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The First Chapter 
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This is a wolf. 
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This is a sheep. 
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Wolves eat sheep. 

Any questions? 

I 
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Wolves have always eaten sheep. 
They always will eat sheep. 

If you are a sheep, you accept this as a fact of life. 

I 
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AflOCk of sheep once lived together in a 
beautiful, green pasture. 

But the flock's existence was not a peaceful one. 
The wolves posed a constant threat, casting a 
shadow of fear over the pasture. 
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Sometimes, the flock would settle in to sleep at 
night and awake in the morning to find that one 

of them was gone-likely being served up to a 

wolf with asparagus tips and mint jelly. 
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There were several miles of sharp, barbed-wire 

fence that surrounded the sheep's fields. 

But the wolves came anyway. 
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It was hard to live amid such uncertainty. 

Still, over the years, the flock got bigger and 
bigger and bigger. The occasional loss, though 
very sad, was to be expected. 
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This was the way 
it had always been. 
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This is Otto. 

You should know that Otto will face ~n untimely 

demise by the end of this story. 

Don't get too attached to him. 

16 

Otto was saddened by the rest of the flock's 
resignation to the wqlves. 

"I have a dream ... " said Otto, perched on a 
hill where the rest of the flock could hear him. "I 

dream of a day when not another sheep will ever 
die to become breakfast for a wolf." 

"That is absurd," said Shep the sheep. "You 

cannot stop the wolf. Remember the inspiring 
words of our ancestors: 'The wolf will come, just as 
the sun will rise.' And also: 'Wolves. What jerks,'" 

"Indeed, I believe we are to be commended," said 

another sheep. "For we have prospered beneath 

the shadow of the wolf. Just look at how many of 
us there are!" 

This made Otto even sadder. 
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"As long as the wolf is present, our strong 
numbers tell us only a half-truth," said Otto. "We 
tell ourselves we are strong so we won't have to 
face up to the ways we are weak." 

Otto continued: "We all say the wolf cannot be 
stopped. But how do we know this is true?" 

A sheep named Curly answered, "It is true. Why, 
even the fence that surrounds us cannot keep 
the wolves away. At first, it stopped them. But 
they must have learned to jump over it. Wolves 
learn very quickly," Curly added. 
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"Then we must learn-even more quickly!" said 
Otto. "We must make learning an ongoing part of 
life in the flock. We will become a learning flock." 

19 
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"But we do learn," said Shep, mildly indignant. 
"Why, just the other day, I learned to pull a thorn 
out of my hoof with my teeth." (All the other 

sheep-especially those with thorns in their 
hooves-raised their woolly eyebrows in interest.) 

"And I have learned to dig a hole. Watch this!" 
said Gigi, as she began vigorously clawing at the 

ground. 

"Uh . .. I can push rocks around with my nose 
to make a pile," offered Jerome, who was just 

barely following the conversation. 

An excited murmur arose among the sheep at 

these new insights, which, though p~rhaps 
obvious to you and me, were quite innovative 

and useful in the sheep world. 
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"This learning is a good start," said Otto, a little 
encouraged. "Ideas like these must be shared for 

the benefit of the flock." 

"But to thrive in the shadow of the wolf, it is not 
enough. We need a different kind of learning if 

we are to be a true learning flock." 

21 
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The flock looked down, sheepishly. They were 
trying hard to understand. 

After some silence, Curly spoke. "Perhaps we 
could sleep in a circle." 

Otto motioned for her to continue. 

"Well," said Curly, "I think we could protect 
ourselves better if we slept in a huddle and not 
scattered all over the place. That way, when the 
wolves come, it will be harder for them to get 
us." 

"But that doesn't really address the problem of 
the wolves ... " said Marietta, a little lamb. But 
no one heard her. The sheep were too excited by 
Curly's idea. 

·1 "Yes, yes!" they all said. "Tonight we will huddle 
against the wolves. Learning may be a good idea 
after all!" 

, I 
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Otto was frustrated by the sheep's attempt at 
learning, which, to him, seemed awfully 
reactionary. But he felt relieved to see them at 
least united in purpose. This was a good first 
step. "The least I can do," he thought, "is stay 
awake tonight and keep guard while they sleep." 

(WARNING! This brings us to the part of the story where 

Otto cashes in his chips. Take comfort in knowing that he 

is going to a better place where he will join Lassie, Old 

Yeller, and Bambi's mother.) 
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'. That night, OUo watched as the sky darkened 

and the sheep gathered together into a 
huddle. By the time the crescent moon was 
high in the summer sky, the flock had fallen 

fast asleep. 
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The next morning, OUo was gone. 
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When the flock woke the next morning to find 

Otto gone, they were devastated. 

"Otto was a good sheep," sighed Shep. 

"He showed us a vision of a better day," 

eulogized Curly. 

"He had fleece as white as snow," someone said 

from the back. 

Jerome didn't say anything. He just pushed a 

bunch of rocks into a pile with his nose-perhaps 
not the most effective coping mechanism, but it . 

seemed to work for him. 
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But the mood soon turned sour. 

"Those wolves! This is all their fault!" moaned 

Curly. 

"What are we supposed to do?" cried Shep. 

"The wolves are smart, and they are strong, and 

they cannot be stopped. Our lives would be so 

much better if there were no 

wolves." 

"If only that stupid fence were 

taller, so the wolves could not 

jump over it." 
r 

The flock sat there, dejected and miserable. 

29 



Finally, Marietta, the little lamb, spoke again. 

"How come the wolves only come sometimes, 
and not all the time?" she asked the flock. 

Everyone stopped. They looked confused. 

