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Introduction

If you are reading this, it may be because you are contemplating taking part in an action learning group

as part of a development programme. Action learning is an approach to manager development that is

based on managers addressing their very real management issues or concerns in the company of a group,

usually of about eight, of their peers. It is designed to encourage resolution of on-the-job difficulties or

‘messy issues’ and is based on learning from experience – your own experience and that of the other

members of the group. It is becoming an ever-more popular form of manager development in both the

public and private sectors in Ireland.

Action learning is particularly good for managers who need to focus on their own jobs and on their own

work, rather than on 'ideal world' issues. It’s also good for helping managers to develop a network of

organisational or sectoral contacts who can provide ongoing challenge and support to allow for

continued growth and personal development.

Action Learning – A Brief History

Action learning originated in the coal mines of the UK in the

1950s, which may seem like a strange setting for the birth of such

a significant tool in management development. Why the coal

mines of northern England? Because there was a desperate

need for post-war fuel supply increases and an equally desperate

shortage of workers – taking people away from the collieries to

have them sitting in classrooms for days on end, as would be the

case in traditional education and training programmes, was just

not an option. The collieries’ solution was to harness the expertise and working knowledge of the

managers and miners in such a way as to encourage them to learn new ways of doing things and new

approaches to problem resolution while (literally) close to the coal-face. This might seem like a very

obvious solution now: getting real-life managers and miners to use their day-to-day experience, to learn

from and with each other, and to move from talking to action in a relatively seamless way, but it is still a

relatively novel approach to development in many workplaces.

Reg Revans is the teacher/consultant who is credited with being the founder of action learning (he

developed it while working with the coal mines consortium) and the technique has only really become

‘mainstream’ in the toolkit of educators and trainers in the last ten years or so, notwithstanding the fact

that Revans published his first writings on the subject 40 years ago. Revans believes that ‘there can be

no learning without action and no (sober and deliberate!) action without learning’. He also suggests

that managers and organisations cannot flourish unless their rate of learning is equal to or greater than

the rate of change they are experiencing (Revans, 1978). The collieries’ approach to action learning back

in the 1950s and 60s is still the basis of action learning today: that is, learning from experience, sharing

that experience with others (who have similar or comparable experience), having those others question

and consult about it, arriving at an agreed action plan, implementing that action and then reviewing the

action and learning about its implications.
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Action learning – also known as

‘peer-assisted learning’, ‘problem-

solving groups’, ‘management

development for real’, and ‘work-

based learning’
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Action learning is a relatively generic approach to

management and organisational learning, and it has been

given several other titles too in its life to date including ‘peer-

assisted learning’, ‘problem-solving groups’, ‘management

development for real’, and ‘work-based learning’ and has

been used in a wide range of commercial, industrial and

public service settings (Revans, 1985 and Hague, 1974).

Amongst others, AIB and Bank of Ireland have been

incorporating action learning into organisation development

initiatives in the last fifteen years or so, Eircom has also used

it to encourage customer team leaders to learn from each

other and develop their problem-solving capacity, a number

of government departments have used it to encourage line

and senior managers to use each other as learning support

systems, and several multinationals have incorporated it into

their quality improvement programmes. It has also been used quite extensively in the health services in

Ireland (both voluntary and statutory providers) to encourage both inter- and intra-organisational

learning and collaboration, and the Office for Health Management has been promoting action learning

in many of its management development initiatives since it was established five years ago. It is highly

possible that someone in your organisation has already participated in an action learning programme.

Action learning is, therefore, more a general approach to

development rather than an exact or prescribed process. It is

obvious (indeed, so obvious that we may assume we are already

doing it) but it is not easy (Margerison, 1988). There are a number

of principles and practices which must be built into it. Otherwise

it is flexible, adaptable and applicable to a wide range of

development opportunities. It also works both as a tool for

personal and even organisation development and as a way of

solving problems and inventing new ways of doing things.

3

In Ireland, action learning is fast

becoming an established component of

many development programmes across

all sectors of the economy. For example,

the IMI ran a four-year EU-funded action

learning programme involving 160

managers from 70 organisations

including financial services, technology

and manufacturing companies (IMI,

2001).

There are costs and risks to a

programme of action, but they

are far less than the long-range

risks and costs of comfortable

inaction.

John F. Kennedy
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Action Learning: An Approach to Management and
Organisation Development

Action learning is, as has been mentioned above, best understood as an approach to development, rather

than as a formalised discipline or programme. It can be used for a variety of different purposes and can

be incorporated into a range of other development initiatives. The main differentiator between action

learning and other forms of education, training or development is that action learning, as its name

suggests, is based on learning for and about action (implementation). Many other approaches to

management development, especially those that might be called traditional or classroom-based, are

input-oriented, and the application of learning (action) is often, at best, assumed to take place once the

learner is back ‘on-the-job’. In addition, in traditional training and development, there is not usually

much of a focus on reviewing any actions taken and so valuable learning opportunities are lost. Action

learning is primarily an existential methodology (I do, therefore I learn) rather than a cognitive one 

(I think, therefore I learn) and takes place in real situations rather than in hypothetical ones. Some of the

key differences between traditional learning and action learning approaches are as follows.

Another way of describing the relationship between action learning and other approaches to

management development is to show how the various approaches can complement each other and how

each can contribute to learning.

In an increasing number of cases, action learning operates alongside other education and development

methodologies in combination programmes, methodologies such as e-learning, benchmarking, coaching

and site visits. This portfolio approach to development allows organisations to offer a wider range of

learning opportunities to their managers (and, therefore, accommodate a wider range of learning styles)

and is becoming the standard format for management and organisation development programmes

commissioned by the Office for Health Management. However, in general, the more sophisticated the

programme, the more it requires specialist training and development resources to design and manage it.

Traditional Learning

• Largely classroom-based

• Individual orientation

• Input orientation

• Learning about others

• Knowledge/theory orientation

• Planning 

• Passive (participants)

• Programmed knowledge

• Historical case studies, based in other

organisations, provide context for learning

• Past focus

• Producer/deliverer orientation

• Directive (leader)

Action Learning

• Largely work-based

• Group orientation

• Output orientation

• Learning about self and others

• Action/application orientation

• Planning and doing

• Active (participants)

• Questioning-derived insights and knowledge

• Current real cases/subjects, based in own

organisation, provide context for learning

• Present and future focus

• Customer orientation

• Supportive (leader)



The diagram below illustrates how action learning and other more traditional approaches to learning

relate to each other under the general banner of management development.

