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Assessment 2

QUESTION 1

A shared vision in one of the learning disciplines that Senge believes are at the core of leadership in learning as it aims to include employees in the vision of the company and by engaging them into the vision and sharing it they will excel and learn because they want to and not because they had to for their job role. This objective is created by coming together with the team to decide on what everyone wants to create together and it is important to take the time to have conversations such as these early in the process which in turn will help shape the shared vision. This is important because it will help to build the same understandings behind the vision and create hopes and aspirations for everyone. There are several tools that can be used which will aid the forging of a common focus and these are Positive Visioning, Concept Shifting and Values Aliment and allow the team to agree mutually on learning targets and challenge the goals that are set before them. For example these can be put into practice when a company wants to implement a new idea or product and using the shared visions method during a meeting will help create a vision shared by the whole team allowing them to really buy into the concept and become a part of the plan. 

Personal mastery is the next discipline which is inclusive of spiritual growth  and continually clarifying what is important to us. Essentially it is to do with self awareness including how much we know about ourselves and the impact of our behaviour on others. Leaders and managers must work daily to create a work climate that promotes personal mastery and aim to establish a safe and nurturing environment in which people can create personal growth including demonstrating modelling behaviours. However a team member needs to make a conscious choice as it is not possible to force someone to engage in personal growth if they do not wish to, to work with change and not against it and to be willing to have their beliefs, values and assumptions challenged. For example if a team member does not particularly want to be promoted and learn new skills, then if they are given the tasks to learn and complete anyway then they may perform these badly.  Leaders can help aid this discipline by using ‘perceptual positions’ and ‘reframing’ techniques. 

Team Learning is the another discipline concept in which teams start to 'think together' by sharing experiences, insights, knowledge and skills and as a result brilliant ideas, working methods and skills are shared around between the team, making it on a whole stronger. For example in this discipline, the team will be able to start deciding common commitments they want to get into place from developing their reflection, inquiry and discussion skills with each other and as a result produce conversations about change with more skill. They will extend their skills and knowledge to use whats called an 'Action Learning Cycle' and also dialogue in order to develop critical thinking skills, resulting in more skillful team discussions where the team members have suspended their assumptions in order to be open to all aspects of the change conversation.

Another learning discipline is that of Mental Models, which is where each and everyone of us carry our own assumptions, prejudices and views which was can all deny that we carry those but often our actions betray us and show how we really feel. Mental models strongly affect how we see situations and the world because we are strongly affected by them and the key to change success is finding the deep buried mental models and bringing them to the surface to challenge and clarify them. Tools such as 'Ladder of Influence' and 'Reflective Enquiry' will be used by leaders in order for teams to practice making their mental models clearer for each other and help to challenge each other's assumptions which all helps to build a shared understanding. For example, if a manager has a problem with one person in their team then they will not be able deal with disagreements between team members when they have their own opinions of one of the team, the underlying cause needs to be rooted out. Mental models and the discipline of them is essential to Systems Thinking as it concentrates on how to modify our assumptions in order to show true course for effective Systems Thinking.

[bookmark: _GoBack]Moving onto Systems Thinking, this allows teams to delve deep into hidden subtleties, influences and leverage points which may be intended or not, and can come about as a result of change plans that are brought into the team. By using this discipline as a framework for seeing the complex interactions that might be occurring between team members, it will lead to a deeper awareness of the complexities in inter-connections amongst them. Senge sees this discipline as an art as individuals who can practice this discipline to be able to see through complex issues to the underlying causes and views mastering it as seeing patterns where others may only be able to see events. This can accurately describe the difference in managers who only try to find solutions to ‘fix’ problems, which can bury the problem and in the long run the problem would get worse than whilst those managers who adopt these disciplines and become masters at them will be able to search out the underlying causes and solve the problem this way. For example, if a leader or manager has a team member who is starting to hand in work late and not managing to finish work with previous excellence then a leader may be tempted to just discipline the team member and leave it at that. However, by using this discipline, leaders would tend to take part in conversations about what’s changed in the person in questions life, do they need extra support at work or is the work load too much to name just a few that may tackle the underlying cause of this problem.  Leaders and managers would learn how to use method such as ‘system thinking maps’ which would aid the team to map and analyse problems together. This last discipline helps to bring the other four disciplines together and helps the team to see the bigger picture along with interrelationships and patterns of change, as opposed to snapshots. As quoted by David Bohn in New Scientist February 1993, ‘The ability to perceive or think differently is more important than the knowledge gained’. 


