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Section One  

 

Objectives 

1.) Define and analyze Problem Based Learning (PBL) 
2.) Define and analyze Solutions Focused Learning (SFL) 
3.) Compare and contrast those learning models 
4.) Examine the basis, context and expected outcomes of SFL 

 

Lecture 

Problem Based Learning 

PBL is a process of curriculum and instructional development intended to actively 

engage students in solving problems that mirror real-world issues and challenges. This 

process consists of three steps:  

• Diagnosis 

• Research 

• Solution 

 

PBL is built on an ill-structured problem. Students, through small group collaborative 

efforts, seek innovative means, rather than formulaic models, in their attempt to resolve 

that issue or situation. Learning occurs through construction, rather than instruction, 

because Faculty are coaches, or facilitators, rather than dispensers of knowledge. Their 

approach is to create and present experiential, rather than prescriptive, curriculum.  

  

In an effort to increase student’s ability to retain information and support the 

applicability and transferability of that knowledge, PBL was developed at McMaster 

University Medical School approximately 30 years ago. Today, PBL is utilized in grades 

K – 12 and in colleges and universities. “PBL prepares students to think critically and 

analytically, and to find and use appropriate learning resources.” (Duch, n.d., ¶ 3) 

 

There are international professional associations for those who research and 

practice the methodology, such as Asia-Pacific Problem-Based Learning Association 

(APBLA). And, there are many articles, papers, journals, monographs, books and 

newsletters written about PBL. 

 

Solutions Focused Learning 

Solutions focused learning (SFL) was developed by the Business Faculty of the 

College of Business & IT, in 2005. This process, a natural outgrowth of the traditional 

PBL teaching/learning methodology, and a solution to the gaps in the PBL model, 

consists of the following five steps: 

• Diagnosis 

• Research 

• Solution 

• Execution 

• Evaluation 
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In addition, the five steps encompass the following six core factors, which are 

described in depth in Module Two: 

• Team Project (scenario); personal project 

• Teamwork 

• Applicable strategic solutions 

• Multi-tasking 

• Actively engaged Faculty and students 

• Evaluations 

 

 The principles and processes of the first three steps, as established in PBL are both 

relevant and applicable to SFL. And, the addition of the last two steps is an essential 

differentiating factor between SFL and PBL, as they address vital, current organizational 

and individual needs, and support and enhance the Argosy Advantage approach to 

learning. This learning methodology emphasizes interactivity – between students and the 

coursework, Faculty and the coursework and high level interaction between Faculty and 

students. 

 

A second way the participative approach to learning is being met is through the Pinnacle 

Seminar, where each year, students have the opportunity to interact with a well-known 

scholar/practitioner in a residency course setting (S7200). This year’s leading expert, 

during the October gathering in Atlanta is Dr. Margaret Wheatley, who exemplifies 

theory in practice. 

 

A third way to promote interactivity necessary for SFL is the emphasis on action research 

(AR). The foundation of action research is collaboration and group/team work; all SFL 

courses contain and support these requirements and their concomitant skills. AR requires 

the perception of connections in content and context and their concomitant complexity. 

The SFL steps of execution and evaluation reinforce and reveal connections and support 

excellence in execution and outcomes.  

 

Lastly, AR has three primary purposes: 

• Knowledge generation 

• Personal and professional growth 

• Organizational, individual and community empowerment 

 

The SFL process supports and reinforces those objectives as well. Stringer (1999) states:  

 

…action research works on the assumption…that all stakeholders-those whose 

lives are affected by the problem under study-should be engaged in the processes 

of investigation…If an action research project does not make a difference, in a 

specific way, for practitioners and/or their clients, then it has failed to achieve its 

objectives. (pp. 10-11) 

 

Herr and Anderson (2005) concur that the core goals of AR are congruent with those of 

SFL:   
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Action research is oriented to some action or cycle of actions that organizational 

or community members have taken, are taking, or wish to take to address a 

particular problematic situation. The idea is that changes occur either within the 

setting and/or within the researchers themselves…Like all forms of inquiry, 

action research is value laden. (pp. 3-4) 

 

Finally, intentions, prior planning and reflection are necessary, in order to call a 

research project “action research.”  These factors are key to the SFL process, also. 