Figure 1: A Map of Action Learning and Other Development Methodologies

Action learning is an effective approach to helping managers and organisations cope with change – as

mentioned above, it works well in its own right and in combination with other approaches. Action

learning is a means of learning from real challenges to change, from self-reflection, from the support and

constructive feedback from group members, and from a willingness to test hypotheses in action.

Through this interactive process, participants often identify a need to develop additional competencies

and they may generate a personal development agenda for themselves (depending on the nature of the

competence requirements that they identify for themselves, they may arrange to meet these

requirements through more conventional education or development methods, or via their participation

in the action learning group). In summary, then, action learning does not necessarily replace

conventional training/skills development programmes: it is complementary to them. 
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Standard Elements of an Action Learning Programme

There are a number of elements or components that are common to nearly all action learning

programmes and which you can expect to encounter if you are thinking of taking part in one. Beaty et

al (1993) identified the four following properties as the essential characteristics of action learning:

• Real problems – learning based on grappling with real tasks (i.e. those that exist independently

of their learning value)

• Group reflection – learning with and from a group of others who are also engaging in managing

real problems and situations

• Personal responsibility – members of the group retain responsibility for solving their own

problems

• Action-based – members of the group are concerned with implementing the actions explored by

the group; they are not simply seeking theoretical solutions to problems.

These characteristics relate to the task or content of action learning, as well as to the people and process

involved.

The Action Learning Set and Membership
A powerful element of all action learning is the group of people who come together to learn (this group

is known as a Set in action learning terminology). Action learning is a voluntary process and does not

work if people are coerced into joining a Set. Rather than individuals working alone, action learning

involves Set members sharing and comparing experiences and approaches to solving problems and

developing opportunities. The idea is that they will learn from each other and learn how to tutor each

other. Typically a Set contains between six and ten members who must work together to create

relationships which are appropriately supportive and/or challenging so as to enable learning. Sets can

take place within organisations or divisions (in-house) or can involve a much wider spread of members

and there are pros (✔ ) and cons (✗ ) associated with each:

✔ In-house Sets provide an opportunity to develop new ways of supporting and challenging

colleagues

✔ In-house Sets provide a greater possibility of organisational change as managers apply new ideas

and new ways of working within their own area

✔ In-house Sets give managers the opportunity to extend their network within the organisation

✗ In-house Sets can lead to a possible lack of external perspective on the organisation’s culture

✗ Set members of in-house Sets can be too close for comfort!
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The Set Facilitator 
Typically, action learning Sets are facilitated by

external change agents (facilitators or advisors), that

is, external to the part of the organisation from

which the Set is drawn. The role of the facilitator

(the most common term used in the health services

for this function) can include coordinating, advising

on process and group dynamics, guiding the Set in

its exploration of subjects, helping the Set work

effectively through balancing natural tensions such

as between support and challenge, task and people

focus, telling and asking, and ensuring that

members work within their circles of influence

rather than their circles of concern (Covey, 1989).

The Agenda or Task
Action learning is often associated with a project focus and has been widely used to help Sets to plan,

implement and review discrete projects with which they are involved (for example, identifying quality

improvement projects and then taking action to implement them). In this type of project-based action

learning process, there can be a collective project which is owned by all members, or individual members

can use the Set to help them progress work in relation to separate projects for which they are responsible.

However, action learning can also be used to enable managers

to engage in a continuous development process whereby they

bring problems or opportunities-for-creativity to the Set for

discussion and for assistance from their peers. Members

typically use Set meetings to work on hitherto intractable or

messy problems relating, generally, to unanticipated effects of

managing within complex and fast-changing organisations and

environments. They seek to help each other by exploring

underlying issues, checking perceptions, trying to make

problems more approachable if not manageable, and by

creating, exploring and clarifying alternatives for action. An important part of participating in action

learning programmes is the simple but profound feeling of being heard, of having a group of peers listen

to you without judgement and with a good degree of empathy, and – usually – having them validate and

support you in trying to do your work. Action learning Set work has been described as being like ‘free

consultancy with no-one trying to sell you anything’. There is a bias towards understanding and

managing the particular problem or subject in question, but also towards understanding one’s own style

or approach and its role in the problem (generation and/or resolution). In other words, there can be a

problem-solving (or opportunity development) agenda which is intended to benefit the organisation, but

there is usually a personal development benefit too for the individual Set members. 

The Learning Process 
All action learning is, to use Reg Revans’ own words, an attempt to strike the right balance between

expert or programme knowledge (P) and insightful questioning (Q). If anything, the Set discussions will
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In the North Eastern Health Board, a group of

seven participants used a combination of an

interactive workshop followed by four days of action

learning to develop their facilitation competence,

and these participants are now facilitating other

action learning sets within the organisation. In the

Western Health Board, a group of sixteen people

from across the organisation used a similar process

to develop their facilitation skills in support of the

Board’s OD programme.

In the past few years, both the

Midland Health Board and North

Western Health Board have used

action learning (very successfully)

for project-based management

development and for organisation

development.



probably lean more to questioning as it is assumed that, if members are asked the right questions, they

can always go out and find whatever expert knowledge they might need to augment their learning. The

Set meetings, by-and-large, consist of the Set members deciding upon their agenda for the meeting

(typically a half- or full-day session) and acting as consultants and ‘sounding boards’ to each other for the

duration of the meeting. By sharing the problem with a group of peers who are also dealing with similar

management issues, participants can expand their mind-sets and their understanding of work-related

issues, and see the role that they play in these issues (both consciously and unconsciously). The feedback

and group interaction is a key part of the process and is especially noted for helping managers to improve

their judgement and reduce their stress levels.

Individual Set members are asked to ‘contract’ with each other for

agreed action(s) to be taken between meetings – these contracts are

quite explicit (sometimes written) as members are asked to review their

actions and ‘account for themselves’ at future meetings. The key aspect

of this ‘accountability’ is that it acts as a catalyst for action and helps the

individual move from intention to implementation (how many new year

resolutions are abandoned because we have no public commitment to or

support for them?!). The reporting back to the Set on actions which have been taken can also prompt

further probing and questioning and invite additional action if the matter has not yet been fully resolved.

This cycle of reflection/action/feedback/reflection/further action is typical of how action learning works.
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We don’t see things 

as they are, 

we see them as we are.

