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Peter Senge identified five learning disciplines that he believes are the core of leadership in any learning organisation. What are these? Explain each using example. (7)

Personal mastery-is about successfully and consistently working toward one’s own goals to become as efficient and effective as possible, it is about developing one's own proficiency, aiming to be able to clarify and deepen personal vision. This occasions ability to keying into what you want while at the same time resisting occupation with what you do not want. A productive focus is scheduled thereby. When fully sharpened, personal mastery becomes an ability to converge on ultimate intrinsic desires and to do positive things aimed at achieving them. This honing helps with navigating the gap that will exist between reality and personal vision which causes tension and turns it into a creative force that nourishes personal vision. The inevitable emotional tension, which if left unprocessed-can erode personal vision will require mastery in order to effectively dampen it. Furthermore, structural conflict may surface when a belief in one's own powerlessness and unworthiness in achieving personal vision threatens to wear it down.  Energies must be directed toward changing these negative beliefs, thus reducing structural conflict while preserving personal vision. Personal mastery contributes to the learning organization by continually expanding an individual’s capacity to create their own future, and that of their organisation (Flood, 1998, p. 263).
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Mental models-are conceptual structures held in each person's mind that shape the way each person perceives the world and as a result act in it. Mental models are what define for a person their relationship with the world in which they find themselves. Mental models are most often invisible in the routines they discharge. It is possible that advertisers utilise mental models to get their products promoted and eventually baught. People will always notice what they have been exposed to or have been made to think about in a certain way. Since mental models exist below our awareness, so we do not look at them very often. It remains that the core challenge of this discipline is to examine what your mental models are; explore the impact they have on our lives; and consider whether making some adjustments would result in living with more meaning, purpose, or satisfaction.
If one has got good discipline of their mental models, they are able to recognize mental models they carry in their minds, to surface and test assumptions that define the mental models in their lives, and to consider transforming mental models and accordingly their relationship with the world. This reflective way of inquiry helps people to appreciate limits that mental models impose on personal vision (and inevitably shared vision in the learning organization). Challenging mental models expands individuals' as well as teams' capacity to learn and to create their own future. Abilities to reflect and inquire, are considered central to the discipline of mental models (Hruska et. al. 2015).

Shared vision-Is a powerful tool helps to build commitment within the group. When people share a vision, they have a collective sense of what is important, and they can create a plan to collectively achieve the goals shared. Having a shared vision refers to shared operating values, a common sense of purpose and a basic level of mutuality which extends insights and principles from personal mastery into a world of collective aspiration and shared commitment. In shared vision, multiple visions are encouraged to coexist in a course of action that at once transcends and unifies personal visions. Managing each individual's vision and extending them into shared vision helps expand an organization's capacity to create its future. The core idea on which methods for shared vision are constructed is intensive dialogue between involved and affected people. The process is developmental. This is the antithesis of visioning exclusively from the top of a management hierarchy. Visioning from the top of management to widespread intensive dialogue—from "telling" to "co creating." Telling is where those at the top "know what vision should be and the organisation is going to have to follow it. However, selling them on the idea, and becoming less necessary as the group takes on the task and completes the work, is the best culture to shared vision where people do not because they have been told but because they have been involved and now identify and own the vision as their own (NHS, 2019).

Team learning-aims to align people's efforts by directing their energies, creating synergy. As people work together as a team, they all bring their individual mental models to the table. The team learning discipline transforms their individual conversational and thinking skills, into developing greater skill than that of any one individual. 
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Team learning harnesses the potential of many minds thus therefore requires mastering the practices of discussion and dialogue. Discussion is where different views are presented and defended in search of a view to support decisions that must be made. Dialogue involves suspending one's own views, exploring issues from many points of view, and visiting the mental models and personal visions of others. Discussion and dialogue need to be balanced. Also, team members must learn how to cope with forces that break down meaningful discussion and dialogue by developing skills in inquiry and reflection. A learning organization having teams equipped with competencies in inquiry and reflection will be better prepared continually to expand its capacity to create its future. Discussion and dialogue are necessary counterparts in the quest for consensus. However, there may be forces at work that prevent productive discussion and dialogue. The ability to identify defensive routines people employ in discussion and dialogue that break down those processes, is therefore crucial. For example, even when one team member knows that another one has made a mistake, they might prefer not to comment honestly about this because it can cause embarrassment or offence. The real challenge is not to avoid offence or embarrassment, but to transform all forms of defensiveness into inquiry—indeed a reflective inquiry. This is the discipline of team learning (Hedlund & Osterberg, 2013).

