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This study was designed to examine whether and how leaders who participated in a particular type of Action Learning program in Global Trucking Express experienced transformative learning, and what, if any, leadership behaviors were most likely influenced through participation in the program.  This chapter presents a discussion about what this study discovered about transformative learning, and future questions that still exist, including a discussion of implications for individuals and organizations.  Following this, conclusions and recommendations that are grounded in the analysis and synthesis of the study’s findings are presented.  Conclusions and recommendations are grouped into two sections: program design and research methodology.  The final section describes the researcher’s own transformative learning experience in conducting the study. 

The conclusions and recommendations in this section pertain to the ARLTM program design at Global Trucking Express, and are bound by the context of this study.  However, with analytical generalization (Yin, 1994) while the results are contextually bounded, they may cover broader theoretical issues in future transformative learning studies as well as other ARLTM and leadership development programs.  The researcher believes these conclusions and recommendations need to be tested in other ARLTM and leadership development programs to see whether and how they apply in other contexts.

Transformative Learning Discoveries and Future Questions

The researcher identified one key gap in the transformative learning literature – little discussion or research on cumulative transformations.  In addition, Taylor (1997) identified four gaps in the transformative learning literature: 

1-  the significant influence of context

2-  the varying nature of the catalyst in the transformative learning process

3-  the minimization of the role of critical reflection and increased role of other ways of knowing 

4-  a more holistic description of transformative learning.  Together, these five gaps are used as the organizing framework for the following discussion, followed by a discussion of implications for individuals and organizations.   

Little Discussion or Research on Cumulative Transformations

Prior to this research study, the researcher could find little discussion or research on the cumulative type of transformation.  The Cumulative Transformation Model emerged from this study’s findings, and provides an initial way for understanding cumulative type transformations.  The Cumulative Transformation Model includes a complex interaction of individual, program, and organization contexts that fostered a transformative learning process which facilitated transfomative learning, including demonstration of rational and affective outcomes.  

The model needs to be tested and further developed in future transformative and action learning research studies.  The researcher believes the model represents only a small piece of a bigger universe with respect to what cumulative transformations look like, and encourages future researchers to continue building a model. 

The Significant Influence of Context

As already mentioned, several research studies have identified the significant influence of context in the transformative learning process.  What this study adds is the role of a complex interaction of contexts in stimulating the transformative learning process, and at the same time, the process takes place within a complex interaction of contexts.  In addition, this complex interaction of contexts provides stimuli to trigger multiple new awarenesses as opposed to just one stimulus which is typical of epochal type transformations.  The researcher hopes that future research will continue to uncover the role of context in the transformative learning process. 

The Varying Nature of the Catalyst in Transformative Learning

Taylor (1997) raises a good question, what makes one event a disorienting dilemma for one person, and not for another person?  This study identified one contributing factor in answering this question – the degree of previous experience in the learning area.  In this study, this was the one factor that seemed to differentiate transformative from non-transformative learning.  Those who had a great deal of previous experience in a learning area were more likely to have non-transformative learning in that area.  Those who had little to no previous experience in a learning area were more likely to have transformative learning in that area.  This factor was operating within a complex interaction of other contexts so it, in and of itself was not enough to foster transformative learning.  The researcher calls for more research to help understand more about the role of previous experience in the transformative learning process and how this might relate to learner readiness.  

Future research could also answer questions such as, “Is non-transformative learning truly reconfirming or is it that a person’s mental model does not allow them to see anything outside of what is reconfirming?”  “Is a learning area truly old or do they interpret it as old because the funnel through which they see it does not allow them to see anything that does not fit their mental model?”    

Another contribution of this study is that an event that provides a catalyst for one person may be an integrating experience for another.  For example, job change provided a catalyst to transformative learning for some participants and an integrating experience for others.   

Minimization of the Role of Critical Reflection and Increased Role of Other Ways of Knowing 

In this study, tansformative learning was fostered by both affective and rational conditions.  There has been an on-going debate in the transformative learning literature about whether transformative learning is rational or affective and this study suggests it is both.  Empathy, feeling excluded, experiencing emotions, and emotional sharing were affective components of the transformative learning process, while reflection, dialog, validation with others, and practicing new behaviors were rational components.  Also, the two sometimes occurred simultaneously. 