Anaïs Nin



The Benefits of Action Learning

Action learning is a useful tool on both the levels of personal development and organisation

development. Fundamentally, like all development, it is about change.  The outcomes or changes which

can be expected from participating in action learning programmes are those listed below or similar ones.

• Identification of personal/professional development

needs and change strategies.

• Identification and implementation of service or

business strategies.

• An opportunity to become involved in a network of

managers and peers which can provide life-long

support.

• Insight into the causes of conflict and difficulty at

work and resolution of problems and difficulties at

work.

• Time to think about the important but non-urgent

things that are often neglected at work.

• Time-out and a change of pace to allow you to reflect, and be refreshed by other perspectives.

• Insight into your own coping strategies and those of your peers.

• Insight into how other managers or organisations approach different generic scenarios and issues

(e.g. managing people, customer care, PR, etc.).

• Enhanced communication and problem-solving skills, including the development of listening and 

diagnostic skills.

• Insights into group dynamics, personal values and assumptions about 'what makes people tick'.

• Skills in consulting and empowering people to resolve their own dilemmas and problems.

• Development of management competence through the application of past learning to current 

situations.

• Support and feedback from peers who can understand your world but who have no specific vested

interest in the outcome of your work or your change.

• Support when facing major challenges and when trying to transform the way things are done.
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I took part in an Ireland-UK health

services managers, action learning

programme in 1997 and, though nearly

all of my Set have moved onwards and

upwards since then, 

I still meet some of them on an ongoing

basis and touch base with the others

around the country just to keep my ear to

the ground. It’s still one of the best ways

I know of getting general system

intelligence. (Participant on IPA-King’s

Fund ALP 1997-1998)



The IMI evaluated a recent four-year senior manager national action learning programme and, based on

participant feedback, came up with the following statistics (IMI, 2001):

• nine out of ten managers (programme participants) found they had a more strategic outlook as a

result of taking part in the action learning programme and a similar proportion said that it had

fundamentally changed their perceptions that their problems were unique

• eight out of ten said that they had developed personally as a result of the programme (e.g. were

more confidant, less defensive, better communicators, more self-aware, more tolerant of diverse

views and approaches to issues, etc.)

• eight out of ten said that it heightened their understanding of change.
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Uses and Abuses of Action Learning Sets

In general, the process of action learning is highly adaptable and can be used to learn and explore a wide

variety of subjects, issues, problems, and opportunities. Perhaps not surprisingly, people tend to use the

Set meetings more for problem exploration than for any other purpose (it was not for nothing that

Revans, the father of action learning, called the Set members ‘comrades in adversity’.

Action learning programmes can be put in place to develop specific skill sets (such as facilitation, or

managing people, or strategic management, or service development) or they can be set up with a very

loose ‘agenda’, perhaps one which is deliberately wide enough to accommodate any or all management

issues. A rough rule of thumb is that any issue can be put on the agenda as long as it has a bearing on

work performance (in other words, even if the issue is not about work, as long as the focus is on its impact

on performance, it is a legitimate topic). Action learning Set meetings are a really good place for getting

help from other people doing similar work on 'unbounded' problems and issues, things that can seem too

confused or too awkward to express in normal circumstances, such as

• general people and team management issues, especially ones that involve interpersonal

differences or conflict, or issues related to the development of specific skills

• reviewing career plans and planning your own management development (education or training

courses or other programmes such as mentoring)

• reviewing difficult relationships with other managers at work

• reviewing/getting help on more strategic issues, such as planning and resourcing

• reviewing/getting feedback on your management style and developing alternative styles.

The nature, content and detail of all action learning meetings is absolutely confidential and members

must commit to this as a pre-requisite to their participation in this programme. There are no ‘taboo’

issues, unless the Set explicitly agrees that some things are ‘off the agenda’, that is, issues or subjects

which might be beyond the competence of the group, which might require specialist professional

expertise or where there is a high risk of breach of confidentiality.

Below are some examples of the sorts of ‘messy’ issues that people typically use action learning Set

meetings to explore.

• Work-related issues – specific problems (content issues such as developing a new service or, quite

frequently, people-related issues such as difficulty in managing a particular person above or

below).

• Career development and preparation for advancement opportunities (impediments to

achievement or promotion, challenges, getting ready for interview, deciding on a longer-term

personal development agenda, etc.).
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• Personal development issues/life balancing issues (such as stress caused by trying to juggle work

and family commitments, trying to decide on acceptable compromises when demands or desires

exceed the time available to meet them all).

• Work-related issues – general problems (e.g. feelings of being passed over for promotion,

general barriers to promotion, inadequate recognition of assertiveness, etc.).

• Dealing with ‘unfinished business’, for example, reviewing a critical incident or event which has

not been fully processed from a learning or psychological point of view.

• Ethical dilemmas in work (such as respecting client privacy or employee rights).

In many cases, participants in action learning Set meetings will find that the difficulties which their peers

are grappling with are remarkably similar to their own difficulties – there is a double benefit, therefore,

in that ‘you find out you’re not alone’ which in itself can be very reassuring, and participants also learn

from discussing and reviewing other people’s problems because there is usually some learning that is

generalisable to their own situation.

The following table summarises the potential of action learning, and also highlights some of the ways in

which it can be misused and ineffective.
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What Action Learning can be…

• Action-oriented – it’s learning by doing.

• A forum for peer support, and for challenging

colleagues to think differently and take action.

• A safe place to test out your thinking, get peer

feedback, let off steam, check out your ‘blind

spots’, clarify your views on work-related

issues, and ask for help without it being seen as

weak.

• A group of people thinking about a problem

being experienced by one of its members, and

encouraging him/her to take appropriate action.

• A place where you ‘account’ to your peers for

your action (or otherwise) on issues that you

have raised.

What Action Learning shouldn’t be…

• ‘Just group therapy’ – talking is not enough,

participants have to make the jump from

intention to action.

• Overly stressful, complacent, colluding –

members will not benefit if the level of

challenge is not right nor will they benefit if

the amount of support is not right.

• ‘Led’ by the facilitator – action learning is

based on the Set members using their own

knowledge and experience to think things

through and come to solutions or resolutions.

• Like traditional training or educational

programmes – it’s not based on theory or ‘ideal

management practice’.

• A forum for blaming others or for waiting for

others to change so that problems can be

resolved.



