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SoL Strategy Map: 

We come together as a community to learn 
how to work in a learning organization on a 

personal and a global level

SoL Boston 

Policy Council Meeting
January 14h, 2002
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Satisfaction
as Individual
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Frameworks

Knowledge
of Processes

Sense of
Community Perceived Impact

on Organizational
Performance

Examples of
Doing the

Work

Perceived Impact
on Societal Issues

The What The How

The Why

Stewardship Teams

Clarity of
Human-centric,

Systemic Ideology

Vision of Peter
and Famous

Names

Alignment with 
Natural Social/

Biological 
Systems

Examples of
Value Added

Available
Synthesis Skills

Available 
Engagement/
Delivery Skills

Available Data
Collection Skills

Projects
in/among

Companies

Project Reflection/Synthesis
(Theory Building)

Bright,
like-minded

people

Social Networks

Profound
Institutional Change

Available
Knowledge of

Models of
Collective

Engagement

Project Design/Implementation
(Theory Testing)

Knowledge Shared
with Members

Knowledge Shared with
Greater Community

Access per
Member

Creating Awareness of
Need to Rethink
Mechanistic View

Company Member
Satisfaction

Consultant
Satisfaction

SoL
Courses

SoL
Publications

SoL Conferences/
Meetings

Researcher
Satisfaction

No. Active
Researcher
Members

No. Active
Consultant
Members

No. Active
Company
Members

Relevant
Important Issues

Credibility of
Research Members

Cash

SoL Staff

SoL
Volunteers

Information
Systems

The For Whom

Sharing among
Members

Knowledge of
Existing Theory

funding spending

No. Research
Members

No. Consultant
Members

No. Company
Members

Time to Access
Network

Perceived
Impact on

Self
Trust

with Each
Other

Mutual Acceptance of
Ideology and Processes

Change
Mentalities

Diversity of
Cultures

Knowledge of Multiple
Dimensions of Being

Human

Network building skills

SoL Ability to
Support Connecting

Infrastructure building skills
Creating and sustaining container of trust in SoL meetings

Available
Knowledge of

How to
Organize

Able to Bring
True Self to
the Work

Give Self Permission
to Be Whole Self

Credibility of
Consultant Members

Total
Membership

Cost

-

-

-

Projects
per

member

Total No. of
Members

-

Self Validation

SoL as
Professional

Society

SoL
Online

Profound
Inter-organizational,

Inter-sectoral Change

Facilitated Focus
on SoL's purpose

Nurturing of
Emergent Needs

Synthesis and
Connection Across

Network

SoL
Committees

Administrative Support
for Member Activities

-

Annual Fee

SoL Membership
Activity Fee

SoL Member
Support Activities

Diversity in
Languages

-

Academic
Credibility

<Profound
Institutional
Change>

<Profound
Inter-organizational,

Inter-sectoral Change>

<Access per Member>

Total No. of
Active Members

<Knowledge
Shared with

Greater
Community>

Goals

Value-driving 
Resources

Enabling 
Resources

Global Goal

Community

The Work

Intellectual 
Capital

Members

IC

Stakeholder 
Goals

We come together as a community to learn how to work in a learning organization 
on a personal and a global level.
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We come together as a community to learn how to work in a learning organization on a personal and global level.
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Courses
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Publications

SoL Conferences/
Meetings
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Researcher
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Consultant
Members
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Company
Members
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Research Members
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SoL Staff

SoL
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Systems
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Members

Knowledge of
Existing Theory

funding spending

No. Research
Members

No. Consultant
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No. Company
Members
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Space)
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Self
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Other
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Ideology and Processes

Change
Mentalities

Diversity of Cultures

Knowledge of Multiple
Dimensions of Being Human

Network building skills

SoL Infrastructure
for Connecting

Infrastructure building skills
Creating and sustaining container of trust in SoL meetings

Available
Knowledge
of How to
Organize

Able to Bring
True Self to
the Work

Give Self Permission
to Be Whole Self

Credibility of
Consultant Members

Total
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Cost

-

-

-

Projects per
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-

Self
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SoL as
Professional
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SoL
Online
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Inter-organizational,
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Nurturing of
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Needs
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Membership
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SoL Member
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-
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Languages -
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Institutional Change>

<Profound
Inter-organizational,

Inter-sectoral Change>
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Member>
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Active Members
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Greater
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<Perceived Impact on
Organizational
Performance>

New Hypotheses

Effective
Tools Based
on Theory
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The project goal is to increase the Policy CouncilÕs clarity of 
SoL, utilizing the GRASP tools.
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SoL faces critical issues going forward.

SoL has a rapidly growing membership that has quite different understandings 
of why they joined SoL.  They want to be involved, and generally are not.

¥ Membership is growing fast, both locally and internationally
¥ Most members:

¥ Are not involved in SoL theory-testing projects
¥ Are not involved in SoL theory-building projects
¥ Are not aware of what is happening in other projects in SoL
¥ Enjoy the spirit of community in SoL annual meetings and Greenhouses

¥ Due to its chaordic philosophy of supporting what Òwants to emerge,Ó 
each social network (e.g., fractals, consortia, committees, SIGs) 
focuses on different aspects and resources of the SoL community to 
Òget things goingÓ

¥ This makes it difficult to centrally understand and support these groups, 
each with very different goals and needs

¥ SoL lacks an agreed upon framework for integrating these different 
perspectives and a common vocabulary for addressing them as a 
community

Learnings (1/14/02):  

Critical Issue:  What are some of the pressing issues SoLÕs Policy Council is facing?
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SoL exists because it creates value better as a single entity 
than it could as separate organizations.

Critical Issue:  Do we have a shared understanding of the overall reason for the system?

Statement of Purpose
SoL exists so that we can come together as a community to learn how to work in a learning organization on a 
personal and a global level.

Reason for SoLÕs Existence Supporting Statements from Interviews

The idea 
(why)

¥ Shifting from the mechanistic to human-centric view
¥ Systems thinking
¥ Celebrating the potential of the whole person
¥ Creating the awareness of the need to rethink
¥ Organizations should be truly worthy of the highest aspirations of their people
¥ Peter and the famous names -- their vision
¥ We share and embody the philosophy and ideology

Social system impact 
(for whom)

¥ Create value in and improve the performance of organizations/social systems
¥ Be relevant
¥ Build practical knowledge for transformation
¥ Align to the health of people and the environment

Community for learning 
globally, as individuals and 
communities 
(how)

¥ Bringing true selves to the work
¥ Coming together for a bigger impact/purpose (learning for what)
¥ We practice what we preach
¥ Creating the container and living in it -- what it is and examples of it
¥ Personal development -- this is hard, deep work -- itÕs personal and requires trust
¥ Bright, like-minded people in relationships -- social networks that would not exist without SoL
¥ Sharing knowledge and experiences from a place of trust -- a safe, intimate environment

Professional society for 
organizational learning (doing 
what/how)

¥ Repository/custodian of best thought
¥ Keeper of knowledge of concepts/frameworks and processes
¥ Extraction, sharing, exchanging, and creation of knowledge

Ð tools for action, models of engagement, examples of doing it, examples of value added
¥ Sharing with broader community of knowledge
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Defining the systemÕs goal makes explicit how the goal is 
achieved and how the DBU has performed traditionally.

