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Abstract

Organizations throughout the globe are grappling with the rising problem of strengthening the skills of their
leaders with less time and money. Most leadership development (LD) programmes, on the other hand, are
ineffective and costly, with litle emphasis on the social, interpersonal and strategic dimensions of
leadership. Therefore, the objectives of current study were to explore the qualities and skills of leaders
essential for the 21%' century competency, how action learning (AL) supports the organizational
management (OM) and LD and the case studies from different organizations to provide the evidences that
how action learning improves the organizational management. For this purpose, a total of 28 previous
published articles were selected after following the inclusion and exclusion criteria. The literature showed
that AL provided a great supports towards the development of leadership skills and (OM). This study will
provide a meaningful direction towards the application of AL in LD and OM.
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Introduction discourse the encounter for improving the

AL has rapidly evolved as one of the most
influential and successful strategies applied in
businesses management and leadership
development throughout the world to grow and
strengthen their management and leadership
(Revans, 2017). Strong management abilities at
all working levels have long been considered
essential to improving an organization's
performance. Effective management and strong
leadership go hand in hand with well working
services, dynamic and efficient staff. Action

Learning is a strategy that can be utilized to

efficiency management (Brook & Pedler, 2020).
This approach is well established and has been
widely employed in a variety of fields (Masango-
Muzindutsi et al., 2018). Action Learning is along
term process focused on participation, getting
knowledge and group reproduction. A set of
peers meets on regular basis under the
supervision of a qualified moderator. Members
bring real-world problems into the debate with the
goal of developing new and useful answers to
complicated challenges and be implemented

(Abramovich et al., 2019). The meetings are done
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in a Socratic way, with participants discussing
their concerns in a continuous question-and-
answer format that encourages critical thinking
and conversation while also clarifying
preconceptions (Revans, 2017).

Why AL has Potential to Develop Leadership
and to Manage an Organization?

The global workplace is becoming increasingly
complicated and competitive, necessitating multi-
faceted leadership abilities to meet the
challenges. Those in positions of leadership,
regardless of level, must radiate positive
direction, allowing and encouraging their staff to
adapt in the face of change and have a flexible,
inquisitive approach to work. Employees in a
successful organisation naturally seek and find
beautiful answers to challenges; they flourish,
cooperate, grow, and make constant progress
(Burger & Trehan, 2018). Action Learning
develops highly successful work teams with
strong norms and cohesiveness that execute
quickly. Each time an action learning team meets,
they improve their problem-solving skills. Teams
may use the Action Learning technique to
develop a common commitment to their goals. It
is impossible to unlearn skills acquired through
the action learning method. Participants retain
skills for use again and over as they learn through
personal experience, growth, and addressing
real-world issues in the workplace. Leaders
embed the individual change that occurs in the
reflective action learning space across the
system, and via their behaviour change, all levels
of management become active in positively
transforming the culture (IGE, 2019).

Purpose of the Study
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Action learning is a procedure of problems
solving and play a significant role in leadership
development and organizational management.
Action learning not only improves the
troubleshooting process, but also helps simplify
team developed solutions (Schiller et al., 2018;
Edmonstone et al., 2019; Mingkwan, 2021). By
applying action learning, the skills of an individual
and organizational system can be improved and
modified. A very rare studies were found in the
literature that discussed the action learning and
its application in organizational management and
leadership development. The main objectives of
current study were to explore the necessary
leadership qualities and skills essential for the
competencies of 21' century business
environment, how AL supports LD and OM and to
provide some case studies as the evidence for
the development of an organization. The current
review study will help the organizations to
develop their leaderships and can manage the
systems of management.