The researcher calls for acceptance that both the rational and affective play a role in the transformative learning process, and research is needed that looks at the interaction between the two in fostering transformative learning.  Many questions for future research exist.  Is empathy an accelerated path to transformative learning?  Can empathy take the place of critical reflection or does it complement it?  Can someone be rational without first feeling and clearing the emotions?  Clare Klunk (1999) conducted a qualitative in-depth study, involving three hour and a half interviews, of four individuals who experienced workplace devaluation.  Klunk (1999) found that the individuals had to go through a process of feeling and working through emotions before they could begin to look objectively at their situations and explore options.  Future research needs to be conducted to shed more light on whether, and if so, why an affective component occurs prior to an objective component?  This would suggest that Mezirow’s rational based theory may not apply until an affective component is experienced.  

The researcher believes that how the affective and rational components interact varies for different individuals.  There needs to be future research to see how transformative learning varies for different individuals (i.e., personality types and learning styles).  For example, those individuals who are “Feelers” on the MBTI often need to feel before they can understand something, whereas “Thinkers” often need to understand something before they can feel it (Kroeger, 1994).  Future research is needed to see how, if at all, this difference impacts the transformative learning process. 

Cranton (1994) is the only theorist who raises the role of individual differences in transformative learning, so more research is clearly needed on this.  This study provides a small foundation, for future research, to see: 

1) whether knowledge of the MBTI can provide an integrating circumstance for feeling men and thinking women.

2) if there is a difference between how F’s and T’s reflect, and what impact this has on the transformative learning process.

3) why introverted feelers are more likely to transform in self understanding than their extraverted thinking counterparts.

The researcher recommends that affective outcomes (improved humility, tolerance, empathy, and patience) be integrated into the transformative learning literature. In this study, these human qualities were so integral to each participant’s transformative learning experience that the researcher believes they should be added as additional evidence for transformation learning.  This is in addition to, and not exclusive of, the rational outcomes in the literature today – a more differentiated, inclusive, critically reflective, complex perspective manifested in successful action.  The researcher believes the affective outcomes are just as important as the rational outcomes, and when studying transformative learning there should be support for both.  

A More Holistic Description of Transformative Learning

Taylor (1997) emphasizes the need to place greater emphasis on the central role of feelings, learning that takes place out of one’s focal awareness, the importance of relationships and the role of the collective unconscious in looking beyond the self and recognizing others.  While this study shed light on some affective components (i.e., the role of exclusion and empathy) the researcher believes that in addition to what Taylor calls for, there needs to be more emphasis on the body, energy fields, and spirit in a  holistic description of transformative learning. 

Future research needs to examine the role of mythical and holistic processes in transformative learning, and how they possibly may fit with the Cumulative Transformation Model.  In the Hindu tradition, chakras (powerful spinning energy centers tied into each endocrine gland) are central to personal transformation and growth.  The researcher hopes for a new trend in the transformative learning field called “critical acceptance,” involving taking the best from across theories, disciplines and experiences toward a holistic and inclusive transformative learning theory.  

Having an inclusive theory may help answer questions such as, what else besides verification and practice, helps a new awareness become action?  According to the Dalai Lama, learning is only a first step in developing new habit patterns, there are other factors as well: 

1-  developing conviction, 

2-  determination, 

3-  action

4-  effort.  

Mezirow, talks about the importance of one’s “will” in the transformative process, but has never really expanded on it.  What role does having an experience of an intellectual knowing and one’s “will” have on taking an individual from “talk” to “walking their talk?”   Action learning programs foster learning from experience, but what about the necessity of one’s “will” in making a transformative change? 

Also, the researcher raises the question, is transformative learning relative? 

Could it be that human beings fall along many continuums (i.e., preference for action and reflection, work and personal life) and are attempting to find a middle ground through transformative learning?  Could the middle ground exist completely outside the way the continuum is currently viewed?  As Weinstein (1994) found, action learning participants who had more reflective learning styles moved toward action oriented styles and those with action oriented styles moved toward reflective styles.  This is consistent with C. G. Jung (1971) who believed that life is a process of individuation.  

He developed three of the four MBTI scales and said that throughout life we go through a process of individuation where for example, an extreme extravert may come closer to the center, but still have a preference for extraversion.  Finding the middle ground is also consistent with Buddhist philosophy.  It appears as if before the program, some participants were at the work end of a continuum, while after the program they are finding a better middle ground between work and personal life.  If continuums such as these could be identified, adult educators and researchers could begin to assess where an individual is along a variety of continuums before and after a program. 

