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fp * Following the report on the visit to Reg Revans by Ray Mahoney in the
T po%® last issue of Action Learning News, the following short biography of
Reg Revans, followed by some information on the Revans collection is

reprinted with kind permission of University of Salford.

Reginald William Revans was born in Portsmouth in 1907 and was educated at
University College London, and Cambridge. Whilst at Cambridge he studied un-
der Ernest Rutherford and JJ Thompson - the fathers of nuclear physics. Work-
ing in the Cavendish Laboratories he took part in weekly seminars where re-
searchers came together to describe their work and the problems they were fac-
ing. This act of 'sharing their ignorance' enabled the research to move forward
beyond the textbooks, into areas where there were no 'experts' and no prefabri-
cated answers.

After Cambridge, Revans moved to become a Deputy Chief Officer of Education
for Essex County Council (1935 - 45) and then Director of Education in the re-
cently nationalised Coal Industry (1945 - 50). This new organisation was required
to increase production to help Britain recover from the effects of war. Faced with
this challenge, Revans introduced the process that had been so effective in Cam-
bridge - he encouraged pit managers to meet together in small groups, to share
their experiences and ask each other questions about what they saw and heard.
The approach was successful, pit managers wrote their own handbook on how to
run a coalmine, and productivity increased by over 30%.

From the National Coal Board, Revans moved into academia, becoming the first
Professor of Industrial Administration at Manchester University (1955 - 65). Dur-
ing his time at Manchester he began his long association with the National
Health Service, working on a range of projects aimed at using the skills and expe-
rience of those involved in issues to resolve those issues.

After resigning from Manchester University, Revans moved to Belgium where he
headed the Inter-University project, which had been set up to improve the rank-
ing of Belgium in the organisation for Economic Co-operation and Development
league. Working with five universities and 23 of the country's largest businesses,
Revans' collaborative approaches succeeded in raising Belgium's industrial pro-
ductivity growth rate above that of the USA, Germany and Japan. Revans was
subsequently awarded with the nation's top honour by the King of Belgium.
Since the 1980s Revans has worked with public and private sector organisations,
in the UK and internationally, advocating the process of action learning as a way
of enabling and empowering people to learn with and from each other.

In 1995 he supported the establishment of the Revans Centre for Action Learning

and Research at Salford University and donated his archive of action learning
and related documents.

Continued on p2
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The Revans Collection (continued)

Contents

The collection contains the work of Revans, including a substantial amount of
working papers, articles, chapters of books, and published work written both by
Revans and by a number of other authors. Also included in the collection is a
large quantity of correspondence, flip charts, audio/visual material and library
references to Revans work.

Provenance
The collection was given to the University of Salford by The Revans Centre.

Arrangement

The majority of the material had been listed and arranged by Janet Craig, an as-
sociate of Professor Revans. The original index systems were initially unclear,
however some degree of order was eventually discovered and it was thought best
to follow the original system of cataloguing due to the time constraints involved
with getting the collection finished. Material which was not included in the origi-
nal index systems has been added and in some cases a new system of catalogu-
ing has been adopted. (Cataloguing done by Jaime Harris-Hughes). The material
has been arranged into the following series:

RWR1: [PDF] RWR5-1: [PDF]

Working papers, articles and chapters Correspondence, pre-1990.
written by Revans. RWR5-2: [PDF]

RWR2: [PDF] Correspondence, post-1990.
Papers and Chapters covering the main RWR6: [PDF]

Action Learning Themes Flip charts

RWR3: [PDF] RWR7: [PDF]

Working papers, articles and chapters Audio/visual material
written by other authors interested in  RWRS8: [PDF]

Action Learning. Miscellaneous mate- | il o [HEESA
RWR4: [PDF] rial. By

Y m.@uu
Published work; including books by Re- RWR background in- D
vans, books by other authors and jour- formation: [PDF] V\" i \:27

nal editions.

http://www.ais.salford.ac.uk/publica/speccoll/revans.html

The next Newsletter will be published in January 2003

Please send contributions directly to Lancaster
(preferably on e-mail) to:
Pam Wright, IFAL Administrator, Dept of Management Learning, Lancaster Univer-
sity, Lancaster, LA14YT

p.wright@lancaster.ac.uk

BY 10 December 2002
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A six-month longitudinal study of action learn-
ing sets or groups attempted to provide quantifi-
able as well as qualitative evidence that learning
is transferred back into the workplace. An ongo-
ing evaluation of the action learning process was
set up using mixed methodologies in order to
test whether it could capture new information
and insight into the learning, which occurred
over the six months period.

The study took place in the London office of
a U.S. multinational corporation, which was un-
der considerable pressure from rapid changes,
mergers and acquisitions. The Managing Direc-
tor was concerned about motivation and un-
tapped skills, and its potential effect on reten-
tion, as the organisation expanded rapidly.

Simultaneous with the evaluation of the action
learning process, it was an experiment to see
whether the project could be successful in such a
challenging environment, as this could be appli-
cable to other small and medium sized compa-
nies in transition, with little time for training.

Action learning participants therefore completed
guestionnaires for 10 sessions, and the results
were analysed. The quantitative results were
plotted as time line graphs and showed that
learning was transferred. Comments were ana-
lysed to show a real “learning journey” in which
frustration and anger was channelled construc-
tively into transformative learning. This resulted
in both personal learning outcomes and business
action outcomes, which have had organisational
effects. Additionally it indicates statistically that
this methodology could be used in a wider vari-
ety of settings for time-efficient, work based
learning. It would be especially effective for
intercultural or diversity initiatives.

Mumford (1997) has described evaluation of ac-
tion learning as a desert. This study therefore
used a new approach to evaluation, in which
changes take place within or as a result of
evaluation. This approach resonates with
Easterby-Smith et al. (1997)..

