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Action Learning SLP
Question 1
In the first scenario, various things rendered the whole process ineffective. For starters, the set had a large group consisting of twenty people which made it difficult to address everyone’s issues. Moreover, having a large group of people made the feedback process time-consuming. Even though there was an attempt to reduce the time that every individual took to present and receive their feedback, it was still an inefficient process. Therefore, to ensure that the whole process takes place effectively, it is essential to ensure that they break the large group into a small group. For instance, instead of having a group of 20 people they could use a group of about 4-5 people and give them at least half an hour each to present and receive their feedback from the others. This not only makes the group effective but also more intimate and allows the members to give constructive feedback and take less time while doing so. Moreover, action learning is more effective with a small group of individuals as compared to a large group (Marquardt, 2004). Also, it is impossible to cover everything in a single action learning set lesson hence it is vital that appropriate time is allocated during the sessions to allow members to build relationships and give their feedback openly without fear (Passmore, 2011). This allows the members to take the feedback positively and feel comfortable even when their weaknesses are highlighted.
Question 2
In the second scenario, action learning is not applied appropriately. The CEO identifies a specific problem for a group and asks them to fix it. However, the outcome of the results indicate that this is not the proper use of action learning. Moreover, the purpose of action learning is to help the members learn other than solve problems in the organization. Members in an action learning set are supposed to learn through their peers at work by helping them through their problems and enabling them to develop appropriate actions for their problems (Pedler, 2013). The CEO seems not to understand the purpose of an action learning group when he expects the group to come up with the solution of the group. The employees, on the other hand, have an idea of what action learning group is expected to achieve as they each identify the areas that they are supposed to work on and learn from the same experiences. Consequently, most of them can improve on their leadership skills. In action learning, individuals own problems, and tasks in which they must be committed to acting upon (Pedler, 2013). In the scenario, the CEO just generalizes the problem which does not give members an incentive to be committed to acting on the specific problem. As a result, he is disappointed because he does not get the results that he wants.
Question 3
The main problem with the third scenario is that the facilitator is the CEO’s top assistant hence making the members of the action group reluctant to share the challenges that they encounter while at work. Also, the fact that the facilitator works directly with the CEO not only makes them shy away from sharing the truth but also feel uncomfortable throughout the program. An effective action learning program requires that the members feel free and confident to share with others during the meetings and be assured that confidentiality will be maintained. If members are not assured that all the information shared will be kept confidential, they might be reluctant even to share vital information (Marquardt, 2004). For the process to work, the facilitator should be changed to ensure that members are comfortable so that they can share freely. Also, before the beginning of the program, they should seek to build trust to ensure that the team members are comfortable with the facilitator and each other. 
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