 

Purpose of SFL: Basis, Context & Expected Outcomes 

 About the same time that PBL was developed, educators Argyris, Bateson and 

Schon were formulating their theories of learning systems. They introduced concepts and 

models for double-loop learning, organizational learning, action learning and action 

research. 

 

 One of their goals was to move the information chain beyond finding solutions; 

their premise was that answers are only part of an ongoing process of learning. In reality, 

solutions should lead to more solutions, through the system of execution 

and evaluation (double-loop learning).  

 

These evaluation models encourage people to give more attention to regular 

incremental improvement. In general, the means which so far suggest themselves 

are… 

• Making provision for ongoing monitoring whenever plans are being 

developed or decisions made; 

• Setting up organizations [sic] or groups or programs as self-improving 

systems, by ensuring that the most relevant performance feed back is 

available, without threat, to those who can best use it to change their 

performance. (Dick & Dalmau, n.d., p. 25) 

 

SFL is also based in the research and application contributed by Senge and 

Wheatley, both of whom are scholars and practitioners currently actively applying the 

theories developed by Argyris, Bateson and Schon. They strengthen and build on the 

original models through their work in organizational and human development. An article 

in Senge’s Society for Organizational Learning newsletter, Reflections, clarifies their 

premises. “The result of a great ST (systems theory) project is not a set of elegant causal 

loop diagrams, but a new capacity for reflective dialogue, deep insight, and shifting 

entrenched mental models” (Seligman, p. 7, [online version]). 

 

Another important factor which added to the need the COBIT Faculty sensed for 

transforming PBL to SFL is the prominent and promising focus on organizational 

teamwork. Collaboration is essential in a learning system. “The purpose of creating 

collaborative teams is to build ownership of the team’s operations and to ensure the 

alignment of its members with the strategic direction of the company” (Marshall, 1995,  

p. 114). 
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And, the move toward globalization and diversity within organizations, 

communities and nations adds to the need for broadening and deepening learning 

processes. This factor led to the development of triple loop learning, which will be 

addressed in Module 5. Nadler and Hibino (1990) reinforce the necessity for diversity in 

finding, implementing and evaluating solutions: “Outstanding problem solvers are 

diverse people who seek many different sources of information in their problem-solving 

efforts” (p. 35). 

 

Expected outcomes for students 

 The expected outcomes of the SFL coursework are for Argosy students to engage 

in their workplaces, in ways that are meaningful for both the organizations and 

themselves. Individual and organizational growth and sustainability are dependent on 

these principles and practices. 

 

Ross Ashby’s “Law of Requisite Variety” is one of the most famous systems 

principles. In essence, the law says that for a system to survive, it needs to be at 

least as complex as its environment. As the environment be comes more complex, 

the system – whether an organism or an organization – learns and adapts, 

handling more complexity. Otherwise, sooner or later, it dies. (Lipnack & Stamps, 

2000, p. 281) 

 

References 

 

Texts 

Herr, K., Anderson, G. L. (2005). The action research dissertation. Thousand Oaks, CA: 

Sage. 

 

Lipnack, J., Stamps, J. (2000). Virtual teams. New York:  

John Wiley & Sons. 

 

Nadler, G., Hibino, S. (1990) Breakthrough thinking. Rocklin, CA: Prima Publishing. 

 

Stringer, E. T. (1999). Action research 2
nd
 Ed. Thousand Oaks, CA: Sage. 

 

Articles 

Duch, B Problem-based learning. Retrieved June 11, 2006, from 

http://www.pkal.org/documents/ProblemBasedLearning.cfm 

 

Seligman, J. Building a systems thinking culture at Ford Motor Company. Reflections. 

(Vol. 6, No 4/5). Downloaded May 23, 2006 from 
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Websites 
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Section Two 

Objectives 

1.) Analyze the six foundational aspects of SFL courses  
 

Lecture 

There are six core factors that every SFL course must actively contain: 

• Team Project (scenario); personal project 

• Teamwork 

• Applicable strategic solutions 

• Multi-tasking 

• Actively engaged Faculty and students 

• Evaluations 

All aspects must be interrelated and interact – behavior indicative of a system. 

