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PETER  SENGE’S MODEL  OF  LEARNING  ORGANIZATION MANAGEMENT
The learning organization are:…organizations where people continually expand their capacity to create the results they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is set free, and where people are continually learning to see the whole together.                  ----Peter Senge 
The Learning Company is a vision of what might be possible. It is not brought about simply by training individuals; it can only happen as a result of learning at the whole organization level. A Learning Company is an organization that facilitates the learning of all its members and continuously transforms itself. (Pedler et. al. 1991: 1)
Learning organizations are characterized by total employee involvement in a process of collaboratively conducted, collectively accountable change directed towards shared values or principles. (Watkins and Marsick 1992: 118) 
Personal Mastery
 Is the discipline of continually clarifying and deepening our personal vision to create the results most desired.
Is the discipline of personal growth and learning.  
People with personal mastery are continually expanding their ability to create the results in life they truly seek.
Mastery in this sense is not dominance over something, but a special level of proficiency (i.e. Master craftsperson.)
Is not something you possess.  It is a process you learn and improve upon through your entire life.
Organizations learn only through individuals who learn and also:
1. Continually clarifying what is important. 
1. Continually learning how to see reality more clearly.
1. Learning is a life long process
1. Live in a continual learning mode
1. A sense of why you are alive.
1. Integrating reason and intuition.
1. Seeing more of our connectedness to the world.
1. Compassion feeling what it is like to be in someone elses shoes
1. never “arrive”; in continual learning mode
1. strive to clarify and deepen personal vision 
1. deeply aware of growth areas and tension between vision and reality

Mental Models 
1. They determine how we see the world 
1.  They shape how we act. 
1.  Are why two people can see the same event and describe it differently.  Because of their MMs they look at different details of the event. 
1. Even when we know our Mental Models they are hard to change. 
1. deeply ingrained assumptions and generalizations
1. honest and critical scrutiny of entrenched mental models 
1. transcend mental models in order for change to take place
Shared Vision
A vision is the What - the picture of the future we seek to create. A purpose (or mission) is the Why (Why do we exist?) Core values answer the question, How do we want to act, consistent with our mission, along the path toward achieving our vision?
A genuine vision leads to people wanting to excel and learn. Leaders must translate personal visions into shared visions. Unearthing shared ‘pictures of the future’ that foster genuine commitment rather than compliance. Leaders learn the counter-productiveness of trying to dictate a vision, no matter how heartfelt
A shared vision is the answer to the question: 
1. What do we want to create?
1. A shared vision is a force in peoples hearts, a force of impressive power.
1. They derive their power from a common caring.
1. They can create a spark.
1. It fosters risk taking and experimentation.
1. They emerge from personal visions.
1. The origin of vision is much less important than the process whereby it comes to be shared.
1. They take time to emerge.
1. They become the reinforcing process of increasing enthusiasm, communication and commitment.
1. One of the deepest desires underlying a shared vision is the desire to be connected to a larger purpose and one another.
	Team Learning
Team learning starts with ‘dialogue’= the capacity of members of a team to suspend assumptions and enter genuine ‘thinking together’. Allows the group to discover insights not attainable individually. Shows group how to recognize the patterns of interaction that undermine learning
Dimensions: 
1. A group functions as a whole.
1. Is needed for individual and group empowerment.
1. The need to think insightfully about complex issues.
1. The need to be innovative in coordinating action
1. Teams' effects on other teams.
Systems Thinking
1. interdependency and change
1. focus on whole not individual parts
1. long-term goals vs. short-term benefits
1. better appreciation of systems leads to more appropriate action
1. A systems parts must all be present for the system to carry out its purpose optimally 
1. A systems parts must be arranged in a specific way for the system to carry out its purpose. 
1. Systems have specific purposes within larger systems.
1. Systems maintain their stability through fluctuations and adjustments 
1. Systems have feedback. Feedback is the transmission and return of information. 
Learning organizations and Education
1. Provide continuous learning opportunities.
1. Use learning to reach their goals.
1. Link individual performance with organizational performance.
1. Foster inquiry and dialogue, making it safe for people to share openly and take risks.
1. Embrace creative tension as a source of energy and renewal.
1. Are continuously aware of and interact with their environment. 
1. the five disciplines are the keys to achieving this sort of organization. 
1. Where people continually expand their capacity to create the results they truly desire
1. Where new patterns of thinking are nurtured
1. Where collective aspiration is set free
1. Where people are continually learning to see the whole together
1. “When you ask people about what it is like being part of a great team, what is most striking is the meaningfulness of the experience. People talk about being part of something larger than themselves, of being connected, of being generative.” 

Conclusion:
No learning organization is built overnight. Success comes from carefully cultivated attitudes, commitments, management processes that accrue slowly and steadily. Seeing the world with a new light and acting accordingly. 
Peter Senge has given 5 components which play very important part in learning organization. Pursuing the goal with these 5polished components takes the organization to the new heights fo achievements.