Review of Literature

Concept of AL

AL might be defined as the process of creating
reasonable answers for difficult challenges faced
by individuals and organizations. It entails taking
steps to remedy the problem and then assessing
their effectiveness (Casey & Pearce, 2018). At all
levels, action learning is an effective way of
development. It is realized to be particularly
suitable for collaborative problem-solving
techniques and contributes to organisational
team building (Pedler & Attwood, 2010). The
organizations that encourage staff progress while
also taking care to facilitate AL get the rewards of

a more competent and active staff. Numerous
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successful firms used action learning to enhance
their personnel (Raelin & Coghlan, 2006; Milani
et al.,, 2019). The founder of action learning
theory, Professor Reginald Revans (Revans,
1982), discovered that allowing a small group of
individuals to share their experiences and
difficulties in order to find answers is an effective
way to learn and solve problems. Organizational
change and the emancipation of human vision
inside companies are achieved through action
learning. Methods that involve analyzing the
dynamics of one or more important organizational
problems in real time, implementing suggested
solutions based on constructive criticism from
peers, tracking results and learn from the results
with accountability of these actions to improve
future problem solving and seizing opportunities
(Marquardt & Banks, 2010).

Action Learning Process for Organizational
Management

The most common action learning methods are
the three phases of AL process (Cho & Bong,

2013) given as:

1. Preparation 4 -

_ //’ V

[ 2. Team Meetings

\

\ . SN \\>//

Preparation

Before beginning an action learning project, the
organization's  sponsors  (executives and
managers) must be acquired. Because the key to
action learning effectiveness is constructing trust

between members and companies, Revans,
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(1982) has underlined the need of a welcoming
framework before setting up sessions. Individuals
and organizations are becoming increasingly
active in the AL project as a result of initial efforts
to create trust and openness, as well as gain
management support (Edmonstone, 2011). In
this preparation step, an orientation session is
held to assist members better grasp how AL
works by giving information on AL method as well
as ground rules for collaboration.

Team Meetings

Reflection is critical at the team meetings stage
of AL procedure to stabilize action with learning
(Cho & Egan, 2010). In action learning teams,
reflection strengthens action and learning by
grounding learning in previous and current
experiences (Reynolds, 2011). Action learning
teams may enhance their thoughts and answers
to difficulties by converting tacit information into
explicit knowledge through reflection (Raelin,
2008).

Activities for Follow-up

During the stage of follow-up activities,
companies decide whether or not to accept the
principles of AL teams. Participants can share
their solutions and instructions obtained from
their AL procedure with other participants of the
organization through annual AL meetings and
knowledge management systems. These
channels of communication are excellent forums
for organizational members to communicate
crucial success elements of action learning
practise. The action learning process for an

organization management is shown in figure 1.
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Figure 1: Action Learning Process for
Organizational Management

Methodology

Procedure for Article Selection

The key objective of current study was to
investigate that how the action learning supports
leadership development and organizational
development. For this purpose, Web of Science
and Scopus databases were selected to collect
the data for review. In Web of Science and
Scopus interface, action learning, leadership
development and organizational management
were entered as the main contents of the search.
The custom year range from 2001 to June 2021”
was determined as the time limit for current study.
The advanced search was done from 2" to 20"
December 2021. Based on the initial results, 123
published articles were identified. The specific
inclusion criteria was applied to limit the articles
only available as the application of action learning
approach for leadership development and
organizational management. "Only items" as
documents and Pdf types was the other inclusion
criterion. After applying the inclusion criteria, 54
articles were found. In order to conclude the
research and review articles to be reviewed,
specific exclusion criteria was implemented. The
first criterion of exclusion was to exclude more
than once the same articles. Secondly, articles
not available in full text were to be excluded.
Finally, the main sample of this state of the art
review study was determined by a total of 28
articles. The main selection process is

summarized in Figure 2.
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Figure 2: Procedure for Article Selection

Keywords “ action
learning”, * leadership Web of Science
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Results

Leadership Qualities and Skills Essential for
215t Century Competency

Seven qualities and skills seem to have
developed as being important for leading in 21
century competences by various researchers
including (Sofo et al., 2010; Rae, 2012; Baron,
2016).