 

Project/Scenario 

 The project, or scenario, is the primary focus of an SFL course; the ill-structured 

problem sets the tone and the activities. Organizations and individuals face a variety of 

challenges every day. Each course scenario must reflect these real life situations and, as 

in life, the projects must offer opportunities for discovering multiple solutions. In SFL, 

there is no one right way to achieve outcomes, there is no guessing which answer the 

instructor believes is correct. Senge, Laur, Schley and Smith (2006) elaborate on the 

power of scenarios in the learning process.  

 

…a valuable third step is to create scenarios that portray a set of imaginative but 

plausible stories about the varied ways in which the world might turn out 

tomorrow. This step allows your team to combine the implications of several 

driving forces into distinct stories. You are then free to imagine how multiple 

forces might interact systemically within one possible future, in line with how the 

real world actually works. (pp. 39-40) 

 

The goal is to encourage students to be engaged in the outcomes, to believe they 

bring value to and have an impact on the solutions. Students are to understand and be 

supported in discerning how to create, implement and evaluate their solutions. They must 

be given an environment in which they can both set the scenario expectations and the 

outcomes. Indeed, McNiff and Whitehead (2006) state, “Practitioner knowledge is central 

to practical and theoretical sustainability” (p. 18). 

 

Teamwork 

 Working in teams provides opportunities to enhance individual learning.  

Teams are…wonderful sites for learning – for expanding one’s knowledge, 

acquiring new skills, and exploring perspectives on the world that differ from 

one’s own. Teamwork also can engender feelings of belonging, providing 

members a secure sense of their place in the social world. (Hackman, 2002,  

pp. 28 – 29) 
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 Teamwork collaboration and self-directed learning develops and strengthens 

individual and organizational commitment and performance. Accountability and 

responsibility are fostered, as well as the sense of interdependence – characteristics 

necessary to support a system. 

 

Applicable Solutions  

 The focus on organizational intellectual capital is intensifying. Nearly ten years 

ago, Edvinsson and Malone (1997), in their book Intellectual Capital, expressed their 

views that the intellectual capital model was entering a second phase, “that of application 

and capitalization…hundreds of thousands of companies, large and small, throughout the 

world will adopt Intellectual Capital as a way of measuring, visualizing, and presenting 

the true value of their businesses” (p. 19). 

 

The ability to research, to discover sources of solutions is essential to SFL. 

Finding, analyzing and applying appropriate resources must be encouraged throughout a 

SFL course. In organizations, the appropriate utilization of intellectual capital is key to 

sustainability and success. SFL courses offer students the opportunity to develop both 

their knowledge base and their knowledge-base building skills, through application, 

rather than only through theory. Thus, they develop essential organizational and personal 

skills and practices. The course learning holds value to them and their present and future 

employers. 

 

Multitasking 

 In SFL, students are expected to work on two levels - both as team members, 

solving scenarios and as individuals, completing various assignments. This is another 

real-world, applicable aspect of the course, as employees, managers and leaders are 

expected and required to: 

• Do several tasks at the same time 

• Be responsible for several jobs and/or assignments 

• Possess and utilize diverse skills, appropriately and optimally 

 

As in the workplace, students will be evaluated on their individual and teamwork 

abilities and participation. This aspect of SLF coursework is challenging and requires a 

systems approach to best ensure appropriate and effective outcomes.  

  

I have felt the frustration that comes from trying to craft a group product that all 

members find acceptable. And I know from research and…experience, that teams 

can stress their members, alienate them from one another and undermine their 

confidence in their own abilities...The challenge is to generate ways of 

understanding, designing, and managing teams that help them meet or 

exceed…criteria. (Hackman, 2002, pp. 29-31) 

 

Student Role 

 In a student-centered, versus a prescriptive, curriculum, coherent and relevant 

information is developed and shared throughout the system, in a process of double-loop 

learning. Students learn about the course from the Faculty, who, in turn, learn about the 
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course from the students. Senge (1990) reminds us that this back and form style of 

learning is a foundational aspect of systems thinking. “It [feedback] means any reciprocal 

flow of influence. In systems thinking it is an axiom that every influence is both cause 

and effect. Nothing is ever influenced in just one direction (pp. 74-75). 