Critical Issue:  Do we have a shared understanding of the overall reason for the system?

What is the goal?

How do we achieve it?

How have we done 
over time?
(Detailed explanation 
in appendix.)

!"#$%&#' ()*+',$(-./#0
%01'*/

2)0034+/- 56)7#..+)4',
()*+#/-

8#$*)0#$/)9#/"#6$'.$'$*)0034+/-
/)$,#'64$"):$/)$:)6;

+4$'$,#'64+49$)69'4+<'/+)4
)4$'$1#6.)4',$'4&$9,)=',$,#>#,

Learnings (01/14/02): 

2001
Today

20111991
OLC

1997
SoL

Status Quo

Desired

2001
Today

20111991
OLC

1997
SoL

Status Quo

Desired

2001
Today

20111991
OLC

1997
SoL

Status Quo

Desired

Status Quo

Desired

2001
Today

20111991
OLC

1997
SoL

Status Quo

Desired

Status Quo

Desired

2001
Today

20111991
OLC

1997
SoL

Status Quo

Desired
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SoLÕs ability to achieve its global goal is affected by stakeholders 
that influence the flow of SoLÕs strategic resources.

Learnings (01/14/02):  

Member 
Category

Satisfiers as 
Professionals

Reference Behavior Patterns Strategic Resources They 
Influence

Company ¥ Profound 
institutional change 
through projects

¥ Courses for 
employees

¥ Funds
¥ Projects for consultants and 

researchers
¥ Theories of practice

Consultant ¥ Project work
¥ Significant impact

¥ Change project 
implementation

Researcher ¥ Project work
¥ Academic 

credibility

¥ Rigorous research

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4
Status Quo

Desired

Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4
Status Quo

Desired

Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4

Status Quo

Desired

Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4

Status Quo

Desired

Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4

Status Quo

Desired

Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4

Status Quo

Desired

Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

As Individuals , SoL member satisfaction is influenced by learning new organizational learning 
concepts and processes, a sense of community working on these deep personal issues, and a sense 
that we are influencing something greater than ourselves.  Here members are very satisfied!
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Critical Issue:  What is the principle growth engine for SoL?

To create value for SoL members, SoL 
engages in member-centered projects to 
drive profound institutional change and to 
create new knowledge about organizational 
learning concepts, frameworks, and 
processes.

As SoL drives profound institutional 
change and shares more knowledge, the 
members are increasingly satisfied and 
support more projects within their 
organizations.

As the number of members increases, for 
the same level of member satisfaction, 
there are more projects.

ÒGrowth CycleÓ Archetype

SoLÕs Ògrowth engineÓ depends on satisfying members through 
profound institutional change and knowledge sharedÉ

Learnings (01/14/02): 

Number of
Projects

Member
Satisfaction

Profound
Institutional

Change
Knowledge

Shared R1R2

Number of
Members



10

Critical Issue:  What currently increases or limits our ability to promote change in the system?

ÒLimits to SuccessÓ Archetype SoL’s ability to drive profound institutional 
change depends on the quality of insights 
generated per project, which depend on the 
available theory-testing knowledge resources per 
project.  The same is true for theory-building .

Member satisfaction also depends on the sense of 
community created by being able to participate 
with one’s whole self and by being involved in 
various social networks.

As project demand increases, and the level of 
available knowledge resources in SoL remains the 
same, the knowledge available per project 
diminishes, decreasing the quality of insights 
generated, decreasing the organizational change 
and knowledge created, which ultimately frustrates 
members and leads to fewer projects.

To reduce these limiting forces, the archetype 
suggests increasing the knowledge resources 
available for theory testing and theory building.

É and SoLÕs ability to deliver on both organizational change 
and knowledge creation is limited by access to knowledge 
resources, É

Learnings (01/14/02): 

Number of
Projects

Member
Satisfaction

Profound
Institutional

Change
Knowledge

Shared R1R2

Theory-testing
Knowledge Available

per Project

Theory-building
Knowledge Available

per Project

--

Quality of Insights
per Project

Number of
Members

Quality of Insights
Across Projects

B1B2

Theory-testing
Knowledge Resources

Available

Theory-building
Knowledge Resources

Available

Sense of
Community

Bring Whole Self
to the Work

Involvement in
Social Networks

R2

R3

R4
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ÒDrifting GoalsÓ Archetype To close the gapbetween the desired and 
actual knowledge available per project for 
theory testing and theory building, SoL 
can either lower its expectations or engage 
more of its members.  This engagement, 
however, takes longer and is more 
difficult.

The Òdrifting goalsÓ archetypeteaches us
to stay true to the vision, and not lower 
expectations.

Various efforts at SoL seem intent on the 
fundamental solution (e.g., consortia, 
stewardship teams), but are having 
difficulty engaging members for both 
theory testing and theory building.

É however, there is a gap between the desired level of 
knowledge available and the actual.

Learnings (01/14/02):

Desired
Knowledge

Available per
Project

Knowledge
Resources
Available

B1

B2

Lowering
Expectations

Engaging
Members

Gap
-

Knowledge
Resources

Available per
Project

-
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ÒSuccess to the SuccessfulÓ Archetype Those members that have had more successful 
projects and published case studies on those 
projects are more likely to be the members that are 
asked to participate in new projects, which will 
lead to them being perceived as even more 
successful.  

This, however, means that the members that have 
not participated in projects or published case 
studies tend not to get the new projects, giving 
them fewer chances to be seen as successful, 
getting fewer projects.

This archetype teaches usto look for a greater 
goal that will balance the allocation to both groups, 
since their success cannot be decoupled.

SoL has begun recently to address this issue of 
Òinclusivity,Óthough the rapid increase in 
membership and low growth of number of projects 
has lead to a rapid increase in the number of 
members in the ÒoutÓ group.

To increase the knowledge available per project requires 
engaging members that have had previous successes on SoL 
projects and members that have not.