Implications for Individuals and Organizations

As is exemplified by the participants in this study, for individuals successful integration of transformative learning can result in a better quality of life; more differentiated, inclusive, complex, reflective perspectives manifested in successful action; and a more humble, tolerant, patient and empathic way of being.   However, breaking old habits is not an easy process and is often accompanied by discomfort and confusion.  This is why I believe individual readiness and a genuine desire to change is so important in the transformative learning process. 

I agree with Andy, a learning coach, that the ARLTM program was a rites of passage for the participants toward wholeness – reclaiming parts of themselves that were once lost.  If it is true that human qualities such as humility, patience, tolerance, and empathy help leaders act differently in ways that prove beneficial to the bottom-line and the desired direction of the company, then it calls for a shift toward leadership development programs that foster the development of these qualities.  I believe this is one way to bring spirituality into the workplace through our leaders who will foster kindness through their own wholeness.  In addition, a more whole individual may have greater impact within society at large.      

Of course, this raises interesting challenges for organizations.  

First, is an ethical dilemma of bringing transformative learning (considered “psychology” by some) into the workplace.  How involved or liable do organizations want to be for adjusting individual mindsets?  While organizations such as Global Trucking Express may reap benefits from such learning, they must be clear on where they stand with the ethical dilemma. 

Second, is a question of practicality.  Given the organizations I have worked in, Global Trucking Express seems more like an exception than the norm.  Many organizations want to minimize what should be a week-long program into two days, so how likely is it that organizations will undertake a nine-month program and implement systems to support the learning back in the workplace?  Of course, one could argue that   organizations may spend just as much, if not more, time and money on a number of two-day event programs that do not reap such significant benefits.   

Another question is how practical it is to spend so much time and investment given the trend of increasing turnover and career changes.  One argument for doing so would be that the organization would reap the benefits while the person remains with them.  In addition, several of this study’s participants said that they felt increased loyalty to Global Trucking Express as a result of seeing how much investment the company put into them and the program.  These participants have chosen to change jobs and careers within the company rather than outside of it.  In fact, all 24 participants remain employed by GTE today, which for some has been six years since graduating from the program.  Therefore, spending the time and investment could improve retention.   

Another possibility around the practicality issue is for organizations to experiment with varying program lengths.  For example, I was on the staff for one organization who chose to do an action learning program over the span of six to eight weeks with three two-day programs spread over that time.  The organization was also using other programs and systems to help develop a culture that supports learning, dialog and feedback.  Implementing something like this together with some of the recommendations described below under Conclusion 3, Recommendation 1, may reap similar benefits as the ARLTM program in this study. 

Another possibility is for organizations such as the Center for Creative Leadership or Management in Lund, who specialize in leadership and professional development programs, to implement some of the recommendations and approaches suggested in this study.  This may ease the organization’s ethical concerns and allow individuals to freely choose to undertake such a program.

For Global Trucking Express, the program helped foster the leadership behaviors they desired, namely a transformation in their leaders’ mindsets from the old manufacturing-focused directive boss toward a global leader who: 

1) understands cultural differences and can work cross-functionally and cross-regionally in high performing international teams, and 

2) has a coaching style focusing on customer satisfaction, developing his people and himself. 

However, the question remains – what impact did this have on the organizational culture?  

As discussed in Chapter IV, given the globally competitive environment Global Trucking Express finds itself in, it needs to change its overall culture from a focus on production and manufacturing toward a global, customer-oriented and team-focused organization that can thrive in continuous change.  While participants reported spreading their learning to others, I did not find support for the program fostering an overall culture change in my data set.    

When I began this research study, I thought I would find information about the impact the program was having on individual change as well as organizational change.  However, what I actually found was more about the impact the program was having on individual change as it appeared the organization was not using the program for organizational change purposes.  This judgement is based on what the participants, learning coaches and senior executive reported, because I did not fully investigate the way in which the program may have been assisting organizational change, as it was outside the scope of this study.  