 

Argosy’s teaching philosophy is that Faculty is facilitators of knowledge – both 

their own and the students. They are expected to provoke critical thinking and draw forth 

deep learning. Students are expected to display evidence of both, as a result of taking 

each required and elective course and as an outcome of completing a degree program.  

 

Each week, students are given additional information regarding the scenario, 

which, as in real situations, will cause them to alter their internal and/or external strategic 

plans. Thus, as in real situations, high level communication is essential. Faculty 

disseminate information regarding the who, how and what of a module, or assignment, in 

order for students to implement and execute for success. Students: 

• Should understand the key factors to be evaluated in a specific plan of 

execution; 

• Are given clear and delineated assessment guidelines – for example, in the 

case of mid-term, project or final papers, two parameters would be termed 

“well-documented research” and “APA style and format are required.”  

Both those guidelines are applicable, fulfillable and measurable; 

• Are provided Faculty office hours and both email and phone contact 

information, in case communication regarding clarification is needed.  

 

The ability to explore the space of possibility can be found in a corporation’s 

ability to engage in dialogue. Irrespective of its many forms, dialogue’s sole 

purpose is to create something that has not previously been thought by any 

individual prior to the dialogue. Its purpose is not to share information but to 

create information, to explore information potential beyond what exists as “facts” 

and to let go of, or recombine, what is already known or what might be known. 

(McMaster, 1996, p. 145) 

 

In SFL courses, with Faculty coaching, each student personally constructs his/her 

knowledge by actively engaging in the process of information gathering, data analysis, 

creating and testing hypotheses, implementing decisions, evaluating outcomes and 

interacting with classmates, team mates and Faculty. “Because identifying and 

challenging assumptions, and exploring  alternatives, involve elements of threat and risk 

taking, the… support provided by a group of others…is a powerful psychological ballast 

to critical thinking efforts” (Brookfield, 1987, p. 79). Particularly in the graduate level 

courses, Faculty coach students to examine and describe their rationale for making a 

particular choice over another. 

 

Evaluation 

Observing outcomes and considering them, utilizing critical thinking and 

reflection are basic to assessing for improvement, a foundational factor of SFL. 

Therefore, each SFL course contains three evaluation methods: 
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• public/class discussion 

• team/collaborative problem solving 

• individual assignments  

Students are expected to participate in discussing a topic posed by the Faculty and 

provide quality responses. The discussion portion of the coursework offers students the 

opportunity to view other students’ perspectives, which most likely are different, in 

varying degrees, from their own. 

 

 Students are divided into teams, each of which will work on diagnosing, 

researching, solving, implementing and evaluating the project. Each team will be 

measured on their collaborative efforts, with the majority of the assessment focused on 

their execution of the solution/s. Team contracts and evaluation rubrics are two SFL tools 

included in many of the syllabi. 

 

 Individually, students must demonstrate they understand and are able to 

appropriately apply the course content to a personal or work-related project. Again, in 

this type of course, knowledge is self-created and the student is evaluated on his/her 

critical reflection and application abilities. 

References 

Texts 

Brookfield, S. D. (1987). Developing critical thinkers. San Francisco: Jossey-Bass. 

 

Edvinsson, L., Malone, M. S. (1997). New York: HarperBusiness. 

 

Hackman, J. R. (2002). Leading teams. Boston: Harvard Business School Press. 

 

McMaster, M. D. (1996). The intelligence advantage. Boston: Butterworth-Heinemann. 

 

McNiff, J., Whitehead, J. (2006). All you need to know about  action research. London: 

           Sage. 

 

Senge, P. (1990). The fifth discipline. New York: Currency. 

 

Senge, P., Laur, J., Schley, S., Smith, B. (2006). Learning for sustainability. Cambridge, 

MA: SoL. 