Learnings (01/14/02):  

Allocation of
Projects to
In Group

Projects to
Out Group

Projects to
In Group

-

R1 R2
Perceived Success of

In Group

Perceived Success of
Out Group

-

Desire of
Out Group
to Engage

-



13

“Shifting the Burden” Archetype To create new knowledge about organizational 
learning, SoL focuses on theory testing and theory 
building.  The development of new general theories 
of organizational learning, through theory building, 
takes much longer and requires members to examine 
data across many projects.  

As change projects are completed, some are 
documented as case studies, temporarily satisfying 
member needs for new knowledge, but continued 
focus on change projects leads to an increased focus 
on project success versus learning across projects, as 
evidenced by little project effort dedicated to data 
collection and sharing.  

Decreased emphasis on data collection and sharing 
makes it increasingly difficult to ever engage 
members in synthesizing learnings across multiple 
projects.

The archetype teaches us to relieve some of the 
pressure on knowledge creation with case studies, and 
to focus strongly on data collection and sharing to 
create general theories.  The consortia and 
stewardship teams are beginning to take on this focus.

To satisfy membership needs for new knowledge, SoL works on 
both theory testing and theory building, but not equally.

Learnings (01/14/02): 

Case Studies

General Theories

R1

B1

B2

Focus on Project
Success vs Learning

Data Collection
and Sharing

-

Do Another Project
(Theory Testing)

Synthesize Across Projects
(Theory Building)

No New
Knowledge

-

-
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Critical Issue:  What currently increases or limits our ability to promote change in the system?

ÒGrowth and Under-
engagement 
with Drifting GoalsÓ 
Archetype

To continue to drive profound organizational 
change and to create and share new knowledge 
on organizational learning, SoL needs: (1) to have 
the resources available for more theory-testing 
(project work) and theory-building (synthesis) 
projects; and (2) focus on both.  These resources 
are principally SoLÕs members.

Engaging members to do this workrequires: 
(1)  keeping true to the vision of high standards 
for the knowledge members bring to the project; 
and (2) being sure to engage members that have 
proven success within SoL and members that do 
not.  To achieve this, the archetypes teach us that 
SoL needs to consciously avoid: (1) lowering 
expectations to staff projects; and (2) giving 
projects solely to members with proven success.

To create and share new knowledge, SoL should 
strengthen its efforts to focus on: (1) theory 
building through change projects in companies; 
(2) data collection and sharing for each project; 
and (3) engaging the theory-building knowledge 
resources required to synthesize the data collected 
across many projects.

SoL has begun to work on some of the potential levers to allow 
its own growth, and needs to be aware of potential difficulties 
in keeping true to that path.

Key to Archetypes:
Limits to Success
Success to the Successful
Shifting the Burden
Drifting Goals

Number of
Projects

Member
Satisfaction

Profound
Institutional

Change
Knowledge

Shared R1R2

Theory-testing
Knowledge Available

per Project

Theory-building
Knowledge Available

per Project

--

Quality of Insights
per Project

Number of
Members

Quality of Insights
Across Projects

B1B2

Theory-testing
Knowledge Resources

Available

Theory-building
Knowledge Resources

Available

Focus on
Project Success

vs Learning

-

Desired
Knowledge

Available per
Project

B4 B3

Lowering
Expectations

Engaging
Members

Gap
--

Allocation of
Projects to
In Group

Projects to
Out Group

Projects to
In Group

-

R5 R6
Perceived Success of

In Group

Perceived Success of
Out Group

-

Desire of
Out Group
to Engage

-

Desire of
In Group
to Engage

Case Studies

General Theories R7

B5

B6

Data Collection
and Sharing

Do Another Project
(Theory Testing)

Synthesize Across Projects
(Theory Building)

No New
Knowledge

-

-

-

Sense of
Community

Bring Whole Self
to the Work

Involvement in
Social Networks

R3

R4
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In summary, we saw why the system exists and how the 
systemÕs needs have evolved over time.

Global Goal:  SoL exists so that we can come together as a community to learn how to work in a learning organization on a 
personal and a global level.

Stakeholders:  SoL has been very successful at creating a unique sense of community, which all members find to be of great value 
as individuals.  As professionals, each of the three constituencies is less satisfied than they were in years past.  All three groups 
expect that if SoL continues its inward focus of the past four years, their satisfaction will drop quickly and substantially.They all 
desire a quick and sustained turnaround, which they believe possible but difficult, requiring much higher levels of knowledge
creation, sharing, and collaboration.

System-wide Performance Measures:  Maturation of the membership has put demands on SoL to develop significant new insights 
into organizational learning.  Significant growth in membership locally and internationally, over the past four years, has 
dramatically increased the demands on SoLÕs resources.   During this time, however, SoL has focused principally on its own 
structure and growth and not on developing new knowledge or integrating its rapidly increasing membership in project work.

Archetypes:   SoLÕs growth success is potentially limited by the availability of knowledge resources for theory testing and theory 
building.  To address this (in the drifting goals archetype), SoL opts not for the symptomatic solution of lowering expectations, 
rather the fundamental solution of engaging members.  However, (in the success to the successful archetype) the ÒonlyÓ group in 
the OLC days has emerged into the ÒinÓ group, decreasing the desire of the ÒoutÓ group to engage.  As the membership grows 
rapidly locally and internationally the percentage of members in the ÒoutÓ group grows rapidly and the ÒinÓ group is insufficient to 
meet the increasing demand for profound change projects, theory testing and theory building.  Furthermore, the emphasis on 
profound change projects does not motivate the data collection and sharing necessary to seed theory-building.

This global perspective indicates that SoLÕs focus on growth has pushed SoL past its current ability to adequately serve its current 
levels of membership and that for a few years it has not focused sufficiently on the knowledge creation resources and structures
essential to maintaining its position as the preeminent society for organizational learning.  Membership satisfaction is responding 
strongly to this lack of attention.  Nonetheless, SoL has begun various efforts in the last year that focus on engaging a broader 
group of members in both theory testing change projects and theory building synthesis projects.

Critical Issue: What have we learned from the globally rational perspective?
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The globally rational perspective clarifies the systemÕs 
purpose and its behavior at the global level.

Critical Issue: Where are we in the overall Managing from Clarity process?
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The systemic resource map captures the resources and 
actions that drive value.

Critical Issue:  How do we get everyone on Òthe same page?Ó

Satisfaction as
Individual

Knowledge of 
Concepts/

Frameworks

Knowledge
of Processes

Sense of
Community Perceived Impact

on Organizational
Performance

Examples of
Doing the

Work

We come together as a community to learn how to work in a learning organization on a personal and global level.