Systems thinking-systemic thinking in practice is a directed process of critical reflective inquiry looking into the nature of a situation and the relevance of possible different ways of handling the situation, including systems archetypes. Systems thinking encompasses all the above theories that explain the flow of activity at work but then provides that one common thread that connects them-all systems follow certain common principles. Understanding systems thinking helps us to see how we can alter systems to make them more effective, and how we can align ourselves more closely with larger processes of the natural and economic world.
It is a process that guides people to their own appreciation of matters of direct concern and how they might deal with them. Systemic thinking yields processes for learning, ultimately is critical reflective inquiry that remains ethically alert. 
(Senge et. al. 1990).

2. What is a personal vision? Explain three important steps involved in creating a personal vision?

Personal vision is an essential means for focusing attention on what matters most in one’s life, what one wants to accomplish in life and how they want to accomplish it. It is what one wants for themselves, defined by what they want to demonstrate for themselves and even others and consummated by what they want to achieve through the process. To be useful, a personal vision has to be rooted in your past, address the future, and deal with today’s realities. It represents who you are and what you stand for. It is something that inspires you to develop the discipline of making constructive changes towards a future you want to see (Friedman, 2008).
Creating a personal vision statement is what guides one’s life to accomplish by providing the direction necessary to chart the course of your days and determines 
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the choices you make. It is like a light shining in the darkness that illuminates your life path (Heathfield, 2019).

Step one of the process is to identify your values: listing about 10 co-values, traits or qualities that you consider not just worthwhile, but representative of your highest priorities, deeply held beliefs, and core, fundamental driving forces. This is your heart and is eventually what you stand for. Core values are intrinsic to forming your vision and determining what you present to the world, they are fundamental to attracting and retaining the best, most contributing partners in your life accomplishments. 10 values however can be too many to focus on without diluting effectiveness. Trimming them down to three most important is the next task. The three that remain, are the very core of your personal vision. 

Step two would be to then define these three core values, outlining what success for each of those values would look like. Since personal core values define who you are and what matters to you as an individual, your values will establish where you invest your time, energy, and resources. Personal core values are different from goals which are accomplishments that you aspire to, and once you’ve reached your goal, you mark it as done and set a new one. Values, on the other hand, are about how you consciously choose to show up in relationships, at work, and in the way you navigate your inner landscape. Defining them will clarify what gives you satisfaction and clarify your boundaries in life (Inge, 2017).

Step three is to put It all together by bringing the three definitions or statements together into one large paragraph. This is where it may become necessary to go back and re-evaluate your values or change some sentences to create phrases that truly represent your inner drive. It is important to do so as this should be a reflection of your deepest internal working models, thoughts and a roadmap for how you would like to conduct your life.