 

Websites 

http://www.udel.edu/pbl/ 

 

http://www2.imsa.edu/programs/pbln/tutorials/intro/intro 

 

http://www.mcli.dist.maricopa.edu/pbl/info.html 

 

http://www.samford.edu/pbl/comparison.html 
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Section Three 

 

Objectives 

1.)  Analyze appropriate SFL course and module expectations for optimal learning 

2.)  Explore module tasks 

3.)  Examine appropriate individual and team feedback 

 

Lecture 

Setting and Demonstrating Course and Module Expectations 

 From the beginning of an SFL course, students are apprised of what type and 

level of performance is expected of them. Actions, focused on and based in specific, 

measurable outcomes, are most effective. More likely than not, with those parameters 

present, students’ efforts and activities result in efficient and effective learning, 

successful outcomes that support them, their current and future organizations and Argosy, 

as well.  

 

Argosy courses are structured so that the course objectives reflect the course 

descriptions, which are mapped to the POS outcomes. Course goals are formulated from 

the specific details in each course description. Each aspect of a course description must 

be covered within the modules, to varying degrees, with more emphasis placed on the 

most vital learning. 

 

The language and structure of the outcomes is important; using the appropriate 

terminology, in the correct context is necessary. Bloom’s taxonomy is utilized in 

developing course objectives. His six levels of cognitive domain are utilized to both set 

and structure course outcomes. Requiring students to recall information is at the lowest 

level; expecting and supporting students to assess, absorb and apply knowledge is the 

highest. 

 

Students are assigned roles as problem-solvers, within the context of the scenario, 

as experiencing that their input has value in resolving the issue/situation is a core aspect 

of SFL. Experiencing the course as student-centered, coherent and relevant is essential to 

this level of learning, as well.  

 

Lastly, whatever materials are used to support the scenario project are cohesive, 

relevant and applicable. The system is interrelated, in order to produce the most valuable 

and viable solutions.  

 

Describing Module Tasks 

 Again, the use of Bloom’s Taxonomy is necessary to assist students in 

accomplishing the course outcomes and achieving their personal goals. Are students 

being asked to attain knowledge or comprehension?  Are they required to demonstrate 

application or employ analysis?  Are students to create syntheses, or appraise or calculate 

evaluations? 
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 Each task is related to the whole, organized within the whole. The level of 

coherence with the program and course objectives intensifies knowledge acquisition and 

absorption within SFL. 

 

Providing Feedback 

 Appropriate and applicable feedback is essential to double-loop learning. Using 

an analogy of a map, when students have the names of both streets at an intersection, 

finding out how to get where they need to go is easier.  

 

The evaluation portion of a course is essential to the success of the whole SFL 

process. In essence, evaluation, or assessment, or analysis of the outcomes, creates the 

next step, the next diagnosis, which leads again and again, to the following steps of the 

loop (Diagnosis; Research; Solution; Execution; Evaluation). 

 

 Argyris explains double-loop learning as a means to adapt and modify governing 

values, to create a new paradigm, to think out of the box. Senge uses the term “mental 

models” to describe the fixated concepts and approaches underlying learning that should 

be examined and re-examined, for new learning, or what he terms “transformation” to 

occur.  

 

 Communicating specific strengths and weaknesses to each student, regarding their 

individual and team efforts is essential. Students are provided clear, applicable and 

relevant feedback; students are given the opportunity to review their work within the 

context of the program, the course, a module and a specific assignment. “The 

interdependence of teams in systems underscores on omnipresent issue: Teamwork is 

about responsibility. It’s about the parent organization’s responsibilities to the team and 

about the team members’ responsibilities to one another, to their team, and to the parent 

organization” (Lumsden & Lumsden, 2004, p. 61). 

References 

Texts 

Lumsden, G., Lumsden, D. (2004). Communicating in groups and  teams. Belmont, CA: 

         Thomson/Wadsworth. 

 

Senge, P. (1990). The fifth discipline. New York: Doubleday. 

 

Senge, P., Kleiner, A., Roberts, C., Ross, R., Roth, G. Smith, B. (1999). The dance of 

change. New York: Currancy/Doubleday. 

 

Wheatley, M. J. (1994). Leadership and the new science. San Francisco: Berrett-Koehler. 