Perceived Impact
on Societal Issues

The What The How

The Why

Stewardship Teams

Clarity of
Human-centric,

Systemic Ideology

Vision of Peter
and Famous

Names

Alignment with
Natural

Social/Biological
Systems

Examples of
Value Added

Available
Synthesis Skills

Available 
Engagement/
Delivery Skills

Available Data
Collection Skills

Projects in
Companies

Project Reflection/Synthesis
(Theory Building)

Bright,
like-minded

people

Social
Networks

Profound
Institutional Change

Available
Knowledge
of Models of

Collective
Engagement

Project Design/Implementation
(Theory Testing)

Knowledge Shared
with Members

Knowledge Shared with
Greater Community

Access per
Member

Creating Awareness of Need to
Rethink Mechanistic View

Company Member
Satisfaction

Consultant
Satisfaction

SoL
Courses

SoL
Publications

SoL Conferences/
Meetings

Researcher
Satisfaction

No. Active
Researcher
Members

No. Active
Consultant
Members

No. Active
Company
Members

Relevant
Important

Issues

Credibility of
Research Members

Cash

SoL Staff

SoL
Volunteers

Information
Systems

The For Whom

Sharing among
Members

Knowledge of
Existing Theory

funding spending

No. Research
Members

No. Consultant
Members

No. Company
Members

Time to Access
Network (White

Space)

Perceived
Impact on

Self

Trust
with Each

Other

Mutual Acceptance of
Ideology and Processes

Change
Mentalities

Diversity of Cultures

Knowledge of Multiple
Dimensions of Being Human

Network building skills

SoL Infrastructure
for Connecting

Infrastructure building skills
Creating and sustaining container of trust in SoL meetings

Available
Knowledge
of How to
Organize

Able to Bring
True Self to
the Work

Give Self Permission
to Be Whole Self

Credibility of
Consultant Members

Total
Membership

Cost

-

-

-

Projects per
member

Total No. of
Members

-

Self
Validation

SoL as
Professional

Society

SoL
Online

Profound
Inter-organizational,

Inter-sectoral Change

Facilitated
Focus on

SoL's purpose

Nurturing of
Emergent

Needs

Synthesis and
Connection

across Network

SoL
Committees

Administrative Support
Available per Activity

Annual
Fee

SoL
Membership
Activity Fee

SoL Member
Support Activities

-

Diversity in
Languages -

Academic
Credibility

<Profound
Institutional Change>

<Profound
Inter-organizational,

Inter-sectoral Change>

<Access per
Member>

Total No. of
Active Members

<Knowledge
Shared with

Greater
Community>

<Perceived Impact on
Organizational
Performance>

New Hypotheses

Effective
Tools Based
on Theory
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Each constituency focuses on creating value in different ways 
within the framework of SoL.

Critical Issue: How do others influence our ability to succeed, and vice versa?

Because they have self-selected into a 
practice-oriented research society, the 
constituencies overlap significantly in 
what they believe is important for SoL to do, 
in general.  In specific, however, their 
different orientations lead them to prioritize 
SoLÕs actions differently.  

Talking about this at SoL is made difficult 
by the multiple hats many members wear, 
thus the consulting researcher, the 
researching practitioner, the consulting staff, 
and the practicing consultant, as examples.  
Nonetheless, it might be instructional to 
characterize the most relevant incentives of 
the three constituencies, as related to 
membership in SoL.

Constituency Satisfiers

As Professional

Researcher Contribution to knowledge

Credibility of knowledge contributed

Consultant Project work

Demonstrable organizational impact

Company Member Organizational impact via projects

Services provided (e.g., courses)

Staff/Volunteer Difference made in the world

As Individual

Intellect Learn about organizational learning 
concepts, frameworks, and processes

Spirit/Emotion Experience learning in community

Society Member Social impact
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Based on their incentives, what priorities would each 
constituency have for SoLÕs strategic resources and actions?

The different well-intentioned incentives in each area often conflict with those in other areas 
and with the overall goal of value creation.

Critical Issue: How do others influence our ability to succeed, and vice versa?

Satisfaction as
Individual

Knowledge of 
Concepts/

Frameworks

Knowledge
of Processes

Sense of
Community Perceived Impact

on Organizational
Performance

Examples of
Doing the

Work

We come together as a community to learn how to work in a learning organization on a personal and global level.

Perceived Impact
on Societal Issues

The What The How

The Why

Stewardship Teams

Clarity of
Human-centric,

Systemic Ideology

Vision of Peter
and Famous

Names

Alignment with
Natural

Social/Biological
Systems

Examples of
Value Added

Available
Synthesis Skills

Available 
Engagement/
Delivery Skills

Available Data
Collection Skills

Projects in
Companies

Project Reflection/Synthesis
(Theory Building)

Bright,
like-minded

people

Social
Networks

Profound
Institutional Change

Available
Knowledge
of Models of

Collective
Engagement

Project Design/Implementation
(Theory Testing)

Knowledge Shared
with Members

Knowledge Shared with
Greater Community

Access per
Member

Creating Awareness of Need to
Rethink Mechanistic View

Company Member
Satisfaction

Consultant
Satisfaction

SoL
Courses

SoL
Publications

SoL Conferences/
Meetings

Researcher
Satisfaction

No. Active
Researcher
Members

No. Active
Consultant
Members

No. Active
Company
Members

Relevant
Important

Issues

Credibility of
Research Members

Cash

SoL Staff

SoL
Volunteers

Information
Systems

The For Whom

Sharing among
Members

Knowledge of
Existing Theory

funding spending

No. Research
Members

No. Consultant
Members

No. Company
Members

Time to Access
Network (White

Space)

Perceived
Impact on

Self

Trust
with Each

Other

Mutual Acceptance of
Ideology and Processes

Change
Mentalities

Diversity of Cultures

Knowledge of Multiple
Dimensions of Being Human

Network building skills

SoL Infrastructure
for Connecting

Infrastructure building skills
Creating and sustaining container of trust in SoL meetings

Available
Knowledge
of How to
Organize

Able to Bring
True Self to
the Work

Give Self Permission
to Be Whole Self

Credibility of
Consultant Members

Total
Membership

Cost

-

-

-

Projects per
member

Total No. of
Members

-

Self
Validation

SoL as
Professional

Society

SoL
Online

Profound
Inter-organizational,

Inter-sectoral Change

Facilitated
Focus on

SoL's purpose

Nurturing of
Emergent

Needs

Synthesis and
Connection

across Network

SoL
Committees

Administrative Support
Available per Activity

Annual
Fee

SoL
Membership
Activity Fee

SoL Member
Support Activities

-

Diversity in
Languages -

Academic
Credibility

<Profound
Institutional Change>

<Profound
Inter-organizational,

Inter-sectoral Change>

<Access per
Member>

Total No. of
Active Members

<Knowledge
Shared with

Greater
Community>

<Perceived Impact on
Organizational
Performance>

New Hypotheses

Effective
Tools Based
on Theory
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Satisfaction as
Individual

Knowledge of 
Concepts/

Frameworks

Knowledge
of Processes

Sense of
Community Perceived Impact

on Organizational
Performance

Examples of
Doing the

Work

We come together as a community to learn how to work in a learning organization on a personal and global level.

