The Fifth Discipline: The art and practice of the learning organisation
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General Ideas

« Tolearn you need to develop 3 capabiltes:

« Thinking of the world as divided in unrelated parts is bad.
Keep the larger whole in mind

tistoo much,

‘The hallmark of good design is the absence of crisis

. he full benefitof wich has. ¥ 8¢
= People don't resist change. They resist being changed

« Todays stress results from the underinvestment of the past

« Vision, Val J

« Problems with todays management;

Management by Measurement | Short-term focus
« Ignoring intangibles

Compliance-based Culture | Pleasing the bo:

« fear-driven management

Managing Outcomes. «Top-down targets

« people held accountable for unrealistic goal

Predictability & Controllabi

« Management as control
« Planning, Controlling and Organizing

Loss of the Whole « Fragmentation

+local innovations stay local

Rightvs, Wrong Answers | Technical fixes favored

« Systemic ssues fgnored

Uniformity. « Diversity seen as a problem, conflict avoided

The Seven Learning Disabilities

I o ; e sonat taking chr

The parable of the boiled frog The myth |
learning s imited pretend o
their roles andlose | wrong, they look for butit avoid unnoticed, leading to sow
sightof the bigger | someone to blame. deeper change. systems are gnored. | decline or failure. & he
system. Evenif the problem is #The biggest threats come
The resut s volatile | syste Prosctiveness comes from from siow, gradua processes.
and extreme reactions secing how we contribute to
to change our own problems
The "Beer Game"
wir
« Inth i iler, wholesaler, distibutor, an fact
« Inspite of X
. it their ro
E i it Rule: | result
D0 not overshoot the fix when the result s simply delayed.
Strategies
Two sets of questions
Deep Learning Cycle
~what are our aims?
« What are the fundamental areas of growth? « How can we do t?
« How would we know it ifwe saw t?
. « Purpose, Vision & Values
. Practices, Relationshi
Theory, Tools & Methods: | deas on how things work
« How theories are aplied, problems are solved
8 Strategies for applying organizational learning
Working Creating Practice ields
© True learning comes from the apportunity to practce
pproach |° stealth o
© Use After Action Reviews (AAR) * Avoid Jargon
*What happenes? = Don't make a big deal about the change
+What did we expect? *Keep attention low but involve everyone nterested
*What can we learn? = Underpromise and overdeliver
*Writethat down
Connecting with the core of the business “other”
1 you engage 20% of 2 group youreach a tipping point & Training: .
team
Practice:
without consequence
Study of documented practices
Articulating of assumptions
The 5 Disciplines
1 3.Shared Vision 4. Team
- 2 = = group of people
otherwise
« s the discipline of personal growth and learning « An dea that nspires peopie to act on
«The spiit of alearninig organisation «Team Learningis performed by dialogue
It starts with identiying what matters 0 us « The result s principles and guiding practices
« tstarts with looking inward at what drives our behaviour i answers "What do we want to create?” «Itis not about accumulating knowledge
A Structures of « People only focus on the long termif they want to, not i they have to
vision of the company needs to be aligned with them «Shared
«ltisa process: «Planning means to question our asumptions and Mental Models Personal Vision i needed
«Shared Two Types of Discourse
. + When orders fall. Most try to cut osts. iton them
Instead you sould imporve delivery and performance a discussion
Holding Creative Tension Commitment
i Skilled Incompetence Envollment, |~ Becomming part of something by choice Dialogue
Creative Tension = the gap between reality and what we want understanding
. » «Thiskeeps them fromlearning Gompliance: +Noone wans to "win”
+They only learn to avoid pain «Focus is on analysing different viewpoints
+Goalsto reveal incoherence in our tho
= Thisconflctcan only be overcome by chaneing belefs Bad Mental Models to look after «Dialogue needs to be practcad regularly to buildtrust
«Tell the truth. Commit to finding out what reality reallylooks like. +You have to work overtime to get promoted the same
i visioniskey +Teams build a language for describing the complexity of their work
«The businessis only about making money
. 3  and where Concitions or Dialogue:
challenging the status auo i expected
4kills for Mental Models Guidelines «Everyone suspends their assumptions without emotion
«Be committed yourself «Everyone understands the rules an diffrence to discussion
«state thevision as simple a5 possible +One must bea faciltator and keep people on track
« Lot others choose and don't conince them
Dealing with Defensiveness:
+B3 aware of the gap between what you think and what you actually do e2ling with Defensiveness:
© something to avoid) «State your own feelings
« Acknowledge the other person might eel the same way
thouht « Ak for their help to look for the cause
Discussion: | = structured exchange of views to make descisions
generalization +Has a clear goal and timeframe
“Atechnia Madels «Pealpe state and defend their views
+The group decides on how to act
«Take an interaction you feel i not working,
columns.
« Look for how and if the problem s defined.
. if
+Theonly
discussresultng assumptions and beliefs
+ Assume all may be wrong
Advocacy:
clearly
State what you think and why
Inquiry: | Asking for other's opinions
Ak forathers tocorrect you and share thei view
Ask what data would change their views
«Both need to be balanced for optimal learning
« Managers need totap into nsights from others
«The goal NOT to "win an argument” bt to ind the best one
e

The Sth Discipline: Systems Thi

Lok for interrelationships rather than things
v ee,
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The 11 Laws

1.Today
“solutions’” « Avoid solutions that simply shif the problems
= These fxes leat to dependency on the short term solution
« Systems push to stay the same
i
B
« Long-term problems may sl build up
= You end up stuck inthe same loop
. need more of it ( i - syndrom)
« Trying to fx things fast can backfire
6. Faster s slower - Pushing growth too fast e to falure:
= Systems have natura imits and rhythms
space - Consequences often appear far from the action
Tiny,
« These points are hard to spot
- You need to understand the underlying structures first
9. P «vou
-
11.There is no blame « Blaming others blocks learning
« Everyone i part of the system and shares responsibilty
2Types of Complexity
[ [ |
|
« Most leverage in business lesin dynamic complexity
Cycles of Causality
= Rather than linear cause-effect chains, reality is made of circles
= Example: Fillng  gass of water is acircular system of cause end effect, regulating the amount of water filed
Two types of feedback loops
Balancing: |« Efect-Cause loops tha level a variable to 2 specific value
«E.Fillng a gass of water balances the amount of water
« Balancing processes create resistance to change.
Reinforcing: |« Effek-Cause loops that buid up or decline a variable
£.8.a snowball olling down a snowy hill
Smal actions growing nto big consequences leading to"viclous cycles”
« Feedbackloops do also have delays.
Systems that control events
. Vo
« It consiss of one reinforcing process and a balancing one
“Eg.
(Condition)

7o solve it identify the Slowing Action and reduce it

« Always foeus on the next limitaiton to your growth

«Cycles of cause
« Fastfixes are used to solve a problem temporari

«The problem comes back and side effects build up over time
« Dependency builds up towards the symptomatic solution

and leads to a quick fix.

again
“The Abiltyto solve the problem (Fundamental Solution) s neglected.

“Tosove,
symptomatic slution

System Architypes

—and
Eroding Goals
Escalation ‘Arivalry or competition pirals out of control
P o &
5 that Fail or

Growth and
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