Websites 

http://www.scu.edu.au/schools/gcm/ar/arp/argyris2.html 

 

http://rubistar.4teachers.org/index.php?screen=WhatIs&module=Rubistar&PHPSESSID=

35e81395c23c93f1292e286f5bc9cd8b 
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Section Four  

 

Objectives 

1.) Examine the SFL requirements for the scenario project, particularly emphasizing 
the focus of the final outcomes 

2.) Analyze the course closure/debrief process 
 

Lecture 

Projects (Individual & Group/Team) 

 Course projects, both individual and group/team, are intended to implant and 

elicit learning about the nature of business. “Students learn best by constructing solutions 

to open-ended, complex, and problematic activities with classmates, rather than listening 

passively to lectures” (Problem-Based, 2001, p. 3). Students have opportunities to 

examine and illustrate what they already know and discover what they have to learn. 

Both types of projects are based on ill-structured problems that either exist (for individual 

work) or portray (for group/team work) real life situations and circumstances and fulfill a 

personal and/or professional need. 

 

 Weekly progress on the group/team project is important and the process for and 

the outcomes of the actual solution, execution and evaluation is vital. In both types of 

projects, the theory-to-practice aspect of the work, the applicability and practicality of the 

strategic planning and results, matter most. Students are measured on the degree of 

excellence in the execution of their policies and procedures.  

 

Course closure/debrief 

To complete the process of double loop learning for the course in general, an 

evaluation of the overall course learning is essential. Faculty need to know what gaps 

exist, and how large they are, between the targeted POS and course outcomes and the 

actual performance of the course. The purpose is to expand Faculty’s, Argosy’s and 

student’s capabilities by actively participating in the organizational development process 

of double loop learning.  

 

Students are expected to practice: 1.) are problems being posed before answers? 

2.) is the focus on eliciting the most appropriate student-generated solutions, rather than 

the traditional, right, rote responses?  Students want to know if and how their investment 

in the coursework adds personal and professional value to their lives. Therefore, a last 

assignment, designed as a course/POS debrief is included in the SFL coursework. 

 

This final step of critical reflection on the part of the students reinforces the 

underlying principles of SFL; this assignment is one last aspect of what Bateson termed 

“learning to learn”. Students continually construct their evaluation, both internal and 

external, of the time spent on and the knowledge gained from the course. Senge et al. 

(2006) remind us: “The sustainability agenda is inherently ambiguous because it 

incorporates two distinct aspirations: reducing unsustainability (by improving practices 
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that are dangerous and wasteful) and creating generative sustainability (innovating 

toward a world that ensures human and natural systems can flourish together” (p. 8).  

 

References Texts 

Bateson, M. (1995). Periphal visions: Learning along the way. (Reissue ed.). New 

 York: Harper. 

 

Problem-based learning. (2001 Winter). Speaking of Teaching, 11, 3. 

 

Senge, P. (1990). The fifth discipline. New York: Doubleday. 

 

Senge, P., Kleiner, A., Roberts, C., Ross, R., Roth, G. Smith, B. (1999). The dance of 

change. New York: Currancy/Doubleday. 

 

Senge, P., Laur, J., Schley, S., Smith, B. (2006). Learning for sustainability. Cambridge, 

MA: SoL. 

 

Wheatley, M. J. (1994). Leadership and the new science. San Francisco: Berrett-Koehler. 

 

Websites 

http://www.learningandteaching.info/learning/learnlea.htm 

 

http://tip.psychology.org/manage.html 

 

http://www.lesley.edu/journals/jppp/2/sugarman.html. 

 

http://www2.imsa.edu/programs/pbln/tutorials/intro 
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Section Five  

 

Objectives 

1.) Analyze leading edge knowledge basis of SFL to strengthen this course learning. 
2.) Explore further SFL concepts to enhance learning and develop skills. 

 

Lecture 

 There are several different concepts, theories and models that support and 

enhance the SFL process. Some of them were mentioned in the first four sections; this 

section offers an opportunity to gain a deeper and broader view of the following 

knowledge and tools: 

• Double- & Triple-Loop Learning 

o Teamwork 
o Diversity 

• Mental Models 

o Ladder of Inference 

• Appreciative Inquiry (AI) 

• Emotional Intelligence (EI) 

• Participatory/Shared/Servant Leadership 

 

Each of the topics is one aspect that either forms, and/or supports the complexity of 

systems learning/thinking. As would be expected in systems theory, each of the topics is 

interdependent and interrelated.  