Action Learning – The Set Meeting Process

There is a generic pattern to action learning Set meetings (which can, of course, be customised to suit

more focused task or development needs, if appropriate). In general, at each meeting

• the Set members decide among themselves who is going to present a subject in more detail at that

meeting – depending on the time available, more than one person may present (up to four

people may present in one day)

• the presenter talks for as long as is agreed and describes the problem/challenge/issue to be dealt

with

• the Set members ask questions designed to help the presenter come to a deeper understanding

of the issue. They do not give advice, tell anecdotes, pass judgment or talk about how it

compares to their own situation

• the Set assists the presenter in reviewing options and deciding on action

• the Set reflects on the group process

• (at a future Set meeting) the presenters report on the action(s) they took since the last Set

meeting.

The facilitator's role is to keep the group focused on the individual presenter, to ensure that group

members follow action learning conventions and to assist the group to reflect on its own processes. A

typical structured action learning process, which takes about an hour-and-a-half, is detailed below. The

time required will, of course, depend on the number of Set members and the complexity of the issue. In

some cases, it is only after the process has been tried out that the ‘real issue’ emerges and there may be

a need to reiterate the cycle to ensure that the Set members can add as much value as possible to the

individual who is presenting with the issue.

A Typical Action Learning Set meeting Process (with indicative timings)

1. The ‘owner of the issue’ talks about it, using free association and with prodding (if necessary).

The Set (group) members listen and take notes of whatever comes into their minds as they listen,

in particular focusing on what may lie underneath the story and on their own feelings and

associations. (15-20 minutes)

2. There is a quick-and-dirty round of feelings and thoughts of group members as they listened.

The presenter stays silent while the members are speaking but is given an opportunity to return

to anything s/he found significant (preferably without defence or correction). Questions of

clarification may also be taken at this point (as long as they are not leading questions designed

to suggest a ‘solution’). (10-20 minutes)
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3. The presenter is invited (encouraged) to move away from the table (s/he stays in the room but

moves out of ‘eye-shot’ of the group members to make it easier for them to be more objective)

and the Set discusses the issue and the presenter’s involvement in it as if s/he was not there.

(30 minutes)

4. The presenter rejoins the group to use the time as s/he wishes – s/he may pick up on certain

points, may ask for more information on others, may muse about what might happen if, etc. The

presenter then summarises the Set’s discussion of his/her issue and decides upon an appropriate

action plan, if possible. (20 minutes)

5. The Set members (including the presenter) say what they may have gained through the exercise.

(5 minutes)

In order that action learning works effectively, there are a number of conventions which need to be

honoured. Some of these have been mentioned already but are so important that it is worth running the

risk of overkill by listing them again.

Confidentiality
What happens in the action learning Set must remain confidential to you as Set members and to the

facilitator. You should not discuss the content of Set meetings or relationships between Set members

outside of the Set meetings. The exception is where

• a presenter asks for help/advice/support from another Set member between Set meetings

• the presenter initiates the discussion – i.e. if you bump into each other, it is not OK for you to jump

in to ask how the presenter is getting on with his/her project. It is OK to discuss a project or an

issue if he/she starts talking about it.

Presenter’s Space
• When someone is presenting s/he can take as much time as needed to describe his/her project.

• When listening, you learn the value of silence as reflection time.

• The space belongs to the presenter and so you should not tell your own stories or give advice

(unless it is specifically requested).

• The Set gives the presenter a safe place to talk about feelings, admit need and ask for help.

• Your role is to ask inquiring questions that are designed to help the presenter and not to argue a

point or demonstrate your own cleverness. The exception is where a question is for clarification

so that you can fully understand the presenter.
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Open Questioning

• Who, what, why, where, when and how.

• You should listen carefully to the group’s questions and, if it is helpful, you should ask something

that follows on from the train of questioning.

• You should guard against being competitive with others in your questioning and learn to assess

whether the questioning is going in a helpful direction or needs changing.
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Some Pitfalls Associated with Action Learning

Action learning is different in many ways to other forms of training and development but it shares one

important characteristic: it is not perfect and it cannot meet all management or organisation

development needs. The following pitfalls have been identified (Bourner and Weinstein, 2000). 

Insufficient Support from Senior Managers/Organisation to Action Learning
A successful action learning programme can fundamentally change the way people want to work. They

gain in insights and confidence, recognise their own greater potential, see how their work could be

improved, take more responsibility and begin to ask many more questions. This may sound attractive,

but it has implications for managers and how they manage.  Do not think that people will end the

programme as more efficient and just as compliant. They are likely to be more effective and less

compliant.

If a Set member is to be able to achieve something in a project, he

or she needs the support of a client or mentor ‘back home’ – a

person, who ‘knows, cares, and can’. Where such a person does

not exist, the participant is a lone ranger. This may in itself

provide a lot of useful learning but participants may be unable to

implement their ideas about their project. Support for the

programme and its aims, time off for Set meetings, a willingness to

allow the participant to take some ‘risks’, and a level of support as

s/he tries doing new things – these are important elements of an

effective action learning programme.

An Irish civil service department ran an action learning programme for clerical staff – to make suggestions

on how to improve the quality and speed of service. Teams from various sections worked on the issue

for just over a year, resulting in a formal presentation of their findings and followed by the

implementation of many of their suggestions.  During the programme people had learned to take

responsibility, had worked independently of managers, and began to feel a sense of their own potential.

At the end of the programme they all returned to their previous unchanged jobs – now with a great sense

of frustration and resentment. 

Set Membership
A pitfall in the area of membership is recruiting people to an action learning Set who have a history of

personal animosity. Action learning is probably not the most effective or efficient vehicle for two-party

conflict resolution (try mediation instead). The pitfall in having people with a ‘history between them’ in

the same Set is that they are not likely to feel safe in each other’s company and they can colour the tone

of the other members’ participation. People in conflict or with a history of conflict are unlikely to expose

themselves through a deep exploration of the problem that they bring to the Set. A safe environment

where Set members feel that they can take risks is a feature of an action learning Set which is likely to be

an effective vehicle for learning. In practice, if Set members join voluntarily, people who have a history

of bitterness are unlikely to join the same Set.
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In addition, Sets work best when they are composed of people who are peers. If the levels of

responsibility of participants in a Set are very divergent and there is no common Set agenda, there is a

chance that they may be able to give each other sufficient insights. People of lower organisational status

may feel inhibited in the presence of those seen as holding more senior positions. People in more senior

positions may be dismissive of the views of those from more junior positions.