Perceived Impact
on Societal Issues

The What The How

The Why

Stewardship Teams

Clarity of
Human-centric,

Systemic Ideology

Vision of Peter
and Famous

Names

Alignment with
Natural

Social/Biological
Systems

Examples of
Value Added

Available
Synthesis Skills

Available 
Engagement/
Delivery Skills

Available Data
Collection Skills

Projects in
Companies

Project Reflection/Synthesis
(Theory Building)

Bright,
like-minded

people

Social
Networks

Profound
Institutional Change

Available
Knowledge
of Models of

Collective
Engagement

Project Design/Implementation
(Theory Testing)

Knowledge Shared
with Members

Knowledge Shared with
Greater Community

Access per
Member

Creating Awareness of Need to
Rethink Mechanistic View

Company Member
Satisfaction

Consultant
Satisfaction

SoL
Courses

SoL
Publications

SoL Conferences/
Meetings

Researcher
Satisfaction

No. Active
Researcher
Members

No. Active
Consultant
Members

No. Active
Company
Members

Relevant
Important

Issues

Credibility of
Research Members

Cash

SoL Staff

SoL
Volunteers

Information
Systems

The For Whom

Sharing among
Members

Knowledge of
Existing Theory

funding spending

No. Research
Members

No. Consultant
Members

No. Company
Members

Time to Access
Network (White

Space)

Perceived
Impact on

Self

Trust
with Each

Other

Mutual Acceptance of
Ideology and Processes

Change
Mentalities

Diversity of Cultures

Knowledge of Multiple
Dimensions of Being Human

Network building skills

SoL Infrastructure
for Connecting

Infrastructure building skills
Creating and sustaining container of trust in SoL meetings

Available
Knowledge
of How to
Organize

Able to Bring
True Self to
the Work

Give Self Permission
to Be Whole Self

Credibility of
Consultant Members

Total
Membership

Cost

-

-

-

Projects per
member

Total No. of
Members

-

Self
Validation

SoL as
Professional

Society

SoL
Online

Profound
Inter-organizational,

Inter-sectoral Change

Facilitated
Focus on

SoL's purpose

Nurturing of
Emergent

Needs

Synthesis and
Connection

across Network

SoL
Committees

Administrative Support
Available per Activity

Annual
Fee

SoL
Membership
Activity Fee

SoL Member
Support Activities

-

Diversity in
Languages -

Academic
Credibility

<Profound
Institutional Change>

<Profound
Inter-organizational,

Inter-sectoral Change>

<Access per
Member>

Total No. of
Active Members

<Knowledge
Shared with

Greater
Community>

<Perceived Impact on
Organizational
Performance>

New Hypotheses

Effective
Tools Based
on Theory

Trend analysis discovers the locally rational goals that 
influence resources in the subsystems.

Critical Issue: Are the subsystem activities internally consistent?

Legend:
C=constant, D=decreasing, I=increasing, S=substantial  (recent historical, desired)
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In summary, we saw how local incentives influence the 
decisions of local constituencies.

Critical Issue: What have we learned about the locally rational perspective?

Local Incentives: Different stakeholders have different purposes in the 
system, which influence the priorities they place on the societyÕs 
limited resources.

Strategic Resources:  The recent historical behavior for many of SoLÕs 
strategic resources varies significantly from the desired behavior, 
indicating the need for a dramatic shift in the system.

Shared Resources:  To achieve the desired changes in the strategic 
resources requires significant changes in the participation of all 
constituencies.  Furthermore, the traditional satisfiers for each 
constituency do not promote this collaborative focus.  Different social 
networks (e.g., consortia, fractals) focus on different parts of this, not 
usually the whole.



The Òcurrent stateÓ assessment identifies potential gaps 
between the global and local perspectives.

Stakeholders:  SoL has been successful at bringing all constituencies together to work on those resources that 
influence member satisfaction, as individuals, and much less successful at satisfying the membersÕ professional 
needs.

Resources:  To successfully leverage the system in the desired direction - to achieve the global goal and to 
improve stakeholder satisfaction - as indicated by the archetypes, requires significant changes in the behavior of 
SoLÕs resources, which require a concerted, sustained collaboration among the staff, company members, 
researchers, and consultants.  This will require each constituency to take actions that historically are lower 
priority for them, to achieve their higher goals.

Global Goal

Goal:
Strengthen Òthe ideaÓ

Increase Òsocial system impactÓ

Strengthen Òsense of communityÓ

Increase knowledge of Òprofessional societyÓ

ÒStatedÓ

Global Goal

Maintain Òthe ideaÓ

Little Òsocial system impactÓ

Strengthen Òsense of communityÓ

Little knowledge of Òprofessional societyÓ

ÒActualÓ
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The locally rational perspective clarifies the behavior 
expectations for the local resources and actions. 

Critical Issue: What have we learned about the locally rational perspective?
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Company Member Satisfaction

Project Design Implementation

Project Reflection Synthesis

Academic Credibility

Examples of Doing the Work

Perceived Impact on 
Organizational Performance

Projects in 
CompaniesRelevant 

Important 
Issues

Researcher Satisfaction

Profound 
Institutional 
Change

Projects per member

Consultant Satisfaction

Examples of 
Value Added

Satisfaction as Individual

No. Active 
Company 
Members

No. Active 
Consultant 
Members

0.0

0.5

1.0

0.0 0.5 1.0

The resource influence and exposure analysis measures the 
relative impact of each resource in the system.

This analysis also identifies ÒsuspiciousÓ sections in the systemic resource map, which either 
provides new understanding or leads to necessary modifications.

Critical Issue: Of everything that we do, where should we dedicate our time?

These middle-level controls, 
(Q1/Q4) represent functional 
objectives.

These functional Òends,Ó (Q2/Q3) 
represent shared company-wide 
resources, requiring high-level 
coordination and long-term 
policies. 

These ÒmeansÓ (Q1/Q2) determine most of the systemÕs behavior, 
representing strong levers. 

These low-influence variables (Q4) permit local 
changes without affecting system-wide 
performance.