 

Many of these concepts, theories and/or models were developed a minimum of 15 

years ago, as in the case of EI, and some 40 years ago, when Argyris, et al. developed 

double loop learning, then the ladder of inference. Nearly 20 years ago, Senge built his 

mental models approach from the knowledge gained through the application of the ladder 

of inference. And, triple loop learning is a relatively recent outgrowth out of the double-

loop learning model. As a point of interest, Dr. Margaret Wheatley, the visiting Professor 

for the first Pinnacle Seminar in October, 2006, has an article about triple-loop learning 

on her website, which is listed in the references.  

 

This section provides students with text, article and website resources for each of 

the topics. They can be utilized in strengthening knowledge of SLF for aiding students to 

better understand and utilize systems learning coursework. There is no separate reference 

page for this section of the Guide. 

 

I. Double- and triple-loop learning, teamwork and diversity 

Texts 

Argyris, C., (1990). Overcoming organizational defenses: Facilitating organizational  

         learning. New York: Prentice Hall. 

 

Flood, R. L., Romm, N. R. A. (1996). Diversity management: Triple loop learning.  

        Chichester: Wiley.  
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Articles 

Georges, A., Romme, L., van Witteloostuijn, A. (1999). Circular organizing and triple 

          loop learning. Journal of Organizational Change Management. Vol. 12, No. 5,  

          439-454. 

 

Lillies, P. (2001). Case study of a knowledge-based organization. The International  

          Review of Research in Open and Distance Learning. Vol. 2, No. 1. 

 

Websites 

http://berkana.tomoye.com/ev_en.php?ID=3846_201&ID2=DO_TOPIC 

 

http://blog.fastcompany.com/archives/2004/12/16/creating_a_learningdriven_culture.htm 

 

http://www.effectingchange.luton.ac.uk/approaches_to_change/index.php?content=ol 

 

http://www.learning-org.com/02.09/0040.html 

 

http://www.learning-org.com/02.09/0042.html 

 

http://www.int-learning.com/doublelooplearning.htm 

 

http://www.sociocracyinaction.ca/tripleloop.htm 

 

http://azla.aznet.org/azla/Archive/Dream/dream.html 

 

II. Mental Models and the Ladder of Inference 

Texts 
Senge, P. (1990) The fifth discipline. New York: Currancy. 

 

Senge, P., Kleiner, A., Roberts, C., Ross, R. B., Smith, B. J. (1994). The fifth discipline 

          fieldbook. New York: Doubleday. 

 

Articles 

Owen, J. M., Lambert, F. C. (1998) Evaluation and the information needs of 

          organizational leaders. American Journal of Evaluation, Vol. 19, No. 3, 355-365.  

 

Rieley, J. B., Clarkson, I. (2001). Change management: How companies shift 

          organizational behaviors to improve performance. Journal of Organizational 

          Excellence, Vol. 20, No. 4, 45-52. 

 

Websites 

http://www.solonline.org/pra/tool/inquiry.html 

 

http://www.clexchange.org/ftp/documents/system-ed/SE1993-01LeadersNewWork.pdf 

 

http://news.ala.org/ala/acrl/acrlevents/conteh-morgan.PDF 
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http://www.executiveforum.net/pdfs/turner.pdf 

 

http://www.isnar.cgiar.org/learning/Defaultdd6e.html 

 

http://www.audubon-area.com/sengesum.pdf 

 

III. Appreciative Inquiry 

Texts 

Cooperrider, D., Whitney, D. Appreciative inquiry: A positive revolution in change. 

    (2005). San Francisco: Berrett-Koehler. 

 

Fry, R. E., Barrett, F., Seiling, J., Whitney, D., Eds. (2002). Appreciative inquiry and 

          organizational transformation: Reports from the field. Westport, CT: Quorum. 

 

Torbert, B. (2004). Action Inquiry: The secret of timely and transforming leadership.  

          San Francisco: Berrett-Koehler. 