1. Systems Thinker

Effective problem solving requires the ability to be
a systems thinker. Senge, (1990) and others
have

convincingly verified the necessary relevance of
this characteristic for each and every leader.
The potential to understand connections
between situations, events,
and statistics factors is a skill

that structures thinkers  possess. Systems
thinking necessitates the capacity to frame
structural linkages that result in dynamic
networks rather than static, predictable
interactions or relationships based on one's
hierarchical rank. Today's leaders must assist
their employees in seeing the larger picture,
including underlying trends, pressures, and
unexpected shocks. They must be able to think
methodically and predict how internal and

external influences may help or harm the
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organisation. Patience and perseverance are

required to comprehend and evaluate enormous

quantities of frequently contradicting data. Some

critical aspects required to achieve this way of

thinking are as follows:

e Avoiding symptomatic remedies in favour of
addressing the root problems;

o Differentiating between detail complexity and
dynamic complexity;

e Observing processes rather than pictures;

e Concentrating on high-leverage areas;

e Observing interrelationships rather than
objects;

e Recognizing that you and the source of your

difficulties are both parts of the same system.

2. Change Agent

Kanter, (1985) claimed that all leaders must
develop an awareness of and high degree of skill
in initiating and managing change in order for
their firms to succeed. Because change is a
leadership role, being able to produce highly
energetic behaviour is critical for overcoming
change's inevitable roadblocks. Individuals will
have the energy to overcome challenges if they
are motivated effectively, much as track setting
creates a suitable route for program and
successful placement grows individuals moving
along that route (Kotter, 1995).

3. Risk-Taker and Innovator

Leaders in 21t century must be ready to take
risks, because opportunities for innovation can
only be discovered via risk-taking (Morgan,
1993). Though everybody is invigorated and likely
to be inventive, it is the leadership who creates
best according to the situation, question the

status quo, and promote risks while also
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safeguarding and promoting others who have not.
White-space possibilities are new sectors of
development that slip among the cracks as they
do not immediately contest the skills of present
business components. Leaders should be on the
lookout for these chances. They must look for
measurable business targets or a vision for the
future that is a stretch for the company.

4. Steward and Servant

Greenleaf, (2002) stated that strong leaders first
help others, and this fundamental truth is
essential to their enormity. Factual leadership
comes from those who are driven by a desire to
assist others. The number one priority must be to
serve others, including workers, customers and
the community. Servant leadership is defined by
increased service to others, a holistic approach to
work, a sense of community, and shared
decision-making power. Servant-leaders must be
prepared to give up their desire to be in charge.
They must be able to perceive their own values,
histories, and experiences in order to respect
others' levels of experience; and they must
understand that believing one's own history or
region of experience is superior to others can be
a disastrous error.

5. Polychronic Coordinator

Leaders in 215t century must be able to handle
and integrate several responsibilities at once.
They must also be able to collaborate with a large
number of people, frequently in strange
environments and on unfamiliar challenges.
Instead of the old-school, brilliant-visionary, take-
charge mentality, the new leader s
internetworked.

6. Instructor, Mentor, Coach and Student
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Leaders are always looking for new methods to
teach and learn; they seek to make every
encounter with their employees a learning
opportunity, and they consistently set aside time
outside of planned activities to teach leadership.
The leader must be a self-inspired learner who
studies and is willing to learn. Employees may
observe excellent learning practises and skills in
action learning, taking chances, pursuing novel
answers, and asking new questions.
7. Visionary and Vision Maker
A 21% century leader essentially be able to aid in
the growth of the company's aim while also
inspiring customers, employees and colleagues.
The leader must imagine the sort of future world
the firm wishes with his or her coworkers, one that
is fascinating and demanding sufficient to engage
and keep the greatest and cheerful know-how
personnel. People are willing and dedicated to
carrying out the vision to the degree that the
leader is actually able to construct a shared,
desired picture for the company or unit. For the
21%t century leader, the capacity to comprehend
complicated challenges and procedures, simplify
them, and inspire others around them is critical.
How AL is Helpful in Organizational
Management and Leadership Development?
1. Managers can benefit from action
learning since it simulates real-world