While I never saw or heard it expressed, perhaps GTE was hoping for the effect of Argryis and Schon’s (1978) critical mass theory of organizational change.  For years I have heard a debate in the organizational change field with respect to how best to bring about organizational change – is it through changing a critical mass of individuals who then become change agents in support of organizational change or is it through making systemic changes to the organizational culture, strategy and mission.  I believe and this dissertation supports that you need both.  You can’t have authentic organizational change without individual change and you also need organizational culture change to support it. 

Many ARLTM participants worked on strategic business projects that were created to support the organizational change (i.e., global commonality) but many of the projects were never implemented.  Participants stated two reasons for why the projects were not implemented: 

1-  at the end of the program the projects were handed over to an executive sponsor who was not invested in the project work and 

2-  in general, GTE is a company that likes to start a lot of things but not implement them.  Below I recommend making implementation the project team’s responsibility.  

Other than arranging job changes for many of the participants, GTE did not appear to make other organizational changes to support the learning that was occurring in the program.  The exception to this was the Belgian participants who reported how they felt supported in applying their program learning in a factory that was re-organizing to a team-based structure.  One of the major hindrances most participants reported was the difficulty in practicing and transferring their learning back in an organizational culture that did not support it (i.e., applying reflection/patience in a strong action-oriented culture).  It takes a strong individual to continue to persevere under such conditions, and I am surprised that more participants did not give up fighting with a culture that ran contrary to what they had learned in the program.  This may show how deep their individual learning truly was.   

I believe the potential for the program helping to foster organizational change is tremendous.  If the intent of the program is individual and organizational change, the organization could address systemic changes at the same time as the program and the program could be in service of the desired organizational changes (i.e., having team projects which support the desired change).  Recommendation 1 under Conclusion 1 addresses how an ARLTM program with this intent could be designed to incorporate making maximum use of the individual, program, and organizational contexts.  

Conclusions and Recommendations for Program Design

Conclusion 1

The program in and of itself was not enough to foster transformative learning.  A variety of individual, program and organizational contextual conditions interacted in complex ways to foster the transformative learning process.  The program played three different roles in the fostering of transformative learning: 1) triggering the transformation, 2) re-awakening and moving along a previously started transformation, or 3) helping to integrate a previously started transformation.  This conclusion was continually addressed throughout previous chapters.  In addition to the program, the immediate individual and organizational context surrounding the program was important.   This suggests that program designers must find a new way of designing programs away from the traditional event-mentality (i.e., one-day, one-week) and toward an inclusive- context mentality.     

· Recommendation 1: 

Incorporate an inclusive-context mentality in future ARL program designs by including the immediate individual and organizational contexts surrounding the program in the program design, thereby increasing the opportunity for transformative learning.  

Pre-program interviews and short surveys could solicit descriptions of the individual’s current personal and professional contexts, as well as their previous experience in the learning subject areas.  Information such as this could help assess readiness for the learning experience, and assist with the selection of participants.  Perhaps those with little experience in the subject areas are selected first.  For example, Goodheart had much recent personal development experience, and had traveled extensively to several different cultures.  He was even enrolled in another eight-month leadership program at the same time as program six.  As a result, much of the program was repetitive for him.  Having this knowledge in advance, the program selection committee may have determined that it was not the best time for him to attend the program, or provided him with an advanced level of personal development coaching. 
Second, to help assess the organizational context at the time of the program, an organizational needs assessment could reveal any organizational conditions that might inhibit continued application of concepts learned in the program.  Also, this knowledge could help identify projects for the next program.  For example, one hindrance raised by some participants was the difficulty of applying team concepts within an individual reward system.  A potential team project could be developing recommendations (and perhaps even implementing) a team reward system to help support the application of new and desired behaviors back on the job. 

This recommendation builds on Burke and Litwin’s (1992) focus on three transformative variables (strategy, leadership, and organization culture) in fostering organizational change.  The ARLTM program already is fostering improved leadership, and the company seems clear on their global strategy, perhaps addressing this remaining transformative variable, organization culture, will help make the learnings from this program even more lasting and transformative in nature.

· Recommendation 2: 

Build new assignments or job changes into the program design, as this helps to both trigger and integrate transformative learning.  

In this study, new assignments and job changes were critical in either triggering  or integrating transformative learning.  Building this into the program design would provide participants with fresh new environments without the pressure to conform to their old way of being.  Each participant could obtain a new assignment within a span of six months before or after the program.  The new assignment could be a lateral move, a promotion, or leading a strategic project team.  Perhaps job swaps with other program participants could be an easy way to implement this recommendation.

