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	Title:
	Improving performance through action learning 

	Level:
	5

	Credit value:
	5

	Unit guided learning hours
	18

	Learning outcomes (the learner will)
	Assessment criteria (the learner can)

	
1 Understand the role of a facilitator in an action learning programme

	
1.1


1.2



1.3



1.4



1.5




1.6




1.7
	
Analyse the characteristics required for effective action learning

Explain the importance of respecting others’ ethical views, beliefs, attitudes and values in a facilitation role

Explain the importance of challenging inappropriate language or behaviour in a facilitation role

Explain the importance of not abusing own power and authority in a facilitation role

Explain the importance of creating the necessary, safe and confidential conditions for engaging in effective action learning

Explain the importance of agreeing the expectations, processes and boundaries of an action learning intervention with key stakeholders 

Explain why action learning facilitators should develop enhanced communication skills and be able to analyse communication to identify meaning


	
2 Understand how to justify action learning in an organisation
	
2.1



2.2




2.3




2.4




2.5




2.6
	
Explain the link between effective action learning and leadership development

Appraise the contribution action learning can make to improving the performance of individuals, teams and the organisation

Appraise the role of action learning in relation to alternative developmental and support strategies in the organisation

Identify potential organisational barriers in the organisation to using action learning and develop appropriate strategies for overcoming them

Evaluate the opportunities for using action learning to address specific developmental and support needs in an organisation

Establish how the effectiveness of the proposed action learning intervention can be evaluated


	Additional information about the unit
	

	Unit purpose and aim(s)
	To enable participants to understand the justification for action learning in an organisation and the contribution of action learning to individual, team and organisation performance.


	Details of the relationship between the unit and relevant national occupational standards or professional standards or curricula (if appropriate)
	New professional standards for teachers, tutors
and trainers in the lifelong learning sector:
· Domain A Professional values and practice
· Domain B Learning and teaching


	Assessment requirements or guidance specified by a sector or regulatory body (if appropriate)
	

	Support for the unit from a sector skills council or other appropriate body (if required)
	Lifelong Learning UK (LLUK)

	Equivalencies agreed for the unit (if required)
	M5.35 Improving performance through action learning

	Location of the unit within the subject/sector classification system
	15.3 Business Management

	Additional Guidance about the Unit

	Indicative Content:

	1
	
· The nature of action learning and the historical perspective
· Different perspectives and schools of action learning
· Different models of learning styles
· Comparisons with other problem solving techniques used in the workplace
· Types of facilitative approaches
· Examples of models and research into action learning able to contribute to performance improvement (examples of models that may be used include: Revans model, Argyris’s double loop learning, Kolb’s learning cycle, hemispherical dominance, transformational learning, Johari’s window, McGill’s socialisation models, the work of Mike Pedlar , Marquart, Marsick, O’Neill and the research from the Centre for Action Research and Professional Practice at Bath University)
· Legal aspects of action learning facilitation (Health & Safety, Equal Opportunities, Disability, etc.) and ethical issues (abuse of power and authority, personal intimacy and sexual harassment)
· Concepts of power and authority (personal/positional, zero-sum) and power dynamics (especially power relationship between self and group)
· Cultural issues working with a diverse workforce (gender stereotyping, race, religion and sexuality, etc.)
· Personal beliefs and values, their source and effect on attitudes and behaviours
· Behavioural traits, their drivers and effect on others (e.g. nature/nurture debate on sex/gender, and differences in cognition and behaviour)
· Communication theories (e.g. discourse analysis theories, overview of socio-linguistics)
· Relationship characteristics and contrasts between action learning, group coaching judgemental/non-judgemental, Transactional Analysis, etc
· Distinguishing the appropriate physical environments for action learning, especially the need for ground rules and confidentiality


	2
	
· Models of Leadership
Costs, risks and benefits of action learning interventions – financial and personal/social/emotional
Strategies for overcoming organisational and operational barriers (time, resources, attitudes, values and ownership)
Range of alternative learning methodologies, their costs, risks and benefits and utility in developing particular knowledge and skills (for example taught management programmes, case studies, experiential learning)
Contribution of action learning to the achievement of organisational, team and individual objectives
· Techniques for programme monitoring, review and evaluation
· Instruments and methodologies for evaluating action learning
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