This research project was small in scale, but
points to the value of further, more extensive,

An action learning MSc I

evaluation studies. These
could focus especially at the process of affective
learning and its powerful results.

SUMMARY

When you read and are taught you gain knowledge;
when you take action, you gain experience; when you
reflect, you gain an understanding of both”
Anonymous

Premises and Objectives

Action learning is a well-established work-based
training methodology, yet there is little system-
atic evaluation of it in the literature. If it is as
useful as recent enthusiasts such as Mumford
and Pedler claim, it would be advantageous to
demonstrate its effectiveness for wider applica-
tion, and the reasons for its success should be
understood more thoroughly. This research was
conducted as a six-month longitudinal study,
which was designed to monitor and evaluate the
effects of action learning within the specific con-
text of the Europe, Africa and Middle East
(EMEA) office of Cendant International Assign-
ment Services (CIAS) after several mergers and
acquisitions by the U.S. multinational. The re-
search was designed to add insight into its appli-
cation, effects and usefulness. It focused on sys-
tematic monitoring, overview and evaluation of
the process of the project through ongoing ques-
tionnaires

The research project was initiated to determine
the following key questions of which the fist two
focus on process and the last two focus on the
tangible results for the participants and the or-
ganisation:

Is it possible to establish, sustain and monitor ac-
tion learning groups over six months at such a
developmental growth phase of the organisation ?

Can an approach of mixed quantitative and
qualitative methodologies monitor and measure
the process in a way which would add insight
into the process, or indicate that larger similar
studies would do so0?

Can the study identify transfer of learning from

(Continued on page 4)
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the action learning groups into the workplace?

Can the study demonstrate how useful the proj-
ect was to business and participant develop-
ment, over a six months period?

Research Design
The six-month longitudinal study would ob-
serve the process of action learning, while the
participants would simultaneously focus on
their business outcomes. Two groups or sets
were formed, one comprising the entire man-
agement team and the other from non-
management staff. The research design would
use:
A pilot study to test the feasibility of using
this methodology with the broad employee
group;
A control group polled from the broad em-
ployee population, who were not partici-
pating in action learning, before the start
and at the end of the project
Questionnaires which were designed to
provide quantitative as well as qualitative
results, gathered after each action learning
set meeting. This would examine a range of
guestions on the process of their learning:
effectiveness of their problem-solving; effec-
tiveness of the learning environment within
the set; development of patterns of reflec-
tion individually and with colleagues; and
frequency of use of action learning points
used in the workplace. Participants would
complete the same questionnaire at the end
of each session.
Questionnaires would then be analysed for
guantitative results. The analysis would in-
clude the number of respondents for each
session, the average scores, standard devia-
tions for each question at each session and
any trend observed
The comments for
each question added
the second dimension
of the study and were
analysed qualitatively.
The compilation of notes, taken at each
meeting added a third “narrative” dimen-
sion.
This mixed methodology was used in order
to add a different dimension to the research
on action learning, and to address its effi-
cacy, especially for small and medium sized
businesses, in which it is often seen as
“soft™.

Results and Findings

Action learning facilitated constructive Progress
feedback and increased motivation to || was also blocked
take the project forward. by time pres-
sures and work
style. Many of

Quantitative results

The two action learning sets did successfully
meet for 10 tracked meetings over 6 months,
and the groups remained intact, despite the
high turnover in the office generally during the
period. However because of this attrition, the
control group failed to complete the question-
naires at the end of the period
- The clearest quantitative development was
observed in the frequency of transfer of ac-
tion learning points into the workplace. This
is clearly significant, as this was a quantita-
tive indicator that learning was transferred
into the workplace in a challenging environ-
ment.
There was also greater frequency of reflec-
tion, and of examining of assumptions to-
gether with colleagues, in connection with
action learning. This also indicated a change
in habits and patterns from the results of the
pilot study, which identified that this had
been missing in the workplace.
The effectiveness of the action learning
group in giving support and constructive
criticism to its members was rated as the
most successful aspect. This was a sign of
the cohesion of the group, which was
achieved fairly early and remained consis-
tent.
Qualitative results: comment analysis
The comments were analysed for frequency of
negative comments, positive comments, learn-
ing and insight, and transfer to the workplace
Negative Comments
Early comments were negative or cautious
and there was also frustration at the amount
of venting, which took place in the early set
meetings, which was not initially perceived
as constructive.

the negative comments reflected the rapid
action- oriented style which was the domi-
nant participant style, combined with the
time pressures of the workplace

Positive comments
Greater awareness developed of the need to
act more reflectively and strategically in or-
der to be effective in a rapid moving, turbu-
lent workplace.
Participants generally emphasised the trust

(Continued on page 5)
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and support found within the group.
Action learning facilitated constructive
feedback and increased motivation to take
the project forward.

Developing learning and insight

These increased significantly and were the clear-

est example of how this very pragmatic group

of people really began to change their style and

look at themselves, each other and their situa-

tions in quite new ways. These were as follows:

- Recognition that there was transformative
learning at points
“Over the sessions the venting has been trans-
formed into problem solving testing and discuss-
ing”.
Tacit knowledge was increasingly surfaced:
“Reflecting and examining assumptions men-
tally every few days now”.

Transfer to the workplace

- The largest number of comments on the
guestionnaire referred to direct application
in the workplace, outside of the action
learning set. These comments corroborated
the quantitative results and demonstrated
the increasing use of Action Learning
points.

Group narratives

These informal notes on the sessions monitored

the development of the two groups and there

were some striking similarities in both groups.