Conclusion 2

While it was clear that the program in and of itself was not enough to foster transformative learning, the program did play an important role in helping such learning occur.  It appears as if the program helped the participants to stop and look at themselves.  This enhanced the quality of life for many, and contributed to organizational changes. Most participants said that the program was the best program they had ever attended and that the learning from it lasted longer than any other program.  Even after several years had passed, participants were able to recall specific program events as if they just happened.  This suggests that many of the current program conditions are working, and should be continued or enhanced in future ARLTM programs at Global Trucking Express. 

· Recommendation 1: 

All continuous program conditions should remain part of the ARLTM program such as: frequent project teamwork with ARLTM, diversity of program participants and locations, informal time, an open and trusting environment, and the intensity, duration and frequency inherent in the program design.   

The findings suggest that these continuous program conditions were perceived as critical in helping to foster transformative learning.  Most participants said that the intensity, duration and frequency inherent in the program design was why the learning was so lasting.  After 40 years of research, Glenn Doman (1998) found that it is intensity, duration and frequency that helps young children transform and creates miracles such as helping an immobile newborn crawl.  The findings in this study suggest that intensity, duration and frequency is just as important for adult learning.  Future ARLTM programs and other leadership development programs could experiment with different formats and degrees of intensity, duration and frequency. 

· Recommendation 2: 

The program staff should explore additional ways to foster opportunities for:  1) sharing personal life experiences/stories, 2) debriefing when team members feel excluded, 3) exposure to unfamiliar situations and people, and 4) multiple new awarenesses in the same learning area.  Additional opportunities for fostering each of these conditions could increase the opportunity for transformative learning.            

Participants’ emotional sharing in the lifelines exercise fostered empathy and new awarenesses for many participants.  These opportunities are valuable, and should be used whenever appropriate.  Many participants also mentioned the importance of experiencing or viewing exclusion in fostering new awarenesses.  Program staff could find additional ways to debrief the powerful experience of exclusion. 

The program fostered exposure to unfamiliar situations and people, which facilitated many new awarenesses.  Additional opportunities could be found to put  participants in unfamiliar territory, especially if program designers learn more about participants’ previous experience prior to the program.  The program provided repeated opportunities to see the importance of inclusion, reflective action and self-understanding (i.e., in week three).  This might be extended to other selected areas.       

Conclusion 3

It appears as if the “after program” environment is just as important as the stimuli that trigger the transformative learning process.  Participants need continued support after the nine-month program to continue to integrate their new behaviors into their lives.  Lack of program continuation was the most frequently mentioned hindrance, and relapse in the absence of continued support is a common finding in other ARLTM research studies (ARLTM Inquiry, 1999; Wills, 1997).  Returning to a workplace where only 110 program graduates existed out of 22,000 employees, often made the participant feel alone with little to no support. 

·  Recommendation 1: 

Implement one or more of the following action steps to help provide additional support after the nine-month program ends. 

The researcher sees seven possible action steps in helping to provide additional support following the program:  

First, make implementation of recommendations part of the project teamwork.  Many participants were disappointed that they did not hear about the status of their projects after the program, which led many to believe that the projects were not taken seriously.  In addition, lack of implementation is part of the Global Trucking Express culture, so making implementation part of the team project could help ensure implementation. Implementation of recommendations has been found to be a facilitating factor of lasting learning in other action learning studies (Weinstein, 1994; Mumford, 1997; Dilworth and Willis, 1999).     

Second, hold one reunion each year and invite all program graduates from across all programs.  The purpose of the reunion could be for project implementation updates, and to share learnings and ideas for lasting learning and change.  In addition, volunteers could be solicited at the reunion to form project teams for company projects.  During the interviews, several participants believed using program graduates as consultants could save the company money in hiring high priced consultants and provide opportunities for continuing to practice program learning and concepts.  

Third, set up a computer system (i.e., internal chat rooms) where participants from across programs could electronically discuss successes and failures in applying program learnings.  This would be a continued support network where participants could share ideas and lend support for fostering long lasting change.  Fourth, set up a learning retention hotline, where participants could call learning coaches for continued support and coaching.  

