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Action Learning Coaching Scenarios
Scenario 1
In this scenario, members from different departments were selected and formed an action learning set. But they were exhausted every time after the 10-hour meeting because each member was allowed to present their feedback. My diagnosis for this scenario is that the time given to them is not used wisely because each member of the group is taking too long to present their feedback hence their exhaustion at the end of the meeting. As an action learning coach, I would advise the members to select one presenter amongst themselves who will give an overview of their feedback for at least 20 minutes so that they can save on time. These specific timings allow room for reflection and learning after each session and comprehensive learning at the end of the program (Marquardt, 2004). Additionally, I would also advise them to take a 15-minute tea or lunch break so that they can relax before going back for another presentation meeting to avoid the feelings of being exhausted at the end of the session. 
Scenario 2
The CEO in this scenario is not happy with the feedback given to him about the problem his company has after the managers he selected participated in an action learning program for nine months. They did learn a lot because they felt their leadership skills have improved, and the main problem the company was going through could be solved because of the results noted. In this case, the CEO from the case is still not ready for change and has pride because he blatantly refused to listen to the detailed ideas of the five senior managers he sent for action learning and sending them out in an angry manner shows that he is impatient. I would advise the CEO to, first of all, have a sit down with the team again and listen to their ideas keenly. Then he can discuss with them the ideas he had for the solution so that they can see whether it can be incorporated with theirs and come up with a master plan instead of shutting their ideas down (Passmore, 2011). That way, the approach they come up with can be practical to solve the problem. Secondly, he needs to learn patience, reduce his level of aggressiveness and be open-minded so that he can be approachable to his employees. 
Scenario 3
[bookmark: _GoBack]The reluctance comes from fear. I believe, the team members were afraid of the facilitator since they are top assistant to CEO; hence members were afraid criticizing the organization by stating the problems and challenges they are going through. They are worried that if they say negative things, the facilitator might report them back to their CEO and jeopardizing their jobs in the process. Action learning is about learning new ways to solve a problem and to develop quality leadership skills through action-based approaches (Pedler & Abbott, 2013). Therefore, the team members in this action learning program are not learning anything since they are not honest. I would advise them to speak boldly because it is for their best interest. Reporting positive feedbacks only will not help them solve their problem, and it will be a waste of their time. I would appoint another facilitator who is not associated with the CEO, someone who will make the team members speak freely during team meetings since they are not afraid of them. This will create a learning environment for the action learning group members since they will learn how to solve the challenges they are going through in the organization in addition to developing their skills. 
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