scenarios

In the actual world of business, most managers
learn via the process of executing their jobs.
Learning, on the other hand, is seldom identified
as an opportunity in advance by most managers,
and they are also unaware of how to take

advantage of these possibilities. AL establishes
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the circumstances for managers to get
knowledge through their own practice in a real-life
situation, while being assisted by and assisting
others in similar situations (Cho & Bong,
2013; Trehan & Pedler, 2016). Managers expose
their behaviours to the productive criticism of
determined but loyal contemporaries in AL sets.
Managers may get insight into why they say the
things they say, do the things they do, and value
the things they value through this process of
forced self-revelation. Managers also start to
shed a false self-image based on the notion that
their activities are totally consistent with their
stated goals (Pauleen et al., 2007; Marquardt et
al., 2018). AL promotes environments in which
managers may get knowledge from their own
practice with a real-world challenge, while being
assisted by and assisting others in a similar or
different scenario. Based on reality, a manager
modifies the way he or she manages. The goal of
AL is to teach students about the process of
change management by putting them in charge
of a real-life organisational transformation. It
emphasizes the value of self-awareness and the
impact our insolences and preconceptions have
on how we lead the problem and make
conclusions (Lau, 2015). Mumford, (1995) stated
that AL is very powerful as it includes the
elements that managers need to be trained as
follows:

e The goal of action learning for managers
should be to learn how to take successful
action.

e Rather than arguing for action or studying
someone else's condition, successful action

demands taking action.
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e The most effective way to learn is to work on
a particular project or a continuing problem
that is important to management.

e Working with and learning from one another
is the most effective way for managers to
learn.

¢ Managers can communicate concerns that
need to be solved as colleagues in
opportunity.

2. How AL prepares leaders to think in
systems?

Before attempting to solve an issue, AL requires

avaried group of individuals to ask new and fresh

guestions in order to acquire a complete
understanding of the problem and its context. The
fundamental questions posed in action learning
are those that emphasis on investigating
underlying causes and long-term solutions, that
attempt to give the most leverage, that
understand the value of connections and one's
own participation in issues and resolutions. The
AL process includes reflection on how to find
connections, assess seemingly conflicting
evidence, and seek out new options rather than
old solutions. Participants in AL workshops learn
how to think in a methodical manner and how to
deal with complicated, apparently unrelated
areas of organisational difficulties (Marquardt,

2010).

3. How AL Develops Change Agents in
Leaders?

McNulty & Canty (1995) state that AL fosters the

ability to influence change while remaining

fearless. It helps members to see and grasp the
concurrent change that is occurring within
themselves, allowing them to repeat the process

with increasing ease. According to Revans,
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(2011) the action learning method is based on the
idea that you can't alter the system until you
change yourself in the process. Action is what
causes the system to change. Individual change
occurs as a result of learning, therefore learning
to behave successfully also entails learning how
to learn effectively.

4. How AL Prepares Leaders to Take Risks
and Innovate?

Through critical reflection, reframing, and context
shifting, AL improves the capability to ponder in
new and innovative ways about current realities
and concerns. According to Marsick, (1988) in
order to assess whether or not one is addressing
the correct problem, one must be able to dive
under the surface of perception and analyse
assumed assumptions and values. The natural
synergy of comrades leads to new, fresh inquiries
and innovative ideas in times of crises. Taking
risks opens up a world of possibilities and
motivates people to take action. Finally, members
must take chances in helping one other learn
about themselves by being open and honest.