- Both had the same major pattern of early re-
sistance, then anger and “passion”.
This led to breakthrough transformational
learning which engendered energy, ideas,
empowerment and
action.
Both groups were
struck by the emo-
tional process of
their  “learning
journey” and rec-
ognised in retrospect that the venting had
been a necessary and intrinsic part of the
process.
There were business or action outcomes
from both sessions. However group two
have managed to progress further in their
execution. These are described specifically
(Appendix 7)

Discussion
The four key questions were answered by this
study.
Was it possible to establish, sustain and monitor
action learning groups over six months at such a

The largest number of comments on the ques-
tionnaire referred to direct application in the
work-place, outside of the action learning set

developmental growth phase of the organisa-

tion ?
The whole pressure of change and extra bureau-
cratic procedures from U.S. Head Quarters was
the larger context in which the research was car-
ried out. It defined the topics addressed in the
sets and morale in the organisation in general.
The most dramatic way in which the context
was critical was in the failure of the control
group. The initial respondents were often so
new that they had no real ” feel” for the organi-
sation and there was such a high turnover that
the group basically evaporated by the end of the
period. It was all the more noteworthy that the
action learning sets managed to remain intact
throughout the six-month period.
On the negative side, it did require undue effort
to achieve successful completion of the project
and would therefore be difficult to replicate in a
similar environment or in a larger study.
Greater internal support would be critical to
success. Overall, this effort was justified as it in-
dicated that it was possible to achieve results in
such a pressurised, rapidly changing work envi-
ronment.

Could an approach of mixed quantitative and
qualitative methodologies monitor and measure
the process in a way which would add insight
into the process, or indicate that larger similar
studies would do so?
The multiple probe did offer something unique.
Action learning was put under a microscope in
a way that seems quite different from anything
else in the literature. The quantitative results of-
fered an extra dimen-
sion to the rich data of
the comments and nar-
rative. which gave a
more in depth, multi-
dimensional picture of
the process of action
learning than is shown elsewhere in the litera-
ture. The quantitative results may be useful, as
they are accessible to business managers, whose
daily experience includes measurable outcomes
and are suspicious of any expenditure of time
and effort without “somewhat provable” re-
sults.
The six months period gave a framework and
the act of regularly answering questionnaire
kept a discipline of enforced reflection may
have affected outcomes. Participants became re-
flective on the process or “journey” that they
(Continued on page 6)
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had been through, which has enabled them to
move on together. They recognised that the re-
sentment would have festered and become more
destructive, and that those who had not been
through the process seemed to be far behind
them in insight, maturity and in dealing with
the communication challenges.

One particularly striking element was the
“passion” which had been channelled into con-
structive energy, and had been essential to the
level of learning and change in both groups.
This was the most illuminating aspect of the ex-
perience, for all involved in the project. The
study partially captured this, but further similar
studies on this affective element in action learn-
ing could give more insight. Only further stud-
ies can reveal if this was idiosyncratic to this
specific organisation, or if it is an essential as-
pect of the action learning process, revealed by
the methodology of this study.

Could the study identify transfer of learning
from the action learning groups into the work-
place?
This was evidenced by the clear result of the nu-
merical data, and reinforced both by the com-
ments and also by the ongoing informal group
narrative. There is now shared reflection in the
workplace on a regular basis, which is surfacing
hidden issues more effectively and lead-
ing to creative and innovative solutions
There are also new action learning ini-
tiatives, which are now taking place
quite independently of this study. This
is a marked development from the pilot
study findings. G

Could the study demonstrate how useful the pro-
ject was to business and participant develop-
ment, over a six months period?

The quantitative results were unique in captur-
ing evidence of transfer of learning. This af-
fected the overall development of staff, their
strategic thinking, their motivation, and morale.
The project was unquestionably useful to the or-
ganisation in terms of business action and learn-
ing outcomes, independently of whether the re-
search study/questionnaire could fully capture
it. The business outcomes were not the main fo-
cus of the study but they are significant and
they included in Appendices 6 and 7. However,
the research did not manage to capture fully the

elusive, intangible experience nor the usefulness
of the project to the participants, either subjec-
tively or objectively. This can be observed in in-
formal explicit comments, even from non-
participants and also by a subtle shift of culture
observed in the office

Conclusions
The research study did show considerable
development in the participants' learning,
from the pilot study results to the end of the
six months period.
It achieved these results in an extremely
time- efficient way at a critical and challeng-
ing stage for the organisation, which has im-
plications for small and medium sized or-
ganisations at stages of rapid development
and transition
If evaluation of action learning is a desert,
as Mumford (1997) claims, then this study
makes a small contribution in a new direc-
tion.
This study, through its mix of quantitative
and qualitative approaches, achieved its
goals of shedding light on the transforma-
tional learning which is facilitated by the ac-
tion learning process. It is well aligned with
the growing preoccupation in the strategic
management literature noted by Harrison
(1996) with “central evolutionary and trans-
formational processes “
Chakravarthy and Doz (1992) and how
these lead to creative and innovative
thinking
This project corresponds to the defi-
nitions of a kind of evaluation described
by Easterby-Smith et al (1997), which
may be appropriate for action learning:
that of learning or changes which take
place within, or as a result of an evaluation.
This may be the key contribution to the lit-
erature as there is so little attention to
evaluation of action learning, and to the on-
going process.
The ongoing administration of the question-
naire highlighted some aspects of the proc-
ess, more clearly than any other study cov-
ered by the literature search, e.g., the chan-
nelling of emotional energy. Further re-
search of the process may highlight new ap-
plications for organisations that have little
or no time for training.

Corinne Rosenberg
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Interesting web sites

http://www.coachingnetwork.org.uk/

Welcome to the leading, independent vortal site, keep-
ing you informed of the latest developments in coaching and
mentoring. Connecting you to the people, products and services
you need for your business or personal success.

News Summary

European Mentoring & Coaching Conference 17-18th October 2002 - speaker update
Preparations for the 9th Annual European Mentoring & Coaching Conference are advancing
with the announcement of the draft programme of plenary and workshop speakers.

Coaching & Mentoring Network drop-in network session!