Vertical axisindicatesthedegreeof exposureamongthevariablesin thesystem.
Horizontalaxisindicatesthedegreeof influenceamongthevariablesin thesystem.
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Satisfaction as
Individual

Knowledge of 
Concepts/

Frameworks

Knowledge
of Processes

Sense of
Community Perceived Impact

on Organizational
Performance

Examples of
Doing the

Work

We come together as a community to learn how to work in a learning organization on a personal and global level.

Perceived Impact
on Societal Issues

The What The How

The Why

Stewardship Teams

Clarity of
Human-centric,

Systemic Ideology

Vision of Peter
and Famous

Names
Alignment with

Natural
Social/Biological

Systems

Examples of
Value Added

Available
Synthesis Skills

Available 
Engagement/

Delivery Skills

Available Data
Collection Skills

Projects in
Companies

Project Reflection/Synthesis
(Theory Building)

Bright,
like-minded

people

Social
Networks

Profound
Institutional Change

Available
Knowledge

of Models of
Collective

Engagement

Project Design/Implementation
(Theory Testing)

Knowledge Shared
with Members

Knowledge Shared with
Greater Community

Access per
Member

Creating Awareness of Need to
Rethink Mechanistic View

Company Member
Satisfaction

Consultant
Satisfaction

SoL
Courses

SoL
Publications

SoL Conferences/
Meetings

Researcher
Satisfaction

No. Active
Researcher
Members

No. Active
Consultant
Members

No. Active
Company
Members

Relevant
Important

Issues

Credibility of
Research Members

Cash

SoL Staff

SoL
Volunteers

Information
Systems

The For Whom

Sharing among
Members

Knowledge of
Existing Theory

funding spending

No. Research
Members

No. Consultant
Members

No. Company
Members

Time to Access
Network (White

Space)

Perceived
Impact on

Self

Trust
with Each

Other

Mutual Acceptance of
Ideology and Processes

Change
Mentalities

Diversity of Cultures

Knowledge of Multiple
Dimensions of Being Human

Network building skills

SoL Infrastructure
for Connecting

Infrastructure building skills
Creating and sustaining container of trust in SoL meetings

Available
Knowledge
of How to
Organize

Able to Bring
True Self to
the Work

Give Self Permission
to Be Whole Self

Credibility of
Consultant Members

Total
Membership

Cost

-

-

-

Projects per
member

Total No. of
Members

-

Self
Validation

SoL as
Professional

Society

SoL
Online

Profound
Inter-organizational,

Inter-sectoral Change

Facilitated
Focus on

SoL's purpose

Nurturing of
Emergent

Needs

Synthesis and
Connection

across Network

SoL
Committees

Administrative Support
Available per Activity

Annual
Fee

SoL
Membership
Activity Fee

SoL Member
Support Activities

-

Diversity in
Languages -

Academic
Credibility

<Profound
Institutional Change>

<Profound
Inter-organizational,

Inter-sectoral Change>

<Access per
Member>

Total No. of
Active Members

<Knowledge
Shared with

Greater
Community>

<Perceived Impact on
Organizational
Performance>

New Hypotheses

Effective
Tools Based
on Theory

The resource influence and exposure analysis measures the 
relative impact of each resource in the system.

2

1
3

3

1

2

1 These relatively 
easy-to-move 
resources are 
high leverage 
points in the 
archetypes.  If 
we get them 
moving, will we 
be able to 
respond, system-
wide?

These connectors 
require very 
coordinated efforts 
across all 
constituencies to 
change.  When they 
change, everything 
changes.

These system-
wide performance 
measures are hard 
to move, 
especially with 
single initiatives, 
thus requiring 
coordinated 
efforts.
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Making explicit the relationships between the interest groups 
explores conflicts around common resources.

Expectations about what each group delivers to and receives from each other exposes 
conflicts around shared resources.

Critical Issue:  How do others affect our ability to succeed and vice versa?

 Intellect Spirit/Emotion Organizational 
Member 

Society Member Researcher Consultant Staff/Volunteer 

Intellect G: Continuously learn  
P:  No new knowledge 

S: None 
C: Sense of 
community 
SR: Sharing among 
members 

S: None 
C: Projects 
SR: Knowledge creation 

S: None 
C: None 
SR: None  

S: None 
C: Theory building 
SR: Knowledge 

S: None 
C: Theory testing 
SR: Examples of value 
added 

S: None 
C: Access 
SR: Member-support 
activities 

Spirit/ 
Emotion 

S: None 
C: None 
SR: None 

G: Continuously grow  
P:  Sense of 
community 

S: None 
C: Examples of living 
principles at work 
SR: Bright, like-minded 
people 

S: None 
C: Self validation 
SR: None 

S: Relevant issues 
C: How to make it work at 
work 
SR: Knowledge of concepts 

S: Projects 
C: Implement change 
SR: Theory testing 

S: Trust 
C: Connections 
SR: Social networks 

Organizational 
Member 

S: Examples of doing the work 
C: Sharing 
SR: Like-minded people 

S: Examples of value 
added 
C: How can we work 
better 
SR: Like-minded 
people 

G: Profound 
organizational impact  
P:  Doing great projects 

S: Examples 
C: Emerging issues 
SR: None 

S: Projects and what works 
C: Why it works or not 
SR: Knowledge of 
concepts/frameworks  

S: Projects and how to 
organize 
C: Implement change 
SR: Theory testing 

S: Money, time 
C: Services 
SR: Member-support 
services 
 

Society 
Member 

S: Values 
C: None 
SR: None 

S: None 
C: None 
SR: None 

S: Values 
C: Societal impact 
SR: Social change 

G: Profound social 
change  
P:  No perceived 
impact 

S: Values 
C: What is changing 
SR: Examples 

S: None 
C: None 
SR: None 

S: None 
C: None 
SR: None 

Researcher S: Knowledge shared 
C: None 
SR: Knowledge of 
concepts/frameworks 

S: Clarity of ideology 
C: None 
SR: Ideology 

S: Knowledge shared 
C: Relevant issues and 
projects 
SR: Projects 

S: None 
C: None 
SR: None 

G: Demonstrated organizational 
impact and credibility of 
knowledge shared 
P:  No projects or funds 

S: Relevant theory and 
methods 
C: Data, implementation 
SR: Theory testing and 
building 

S: Research Interests 
C: Projects, connections 
SR: Connections 

Consultant S: Knowledge shared 
C: None 
SR: Knowledge of processes 

S: How to create space 
C: Bring true self to 
the work 
SR: Mutual acceptance 
of the ideology 

S: Profound 
organizational change 
C: Projects 
SR: Theory testing 

S: Profound societal 
change 
C: None 
SR: Projects 

S: What works, implementation 
C: What to test, what works 
SR: Theory building 

G: Profound 
organizational impact, 
projects  
P:  No projects 

S: Research Interests 
C: Projects, connections 
SR: Connections 

Staff/ 
Volunteer 

S: Access 
C: Interests 
SR: None 

S: Space of trust 
C: Trust, permission 
SR: Sense of 
community 

S: Access to resources, 
member services 
C: Funds, relevant 
issues 
SR: Member services 

S: Examples 
C: Important issues 
SR: Impact on society 

S: Projects, support 
C: Interests 
SR: Available knowledge 
resources 

S: Projects, support 
C: Interests 
SR: Available 
knowledge resources 

G: Make a difference 
P: Too much time on 
administrative tasks 

G: Goal, P: Problem, S: Supplier, C: Client, SR: Shared Resource 
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QualMaps provide predictive insight into problems or 
performance in other departments.