With so many potential obstacles to effective Set working it is, perhaps, surprising that people from

different hierarchical levels often seem to be able to work together well. We know of many such Sets

where status and seniority differences have proved to be no problem at all. We also know of ‘vertical

slice’ Sets within organisations which have been very productive, but their ‘tasks’ have been departmental

ones, and hence everyone has had something useful to bring to the work of the Set.

Ground Rules
Action learning Sets need ground rules to work well.

Agreeing ground rules is a good way of getting agreement

on behaviour from the start. Establishing ground rules is a

way of sorting out at the outset what behaviour is acceptable

to members of the Set. Ground rules make it much less likely

that Set members will be disappointed or frustrated by the

behaviour of other members of the Set. Here are few topics

on which Sets typically adopt ground rules: 

• confidentiality

• interrupting others 

• times and venues of Set meetings, and time-keeping 

• getting ‘apologies’ to the Set in the event of unavoidable lateness or absence 

• distribution of time at meetings. 

Timing and Location of Set Meetings
If a Set is to work well it needs sufficient time. From our experience a small Set (4 or 5 people) can do

useful work in a half day of three hours. If the number of Set members reaches six then a full day is

required. Without the ‘luxury’ of a full day or its equivalent a group of six to eight people will remain

relative strangers, because they will not have the time to talk more than superficially about the ‘action’

part of their project. A Set does its best work when it begins to dig beneath the surface of actions and

works on people’s underlying beliefs. Once the Set begins to work, to ask questions, unpack what is

happening, an hour disappears in no time. As Sets usually take place in work-time there is sometimes

pressure from the employing organisation to reduce the length of the Set meetings or to increase the

number of people attending. Both of these reduce the amount of ‘air-time’ of individuals within the Set

and result in superficiality.
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In our experience gaps of more than four weeks between meetings are undesirable. It is best if the Set

meets rather more frequently (two-four weeks) in its early stages. It can sometimes happen that, to

create space, one member may say that his/her issue can wait till the next meeting. This may be OK – or

it may be avoiding ‘working’. More importantly, however, it risks leaving too long a gap between having

to focus on the project, having to reflect, get feedback and learn. That person may become less involved

not only in the task s/he has set, but also in the work of the Set. One of the strengths of action learning

is the equal commitment of all – we are more committed if we know we will get the attention we give

others. And for that we need time.

To be able to work well together, to know each other, to have trust, implies that attendance at Set

meetings has to be a priority. It is as important as any other vital work task. Non-attendance sends strong

messages of how much people value the experience and the others in the Set. It diminishes the learning

opportunities because there is a likelihood that those who do attend begin to feel the whole process is

becoming devalued.

Recommending the holding of Set meetings at a venue away from the office may sound pedantic but it

creates an important ‘boundary’. At the office there is always the likelihood that Set members will be

called away – something for which they are indispensable always seems to occur on Set meeting days!

One of the roles of the Set facilitator is to ensure that all the ‘boundaries’ – such as those of having a

convenient place for all to meet, a reasonable journey for everyone attending, a comfortable room,

agreed starting and finishing times, coffee and tea breaks, etc. – are clear and fixed. This means that

those who do meet are not distracted from the business of the meeting: their projects and their learning.

Set Facilitators
In the early days of a Set, the facilitator models ‘helpful’ behaviour: not pressing advice, but asking

questions, reflecting back, challenging and supporting where appropriate. He or she sometimes holds up

a mirror to the Set members to let them see how they are working and what are processes that help or

hinder. A Set facilitator can also, where appropriate, make it OK to express emotions by expressing his

or her own, thereby giving permission to others to do so.

A further pitfall to be avoided is the seduction of being, and remaining, the expert on the action learning

process, especially where the development is supposed to include a transfer of learning/capacity-building

about facilitating action learning Sets to the members, where the task of the facilitator is to, in this sense,

work to do him or herself out of a job. In this case, the facilitator needs to move from facilitation to a

more coaching role.

Degeneration of Action Learning Sets
The dangers here are that ‘action’ disappears and the Set becomes just a talking shop, or that the action

comes to dominate and the Set becomes just like a project group or quality circle. When either of these

happens, action learning is diminished.  Action learning Sets do differ fundamentally from other

‘gatherings’ in that each member is given his/her own ‘air-time’, and the opportunity to talk without

being interrupted, the opportunity to talk about him/herself and consider what s/he does and why, think

aloud, even remain silent without being interrupted. For many managers, these elements alone can be

a real luxury. In one Set there was general approval of the remark that members valued above all else

this ability to just ‘be’. Back at work they had to be constantly ‘doing’. ‘No action’ in an action learning
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Set may sound like a paradox, but maybe the learning, for some Sets, comes from a greater emphasis on

reflection. Many managers – who by nature are active creatures – become so engrossed in their ‘tasks’,

they do not stop to reflect and learn. When a learning Set becomes only about planning future action

there is little to distinguish it from any other work group.

On the other hand, a Set may become an intellectual or advisory talking shop. Giving others the answer

to their problem can deprive them of the opportunity to win their own victories. Having others solve our

problems for us can produce a form of learned helplessness. Learning how to solve our own problems –

even with the support of others – raises self-confidence and the ability to handle future problems.

Another pitfall is where the Set turns into a ‘therapy’ group. A Set,

when it is working well, asking probing questions, making an

individual work on his/her beliefs, attitudes and behaviours, can push

some people to a brink not visited before or avoided out of fear. A

Set of senior managers was taken aback when one of its members

broke down and cried in a Set meeting. He was having to confront

fears and uncertainties which he had tried to push away but which

were still very much with him.  A highly skilled facilitator worked with

him and the Set, and he returned to the next Set meeting a more thoughtful, new man, much surer of

what he wanted from life and work.

What helps an action learning programme keep its focus is the task or issue that each member is

addressing. Even if the focus of the Set is self-development, participants will have concrete actions, based

if they are members of an organisation in their organisation's overall task. Self-development will then

find its focus in that context.

The Task
One of the basic premises of action learning is that everyone on a programme has a problem, ‘issue’ or

‘task’ to work on to achieve a desired outcome. It is in attempting to achieve it that learning takes place.