After a bit of a gap the next London drop-in networking session has been arranged -
Wednesday 25th September.

Coaching & mentoring in the news

The numbers of articles published on coaching and mentoring continues to grow - here's a
quick but by no means comprehensive round-up!

Coaching & Mentoring Network on the road

The Coaching & Mentoring has been busy spreading the word at conferences, symposiums
and speaking at events

Diversity specialists Schneider-Ross and mentoring specialists Clutterbuck Associates launch
new Diversity Mentoring initiative

The aim of this initiative is "to stimulate a paradigm shift amongst emerging leaders by pro-
viding them with opportunities to experience the power of diversity personally leading to deep
insights on diversity, which can take personal leaning and behaviour change way beyond di-
versity learning in the classroom situation”.

Coaching Manager e-book and CD-ROM - available on-line

Allan Mackintosh's The Coaching Manager e-book and CD-ROM are now available to order on-
line. This e-book contains 70 pages of tips, models, theories and practical advice for manag-
ers wishing to be more effective coaches in the workplace.

Honey & Mumford Learning styles questionnaire celebrates its 20th birthday with
a special offer!

To celebrate the 20th birthday of the Learning Styles Questionnaire, Peter Honey has brought
out a collection of 65 articles called 'Peter Honey's articles on Learning and This and That'.
Some articles are funny, some are reflective, some are campaigning - all are written in his
normal chatty style. The collection costs £25 plus £4.95 p&p in the UK.
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Food for thought

'‘All knowing is doing.
All doing is knowing' -

Humberto Maturana

5 ~__

Slow Dance Ever told your child,
We'll do it tomorrow?
And in your haste,

Have you ever watched kids

On a merry-go-round? Not see his sorrow?
Or listened to the rain Ever lost touch,

Slapping on the g/round{ A Let a good friendship die
Ever followed a butterfly’s erratic flight? ‘Cause you never had time
Or dazed at the sun into the fading night? To call and say, ‘i’

You'd better slow down. You'd better slow down.
Don't dance so fast Q Don’t Dance so fast.

Time is short. (s Time is short.
The music won't last The music won't last.

Do you run through each day
On the fly?
When you ask How are you?
Do you hear the reply?
When the day is done
Do you lie in your bed
, With the next hundred chores
Eho” Running through your head?
: You'd better slow down.
Don’t dance so fast.
Time is short.
The music won't last.

When you run so fast to get some-
where
You miss half the fun of getting there.
When you worry and hurry through your
day,
It's like an unopened gift...
Thrown away.
Life is not 3 race.
Do take it slower
Hear the music
Before the song is over

Written by a child with cancer, as her reminder
to others

... Tell them | came , and no one answered,
That | kept my word" he said
Never the least stir made the listeners
though every word he spake
Fell echoing through the shadowiness of the still house...

And how the silence surges softly backward
When the plunging hoofs were gone"

Walter De La Mare: The Listeners
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How to ride a tandem (but is it really action learning?) I

All our married lives (over 25 years) my husband, Chris and | have ridden bicycles. But, because of our
differing  abilities &g We never really got to ride ‘together’. We either went our separate ways, or
sometimes, he v would ride ahead, me lagging behind, huffing and puffing, him wait-
ing (not so patiently) e} at the top of one of the many hills (one of the penalties of living in
the beautiful, but undulating North West of England!).

So many times, we planned to ride out together, and then thought better of it, each in
the end doing ‘our own thing’. A number of times over the years we saw couples on tandems, gliding
seemingly effortlessly along together well ,they would be wouldn’t they, being as it were, ‘joined at the
hip’. We poured over adverts of shiny new tandems, scoured the second-hand adverts columns for
not-so-shiny-new ones and still we hesitated. Why? he, because he thought he would be ‘doing all the
work’ she, because she thought he would be complaining she was not ‘putting in enough effort’. Then,
there is the size differential, he, at over 1.8m, she at a little over 1.5m.

One day, whilst talking a walk (yes, together) from Crag Bank (where we live) to Bolton-le-Sands to go
to the pub for lunch, we passed a second-hand cycle shop - and there it was! Shiny (well, fairly) and

green - a tandem; known in the trade as a double-gents (ie made for two
men not one man one woman). But, it was tempting ... should we ask
to try it, what could be the harm.... We walked on past, after all who wants
to look silly, falling off a tandem? or worse still, not even being able to get
on? (well, the frame did look large). We hesitated, walked past... and then,
back we went to have a closer look. The manager of the shop came out to

us, rubbing his hands in that shop-keeper-like way, meaning he felt a sale was imminent. ‘“Would you
like to try it, he asked? ’ Chris nodded, | shook my head, not all sure | could even get on the back,
much less pedal away. ‘...Got someone very interested ...coming back tomorrow with his missus ...
almost certainly going to snap it up.... a real bargain, you know...” and so the sales patter went on.

&5%} fully getting on
i

Well, what’s to lose apart from one’s dignity, | thought? So, Chris care-
fhn - techniques, |

first, steadying the bike and then, having considered possible mounting 7
realised it was simple! Use the same technique as | do for the pillion of S ¢ the motorcy-
cle! Mounting from the left-hand side, left foot on left pedal, right hand on Chris’ right
shoulder for balance and quickly over and seated, in one swift move, weight safely balanced on the
saddle. So far so good.... but what about starting off? Co-operation, and communication, that’s what
needed, so on the count of three- one, two, three, apply firm pedal pressure, and, albeit a little wobbly,
off we went down the road. Well, that’s fine, but isn’t something else ... oh yes, stopping! Hmm,
that’s a little more difficult, 1 was nearly jettisoned off the back at first attempt, but a few goes later,
and all was well.