3. Discuss Senge’s mental models with reference to effective leadership.

Since our mental models are an ever-present undercurrent somewhere below our awareness, and since people do not look at their mental model often enough, their effect on accomplishing vision whether personal or organisational can be ignored at our own peril. Examining what your mental models are; exploring the impact they have on our lives; and considering whether making adjustments to occasion living with more meaning, purpose, or satisfaction becomes paramount. In accomplishing vision, there are mental models that can actually hamper results. Even in relationships, if a partner thinks their mate is always misunderstanding them, they will constantly miss whatever sense their partner is trying to reason with them. If management is persuaded that their workers are not up to scratch with the challenges of the company, they will not benefit from the knowledge that those workers have to offer and just like a self-fulfilling prophecy, the productivity of the company will be stifled. A dismissive attitude could become a culture that aborts 
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company vision. Awareness of our mental models can then be open to innovation and creativity.
If mental models mean deeply ingrained assumptions, generalizations, or even pictures and images that influence how we understand the world and how we take action (Dlniz, 2018), then this is what workers bring to the leadership meetings and an understanding effort to revise these models is unavoidable if progress has to be achieved. Recruitment departments within companies would have to look at getting people whose experiences will feed into accomplishing stated company vision because a person’s mental models are formed by experiences, beliefs, and values. These determine the way they perceive life. Mental models can facilitate or hinder the development of abilities and behaviors in each of the roles we exercise on a day-to-day basis.
For leadership to develop working solutions that offer sustainable changes, they must begin with the identification and transformation of mental models. As a leader, talent development is to help other leaders and managers in the organization to re-evaluate what they believe in. We need to help them to identify the patterns of behavior that people have, or they may have as well as what aspects of those patterns need to change. Key first step would be to help others recognize their current mental models, leading to helping them discern whether a specific belief is having a positive or negative influence on helping them accomplish personal and organizational goals. Effective leadership would be not to shun away from clarification through asking the why questions. Our own personal experiences may need to be changed as they may lead us to dangerous presumptions when engaging with workers in an effort to influence them to change. For a leader who wants to develop people and have successors, yet at the same time have a mental model where they believe that things go well, only when they do it themselves-would lead to rarely delegating tasks. If and when done, their working model would demonstrate lack of confidence in the capabilities of others. Consequently, the team would become underdeveloped and unprepared. They would not be able to develop the significance that comes from owning the vision and being allowed to make mistakes while participating in the vision activities. The leaders’ fear of mistakes is actually a fatal mental model that will sabotage personal and company development. 

4. What are the five elements of skillful discussion as pointed out by Peter Senge? (7)

Coming to a meeting, means or warrants an understanding or paying attention to one’s intentions. It is vital that each team member understands what she/he wants to accomplish in the discussion. There has to be a degree of flexibility to others’ input otherwise, if one is not willing to be influenced, what is the purpose of coming to have a conversation? You might as well have just barked out orders and directions from your office or place and avoid wasting yours and other people’s time by attending a meeting where you had no intention of being influenced. Being clear on what you want and having a clarity of intention not to mislead others as to your intentions is vital for skilful discussion (DialogueTools, 2013).
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2. The art of balancing pleading or arguing in favour of something (advocacy) and a close examination of a matter in a search for information or truth (inquiry), is paramount to keeping balance in skilful discussion. The aim of inquiry is to discover, explore through asking lots of questions in an attempt to understand how others view the present challenge or discussion. On the other hand, the focus of advocacy is to make assertions, state opinions and reasonings, declare your point of view in an attempt to persuade others to embrace how you see things.  Skillful discussion requires a balance of both. A leader can not ignore these two key dimensions without appearing like a blind autocrat (Hoffmann, 2015).
3. Building a shared meaning with others is another key aspect of skilful discussion. Words are symbols which can have a different meaning to different people at different times. It is therefore paramount that everyone should routinely check what others mean and this would lead to far less miscommunication. In creating a shared meaning, it is very important to use language with precision and to question what is really meant by others when they speak– what the meaning behind the words is. As you talk around the meaning, it becomes apparent and easier to get closer to a precise definition, which everyone can agree on. Successful discussion (DialogueTools, 2013).
4. The willingness to increase self-awareness as a resource 
invites asking invasive exploratory questions like: Will i allow inner space to reflect on my own thoughts and reactions? When confused, frustrated, angry, will i ask myself “What am I thinking?” “How am I feeling?” “What’s my intention
right now? (Carolyne, 2016). This self-awareness often leads to insights about the team’s assumptions or your own concerns, which you can then discuss with the team.


5. Exploring impasses, often when the team seems to be drawing a blank can be a challenge. Asking questions like: ask: What do we presently agree on, and what do we disagree on? what may be the source of our disagreement?” 
Is it on facts– What exactly has happened? What evidence or information do we have?
Is it on methods proposed– How should we do what we need to do in order to agree? Is it on goals– What are we aiming to achieve?
Is it on values expressed-Why do we think it must be done in a particular way? What do we believe is the best way forward?
Working on these questions or probing helps people to learn more about the situation and clarify assumptions. Usually, a way forward is opened, and the impasse is broken (Senge et. al. 1994). 
During an impasse, the challenge is to genuinely listen for others’ positions—their true thoughts, feelings and perceptions. This requires you to authentically ask, “What do you think we need to do to move forward?”—and then hear their responses. Skilful negotiation is in progress and usually the way forward is occasioned. 
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