If a member of a Set has no problem s/he is not, in Reg Revans’ phrase, a ‘comrade in adversity’. Such

members will not have the same level of experiences as the other members. They are unlikely to feel the

same sense of commitment to the work of the Set and the other members. For in reciprocity lies one of

the strengths of action learning. The issue needs to be one that the Set member feels engaged in and

committed to – we learn best when we have a reason for learning, when we are tackling something

meaningful. We need to ‘own’ it and it needs to be challenging (though the challenge may not become

evident until the implementation stage).
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Appendix 1 
Setting Up Action Learning Sets in your Organisation

This section is intended for facilitators, trainers or managers who have already participated in an action

learning programme and who want to set one up within their own organisation. Of course, no guide

such as this can turn someone into a skilled facilitator on its own so you might want to work with

someone else, a mentor or a buddy, to provide you with reassurance and guidance in the first instance.

Also, this is not an exhaustive guide and is aimed at getting the first Set meeting up and running – it does

not include specific guidance as to the how some of the pitfalls mentioned in the previous section might

be avoided. If in doubt, contact your organisation’s training and development manager for advice on the

organisational aspects of setting up a learning initiative such as this one.

Introductions
Ask participants to introduce themselves to each other (even if some

of them have met before). On a flipchart/board, write the headings

that you want them to use in introducing themselves, such as

• who you are (name you want to be called)

• where you are working now in the organisation

• your career background (in the organisation or elsewhere)

• something different or quirky or unique about you (give examples, and let people know that this

is to help the group to remember the person and to see the person as more than just a staff

member).

Many people are not used to speaking in front of groups and may be feeling shy and a bit self-conscious.

For these reasons, it is often easier for people to ‘make their way in’ to a new group if they are asked to

disclose the above information to the person sitting beside them (partner), and then each person

introduces his/her partner to the group.

If the group members are pretty familiar to each other (say, for example, it’s a Set of line managers who

are used to working with each other) a more in-depth ‘introduction’ is often necessary (to shift people

out of the limited work role ‘stereotype’ that they may have of the people they work alongside but don’t

really know). One way in which this more in-depth introduction can be achieved is by an exercise called

‘Lifelines’ (see below under ‘Exercises and Topics for Discussion’ for description). Finally, don’t forget to

introduce yourself!

Context Setting
In a way, this is just to give people an idea of the ‘big picture’ which contains this programme – for

example, giving people an idea of where the initiative for action learning within the organisation came

from, why it’s thought to be a good idea, why it’s being introduced now, and how it relates (or doesn’t)

to any other training and development initiatives that might be coming down stream. Don’t spend too
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much time on providing this information (say, 5 minutes or so) but it is worth covering in case there are

any suspicions of hidden agendas in relation to the programme. Don’t be too surprised if this prompts a

lot of questions. Bear in mind that there will be time later in the morning to explore the pros and cons

of action learning itself.

Clarification of Objectives and Expectations
This is a really good way of getting the participants to commit themselves/’buy in’ to the process because

it puts an onus on them to think through their own objectives for participation in the programme. It also

gives them an opportunity to raise any doubts or concerns they might have about their participation and

gives the facilitator an opportunity to clear up/clarify any misunderstandings that participants might have.

The best way to do this is to write the subjects listed below on a flipchart/board and ask the participants

to address them in small groups (with non-attributable feedback to the larger group):

• Hopes/Expectations • Concerns or Worries • Personal Objectives

Ground Rules
Introduce the necessity for ground rules by referring to the fact that all groups have a need to agree or

find ways for members to work with each other. Under ‘normal’ circumstances, these ways would

emerge, but (given that this group will only meet for a limited number of days) it is often better and more

efficient to define some ground rules at the beginning.

Ask the participants for any thoughts they might have

about the ways they have experienced members of groups

working together effectively and, based on this

experience, to suggest ground rules. Also, the

hopes/concerns/ worries they identified earlier might

prompt some suggestions for ground rules. If all else fails,

the facilitator can suggest some ground rules – if this is the

case, start with the more ‘obvious’ ones such as

timekeeping, mobile phones, etc. (this might prompt

members to suggest some too) and then move to the more

process-oriented ones including confidentiality (absolute

or just non-attributable?), need for balanced participation, need for active listening and sensitivity and,

finally, ask for people NOT to jump in to ‘solve’ other people’s problems before there is a full exploration

of the possible causes and implications of the problem.

Overview of Action Learning
At this point, a brief overview of action learning will probably be enough because it is the following

stage, where members are introduced to the actual process of the group meetings, which is more

important. A brief overview of action learning might consist of:

Developed in the 1950s by Reg Revans as the best way for managers to learn (traditional ‘classroom’ based

education is limited in its value). Managers do not learn without action and change, they simply acquire

knowledge which, in itself, is of limited value. The foundation of action learning is, therefore, a virtuous

cycle as follows:
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• managers learn from experience

• they can share that experience with other managers

• they can learn further from having those colleagues ‘interrogate’ and advise them

• they can learn further again by taking some or all of that advice and putting it into action

• they can continue to learn and to share their learning by reviewing with their colleagues the

action taken and the lessons learned.

It is the insight gained from taking action and reviewing the consequences (with reference to previously-

acquired knowledge, when appropriate) which really adds value to the individual managers and to the

organisations in which they work. Revans called the whole approach ‘comrades in adversity’.

Action learning has been used with both private and public sector employees in the UK and in Ireland.

In Ireland, it has been used with a variety of ‘populations’ in the public service (including the health

services), from clerical staff to senior managers.

Overview of the Action Learning Process
The process of action learning is where it usually departs most from people’s experience of organisational

training and development. This is because the process that typifies action learning groups is led by

individual participants, with a facilitator to help the group to help that individual. Give people an

opportunity to digest this information … and assure them that they will have an opportunity to have a

trial run of it today. Also, remind them that they will at all times be in control of what learning issues

they bring to the group – nobody can force them to learn!

‘Learning issues’ include

• reviewing previous ‘critical’ incidents or performance areas

• asking for help with problematic areas of work

• reviewing priorities

• asking for help in dealing with difficult relationships at work (above or below)

• asking for advice/guidance on intentions, policy, plans for an area of work

• reviewing career plans (including training and development needs and options)

• asking for feedback on general team/section management

• using the group as a sounding board to think through difficult work issues.
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Other key points to be aware of about the process are described in the following paragraphs.

There is no point in raising learning issues that are beyond your control and influence.

There are no right or wrong learning issues – they do not have to be big problems, or problems that are

relevant to the whole group. If they are relevant to the person who wants to raise them, this is enough.

They certainly don’t have to be logical – it is often on the non-rational side of management or

organisational behaviour that the most benefit/gain is to be made.