>

\\ now? Well, | can’t say we do the ‘coast to
= before breakfast, (as some hardy souls appar-
s\ Bank to Silverdale or Arnside, and we do it to-
tandem with two people on is a heavy thing,

proportion of the work, but he doesn’t leave
me behind or have to wait, frustrated, at the top of every rise. For my part, | know |
am putting in as much effort | can. On the level, or downhill, of course, two can go much
faster than one, just need to watch out for those speed cameras!

Naturally, we bought it on the spot, and
coast’ ride every weekend, or 60 miles
ently do), but we ride from Crag ¢}
gether.  Hills are still hard work, a ‘: ‘
and Chris inevitably does a higher

So what did we learn, apart from how to ride the tandem? Even those of differing abilities can be a
good team, better together than each would be separately. How to assess the strengths and weaknesses
of the team members and maximise the former whilst taking account of the latter. That communica-
tion in team work is crucial — especially on those fast descents!

Pam Wright
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AGM & Workshop

13th/14th November 2002

Hosts: Marks Kommun, Sweden

Venue Tva Skyttlar Hotel- www.tvaskyttlar.com
Nearest airport: Save airport

13th November
6.00pmIFAL-UK AGM for members

7.30pmBuffet and welcome to guests and colleagues from
Sweden

14th November
09.00am Coffee and introductions

09.30am Workshop A
Collating delegates’ action learning issues

10.15am Workshop B
Action learning sets for groups formed from Workshop A

11.00am Morning coffee

12.15pm Workshop C
bringing together the experiences from A and B

1.00pm lunch
2.30pm Plenary session from morning workshops
3.00pm Afternoon tea

3.15pm Sharing Action Learning Experiences
(presentations by guests and members)

4.30pm Close and au-revoirs

Contact Pam Wright urgently for more details
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E Special Interest Group (SIG) Meeting - half day event on
Strategic Directions in Corporate University development

Session Title:- Rover Re-visited -
Reflections on a Learning Organisation.

Background:-

From January 1989 to end 1995 the Rover Car Company embarked upon a trans-
formational strategy that included corporate learning as a main driver of key busi-
ness thrusts. It became known as the learning organisation strategy.

Presenters:- include Richard Dealtry SIG Chairman & Barrie Oxtoby curve.
Who will benefit:-

Managers who recognise that well managed corporate learning in the knowledge
age environment of the firm will be the key to business success in the future.

Date and Time:- Thursday 7th November 2002 @ 1.30 for 2.00 PM
Venue:- Institute of Directors, 1 Victoria Square, Birmingham. B1 1BD
Location and travel details :- www.iodhub.com

Fee:- Members £20.00 + Vat Non Members £22.50 + Vat
Booking arrangements - Contact:- Richard Dealtry - prof.dealtry@dial.pipex.com

or via www.corporateuniversity.org.uk

y

IFAL -USA CONFERENCE

‘What might have happened if someone could have asked the ‘right’ questions at Enron?

Saturday, November 2 2002, 9.00am to 5.00pm
IFAL-USA Reception 5.30pm - 6.30pm

Teachers College Columbia University, 525 West 120th Street
New York NY 10027 USA

Special one-day price for IFAL-USA members $175.00
Part of the Teachers College Workplace Learning Institute

Friday November 1, 2002
Saturday November 2, 2002

For more information and to register, go to: www.tc.columbia.edu/centers/ceoi/wil.html
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Working with values the MiL Way
(from MiL International Newsletter 6/2002)

Recently the issue of values in organisations has
become one of the leading focus points in manage-
ment practice and literature. In the traditional in-
dustrial society the leader managed by objectives.
Then came the visions. Now the understanding is
that visions must be anchored in consciously held
values. MiL guides both individuals and organi-
sations in this work, and has done so since its be-
ginning.

There is a lot of confusion and misunder-
standing around the issue of values driven or-
ganisations. One is the thought that values
can be implemented like a new in-formation
system, intranet or product development proj-
ect. Values, like culture, is not a project to be
implemented. It is a never-ending story with-
out start, execution or ending. It is an ongo-
ing process. Another confusion results from
having brave, wise and humanistic espoused
values, but nothing of that being shown by
management actions. Critical voices have also
been heard about the risks involved in requir-
ing certain common values. Value streamlin-
ing could turn into discrimination and “value
fascism”.

Value consciousness a goal

In MiL programmes we have an important
task to work with values, both organisational
and individual. Especially young leaders have
a growing hunger to talk about their own
values, to learn about others’ and to come to
an inner understanding. One of the most im-
portant areas for them is how to deal with the
conflict between work and family, both strong
values.

Another area is to help participants clarify
their value profile and to make themselves
more conscious about what is driving their ac-
tions. For many the problem is not to increase
the quality of the values but the fact that
there is a big gap between stated values and
those behind the actions. The size of that gap
is a measure of personal inauthenticity and
leaders need to find ways to close it, i.e. walk
the talk.

Developing trustworthiness

A simple but powerful exercise is to ask lead-
ers to make a list of their most prioritised val-
ues. A more sophisticated way is to use com-
puterised lists that easily can be added up to
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represent the values of teams, departments or
the whole company. There are many examples
where such instruments have initiated new
kinds of deep conversations. Conversations
raise consciousness. In addition, to know each
other Values, like culture, is not a project to be im-
plemented. It is a never-ending story — a process.
from a values point of view and not only as a
CV or life story adds under-standing and
trust. For MiL to support the development of
trustworthiness in leaders and make them
more willing to be trusting in others is a wor-
thy cause.

MiL’s magnetic core

A prerequisite for fulfilling such a task is to be
clear about one’s own values. In that sense
MiL has laid a good foundation. MiL is a net-
work organisation of partners with on one
side member companies, and on the other side
a staff of independent consultants. To hold
such a loose organisation together, a strong
magnetic core is necessary that maintains the
attraction. That core has a lot to do with a
value structure that can be identified, recog-
nised, felt and shared by the different part-
ners. One such out-spoken value is a humanis-
tic perspective, including a belief in the hu-
man being as creative, willing to learn and
grow and to be accountable. In MiL conversa-
tions about values take place at staff meetings,
in internal training seminars and in pro-
gramme teams. These values are reflected in
all programmes and in the relationships
within the network and they are the basis of
MiL’s learning philosophy.