5. How AL empowers leaders to serve as
stewards and servants?

In many respects, the learning coach or Set

adviser exemplifies the servant-leader. The

responsibilities played by the Set advisor are very
similar to those of the servant-leader, namely:

e Providing opportunity for individuals to come
up with their own solutions to challenges and
learn from one another's experiences,
achievements, and errors;

e Fostering an environment in which people
both encourage and challenge one another;

e Refraining from revealing one's own

intelligence and knowledge;
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e Individual and group preconceptions are
being challenged,;

e Providing members with tough feedback;

e Posing questions to assist participants in
delving into the rationale underlying their
ideas;

e Making public acknowledgement of faults
and presenting them as learning
experiences.

6. How AL prepares leaders to serve as
polychronic coordinators?

Leaders appreciate the need of forging new

routes and living in a state of ongoing inquiry as

a result of action learning. They understand the

necessity of asking questions, acquiring data,

and reviewing the situation on a regular basis.

Dealing with all of these unknowns entails taking

risks and admitting what we don't know, which no

one wants to do. When we are overwhelmed by
potential and things go wrong, though, we

achieve our greatest successes.

7. How AL prepares leaders to be
instructors, coaches, mentors and role
models for others?

Learning and developing the person's, team's,

and establishment's learning potential is a

fundamental goal of action learning. Not just the

learning coach, but all members of the Set are
encouraged to support one another in the
learning process. As followers imitate on their
views, connections and learnings, learning
occurs continually in action sets. The Set
constantly improves and develops its leadership
coaching and enabling talents. Members support
the client in identifying the underlying problem

and determining viable measures to take in order

GMJACS, Spring 2022, Volume 12(1)

to resolve it. They want to provide the customer
the ability to accept appropriate amounts of
responsibility in figuring out how to grow (McGill
& Beaty, 2001). Mentoring takes place in AL sets
as well, with members aiding speakers in
resolving their issues. The individual learns what
it's like to be on the receiving end of mentorship
as a presenter.

8. How AL fosters visionary leadership?
Frequently, AL groups are confronted with a
predicament in which no one understands which
way to steer. However, the group begins to build
a vision of where they need to go to fix the
problem as a result of sharing their bleeding
ignorance. According to Ann Brooks, (1998) AL
develops leaders who, figuratively speaking, are
capable of forging a new and better way through
the jungle rather than following the road that
currently exists. Through action learning, you
may learn how to grasp difficult topics. In AL,
creating visions, particularly shared visions, is
common. Sets as members construct
comprehensive, system-oriented answers to
challenging challenges. Trying to persuade
people to accept a vision of a new future is an
entirely different type of communication difficulty
than organizing them to follow a short-term
strategy. It's similar to a football quarterback
attempting to communicate the next two or three
plays to his squad vs him attempting to explain to
them a completely new strategy to the game to
be employed in the second half of the season.
People learn how to grasp and prepare for such
a future vision through action learning.

Case Studies for the Management of Various
Organizations by AL

1. Working as a Team and Building Trust
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Trust between the top management team is
critical in the ever-changing, highly competitive
aerospace business. AL was used to establish
trust while working alongside an existing
leadership programme. The strategy began with
a team-wide event aimed at fostering trust. The
leadership was then divided into three AL Sets
comprised of a diverse range of personalities.
Before the Sets convened, the facilitator
performed a coaching session with each
participant to assist identify the important ‘trust'
concerns for them to work on. Each Set then met
three times over the course of nine months. Two
persons presented in each short and
concentrated session, which was tailored to
accommodate the leaders' busy schedules. The
intervention culminated with a one-on-one
coaching session for each participant to reflect on
their particular learning and next steps.