With all difficulties, there are four options available: you can change, they can change, both of you can change

or neither of you can change. Waiting for others to change so that we can be happy is, in many cases, fruitless.

Even in the case of general difficulties in organisations (i.e. not specific or unique to a particular section

or part), the thrust of action learning is to encourage managers to take some action at their own level or

within their own sphere of influence. A useful reminder here is the ‘target’ diagram below showing the

different dimensions of the issue.

It is very rare that a particular subject area would be absolutely taboo in action learning groups.

However, some subjects may be very personal and beyond the comfort and/or competence of the group

to deal with. Other subjects/issues may be better dealt with by other groups or in other forums. In all

cases, if in doubt, ask the group. This is probably better than trying to place absolute bans on subjects at

the outset (which might just lead to suspicion or self-censorship).

Having told the group what they are expected to do, now is the time to tell them what your role is and

is not.   It can also be a good idea at this stage to ask them if they now feel that other ground rules might

be appropriate.

At this stage, try to move the group straight into a trial run of an action learning process. Ask for a

volunteer to be the ‘guinea pig’ and remind him or her again that anything that is related to work is fine

to bring to the group as a learning issue. If silence follows this request, don’t panic.

If all else fails (i.e. there is ABSOLUTELY nothing coming forth from the group), one way out of this

impasse is to ask people to take their diaries out and to look back over the last full week or two to see if

anything happened that would be a good subject for discussion, for review, for reflection, for feedback,

for advice on different ways of dealing with it, etc. If the group members still seem uncomfortable or

reluctant to ‘disclose’ to the larger group, the group members can be split into pairs or groups of 3 or 4
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Exercises and Topics for Discussion

‘Lifelines’

This is an exercise that is best performed at the beginning or relatively early in the life of the action

learning group and involves members completing the graph of their life (‘life’ can be restricted to career,

if preferred – this makes it less personal but also, for some people, much less threatening) and choosing

to disclose three events or times in their life/career that were of special significance. The basic graph that

people are asked to complete for themselves is shown below (heavy line). The dashed line and numbered

points represent a sample completed graph.

Personal SWOT (or SWOT of own Section)

Participants complete an assessment of their own Strengths, Weaknesses, Opportunities and Threats.

They can then use this assessment to ask the group’s advice on whatever aspect they like, for example,

how to capitalise on a strength or remedy a weakness, how to exploit an opportunity, how to minimise a

threat, etc.

Key People in Your Life

Participants ‘map out’ the key people that can influence their success or failure in work (inside the

organisation and outside, up and down from them in the hierarchy). This can help people to identify

relationships that might require additional attention and then use the group as a sounding board to help

them identify strategies for bringing about any improvement that is required.

Mapping Out Time and Priorities

Participants complete a simple pie chart of where their time goes in relation to generic categories of work

based on a ‘typical’ week (if they have their diaries handy, it’s even easier). They can review their usage

of time across the different categories against the importance of activities involved. If there is a

mismatch between how time is spent and how time should be spent, this should prompt some questions

which they can ask the group to help with.
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‘Critical’ Incidents

Participants review their diaries over the last week or two for anything that presented them with a

difficulty. They use this difficulty to ask for their group’s help and advice in relation to how they might

have handled the situation differently or better. The group can work in pairs or small groups to do this

exercise if desired. If nobody has a particularly ‘critical’ incident to talk about, another way to do this

exercise is to have members write on a piece of paper the most significant incident they met with in the

last two weeks – one of these pieces of paper is picked at random as the basis for deciding which group

member should present.

Generic Issues in Organisations

Issues that have a general relevance are often good to ‘get the ball rolling’. An easy way in is to get

participants to work in pairs (or groups of 3-4) to identify specific problems they might have encountered

in relation to the general issue. However, remember to bring them back down to the level at which

people have appropriate responsibility (the ‘target’ diagram). The sorts of issues which work well here

are

• communication

• culture

• working practices

• leadership style

• teamwork or group work (use the Belbin Team Role Questionnaire as a way of giving people a

neutral and common language to talk about team behaviours)

• management style

• managing change.

Culture

A way in which to ‘tackle’ the issue of culture is to ask people to try to experience their section/

division/office as if they were a stranger visiting it for the first time – when they walk in, what would they

see? How would people be behaving? How would they be dressed? What would they be doing?

What would the place look like? Smell like? Sound like? Most importantly of all, what impressions

would they form based on what they experience, and are these the impressions they want to create?

What could they deduce about how things are managed? About morale? About what people think is

important and unimportant? About what is rewarded?
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Appendix 2 
Frequently Asked Questions About Participating in an
Action Learning Programme

Who is action learning aimed at?
Action learning is a process of learning-by-doing that consists, usually, of groups of peers (people who

work at a similar level in an organisation or across organisations) who work together to help each other

solve problems or implement change. So it can be used by any group of people as long as they are

seeking to implement change. In the health service in Ireland, many of the action learning programmes

which have been started have been commissioned by the Office for Health Management whose brief has

been to specifically work with the manager population and so it may be perceived that action learning is

just for managers. This is not the case.  Action learning is often used by project groups who are working

on a common project or by groups of people who are working on separate but similar problems (e.g.

quality or customer care improvements).

Why might I go for action learning instead of any other form of training and
development?
Action learning is not, of course, the answer to everything but it has benefits that are not always derived

from other approaches to education, training or development. The benefits are that it is based on real

work issues rather than text-book issues or historical case studies. It is based on peer-assisted group

learning rather than on ‘flying solo’ and so can offer a level of both support and challenge that is higher

than is offered in most other approaches to development. It typically deals with messy issues, ones that

don’t have a text-book answer to them, the sorts of issues that can keep you awake at night because they

don’t have a rational or easy solution to them (they might include a level of organisational politics, or

they might not have any precedent, or there might be several ‘answers’ and judgement is needed in

choosing the best one at any given time/for any given context).

However, if what is needed is relatively straightforward grounding in the theories and techniques of

management (or any other competence), it might be better to start with a more structured programme

which is based on the transfer of expert knowledge or on the development of a particular skill.

How does action learning work?
Action learning is probably unlike any other form of training or development that you have experienced

in that it is not based on the old idea of an ‘expert trainer’ who imparts knowledge or concepts to the

less expert. Action learning is based on the idea that adults learn best when they have an opportunity

to take action and then to reflect upon and make sense of that action. Action learning takes place in

two ways: (i) small groups of about 6 or 8 members are formed to act as both learners in their own right

and to act as consultants or advisers to the other members of the group. These groups meet to discuss

problems or issues that individual members raise based on their own real life work settings and to help

these individual members decide upon appropriate responses to these issues (i.e. actions to be taken).

