
through Any Answers. If you 
have a question, or can offer 
an answer,  
go to:  
http://www.trainingzone.co.uk/
community/anyanswers/index.
html  
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Sams Books were represented at the Conference 
in December. They are the specialist book ser-
vice for all those concerned with the meeting 
points of arts and culture/learning/
management/education see website at: www.
sam.arts.co.uk  
 
Understanding Learning and Arts in Learning 

Art Education and Human Develop-
ment 
By Howard Gardner 
By The Getty Education Institute for the 
Arts 1989 ISBN 0 89236-179-4 £8 [£11.30 
inc p&p] 

For Life: A Vision for Learning in the 
21st Century 
Ed. Peter Maxted  
Pub Campaign for Learning £9.95 1996 
ISBN 0901469262 
An interesting collection of essays writ-
ten by key people in education and train-
ing. They cover a wide range from pre-
school to octogenarians, individuals to 
organisations, with plenty of thought 
provoking material. Useful background 
for Lifelong Learning and related poli-
cies and debates.  

From the Ivory Tower... to the Street: 
Putting learning theory into practice  
Ed. Peter Maxted 
Pub Campaign for Learning 1996 £9.95 
1996 ISBN 1857410041 
A real gem - it starts with all the most 
useful bits of learning theory introduced 
in clear language and well-presented on 
the page with good diagrams where 
needed. It goes on to cover the latest  

 

 

ideas on learner centred approaches, active 
learners, work based learning, conditions for 
learning, whole brain learning, whole 
person learning - all these are explained as 
useful concepts for use in practice. A 
wonderful book —essential reading for 
anyone interested in how learning works, 
and/or involved in designing and 
promoting learning (with adults or young 
people).  

Out of Our Minds - Learning to Be 
Creative 
By Ken Robinson 
Pub: Capstone 2001 £15.99 ISBN 1-84112-
125-8 
Review 

Thoughts on Art Education 
By Rudolf Arnheim 
Pub The Getty Education Institute for 
the Arts 1989 ISBN 0-89236 163 8 3 £8 
[£11.09 inc p&p] 

Understanding Barriers to Learning: A guide to 
research and current thinking  
By Peter Maxted 
Pub Campaign for Learning 1999 £12.95 ISBN 
1857410343 
A well-structured and clearly written practitio-
ner's guide to the findings of recent research on 
barriers that prevent people from learning. It 
identifies three categories of barrier - cultural, 
structural and personal, and covers both young 
people and adults, in formal education and a 
wide range of areas of learning. There is some 
very useful and stimulating material here, 
which should be of great use to those promoting 
and/or designing learning opportunities, or 
those simply interested in the current state of 
Britain in relation to the aim of becoming a 
Learning Society.  

Books...Books...Books 
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Ordering Information: By phone: 01264 343071 or 08700 768853  (Please have your credit/debit card 
ready.) By fax: 020 784 2309 
By Post: Hannah Qualtrough, RoutledgeFalmer, 11 New Fetter Lane, London EC4P 4EE 
On the Web:  www.routledgefalmer.com By email: book.orders@tandf.co.uk 

T h e  A c t i o n  L e a r n i n g  H a n d b o o k  
P o w e r f u l  T e c h n i q u e s  f o r  E d u c a t i o n ,   

P r o f e s s i o n a l  D e v e l o p m e n t  a n d  T r a i n i n g  
 

B y  I a n  M c G i l l  a n d  A n n e  B r o c k b a n k  
 

 
 
Ac t ion  l ea rn ing  i s  a  con t i nued  p rocess  o f  l ea rn ing  and  re f l ec t i on  w i th  the  suppor t  o f  a  g roup  o f  
co l leagues ,  work ing  on  rea l  i ssues .  The  ac t i on  l ea rn ing  me thod  i s  i nc reas ing l y  used  to  b r i ng  i nnova t i on  
to  many  d i f f e ren t  f i e lds  o f  work .  The  p r inc ip les  o f  ac t i on  l ea rn ing  can  ach ieve  improvement  and  
t rans fo rmat ion  in  a  w ide  range o f  app l i ca t ions  and d isc ip l ines ,  inc lud ing  p ro fess iona l  t ra in ing  and  
educa t iona l  con tex ts . 
 
Th i s  book  i s  a  comprehens i ve  gu ide  to  ac t i on  l ea rn ing  wh ich  ma in ta ins  an  access ib le ,  p rac t i ca l  f ocus  
th roughou t .  I t  i s  packed  w i th  use fu l  resources ,  i nc lud ing  case  s tud ies  and  ideas  fo r  workshop  sess ions . 
 
Key  top ics  covered  inc lude :  ac t ion  lea rn ing  in  p ro fess iona l  and  educa t iona l  se t t i ngs ;  se t t i ng  up ,  
fac i l i ta t ing  and  eva lua t ing  an  ac t ion  learn ing  p rogramme;  the  ro les  and  sk i l l s  requ i red  to  p rac t i ce  
successfu l ly ,  i ts  use in  re la t ion  to  the ind iv idua l ,  the  group  and  the  o rgan iza t ion ;  the  ro le  o f  re f lec t ion ;  
and  ac t i on  l ea rn ing  t heo ry . 
 
Newcomers  to  the  a rea  o f  ac t ion  lea rn ing  w i l l  f i nd  th i s  an  essen t ia l  i n t roduc t ion  wh ich  can  be  pu t  to  use  
s t ra igh t  away ,  wh i l e  more  expe r ienced  p rac t i t i one rs  seek ing  a  deeper  u nders tand ing  w i l l  va lue  the  
tho rough  ana lys is  o f  ac t ion  lea rn ing  theory . 