Each participant got new insights, self-
awareness, and understanding of how to interact
to others and develop trust in the context in which
they work. The teams are now much more
cohesive as awhole. They shifted away from their
siloed approach to working and thinking, realized
they were dealing with comparable difficulties,
and were able to forge better bonds. There was a
far higher desire to be vulnerable, which aided in
better teamwork. The use of Action Learning was
so beneficial that the majority of participants
decided to form new AL groups. These were
started with a single session and began self-
facilitating after that. Working in this manner had
the effect of making them want to do it again. The
company's leadership development programmes
now include Action Learning and Coaching as a

mandatory component.
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2. Changing the Culture to Support
Organizational Growth
The University of Salford implemented an
organisational development programme
engaging approximately 360 academic and
professional service workers to increase
performance and generate a culture shift. To
transmit the learning from the workshops to the
workplace, they used Action Learning (AL). We
collaborated with the institution to include Action
Learning into the leadership  workshop
programme. An internal group of 13 facilitators
was trained. We also offered suggestions on how
to introduce and use AL. Following the leadership
seminars, all participants were given internally-
facilitated Action Learning Sets to help them
address difficulties they encountered while
working to establish a high-performance culture.
We provided new facilitators with a series of CPD
(Continuing Professional Development) courses
after the Sets were up and running. Over 160
people offered to be a part of one of the 26 AL
Sets. It served as a conduit for other leaders,
forming internal networks, providing support, and
assisting in the embedding of leadership material.
Our customer experienced substantially stronger
networks, with leaders realizing they shared a lot
more in common than they thought. Each
member acquired confidence and gained the
ability to see challenges in a more educated and
positive way. Furthermore, the teams became
more proactive, energetic, and structured in their
approach as a result of improved communication.
3. Developing Leaders in the Social
Enterprise Sector
The School for Social Entrepreneurs (SSE) offers

year-long programmes and courses to aspiring
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and experienced social entrepreneurs. All of their
programmes are built around action learning,
which allows entrepreneurs to learn by sharing
issues that arise in running their businesses and
listening to others address their challenges.
Students study the principles, process and skills
of action learning in introductory sessions. Then,
either electronically or in person, we facilitate full
or half-day Sets.

The objective of AL in these examples of AL
within and across enterprises is to forge
relationships across a contractual gap or across
a public policy framework.

Discussion

Proven in a powerful and effective form of
organizational management in research, action
learning is based on the theory of real-world work
environments, rather than the management's
acquisition of knowledge to increase their
influence as a transformative leader. It is based
on the idea that you have to live and learn. After
that, they struggle to help them get back to work.
Action learning is a procedure in which
contributors work and learn simultaneously by
solving real-world problems and producing real-
world results (Cao et al., 2018; Kujala et al.,
2021). Managers not only acquire formal
knowledge, but also improve their skills through
behavioral, practical example reflection. Learners
are faced with real-world situations that serve as
a starting point for acquiring skills. Participants
learn from experience and remain motivated
because the learning process is related to real
work (Miyazawa et al., 2019; Mertler, 2021).
Perceptive but fearful people may regard action

learning as so potent that they will not allow its
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implementation in their companies due to
anticipated hazards to the organisation and their
careers. The fear is that exposing the
organization's shortcomings and impediments to
improvement will shake everyone's confidence.
This is a normal aspect of the procedure. Action
learning is concerned with managing risk and
uncertainty, but not with the negative features of
harsh criticism and buck passing that are
frequently connected with them (Grossberg,
2020). It focuses on managing risks and
uncertainties, as well as learning from them for
the benefit of the organization's stakeholders. As
a result, they're looking for risky organisational
learning and adaptation approaches that are also
creative, motivating, and cost-effective. Action
learning satisfies these criteria, but it will require
significant organisational heft to get it off the
ground and sustain itself as a management and
thinking style appropriate for stormy times. One
of the few positive aspects of the current
economic and social downturn is that it is causing
organisational upheavals. Because this is the
only circumstance under which a truly radical
rethinking of an organization's means and
purposes can be conducted and the results
applied systematically and quickly, it bodes well
for action learning, which flourishes in crisis
situations. The main findings of the current study

are given as follows:

1. A Systematic Way to Solve the Business
related Challenges

e AL improves an organization's ability to adapt
to change by anticipating it and developing

internal procedures.
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AL is quite systematic, using a step-by-step
approach to supporting OM experts in
creating and implementing interventions to
improve the organization's competitiveness
and market position.