Fifth, design a segment on resistance to change into the program.  Participants seldom mentioned mistakes in experimenting with new behaviors back on the job, and the few who did mention difficulties often stopped applying the new behavior once they ran into difficulty.  Human beings are often vulnerable when experimenting with new behaviors, and especially when they don’t receive successful results/reactions.  A module on resistance to change could help participants understand that these feelings are normal, and that there are other options besides completely stopping the new behavior (i.e., like adapting it or calling a fellow participant for support).  The program design, with space to return to the workplace between program weeks is ideal for experiencing successes and failures in experimenting with new behaviors throughout the program.  Farquharson’s (1992) fun six-month period of “experimental believing” could become part of the program where participants would continue to practice new behaviors and come back and discuss the successes and failures during the program weeks.  

Sixth, begin a two-day skill building program on ARLTM for all company employees.  A hindrance raised by participants was the resistance they encountered in trying to apply stop and reflect breaks back on the job.  A short skill-building program could help employees: 1) understand the rationale for reflection on action, 2) begin using reflection techniques in their daily work, and 3) understand why program graduates would be implementing reflection techniques.  

Seventh, institute another 360-degree feedback instrument one year after program completion.  Research suggests that it takes at least one year before others begin to notice a change in someone.  The 360 feedback one year after the program could help the participant continue to focus on personal development, and practice new behaviors.  Learning coaches or other internal/external consultants could be made available to support the participant through this process.  

Conclusions and Recommendations for Research Methodology

The conclusions and recommendations in this section relate to improving future  research designs, dealing with similar topics.  Recommendations for addressing this study’s limitations (described in Chapter III) in future research are presented below.   

Recommendation for Retrospective versus Longitudinal Design Limitation

One of my concerns with this limitation was whether the participants would be able to recall their program experience which for some participants took place up to five years prior to the interview.  I was pleasantly surprised by the participants’ ability to recall, with great specificity, their program experience regardless of what program they participated in.   

In future research, I recommend trying a more longitudinal research approach as opposed to a retrospective one.  For example, in studies that explore the role of a program in fostering transformative learning, it is recommended that participants be interviewed before, during and after the program.  This would also fit with the above recommendation for an inclusive-context program design, as it would provide the program staff with data on the individual and organizational contexts.  

Regardless of whether a retrospective or longitudinal approach is chosen, in general it is important that interviewers to solicit: 

1) specific before, during and after program beliefs and behaviors; 

2) the individual, program, and organizational contexts; 

3) a participant’s previous experience in the subject matter; 

4) feelings associated with being new, including the role of empathy; 

5) whether and how the learning process of multiple new awarenesses, verification/support, and practice works in other contexts; 6) linkages between what the participant is learning and how they learned it; 7) a specific sequence of significant insights – mapping the initial stimulus through integration; and 8) evidence of both rational (i.e., more inclusive, differentiated, complex, reflective perspective, manifested in successful action) and affective (i.e., increased humility, patience, tolerance, and empathy) outcomes.  

If a researcher is interested in assessing degrees or levels of transformative learning, then he/she could also probe around the centrality of various learning areas to the individual’s identity.  This would require going beyond the immediate context surrounding the program to the individual’s life history. 

In data analysis, it is critical to keep the link between the learning area and how the learning occurred.  In this study, I first coded for learning areas and then went back and linked the coded areas to how that learning occurred, while simultaneously completing a table as shown in Appendix P.  Daley (1993) used conceptual mapping to keep the holistic nature of each story together.  Regardless of what approach is used, the  important factor is that the what and how are kept together, because a laundry list of factors tells little about the transformative learning process.

Recommendation for Espoused Theories with Self Report Limitation

An assumption inherent in the espoused self-report limitation is that interviewees will make the change bigger and better than perhaps their behaviors or theories-in-use suggest.  In this research study, there were many participants for whom the reverse seemed true.  They made statements that suggested they viewed their change as less than their behavioral and co-worker descriptions suggested.  They seemed to minimize the change by saying things such as, “it was not that big of a deal,” and in the next sentence get tears in their eyes or turn red as they described how they had completely changed their leadership definition and style. This was especially true for the Swedish and Belgian participants whose cultures find self-aggrandizing inappropriate (Hofstead, 1996).  Whether an interviewee maximizes or minimizes his/her change, the issue of espoused self-report is an important one.  

I recommend six ways of addressing this issue in future research. 

First, as was done in this study, it is important for the interviewer to solicit specific behavioral examples.  Participants in this study could easily provide examples, which when triangulated with other data sources showed that some change was taking place.  