The individuals then take those actions (ii) and, next time the group meets, use the group to help them

debrief and extract as much learning as possible from these actions. The members of the group negotiate

with each other for ‘group time’ and they decide their own agenda. Groups typically start with a

facilitator but can progress to become self-facilitating in time.
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What could I expect if I were to take part in an action learning programme?
If you become a participant in an action learning programme, it is very likely that you will join a group of

people, usually of about six or seven others plus yourself, and you will work with this group on issues that

you and the other members of the group choose to work on. The group meetings are usually facilitated.

The meetings usually work by individual members presenting an issue to the group, something that they

are working on or seeking to change – it can be a discrete project or an ongoing part of their work that

they are trying to do differently. The group then acts as an advisory panel or sounding board to that

individual member and helps him or her to try to design an action that s/he can take to effect that change

over the course of the coming weeks and before the next meeting of the group (this is the ‘action’ of the

title).

So you can expect to get the help of the other members of the group on issues that you are working on,

and you can expect to act as a kind of consultant to the other members of the group on the issues that

they are working on. You can expect to do a lot of talking and reflecting during the group meetings,

and to take action between the group meetings, action which is then reviewed at subsequent meetings.

How are the members of the action learning group chosen?
To an extent, this depends on whether the group is set up within an organisation or across several

organisations, and whether or not there is a particular focus to the programme (for example, quality

improvement). In general, action learning will not be effective unless the group feels safe for the

members to learn, take risks, admit to a need for help, and be able to take other perspectives on board.

One of the biggest contributing factors to feeling safe is being able to trust the other members in the

group. Often this trust takes a little while to build up but is considerably helped if the members are peers

(i.e. in general, come from the same level within the organisation even though their work might be very

different), are not competing for power or position (e.g. are not in the running for the same job in a year’s

time!), are self-selected and voluntary participants, and where there is no unresolved ‘baggage’ between

them that is likely to interfere with their ability to learn. The norm is for the group to be established on

these bases and then allowance made for group members to decide whether they want to participate in

that group based on the proposed membership.

What amount of time would I have to commit to the programme?
Action learning can be a bit like a piece of string in that there is no fixed or absolute length or duration.

Roughly speaking, the group meets for as long as the meetings are useful. It usually takes a few

meetings of the group just for the members to feel comfortable with each other and to get to really know

each other.  You can probably therefore expect to attend a minimum of four meetings of the group (the

meetings are typically of a day’s duration though, again, there is no absolute or fixed duration of a

meeting). The time taken to implement action between meetings is very much dictated by the nature of

the action that is agreed.

Is action learning just another way of describing project work?
Action learning has been associated with helping managers and other members of staff to implement

specific projects where the learning Set acts as a kind of continuing change management support group

throughout the life of the project. This approach to action learning is very effective and can provide

project managers and those managing large changes with very good peer support to help them in their
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design, implementation and learning in relation to the particular change or project in question, especially

when all of the projects have a common context and/or focus (e.g. quality improvement, putting patients

first, practice development, etc.).

However, this ‘project support’ approach is only one way of using action learning – it has also been

extensively used to enable more general management development where Sets are formed and the

participants decide, on an ongoing basis, their own agenda which can cover anything that is related to

management or to their performance on the job. In this way, action learning can facilitate development

because the Set members provide both support and challenge to each other to reflect on their

management practices and to extend that practice by taking further or new action.

When is the best time to get involved in an action learning group?
There is no absolute good or bad time to get involved in an action learning group except to say that, in

general, the best time to get involved is when you feel you have something to learn and that you would

like to work with a group of peers who could both support and challenge you to learn. Action learning

groups have been formed comprising people who are relatively new to management and people who are

very experienced but who may still wish to work with a group of peers because they could do with a

‘sounding board’ to help them plan and manage change. Others have found that the best time to get

involved is when they encounter a problematic or messy issue that cannot really be resolved by simple

‘text-book’ approaches.

Where does action learning take place?
Action learning can take place anywhere – it is a pretty ‘low-tech’ process (the only ‘equipment’ that is

needed is a flip-chart and a comfortable working environment) and so can be accommodated in most

places. When it is located in-house, it is best to try to find a meeting venue away from the immediate

workplace and work demands just to minimise the likelihood of disruption to any member.

Action learning is probably more likely to come out of a training and development department or

institution rather than a university (though it has been used to support university teaching too) and the

best place to start looking for it is probably within your own Corporate Learning and Development or

Training Unit where someone will probably know if there are programmes/groups being established in

your organisation or beyond. The Office for Health Management may also be able to help because, from

time to time, it commissions development programmes which may include or be based on action learning.

Action Learning28 



References and Further Reading

Beaty, E., Bourner, T. and Frost, P. (1993) Action learning: reflections on becoming a Set member

Management Education and Development, Vol. 24, Part 4 (pp. 350-367)

Belbin, M. (1981) Management Teams: Why They Succeed or Fail Butterworth-Heinemann

Bourner, T. and Weinstein, K. (2000) Just another talking shop? Some of the pitfalls in action learning

Centre for Management Development, University of Brighton, Brighton/International Foundation for

Action Learning, London, UK

Covey, S.R. (1989) The Seven Habits of Highly Effective People Simon & Schuster

Hague, H. (1974) Effective Self-Development Macmillan 

IMI (2001) Navigating in Uncharted Waters: National Action Learning Programme (video) Irish

Management Institute

Margerison, C. (1988) Action Learning and Excellence in Management Development J. Management

Development, Vol. 7, No. 5 (pp.43-53)

McGill, I. and Beaty, E. (1995) Action learning: a guide for professional, management and educational

development Kogan Page

McNulty, N.C. and Robson Canty, G. (1995) Proof of the Pudding J. Management Development, Vol. 14,

No. 1 (pp. 53-66)

Mumford, A. (1991) Learning in action Personnel Management, July

Pedler, M. (Ed.) (1991) Action Learning in Practice, 2nd edn. Gower

Revans, R. (1978) The ABC of Action Learning F.H.Wakelin, Birmingham

Revans, R. (1985) The Origin and Growth of Action Learning Chartwell-Bratt

Office for Health Management29



Notes

Action Learning30 



Notes

Office for Health Management31 



Notes

Action Learning32 