AL takes a holistic approach to all concerns
and ensures that they are addressed in a
timely manner with practical answers.
Assists with the analysis of problems and
the development of effective solutions.
AL's objective is to turn knowledge into
action.

It is wuseful in identifying the client's
requirements and possible encounters,
developing a indenture that contains the
meaning of key deliverables and the working
association, information gathering and
identification of reasons of problems,
analysis of data for setting importance and
developing a strategy of action, deciding on
proper intrusions and developing to achieve
the desired outcome.

Short-term and long-term implementation of
effective change efforts.

Encourages a culture of learning

The data obtained during the process can be
used in a variety of areas, including change
management, strategy planning, decision
making, communication, issue resolution,
leadership  development, organisational
restructuring and process improvement
efforts.

Provides optimum alternatives or strategic
options for dealing with a problem at hand or
numerous organisational concerns; fosters a
greater awareness of organisational

functioning and challenges.
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4. Senior Leaders and Stakeholders Play a

Crucial Role

The Change Agents are the change
promoters who effectively take command of
the entire process as process experts, give
feedback, and engage in significant
communication with key stakeholders at all
levels throughout the AL process.

They comprise top management specialists
as well as process stakeholders because the
goals of change implementation cannot be
realised without their approval and
participation.

Collaboration is made easier

The change agent collaborates with the
client to identify issues, prioritize them,
devise ways or procedures for finding the
true cause of the problems, and design
effective strategies that provide realistic and
practical solutions for dealing with the
difficulties.

Aids in the development of mutual trust and
interdependence, both of which are critical in
the pursuit of organisational success.
Assists in the development of
interdependence and mutual trust, both of
which are essential for organisational
success.

Helps in the rebuilding of organizational
culture and includes individuals in the whole
process of organisational transformation,
which would not have been feasible if the
authoritarian style of leadership had been
used.

Efforts to improve performance in all
areas have had positive results
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e The action learning theory and models take
holistic approaches to discovering areas for
improvement in all parts of an organization's
operation and long-term performance.

e The process contributes to long-term
improvements in performance from all
perspectives by building a learning
environment, better enabling knowledge and
skill transfer, and taking a methodical
approach to organisational transformation.

e Instead, than focusing on the separate
subsystems of an organisation in isolation,
Action Research takes a holistic approach to
the organisation. This aids leaders in seeing
the big picture and putting a roadmap of
action or strategies in place to boost
organisational performance and productivity.

Limitations of Action Learning

(i) Inadequate Management Assistance

The significant limitations of the action learning

programme have been highlighted as the

insufficient support or involvement of sponsors,
top management or action learning managers
participants.

(i) Issues with Time Commitment

The majority of the action learning programmes

documented in the literature lasted for a long

time. Action learning procedures were found to be
time consuming in general in studies for a variety
of reasons.

(iii) Insufficient Learning Resources

Materials

The materials not available in written form is

also a limitation for the implementation of AL.

Conclusion

GMJACS, Spring 2022, Volume 12(1)

AL is a process of continuous learning and
reflection, with the purpose of doing things well. It
is a process of organizational reform and the
liberation of human vision within the organization.
The process is based on addressing one or more
key organizational problems and analyzing their
dynamics in real time; implement suggestions
and solutions from constructive criticism from
colleagues; monitor the results; and take
responsibility for these actions, learn from the
results to improve the future. Solve problems and
take advantage of opportunities. In the current
study, action learning strategy supported in a
favor of leadership  development and
organizational management. The literature
reviewed indicated that action learning is a
meaningful learning strategy that develop
leadership skills in indiviuals, greatly improves
the performance of the company’s management
and outcomes.
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