Second, it is important to have multiple self-report sources (i.e., pre-interview form, leadership reflection form, LAI, and the interview).  In this study, triangulation across the sources often suggested consistency across the self-report sources.  

Third, it is critical to ask the same question in a variety of ways, because the participant’s description seems to get deeper and richer with each repetitive question. 

Fourth, combining the interviews with a 360 assessment before and one-year after the program could help track an individual’s thinking and actions before and after the program.  This would provide greater strength and additional detail for the before and after program comparison that is necessary in studying transformative learning.  In addition, a 360 assessment provides multiple co-worker opinions as opposed to having only one co-worker’s opinion.  It is important to get as many co-worker opinions as possible.  As Burke (1999, discussion) says: “it has been proven time and time again in leadership studies that co-workers more accurately predict a leader’s performance than the leader himself, because we human beings fool ourselves by not taking sufficient account of our unconscious.”  Having multiple co-workers and perhaps having a leader’s boss nominate the sample of co-workers for each leader may also help to minimize the potential for bias in co-worker selection, making it less likely to have all co-workers be the leader’s best friends. 

Fifth, what worked well in the data analysis was using codes for differentiated, complex, reflective, and inclusive perspectives as well as successful action.  This coding tracked the number of times participant referred to each code, which provided additional self-report data.  I recommend adding codes and counts for affective outcomes as well.

Sixth, if the organization is using the program as an organizational change program, the researcher could look at what changed in the organization and attempt to link it to the program.  For example, observing the ways in which meetings are run or use other types of organizational assessment surveys before and after the program.    

Recommendation for Drawing a Convenience Sample Limitation

As discussed in Chapter III, while a convenience sample is not the ideal type of sampling it did serve the purpose of this study which was Yin’s (1994) analytic generalization.  While a convenience sample resulted in a skewed sample of high learners, it also helped me isolate what I was trying to study – transformative learning.  In future research, I recommend having two groups – one of significant learners and one of less significant learners.  This may shed more light on what, if anything, accounts for the difference between transformative and non-transformative learners.  The only condition that seemed to differentiate the types of learning in this study was whether participants had previous experience in the subject area. 

· Limitation and Recommendations: 

Comparing Cumulative and Epochal Transformations 

This limitation emerged as I was collecting and analyzing the data.  I realized I was unable to differentiate between process, content and premise reflection.  Since all transformations seemed cumulative, there was no way to compare cumulative with epochal type transformations.  More research is necessary to further understand the cumulative transformation process and how, if at all, it differs from the epochal process.  Future research should attempt to differentiate between process, content, and critical reflection in the data collection and analysis process.  This can help build the literature to see if content and process reflection are more likely in the context of cumulative transformations, as Mezirow (1991) believes. 

In the initial interview schedules, I included different interview questions for epochal transformations, but found it impossible to make the call (during the interview) as to whether to ask those questions or the questions more consistent with cumulative type transformations.  I found that the questions designed for more cumulative type transformations worked the best.  These questions solicited a before and after program comparison in thinking and actions and probed around what happened over time to help the perceived change occur. 

All transformations in this study seemed to follow the learning process (new awarenesses, verification, and practice).  This process seems more indicative of a cumulative type transformation.  Therefore, if an epochal transformation was included in this study, it raises the question of whether there is a difference in the process of epochal transformations, and what that difference looks like?  For example, is there only one disorienting dilemma for epochal transformations, or are multiple dilemmas possible with the epochal type transformation as well?

My own transformative experience

I also went through my own transformative learning experience throughout this dissertation journey.  I now wonder if anyone who studies a phenomenon must first experience it, since their own experience of the phenomenon helps them to better communicate it to others.  My process mirrored each phase of the dissertation process.  For example, when I was collecting data for the dissertation, I was collecting data on some old habits that no longer served me.  When I was analyzing the research data, I was using a number of modalities to analyze myself and looking deeply at each part.  When I was synthesizing the research data, I was pulling together everything that I had learned.  I am currently continuing to practice new behaviors and am in the process of drawing conclusions and making recommendations for my future.     

I am currently 33 years old, and an ENTJ/P.  I have spent most of my career in the field of corporate training and organization development working as both an internal and external consultant, with much domestic and international travel.  For the past four years, I have been President of my own consulting firm, managing several sub-contractors and administrative assistants on most major projects.  