Goran Wiklund

Goran Wiklund is MiL Senior Associate, MBA

andmanagemen tconsultant. He is Board
Director of Social Venture Network Europe.

www.milinstitute.se
MiL Institute, Vasbyholm,
SE240 10 Dalby, Sweden
Tel: +46 46 20 5200
Fax + 46 46 551 20
Info@milinstitute.se

MiL Institute is a non-profit foundation founded by
companies and members of staff at Lund University
in 1977. Its goal is to contribute to strategic re-
newal, organisational development and effective
management. MiL’s core competence is to design
and implement learning processes that give both in-
dividual development and profitable results to the
participating companies.
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' Editor: Mike Pedler, The Revans Institute for Action Learning

and Research, University of Salford, UK

New journal -April 2004 launch

Call for Papers

Volume 1,2004,2 issues per year
Print ISSN 1476-7333 Online ISSN 1476-7341

Action Learning : Research & Practice will publish articles which advance knowledge and as-
sist the development 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 settings. Papers should encourage practitio-
ners to gain new insights into their work and help them improve their effectiveness and contri-
bution to their clients and the wider community.

Action learning is grounded in the approach pioneered by Reg Revans which holds that there
can be no learning without action and no knowing without the effort to practice and implement
what is claimed as knowledge. Because action learning promotes the creative integration 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?”

Articles which cross the conventional boundaries of professions, organisations and communities
are particularly welcome. The editors will also welcome responses from readers to all these con-
tributions, and publish alternative views in the spirit of debate and discussion.

Action Learning :Research & Practice

will address a wide audience spanning many worlds of professional practice. The editors will
place particular value upon writing which is clear, direct, accessible and well-organised.

See overleaf for information for contributors

Action Learning News, Sept 2002 Page 13



Information for Contributors

Action Leaning: Research & Practice will publish three
types of contribution

Refereed Papers

Papers should be in the range of 3000-6000 words. To ensure anonymity of the review process, please
do not include author names on manuscripts. An abstract of 100-200 words should accompany papers
together with a short note of bibliographical details.

Papers should be sent to:
Dr Rhetta Moran

The Revans Institute for Action Learning & Research, University of Salford,

Greater Manchester, M6 6AP, UK

Accounts of Practice

Articles of ¢.1,000 to 3,000 words detailing accounts of practice in the field, should be sent to:

Davina Clarke

The Revans Institute for Action Learning & Research, University of Salford,

Greater Manchester, M6 6AP,UK

An abstract of 100-200 words should accompany accounts of practice, together with a short note of bib-

liographical details

Reviews

Reviews, including review articles, surveys of fields of practice, conference reports and book reviews of

recent relevant publications, should be sent to:
Caroline Altounyan

The Revans Institute for Action Learning & Research, University of Salford,

Greater Manchester, M6 6AP,, UK

Editorial Board

Editor-in-Chief

Mike Pedler, The Revans Institute for Action
Learning & Research,University of Salford, UK
Editorial Board

Caroline Altounyan, University of Salford, UK
Peter Barrett, University of Salford, UK

David Botham, University of Salford, UK

Tom Bourner, University of Brighton, UK

John Burgoyne, University of Lancaster, UK
Davina Clarke, University of Salford, UK

Ken Jarrol, County Durham Health Authority, UK
Veronica Jones, University of Salford, UK

Barry Lowe, Complementary Technologies Limited,
Manchester, UK

Judi Marshall, University of Bath, UK

Rhetta Moran, University of Salford, UK
Editorial Advisory Board

Liz Beaty, University of Coventry, UK

Nancy Dixon, USA

Otmar Donnenberg, Netherlands

Dame Rennie Fritchie DBE, Mainstream Develop-
ment, UK

Bob Garratt, UK

Helena Lugina, African Midwives Research Network,
Tanzania

Peter Mann, UK

David Megginson ,UK

Nod Miller, University of East London, UK

Railli Moilanen, University of Jyvaskyla, Finland
John Morris, University of Salford, UK

Peter Reason, University of Bath, UK

Richard Thorpe, Manchester Metropolitan Univer-
sity, UK

Russ Vince, University of Glamorgan, UK

Yolande Wadsworth, Swinburne University of Tech-
nology, Australia

Krystyna Weinstein, UK

Mike Wort, Sweden

Carfax Publishing

A MEMBER OF THE TAYLOR & FRANCIS GROUP
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Books...books...books |

Effective change management using action learning and
action research: concepts, frameworks, processes,
applications.

Shankar Sankaran, Bob Dick, Ron Passfield, and

Pam Swepson, eds.

Lismore, NSW: Southern Cross University Press, 2001.

ISBN: 1 875855 55 6

Recommended Retail Price: Aus$54.95

Action learning and action research are increasingly applied in organisations,
academia and the community to help understand, implement and effectively man-
age change.

This book explains the relevant concepts, frameworks and processes involved in
action research and action learning, and enhances the theoretical approach with
actual case studies from the Asia-Pacific region. The challenges and appropriate
responses for business, education, social and cross-cultural contexts are out-
lined, enabling practical application in a variety of real-life situations.