QUESTION 2 

A personal vision is the image of the future that one desires, which should have a purpose otherwise it is rendered pointless. A person should differentiate between vision, goals and objectives in order to figure out what they want  from life and to figure out a plan on how to get there. It is thought that producing creative tension between a personal vision and reality in which you can either accept reality whilst bringing down your vision to it or use your vision in order to transform reality. It should enable you to be creative in order to produce change and also ensure that you are committed to the truth of you visions versus reality. Using a pyramid with daily tasks at the top, sliding down through weekly/monthly tasks, 1-2 year goals, 5-10 year goals to finish at the bottom of the pyramid with the personal vision. 

There are 3 steps that are important to creating this personal vision for yourself with the first one being identifying your values. These can be anything you have dreamed of or using a table with suggestions to aid your discovery of your values and start by choosing ten. Examples of these can be having the ability to persuade and influence others, behaving ethically, doing something meaningful, having privacy, building a family and having power and control are to name just a few. However we can’t focus on too many things at one time whilst also remaining effective at carrying out task, or rather working on these values, so the aim is to reduce the important values to five. Once that has been done, then the five should be reduced down to three which show your most inner core values that are important to your vision. 

Once these three values have been defined, it is important to figure out what success to you would look like for each value. For example if one core value is to have financial security, this can be sorting out a pension for the future, finding life insurance incase of financially draining circumstances and making a savings plan. The third step is to then put together the three sentences into one paragraph which would then be a reflection of your innermost thoughts and a ‘roadmap’ on how to conduct your life in order to achieve your personal vision. 

QUESTION 3 

The discipline called mental models asks us to reflect on the way we picture the world and look deep into the assumptions that may be at work deeper than we initially think. How we view a situation will affect the way we act in the situation and handle any problems that may occur. The difference in our mental models that we possess will explain how two witnesses to the same event/crime and the comparison in their answers will show the reflection of different mental models. This principle will also apply in our environments, for example when we decide to buy or do something, we then start noticing the object or action around us all the time such as choosing to buy a certain car, you then start seeing that type of car everywhere. This is because your perception has changed and the awareness of these things has increased in the environment. 

We do not look at our mental models often due to the fact they exist below awareness and in general the core of the challenge in this particular discipline is to examine said mental models and what impact they have. This can have great impact on the workplace and affect results negatively for example if someone doesn’t believe that they have a team member that is up to the task, the team member may end up not performing as well as they could have due to the actions the manager’s actions they may be unaware of. It is essential for leaders to reflect on existing mental models until all their assumptions and beliefs are out in the open as until then they will not be able to engage in System Thinking, another of the five disciplines. With an increased awareness of mental models this provides the team as a whole to develop and be more aware and open to innovation and creatively and to not dismiss ideas as irrelevant. 

Often people will blame things on outside sources which can be a hindrance on the team and atmosphere within, as their beliefs about other people has a direct impact on their actions and what happens. For example if one team member thinks everything that happens to them is a result of everyone around them, their mental models are a result their own mental maps and as a result they think in set ways and generally we can say that our mental maps are flawed in one way or another. This is where effective leadership would come into play, with the leader using their own positive mental models where their beliefs and assumptions are brought into the open if which they are aware of with an openness to ideas and suggestions to create new mental models. This can be actioned by coming up with new mental models which are presented to the team and are linked to a goal with an action plan which is needed to help follow through. One example is talking to a team of waiting staff and bringing the mental model of starting the day by wanting to serve customers and not seeing them as an interruption to their day. 