Before the dissertation, I was very rigid in my beliefs and judgments, including points of view such as: 

a)  You must hide your mistakes and faults

b)  You must get it perfect the first time

c)  It is not OK to feel

d)  You must do everything yourself

e)  You must have all the answers

f)  There is one “right” answer 

The dissertation was a cumulative journey in replacing several meaning schemes within my self-understanding, inclusiveness, and reflective action meaning structures.  Around the same time as I began the data collection process, I started to gather data on myself.  I received a negative reaction, while facilitating a training program, from an audience of 100.  Feedback from the client’s boss was that I appeared arrogant.  This was the first step in a series of reflections about humility and a deep level of self-reflection.  Several additional stimuli fostered multiple new awarenesses around the points of view described above.   

When I was analyzing my data, I was analyzing myself and re-evaluating several faulty meaning schemes.  The personal transformation was necessary to see the complexities inherent in studying transformative learning.  For example, when I began to analyze my data, I could not see evidence for a more differentiated and complex perspective.  Nor could I see humility, patience or empathy.  I first had to “begin” to experience these aspects myself, before I could see them in others. 

I could not truly “play” with the data, before I replaced my previous “get it perfect the first time” point of view with “learning from trial, error and play.”  As I write these words, I humbly says I am not perfect at this.  I still struggle with it, but am conscious of it.  In the synthesis process, I finally began to pull many of the things I had learned together.  

My path was much different than an ARLTM program, but the learning was similar to what many of the participants learned.  In addition to writing the dissertation, I also pursued other means of deeply looking at myself (i.e., self awareness workshops, a woman’s support group, yoga and meditation, several mentors who had experienced what I was experiencing, etc.).  Throughout the dissertation process, I had to ask for help from friends, family and professional peers which helped me practice soliciting input from others and listening to understand their input. 

At times, I felt I was walking in some of my participants’ shoes.  For example, I became a big sister in the “Big Brothers and Big Sisters Organization.”  My “little sister” is seven years old and Hispanic.  This experience has opened my eyes to an entirely new culture.  The impact of seeing the amount of love in my “little sister’s” extended family, without many material possessions, seemed similar to what the participants talked about experiencing when they saw poverty in other cultures.  It has made me reflect on my work and personal life balance, and what is really important in life.  While my work is my passion, I have also begun to make more time for my personal life.   

My path was more holistic as it involved, mind, body, emotions, and spirit.  I now recognize how little is written about the discomfort of being in the transition phase of a personal transformation.  Many times I stalled, and wanted to give up, especially when encountering failures with new behaviors. I learned something very critical that is not talked about in the literature.  The reason I did not allow myself to make or look at mistakes in the past is because I felt such shame for being “wrong.”  I felt shame when confronted with meaning schemes that were faulty and when looking back on how my beliefs had contributed to my actions.  I later felt compassion for the human race as I realized that many people have covered up mistakes out of a habit learned in childhood.

Someday I hope to write about the difficulty of being in transition and my learnings for how to find a way through.  I felt caught in a pendulum swing of a large grandfather clock, as my ego fought for dear life to hang onto my old-world views.  I believe this pendulum swing continues until one learns dicernment with each new belief and behavior. 

At present time, I believe I have begun to break free from an either/or world, and move toward a both/and world.  I understand myself much more than I ever have.  I feel a sense of freedom from “having to have all the answers,” “having to do everything myself,” and “having to cover my faults and mistakes.”  While making mistakes is not my favorite thing to do, I am learning to acknowledge them, take responsibility for them, and learn from them.  For the first time, I am able to admit I have faults, and not feel ashamed for them.  I am clear that no one in fact has “the truth” and that there is no such thing as “the one right answer.”  After all, the only constant in life is change. 

I realize it is human to have feelings, and to discern with whom I share my feelings.  Overall, I sees evidence of rational outcomes (more differentiated, complex, inclusive, reflective perspectives manifested in successful action) as well as evidence of affective outcomes (improved humility, patience, empathy, and tolerance).  

I feel blessed to have had this experience, and to be fortunate enough to be conscious of what was happening to me.  I identify more as a member of the human race, and hope many other researchers with join in the continual exploration of transformative learning.  However, with choosing to study this topic comes the potential for the ride of your life!    
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