The editors have gathered the views of experienced academics and practitioners
from around the world to create an invaluable resource for managers, consultants
and anyone involved in the process of change. Effective Change Management
Using Action Leaning and Action Research will also serve as a valuable refer-
ence for those utilising the concepts in research methodologies for academic ac-
creditation.

or contact:

Barbara Bowden

Manager, Southern Cross University Press

PO Box 157, Lismore NSW 2480 Australia

Tel +61 2 6620 3326/mob 0416 252 014

fax +61 2 6620 3282

email scupress@scu.edu.au or bbowden@scu.edu.au

For a series of' nuts-and-bolts’ guidebooks about:
1. developing and operating a non-profit Board
2. leading and supervising staff (non-profit or for-profit)
3. designing, marketing and evaluating non-profit programs.

More info at http://www.authenticityconsulting.com/pubs.htm
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Books... books...books...

;, The Fast Facilitator: 76

¥—— Cacilitator  Activities

and Interventions Cov-

ering Essential Skills, Group Processes
and Creative Techniques;

Authors: Anthony Landale and Mica Doug-

las; Publisher: Gower; Year: April 2002;

ISBN: 0 566 08393 0; Price: £195.00

'The Fast Facilitator' is an A4 loose-leaf
manual of 148 pages comprising three main
sections: Essential Facilitation, Groups and
Team Facilitation and Creative Facilitation.
Each of the 30 chapters of 'The Fast Facilita-
tor' covers four distinct areas: Theory, Ac-
tivities, Coaching and Facilitator Self-
development.

The authors - Anthony Landale and Mica
Douglas - are experienced counsellors and
trainers in facilitation. Landale also edits
People Performance Magazine and the
Gower Handbook of Training and Develop-
ment.

'The Fast Facilitator' is targeted at three
audiences: trainers, managers and consult-
ants. The manual is based on the authors'
premise that 'The pressing challenge that
many managers, consultants and trainers
face is how to harness potential and engen-
der responsibility in individuals and teams
so that targets can be reached and tasks
achieved' and their claim that 'Facilitation is
an effective solution here." This claim is se-
ductive but raises unrealistically high ex-
pectations of both facilitation itself and
what a manual such as this can deliver.

The need to address the diverse require-
ments of three readership groups creates an
ambitious challenge for Landale and Doug-
las. They have addressed that challenge ef-
fectively concerning the needs of trainers:
there is a lot of useful and interesting mate-
rial here and the practical activities are par-
ticularly well geared to those who are train-
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ing others in the art and craft of facilitation.
Indeed, almost all of the 76 Facilitator Ac-
tivities of the title appear to be targeted spe-
cifically for this purpose.

Individual managers trying to understand
the importance of facilitation and to de-
velop and practice their skills, however, will
find 'The Fast Facilitator' less useful. Whilst
the introduction to each chapter provides a
succinct summary of the theoretical issues
and the short section on 'Facilitator self-
development' may be of interest to a moti-
vated manager, it is difficult to imagine a
busy manager finding the time that would
be necessary to adapt the group-oriented
Activities for her own use as an individual.
In effect, they would find little practical use
for 60 of the manual's 148 pages.

For trainers, the issue-focus of 'The Fast Fa-
cilitator' will be one of its main strengths.
Readers are helped to navigate the manual
by the inclusion of an alphabetical 'Key is-
sues quick guide' at the beginning that cov-
ers subjects like 'Beginnings and endings',
'Emotional expression’, 'Power' and 'Trust'.
Each entry includes a number of sugges-
tions for exploring the subject in the text.

In a manual which aims to cover such a
wide range of subjects, striking the balance
between breadth and depth of coverage is
inevitably difficult. The authors manage this
balance reasonably well but there are a few
areas where further information would
have been particularly helpful. One such
area is the chapter on 'When and how to in-
tervene'. Landale and Douglas address this
issue with only one page of theory and two
Activities and the glimpse they offer is sim-
ply too brief to do justice to the subject.
Some practical examples in this section are
needed to help readers think about how to
apply in practice the core skills the authors
identify in the theory section.

(Continued on page 17)
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One of the most intriguing aspects of 'The Fast
Facilitator' are the suggestions for further read-

ing.

Landale and Douglas provide wide-ranging and
stimulating suggestions at the end of each chap-
ter. They cover standard texts such as John
Heron's 'The Complete Facilitator's Handbook'
and make more esoteric suggestions such as
Starhawk's 'The Fifth Sacred Thing'. | enjoy being
signposted to new authors and books - reading
reference lists is a bit like having a look through
a new acquaintance's bookshelves - and | found
a lot of references that were new to me among
the authors' recommendations. However, | find
it useful to have a bit more information than just
the title and author to entice me to follow up un-
familiar references. Whilst some of the sugges-
tions for further reading are described elsewhere
in the text, the references would benefit from a
short annotation to explain why the authors
chose to include each title. This would help to
encourage readers to follow up on some of the
fascinating-sounding but less familiar references.
Unfortunately, even the interested reader would
find some of the references lacking in enough ba-
sic detail to facilitate follow up. For example, on
page 10 the self-development section suggests
"Play 'The Transformation Game' available from
Findhorn" but gives no further detail about what
the game is or where to get hold of it. Search en-
gine-savvy readers may be able to follow up on
this type of brief reference, but the authors could
have made it easier for all readers by providing
them with the Findhorn Foundation's contact de-
tails such as the website address (www.findhorn.
org) where more information about the game is
readily available.

The overall design of The Fast Facilitator is more
pleasing to the eye than many of Gower's other
loose-leaf manuals but, unfortunately, the layout
is irritatingly impractical for training purposes.
One might reasonably expect the advantages of
the loose-leaf format to be exploited with the
end-user in mind: it should enable the user to re-
move a specific page (an activity or an introduc
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tion on theory, say) and
photocopy it for use as
a handout. Why else
would you pay £195.00
for 148 pages? How-
ever, the design of 'The
Fast Facilitator' demonstrates no such concern
for 'user-friendliness': some pages contain more
than one activity and some activities that could
be contained on one page are allowed to over-
run to two pages. Further pages contain both an
activity and another section of the chapter. | was
left wondering why this publication was pro-
duced in the form of a loose-leaf binder at all - in
its current layout it has few of the advantages
that loose-leaf formats usually provide and may
as well be in a (cheaper) book format, with a
comprehensive index.