 
 
 
 
 
 
 
 
 
P u b l i s h e d :  N o v e m b e r  2 0 0 3 

P a p e r b a c k :  0 - 4 1 5- 33511 -6 :  £29 .99              
  
 
 
 
 
 
 
 
 

 
' N o  m a t t e r  h o w  f a m i l i a r  y o u  a r e  w i t h  
ac t ion  learn ing ,  th is  b ook  w i l l  cha l l enge  
y o u r  u n d e r s t a n d i n g  a n d  l e a v e  y o u  
f e e l i n g  g o o d  a b o u t  y o u r  n e e d  t o  l e a r n  
e v e n  m o r e . '   
 
- P r o f e s s o r  B r e n d a n  M c C o r m a c k ,  
Un ivers i ty  o f  U ls te r 

Conten ts : P a r t  1 :  S t a r t i n g  A c t i o n  L e a r n i n g 1 .  I n t roduc ing  Ac t i on  Lea rn ing  2 .  Types  o f  Ac t i on  
Learn ing  3 .  I n t r oduc to r y  Workshops  4 .  S ta r t i ng  a  Se t :  The  F i r s t  and  Second  Mee t i ngs  Par t  2 :  
U n d e r s t a n d i n g  A c t i o n  L e a r n i n g 5 .  D ia l ogue  and  Co l l abo ra t i ve  Lea rn ing  6 .  Ac t i on  Lea rn ing  as  a  
Re f lec t i ve  Process  7 .  The  Soc ia l  Con tex t  o f  Ac t ion  Learn ing  P a r t  3 :  F a c i l i t a ti n g  A c t i o n  L e a r n i n g 
8 .  G roup  Dynamics  i n  Ac t i on  Lea rn ing   
9 .  Be ing  a  P resen te r  10 .  Be ing  a  Se t  Member  11 .  Be ing  a  Fac i l i t a t o r  12 .  Deve lopmen t  and  
Accred i ta t ion  o f  Fac i l i ta to rs  o f  Ac t ion  L e a r n i n g  P a r t  4 :  E v a l u a t i n g  A c t i o n  L e a r n i n g 13 .  The  
P r o c e s s  R e v i e w  1 4 .  Eva lua t i ng  Ac t i on  Lea rn ing  15 .  End ings  
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The IFAL library is a unique collection of over 1000 
articles and books on Action Learning.  For mini-
mal charge, the Lancaster office will supply hard 
copies of the complete list of items and a short list 
of particularly important practice-related publica-
tions (£5) and copies of articles (£1.25).  We believe 
that this is a valuable resource for practitioners, 
researchers and others interested in Action Learning. 
 
Please send copies of any articles or reports on action learning you 
have written for inclusion in the library. 
 
 
 IFAL Librarian 

 
 

IFAL LIBRARY 

 
 

Copies and details of publications  or requests for a listing of 
 publications and/or copies of articles should be 

 addressed to: 
 Pam Wright IFAL Administrator, 

 Dept of Management Learning, Lancaster University,  
Lancaster, LA1 4YX, 

 email p.wright@lancaster.ac.uk  
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THE INTERNATIONAL FOUNDATION FOR ACTION LEARNING 
 

THE WORK OF THE CHARITY AND THE BENEFITS OF MEMBERSHIP 

The International Foundation for Action 
Learning is a company limited by guarantee and 
a registered charity, set up to promote action 
learning.  This is a process for improving 
management in which people learn together by 
direct involvement in the identification, analysis 
and treatment of their own real problems and 
opportunities.  It is a form of learning by doing. 
 
Action learning is used in many industries, 
businesses and services in this and other 
countries.  Examples are: 
 
1. managing director groups; 
2. helping the unemployed to start their  
 own business; 
3. developing skilled managers as they take on 
 new responsibilities; 
4. improving productivity in retailing and 
 manufacturing companies; 
5. bringing about operational change in large 
 organisations; 
6. improving services in health and education. 
 
Action learning has demonstrated that it can help 
individuals and organisations to adapt in a fast 
changing world 
 
Since 1977 when it was set up ALT/IFAL has 
become well-known and respected as a source of 
information and support for those who practice 
or are interested in action learning. IFAL 
encourages the use of action learning by: 
 
1. Information - On request, responding to 
requests and promoting discussion by phone 
or letter. 
 

2. Library - IFAL has a substantial library 
 (over 1000 items) of writings about action 
 learning, many of which are not available  
 elsewhere.  Copies of items may usually 
 be purchased for the cost of photocopying  
 and distribution.  Some of the most useful are 
 unpublished discussion papers. 
 
3. Newsletter - A regular newsletter provides the 
 opportunity for members to share their ideas and 
experience, it is used to spread  news and views  
about the process of action learning and its 
development .  It includes book reviews and  
reports of conferences, and promotes discussion 
through correspondence and articles. 
 
4. Meetings/Conferences/Workshops - IFAL 
 arranges meetings around the country for 
 the purposes of exchanging information and  
 to highlight problems in the application and 
 use of action learning.  Conferences are held  
 regularly and occasional regional meetings  
 provide a local forum for debate and learning. 
 
The design of these meetings is always  
 participative following the principle of action  
 learning that people learn best from people who  
are also learning. 
 
5. Network of individuals and organisations - 
 Through its international membership, IFAL 
 constructs a network of people who can  support 
 one another in their diverse experiences   
of action learning throughout the world in private,  
public and voluntary sectors. 
 
 

In summary: IFAL exists to identify and encourage a network of enthusiasts who will 
support and develop the work of action learning worldwide.  It is an educational charity 
and in order to do its work properly it appeals for financial and practical support from 
those who believe in the value of action learning 

IFAL’S REGISTERED CHARITY NUMBER IS: 273242 