Performance indicators provide an Òopportunity envelopeÓ within which people optimize 
the behavior of variables they control and affect.

Critical Issue:  Can scorecard performance indicators be more effective?

Membership 
Areas 

Traditional 
Indicators 

Traditional Core 
Competencies 

Proposed  
Indicators 

Proposed Core 
Competencies 

Intellect Learnings Learn new stuff Learnings 
Knowledge shared with 
greater community 

Learn and integrate new 
knowledge 
Share learnings 

Spirit/Emotion  Personal growth 
Community 

Personal development 
and relationship 
development 

Examples of what works 
Personal growth 
Community 

Personal development 
Coaching/creating space 
for others 

Organizational 
Member 

Cost 
Organizational impact 

Efficiency and 
effectiveness 

No. relevant projects 
Profound change 
Theory building 
Theory testing 

Develop and learn from 
projects that align with 
relevant issues 
Learn across projects 

Society Member Social impact Monitoring Integrated emerging issues 
Social impact 

Active participation and 
monitoring 

Researcher Projects 
Credibility 

Get work 
Have impact 

Project 
design/implementation 
Project reflection/synthesis 
Knowledge shared 

Inform projects and data 
collection 
Learn across projects and 
share 

Consultant Projects 
Impact  

Get work 
Have impact 

Data collected and shared 
Projects 
Impact 

Get work 
Have impact 
Knowledge capturing and 
sharing 

Staff/Volunteer No. member-support 
activities 
No. complaints 
No. members/funds 

Project management Connections made 
Projects aligned with 
relevant issues 
% Members active 

Support connecting 

 A world of dependent 
self fulfillment

A world of interconnected 
value creation for today and 

tomorrow
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Looking forward, how robust is this design, under different 
possible futures?
World View How do we see the world today and as it unfolds?

Organizational learning is a fundamental need for all organizations
Evidence
Underlying Assumption:  We can tell if organizational learning influences organizations.

A human-centric approach to organizational learning is imperative and of high leverage for all organizations.
Evidence
Underlying Assumption:  We can tell if organizational learning influences organizations.

Critical Issue: Is this a design that will create value into the uncertain future?

Design Robustness:Designing in sustainable competitive advantage.

Will the organizational structure and incentives we have put in place, and our 
underlying assumptions about the future, allow us to face these future 
vulnerabilities successfully?

Goals and Resources.  Which strategic resources most leverage our ability to 
achieve our goal sustainably, given the future vulnerabilities?

Actions. What do we need to do to strengthen these strategic resources?
Structure.What organizational structure will build up, maintain and leverage 

these strategic resources?
People. What incentives should people have to align their efforts in the 

structure?

Future Vulnerabilities:
Where are we most vulnerable in our assumptions?

Our Most Vulnerable Assumptions

Changing Assumptions
¥Already changed and will affect us

¥Changing now and could affect us

¥Could change and would affect us
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In summary, we saw how we can identify, align and leverage 
strategic resources to achieve the global goal in an uncertain 
world.

Strategic Resources: Some resources are more influential and exposed 
than others.  Classifying them orients management to the level of 
coordination, effort, and directionality appropriate for each resource.

People:   Educating members to the value created for them by their 
traditional expectations and system-wide by potential, new actions 
might align them with their expectations for the behavior of resources 
that are strategic to obtaining the global goal.

Performance Indicators:  Current incentives and competencies helped 
us arrive to today successfully as SoL Boston.  In the emerging, 
globally connected world of SoL International, refocusing constituency 
incentives on partnering with other constituencies to create value for all 
stakeholders helps SoL engage its active membership.

Critical Issue: What have we learned about the integratively rational perspective?
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The integrative rationale clarifies how management identifies, 
aligns and leverages strategic resources.

Critical Issue:  What have we learned from the integratively rational perspective?
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Appendix
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SoL focuses on Òthe ideaÓ of shifting from a mechanistic to a 
human-centric view of organizations.

Critical Issue:  How has SoL done at achieving its global goal over time?

In the early days, there was growing clarity as we started with the worked integrated into The Fifth Discipline.  We had regular 
working papers and shared them internally and with the greater practitioner community.  We got more involved and shared.  
During the first years of SoL, there has been no regular documenting or sharing about what people are learning, losing clarity. If 
we continue as today, we will have nothing.  We desire to regain high clarity, sharing research and what we are learning.

No clarity

High clarity 
of the idea 
and how to 
live it

Some 
clarity

2001
Today

20111991
OLC

1997
SoL

Status Quo

Desired
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SoL focuses on improving the performance of social systems 
and aligning them with the health of people and the 
environment.

Critical Issue:  How has SoL done at achieving its global goal over time?

None

Applying the 
learning skills 
to large, 
complex 
societal issues

2001
Today

20111991
OLC

New and 
Emergent

1997
SoL

Status Quo

Desired

In the early days of the OLC, companies had to have a project to join, and they were high-powered, respected companies.  We 
shared among the companies.  We then moved to focusing on integrating the five disciplines into company work.  During the early 
SoL years, there has been lots of topics and passion, but less value to the companies.  Going forward, we will do well with the 
consortia and pockets of interest, particularly as individuals.  We desire to do really compelling work.

Status Quo

Desired

During the first six years, we began posing the questions for large societal issues, but not much happened.  During the past 3-4
years, we have received company funding and participation in the consortia, working together to start addressing the issues. We
are really just starting to see some big impacts.  We expect to continue to grow strongly, with more good work by engaged and
active people.  We desire to have a major impact, which would require tapping into people’s real passions and values in high 
quality networks where we experience much greater sharing.

