Learning Set Guidance
Aim of the action learning set overall is;

For us all to deepen our learning about the strategies, skills & tools that work
Introduction

The purpose of an Action Learning Set format is to facilitate peer learning and support.  The format enables detailed exploration of a live issue with all its dimensions, using the group to open up new perspectives on the situation.  The group should NOT give advice, share their experience or make strong recommendations about a course of action.  The objective is to use questioning to enable the presenter to consider a fuller range of possibilities, to identify gaps in knowledge as well as clearer certainty about what they do know, and to raise awareness of assumptions they may be making.  For everyone it enables a live exploration of the reality of the risks & benefits, of leading and managing, the complexity of human dynamics involved in taking authentic action.
Aim of each individual set cycle is
To identify & explore strategic actions that could help on a complex live issue.

The Process of an individual learning set cycle
One person coaches the set, ensuring timings and process is kept to.

First 10 minutes

One person presents a challenge or an issue they need to move forward on – (ideas, feelings, potential action)
The coach may do some interviewing just to help the presenter give a full sense of the story, clarifying the facts.
The others are only to listen.

Next 10-15 minutes

Members of the set have a brief opportunity to ask any questions for clarification.
Members are then asked to design some OPEN questions, that they think could help the presenter. 
(– helpful focus’ can be questions about the history, assumptions you think you are hearing, the ‘big picture’ and potential consequences of action/inaction.)

No advice should be given, and no closed questions asked.
The coach can help design of questions, and examples below can help. 
These are then written out on post it notes in full

The coach facilities the members to say their question as well as give the post it note. .

During this session the presenter should be making notes of reflections they are having.  They receive the gifts 
Next 10 minutes

The presenter is invited to share what they are now thinking about in terms of areas for work and actions. 
Then a break and a different presenter for the next round.

Useful Open Questions

1. What’s your biggest fear/ concern?

2. What have you been avoiding thinking about lately?

3. What’s on your conscience?

4. What’s frustrating you most right now?

5. What issue do you think other people (colleagues, spouse etc) would like you to resolve?

6. What are you finding most difficult to get your mind around?

7. What opportunities are you missing?

8. What would you feel better about, if you could get it off your chest?

9. If you could change one thing today, what would it be?

10. Can you encapsulate the issue in one sentence?

11. What has prevented you sorting it out before now?

12. How frequently does this issue arise?

13. What positions have all the players adopted?

14. What are their/ your motivations?

15. When is this an issue?

16. How strongly do you/ others feel about it?

17. What is the pressure to resolve/ avoid dealing with this issue?

18.  How much of this is fact and how much is assumption?

19.  What are the assumptions that you/ others are making?

20.  What are you trying to achieve?

21. Why does it matter? (to you, to others)

22. What’s the current impact? (on you, on others?)

23. What’s at stake? (future impact)

24. What happens if you don’t resolve it?

25. What are the forces acting on this issue on you? Can you draw a map of them?

26. What lies behind each of those forces?

27. Where is this issue leading?

28. How does this fit with your values?

29.  What are you likely to regret?

30. What do you want to happen? Why?

31. Who else’s job are you doing for them?

32. How much of what you are doing is genuinely purposeful?

33. Could you be making things worse?

34. What would [someone you trust and respect] tell you to do?

35. Where are the disconnections in this situation? (eg between what you say and what you do)

36.  What’s the question no-one wants to ask/ be asked?

37. How much do you really care?

38. What patterns are repeating themselves?

39. Who has the power/ responsibility to resolve it?

40. What’s important to you now?

41. Is this issue  a small part of a bigger problem; or is this several inter-related issues?

42. Assume you have no limitations on how to tackle this: what would you do?

43. What would [role model] do?

44. What’s the worst/ or best thing you could do?

45. What would give the biggest buzz to you/others?

46. What behaviour/ attitude shift needs to happen within others?

47. Who else could resolve part of this issue for you/ with you?

48. Is a partial solution acceptable? (How good is good enough?)
Questions Adapted  from David Clutterback’s Coaching books
Theories that underpin action learning 
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“Action learning is based on the idea that people have an unlimited capacity to learn from experience, but a limited capacity to learn from being taught.’ Reg Revans, founder of action learning 

It is when we do things for ourselves that we learn the most…  
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Action Learning is a circular process and group process.  Underpinning the group process is very much the power of peer learning.  But not delivered in a style of advice which at its worst can feel like ‘you don’t want to do it like that’ (Victor Meldew).
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In action learning your peers, are focused on supporting your learning journey, by listening and asking powerful questions.  This then can be re-enforced by your peers sharing their reflections.  All of which is often fueled by deep empathy from your peers.  This empathy can be ‘been there and worn the t shirt’, or can be ‘wow you do it like that in your setting, I could learn from that for my setting’. 
Reg Revans, the founder of action learning devised this equation to describe action learning. 
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Double Loop Learning - Schon
Most action learning sets would meet up several times and start by hearing the results from the person(s) who presented their challenge last time.  Through the process of reflecting on the results of actions, together with the same group, you can achieve double loop learning, where you can start to see the assumptions that are at work beneath the complex dynamics.
I have been in and facilitating types of Action Learning Sets since 1998. My own ‘A Short Guide to Using Action Learning Sets in Any Organisation’ which I first wrote in 2010 will be on my website.  Or email me.
Personal Learning Log/ Evaluation 

This form helps support every participant to capture at the time their main learning, and then at the next action learning set, take this further as you hear the results. 

Date of meeting

Topics Covered:

What did I learn from todays meeting?

How will I use it?  (the learning)

Further questions it raises for me?

Later Review (completed in preparation to the next time the set meets)

Did I learn from this?

How have I used it?

ALS Process Summary
· Arrival Round

· Bidding – if i were to present today I would talk about…
· Presenting

· Questions

· Formulating Actions

· Reflections

· Process Review
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