Despite the design shortcomings, "The Fast Fa-
cilitator' is a useful contribution to the literature
on facilitation. If you are training others in facili-
tation you will find a great deal that is of practi-
cal value here (though you may find that the lay-
out limitations make using the Activity material
not as 'fast’ as the title suggests). If you are a con-
sultant involved in coaching others to develop
their facilitation skills, you may find enough in
'The Fast Facilitator' to justify the purchase. The
interested manager, however, would be better
advised to look elsewhere for a practical intro-
duction to developing and using their own facili-
tation skills.

Bruce Britton
Framework
www.framework.org.uk

Website: www.gowertraining.co.uk
Buy this book from the TrainingZONE - Black-
wells bookshop.

TrainingZONE 04-Jul-02
Categories: Trainer Development, Training Methods
© TrainingZONE 2002 All Rights Reserved

(www. training.zone.co.uk reprinted with kind permission)
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New Directions in Management Develop-
ment - review

Author: W. Hirsh, A. Carter
Publisher: Institute for Employment Studies,
2002; ISBN: 1 85184 3167

This excellent publication in 54 pages cap-
tures the essence of management develop-
ment as it is today and considers the key is-
sues we should be aware of for the future. It
stimulates thinking, confirms and challenges
views and should be an essential pocketbook
for line managers just as much as manage-
ment development specialists.

It is based on a combination of literature re-
view and views from management develop-
ment managers from 30 organisations gath-
ered from workshops held in 2001. So you
might say it is not scientific research, but
neither management development, nor man-
agement for that matter is a science. Indeed
one of the issues discussed is the difficulty in
defining management which is described as
‘a bundle of skills’ rather than a profes-
sion. It would be interesting to gather
views from line, general and top man-
agers to see how they compare to those

of the ‘specialists’.

Here are just some of the key themes

and issues which had resonance for me:

- Smaller organisations and self-

employment are becoming attractive options
and no longer can the big organisations as-
sume they will be attractive because of their
S i z e
- Leadership is being redefined and old mod-
els are being replaced by concepts of
‘transformational leadership’
- Thereisa need to shift the focus from

teaching towards outcomes and ac-
tion learning has come of age
- Much hyped e-learning is taking its
rightful place as just one of a number
o f delivery tools
- There is a need to link management educa-
tion with the business agenda

- There is a need for a new architecture in
management development, with a shift from
the off-job suite of courses as the plat-
form towards delivery of ‘just in time’
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delivery and using real work issues as the
focus for learning
- Accreditation can become the portable
proof of the quality of management edu-
cation, but there is a need to reduce the
barriers between organisational training
a n d e ducation
- One-to-one methods such as coaching and
mentoring have become widespread but
there are challenges relating to maintain-
ing quality standards and ownership for
S u ¢ h p r oce s s .
- The bureaucracy associated with Personal
Development Plans, competency profiles and
accreditation does not address the real issues
- Business planning is remote from HR planning
- Career development and management of
‘talent’ is becoming increasingly important
- There is a need for a reformulation of the
concept of evaluation.

I found the issues so thought-provoking that
I could not help joining in the debate, albeit
via this review so here are some of my views
on the future of management development.
We need to move from the
protectionist model of HR de-
velopment where the central
‘professionals’ in this field cre-
ate barriers via mystification,
jargon, bureaucracy and
pseudo-scientific tools. Man-
agement development is com-
mon sense and must be integrated with the
business issues and challenges which are
plain to see.

We need to stop dodging the issue of evalua-
tion, or indeed feeling it is the responsibility
of the management development or training
specialist. Our added value role is to help the
participants in management development to
evaluate the impact on themselves, the job
and the organisation.

Review by Dr Richard Hale, Vice-President,

IMCA/CPD Business School
rhale@imc.org.uk

TrainingZONE 15-Jul-02
Categories: Management, Coaching and
Mentoring

© TrainingZONE 2002 All Rights Reserved
Xww.trainingzone.co.uk



CO0000000000000000

L 4 L 4
. IFAL LIBRARY .

0000000000000 000

The IFAL library is a unique collection of over 1000 articles

and books on Action Learning. For minimal charge, the

Lancaster office will supply hard copies of the complete list

of items and a short list of particularly important practice-

related publications (£5) and copies of articles (£1.25). We \
believe that this is a valuable resource for practitioners, re-
searchers 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.

The library list has recently been up-dated to include materials
kindly supplied by Alan Mumford and the full list will be published
on the web page in the near future. Members will be notified
when this takes place.

Trix Webber

Copies and details of publications should be sent to Trix Webber, CMD,
University of Brighton, Mithras House Lewes Rd,
Brighton, East Sussex, BN2 4AT, Tel 01273 642845, Fax 01273 642980,
e-mail t.e.webber @bton.ac.uk

Requestsfor a listing of publications and/or copies of articles should be
addressed to Pam Wright |FAL Administrator,
Dept of Management Learning, Lancaster University, Lancaster, LA1 4YX,
email p.wright@ancaster.ac.uk
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THE INTERNATIONAL FOUNDATION FOR ACTION LEARNING

THE WORK OF THE CHARITY AND THE BENEFITSOF MEMBERSHIP

L LAV T VLo RVl O DO AV Te DoV IO D IO Lo A I D Do 6

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 isaform 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 responsihilities;

4.improving productivity in retailing and
manufacturing companies,

5.bringing about operational change in large
organisations;

6.improving servicesin 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

reguests 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.Newdletter - 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, andpromotes 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 alocal forum for debate and |learning.

The design of these meetings is aways
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’SREGISTERED CHARITY NUMBER |S: 273242
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