One key technique that is part of mental models and bringing change to a team and their respective models is ‘Ladder Inference’. This starts where a person holds onto their beliefs, which are not tested but may be as a result of past experiences and previous decisions made but may not be factually correct and they retain beliefs that are true and that their truth is obvious and that the reality we believe is one that exists for everyone. When a person feels a certain way about an event or someone else, their thoughts go through a process that spirals which is the resulting ladder of inference where this common mental pathway which can often lead to assumptions and misguided beliefs. This is a quick process that we may not be aware of where the top of the ladder is not visible to others and so they will not be aware of your misbeliefs and how you may act towards them however unaware you are and it is very easy to climb the ladder of inference. An example would be providing information to someone who is distracted on their laptop whilst you are talking to them and then asks you to send a summary via email, it’s easy to climb up the ladder of inference to the assumption that the person doesn’t like or respect you. This could be sorted out in a professional way if you have mental models which have assumptions and beliefs that are brought to the surface and open to suggestions and one method could be to figure out if there is actually a problem or it is an assumption by a meeting with the person and also asking for feedback. It’s essential to realise though if you would actually be willing to hear their answer? This is all extremely important for effective leadership because if the leader must lead by example and if they themselves are not willing to be open have positive mental models then how can they expect to assist with interpersonal problems between their team members. By using their own experiences as resources, leaders and managers can learn by increased awareness of thoughts about an experience or by writing out a situation that has recently proved problematic to them recently, putting them aside for a period and time and then coming back to them to review. 

QUESTION4

A skilled discussion is a constructive discussion in which decisions are agreed upon by members and differs from a raw debate, which is focused on stating views, a polite discussion, in which people do not really say what they are thinking and a dialogue which is the exchange of thoughts and ideas freely. According to Peter Senge, there are 5 elements of skilled discussion with the first one being described as paying attention to your intentions in the conversation. This point is essentially focused on what do you want and requires you to look at whether you think you are willing to be influenced. If this is not the case what is the intention of the discussion and how flexible are you willing to be. It is important to look at what outcomes may be mutually acceptable for all parties in order to balance the objectives of the team. This moves us onto the balancing advocacy with enquiry section regarding skilled discussion. This section requires team members to look at if and how prepared they are for their true position, or feelings and thoughts, known to the other members in the team. It is important to be genuinely curious about what the other team members are thing and what has led them and now you to this thinking and the processes that got you all there. 

Exploring the difference in the opinions of the group is another essential element of the skilled discussion as everyone is entitled to their opinion with no one answer being wrong or right. It is down to those in the discussion to explore all the opinions and ideas put forward to look at them objective together to assess the pros and cons of them all and bring together all the elements of opinions together that the team feel work together. Also essential in a skilled discussion, a leader must help the team to deal directly with hard issues and aid the of processing them, which is where mental models and the mastery of this is essential for the team to openly discuss honestly. Following on from this, using self awareness as a resource in order to use inner space to reflect on your own thoughts and realisations during the discussion and ask questions about any negativity you may be feeling. Finally the team must listen openly and genuinely listen to other team members position regarding different topics and a leader can guide the team into developing into the critical thinking skills and ask the question ‘what do you think we need to do to move forward?’ and make sure that the team is willing to hear the answer. 

It is extremely important to create a safe haven for everyone to speak in which the leader must make sure that individuals are not allowed to be territorial and outline rules of engagement and respect of one another in this haven. As a leader personally I think removing titles and status is essential as this allows team members who are more timid or feel like their opinions do not matter because they are the bottom of the ranks to speak up and be heard, with the aim to reduce their fear of speaking. By a leader making an openness and trust rule, this should allow all the elements that have been discussed to make a successful skilled discussion.
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