Diffused

High quality 
(focused) 
learning and 
sharing of 
learning about 
profound 
things
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SoL as a community provides a nurturing space where like-
minded people share and work at a deeper level.

Critical Issue:  How has SoL done at achieving its global goal over time?

In the OLC we did work hand in hand in organizations, with developed theory.  We got stuck due to a lack of internal and external 
resources around 1996.  In the early SoL days, we spent a lot of time questioning who we are, and we are getting to a point where 
we are more supportive of creating a global community.  Going forward we will continue to do well at building community.  We 
desire to very well, which will require central thinking, shepherding and resources.

In the OLC, it was in the office.  We had great interest and minds.  MIT made it difficult to handle interest.  Then key members
moved on to other things, as we shifted to SoL.  In the past four years, we have been distracted by restructuring and paying back 
MIT.  We are now shifting from comparing ourselves to the old days, to comparing ourselves to member organizations.  We are 
rebuilding the intimacy through new social networks.  To do this really well going forward, we will need to rethink how to 
increased the per person experience at the global level.

None

Great at 
bringing rich 
relationships 
together to 
learn

2001
Today

20111991
OLC

Hardly okay

1997
SoL

Status Quo

Desired

Poor

Great per 
person 
experience

Still good

Status Quo

Desired
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SoL as a professional society is a repository and creator of 
new knowledge about organizational learning. 

Critical Issue:  How has SoL done at achieving its global goal over time?

In the early days of the OLC, a few people from companies worked closely with each other and a few researchers and consultants 
at MIT.  There was lots of creation of new knowledge and sharing of it.  With its success in the mid 90Õs came more companiesand 
many more projects and less sharing.  During the past four years, SoL has focused mostly on its own structuring locally and 
internationally.  With the strong growth in local membership and worldwide in the fractals, most members have little to no idea 
what is going on in SoL, and are beginning to question if anything is going on in SoL.

Going forward, if we continue to focus on ÒSoLÓ and not on learning and sharing, then we will not share.  We expect to be able to 
engage organizations in research projects and generate collected synthesis.  We desire a rapid and significant increase in 
knowledge creation and sharing worldwide among the fractals.

Distracted for need for 
practical value, research 
gets squished

Lots of action and 
inquiry with projects in 
co. linked to larger SoL 
issues and cross co. 
collaboration.

2001
Today

20111991
OLC

1997
SoL

Status Quo

Desired
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Company member satisfaction. 

Critical Issue:  How has SoL done at satisfying its key stakeholders over time?

As professionals, company member satisfaction depends on doing impactful projects of profound organizational change in our 
companies, working with the best consultants and researchers in organizational learning.  Our satisfaction also depends on 
member-support services, such as the courses for disseminating the concepts within our organizations.  Value has dropped for us,as 
we are not learning as much from the other companies and not as many successful projects within our companies.  We are still 
questioning why we pay the high membership fees to basically just send some people to the courses.

As individuals, member satisfaction depends on learning about new organizational learning concepts, frameworks and processes,
on being a part of a community of bright, like-minded people working with a human-centric ideology and having impact on 
ourselves, our organizations, and our society.  We are very happy in SoL as individuals.

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4
Status Quo

Desired

Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL
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Consultant member satisfaction. 

Critical Issue:  How has SoL done at satisfying its key stakeholders over time?

As professionals, consultant member satisfaction depends on getting work and making an impact.  In the beginning, there was lots
of work for the few consultant involved and the work had a great impact on the organizations.  As the consultant membership has 
grown in the SoL Boston fractal and internationally, fewer consultants are involved in SoL project work.  As we continue to grow, 
we expect this to continue, with many members and little work.  We hope to have plenty of interesting projects for each consultant 
member.

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4

Status Quo

Desired
Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

As individuals, member satisfaction depends on learning about new organizational learning concepts, frameworks and processes,
on being a part of a community of bright, like-minded people working with a human-centric ideology and having impact on 
ourselves, our organizations, and our society.  We are very happy in SoL as individuals.
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Researcher member satisfaction… 

Critical Issue:  How has SoL done at satisfying its key stakeholders over time?

As professionals, researcher member satisfaction depends on getting their research funded, having access to interesting 
organizations working on important, relevant issues, and having academic credibility.  In the beginning, there was plenty of work 
on interesting issues and, while at MIT, there was some credibility.  The access to interesting work and funds severely dropped 
during the first four years, as almost no money was spent on research projects, to pay back MIT.  We hope this will change, and 
that once again researchers will become involved, funded, and publishing great work.  There is some evidence with the 
sustainability consortia and the two greenhouses that this might be possible.

Highly 
Dissatisfied 1

Highly 
Satisfied

7

Neutral 4
Status Quo

Desired
Status Quo and Desired

2001
Today

20111991
OLC

1997
SoL

As individuals, member satisfaction depends on learning about new organizational learning concepts, frameworks and processes,
on being a part of a community of bright, like-minded people working with a human-centric ideology and having impact on 
ourselves, our organizations, and our society.  We are very happy in SoL as individuals.
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Description of Interviews

The Questions
¥ 1st Interview (1.5 - 2 hours each) -- early September 2001

¥ What do you think is the global goal, the reason for being, of the Society for Organizational Learning?
¥ How well has SoL done at achieving this global goal, over time?
¥ What stakeholders influence or are influenced by SoLÕs ability to achieve this global goal?
¥ What satisfies each of these stakeholders, from your perspective?
¥ What satisfies you as a member of SoL?

¥ 2nd Interview (1.5 - 2 hours each) -- early October 2001
¥ Looking at your ÒsatisfiersÓ we identified last time, how do you live them at SoL?

¥ 3rd Interview (1 - 1.5 hours each) -- early November 2001
¥ Can you identify your thoughts from the first two interviews in the SoL GRASP map?
¥ Can you tell a story, from your perspective, with the GRASP map?

The Interviewees
¥ Many of the 16 interviewees wear multiple hats in SoL.  They were interviewed principally from the 

following perspective, other perspectives included in parentheses
¥ Research members:  Karen Ayas, Dennis Sandow, Peter Senge (process guide), Steve Waddell
¥ Consultant members: Sherry Immediato (staff), Joe Laur, Fred Simon
¥ Company members:  Kirk Tucker, Jean Tully
¥ Staff members: Jeff Clanon, Rick Karash (consultant), Vicki Tweiten
¥ GSN Stewards and Fractal members: Irene Dupoux-Couturier - France, Eliza Hochman - France, 

Christoph Mandl - Austria (researcher), Annabel Membrillo - Mexico

The Interviewers
¥ Hal Rabbino (founding member SoL Mexico)
¥ Jim Ritchie-Dunham (consultant member, Research Committee)