 

Articles 

McArdle, K. L. (2002). Establishing a co-operative inquiry group: The perspective of a 

           “first-time” inquirer. Systemic Practice and Action Research. Vol. 15, No. 3, 

           177-189. 

 

Shelton, C., Yang, J., Liu, Q. (2005). Managing in an age of complexity: Quantum skills 

          for the new millennium. International Journal of Human Resource Development.  

          Vol. 5, No. 2. 

 

Websites 

http://appreciativeinquiry.case.edu/uploads/whatisai.pdf 

 

http://www.appreciative-inquiry.org/AI-Life.htm 

 

http://www.c4ql.org/images/Transformative_Education_Article.pdf 

 

http://www.atlc.org/members/resources/AILiteratureReviewCompact.doc 

 

http://isce.edu/ISCE_Group_Site/web-

content/ISCE%20Events/Naples_2002/Naples_2002_Papers/Shelton_McKenna_Darling.

pdf 
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IV. Emotional Intelligence 

Texts 

Druskat, V. U., Sala, F., Mount, J., Eds. (2005). Linking emotional intelligence and 

           performance at work: Current research evidence with individuals and groups.  

          Mahwah, NJ: Lawrence Erlbaum. 

 

Goleman, D. (1995). Emotional intelligence: Why it can matter more than IQ. 

          New York: Random House. 

 

Articles 

EI Hay Group article page. Retrieved June 16, 2006 from 

http://www.eq.org/cgi/frames.pl?id=182&title=Developing%20Emotional%20Intelligenc

e  

 

Sometimes EQ is more important than IQ. Retrieved June 16, 2006 from 

http://www.cnn.com/2005/US/Careers/01/13/emotions/ 

 

Websites 

http://www.eiconsortium.org/ 

 

http://www.casel.org/home/index.php 

 

http://www.myskillsprofile.com/tests.php?test=21&gclid=CKS6xZLC0oUCFRCFHgodtw

K_1Q 

 

http://www.unh.edu/emotional_intelligence/ 

 

http://www.eq.org/cgi/frames.pl?id=182&title=Developing%20Emotional%20Intelligenc

e 

 

V. Participative/Shared/ Servant Leadership  

Texts 

Greenleaf, R. K., Spears, L. C. Eds. (2002). 25
th
 Anniversary Ed. Servant leadership: A 

             journey into the nature of legitimate power and greatness. Mahwah, NJ:  

            Paulist Press. 

 

Pierce, C. L., Conger, J. A. (2002). Shared leadership: Reframing the hows and whys of 

           leadership. Thousand Oaks, CA: Sage. 

 

Zoglio, S. W. (1995). The participative leader. New York: McGraw-Hill. 

 

Articles 

Kim, S. (2002). Participative management and job satisfaction: Lessons for management 

          leadership. Public Policy Management, Vol. 62 No. 2. 
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Somech, A. (2005). Directive versus participative leadership: Two complementary 

         approaches to managing school effectiveness. Educational Administration 

         Quarterly, Vol. 41, No. 5, 777-800. 

 

Waldersee, R., Eagleson, G. (2002). Shared leadership in the implementation of re- 

          orientations. Leadership & Organization Development Journal. Vol. 23 No 7, 

          400-407. 

Sometimes EQ is more important than IQ. Retrieved June 16, 2006 from 

http://www.peace.ca/servantleadership2.htm 

 

10 principles of servant leadership. Retrieved June 16, 2006 from 

http://www.butler.edu/studentlife/hampton/principles.htm 

 

Making shared leadership work. Retrieved June 16, 2006 from 

http://www.sedl.org/csrd/connections/oct00/4.html 

 

Websites 

http://changingminds.org/disciplines/leadership/actions/michigan.htm 

 

http://www.nwlink.com/~donclark/leader/leadstl.html 

 

http://www.ianrpubs.unl.edu/epublic/pages/index.jsp?what=publicationD&publicationId

=200 

 

http://www.butler.edu/studentlife/hampton/principles.htm  

 

http://cnx.org/content/m12923/latest/ 

 

http://www.ala.org/ala/acrl/acrlpubs/crlnews/backissues1999/january1/learningshared.ht

m 