30 

Marietta continued. "If wolves are smart, and 
they can jump over the fence anytime they want, 
how come they don't come every night? If I were 
a wolf, that's what I would do. I would feast on 
sheep all the time." 

The others looked even more confused. 

"All I'm saying," said Marietta, "is that maybe 
the wolves aren't as unstoppable as we think. 
Something is stopping them, at least some of 
the time." 

"What are you getting at, Marietta?" asked Shep. 

31 
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"I'm saying the same thing Otto said. We must 
learn. We must do it together. And we must 
learn faster than the wolves." 

"We tried being a learning flock already," said 
Shep. "And look where it got Otto." 

"That's because we've only just started," said the 
wise little lamb. "Look at what just happened: 
We tried something different, but the results we 
got were the same. What does that tell you?" 

Everyone had to admit that it was a pretty good 
question. But no one had an answer. 

Marietta explained: "It tells me it isn't enough 
just to change the way we do things. We must 
also change the way we see and the way we 
think. We need to learn how to learn differently. /I 

"H 7" ow. everyone wanted to know. 
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"We can start by doing three things: 

"One, remember Otto's vision: Someday, not 
another sheep will ever die because of wolves. If 
we keep that in mind, I think we'll know what 
to do. 

"Two, let's take stock of what we believe. 
Everyone says that wolves are too smart, and 
cannot be stopped. We have made all of our 
?ecisions thinking that this is true, and maybe it 
IS. But whatifitisn't? ' 

"Three, let's figure out how to do things 
differently. What do we have to do to stop the 
wolves? What is it like to be a wolf? Let's go out 
and get some ideas and information. Let's find 
out as much about the wolves as we can. Then, 
let's share everything we know with each other. 

"Why don't we each do some thinking on our 
own, and then meet here this afternoon to talk?" 

33 



The meeting adjourned, and the sheep all went 

their separate ways, lost in thought. 

Some of the sheep struggled with what Marietta 

had said: 

"Learning may be all well 

and good. But if that fence 

isn't tall enough to keep out 
wolves, there is nothing we 

can do. We don't have the 

tools to make· it taller." 

"I won't stand for this kind of 
disrespect to our ancestors. They 

taught us that wolves were a fact 

of life. That little ewe is making a 

mockery of our heritage." 
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But some of the sheep took what Marietta said 
to heart: 

"Marietta is right. The 
wolves only seem to 

come at certain times. 
That doesn't make 

sense." 

"Last summer, when we 
had the drought, the 

wolves seemed to come 

much more often. 
H " mmmm .... 

"Maybe the wolves aren't 
jumping over the fence. It's 

pretty high. .. and I don't 
think any animal is that 
t " s rong .... 

35 



Later that afternoon, all the sheep came back 

together to talk. A feeling of excitement buzzed 

among them. (Impressed by the turnout, Jerome 

made an attempt to count the sheep. .. but, 

strangely, he found himself becoming so sleepy 

that he had to stop.) 
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Shep began the meeting. "Friends, we are here 

today in memory of our friend Otto, and his 

vision to eliminate one hundred percent of 

deaths due to wolf attacks. Does anybody have 

anything to share?" 

The sheep shared all their thoughts. 

They engaged in a deep discussion about 

whether a wolf could really jump over the fence. 

They discussed the strange timing of WRCs 

(Wolf-Related Casualties), and how they seemed 

to decrease after hard rains and increase during 

hot and dry periods. 

They even confessed how difficult it was for 

them to rethink their own long-held beliefs about 

wolves. 

Just talking about these things energized the 

flock and gave them hope. 

37 

I 



! 
I" 
II, 

" 

:1 

!' 

Suddenly, Curly came trotting up, out of breath 
but very excited. 

"Fo"ow me! Hurry!" she said. 

Confused, the sheep ran off after her, not at a" 
sure where Curly was leading them. 
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The flock hurried after Curly for about a mile. 

Soon they came to the fence, right at the spot 
where a small stream ran underneath it. This was 
the same stream where the sheep often drank

although never this close to the fence, for fear of 
wolves. 
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"Look!" Curly said, pointing with her hoof to the 

spot where the fence crossed over the water. 
There, just above the surface of the water and 

caught on the barbed wire, was a small clump of 

sheep's wool. 

"I was looking around for answers and I found 

this-but I don't know what it means," she said. 

The sheep looked at each other in confusion. 

41 
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Finally, someone spoke up. "1 got it! The wolves 
aren't going over the fence. They're going under 
it!" 

Another sheep excitedly added, " That makes 
sense! When there is a drought, there is no water 
going under the fence. That's when the wolves 
crawl under!" 

"And after it rains, there's too much water, and 
the wolves can't go under," exclaimed another. 

The sheep got even more excited. 

"50 I guess that means. .. wolves can't swim!" 
Everyone laughed heartily at this. 

Perhaps the wolves weren't so smart after all. 

42 

"There's only one problem," someone said. "We 
can't control when it rains. We're still at the 
mercy of the wolves. And now we're at the mercy 
of the weather, too." 

The flock fell quiet. 
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Then Gigi spoke. "I think we're looking at the 
wrong problem again. 

"It's true that we can't control the weather. But 
we can control the flow of the water. Watch 

this." And Gigi began to dig a hole, vigorously 
pawing at the ground under the fence with her 

hooves. Soon, some of the other sheep joined in. 

"Don't just stand there! Everybody help!" 
someone called. 

"Well ... I can push rocks around with my nose 
to make a pile," Jerome offered, and began 
building a small dam with rocks, a few feet 
downstream. 

Shep stood by, pulling thorns out of the hooves 
of other sheep as they dug. 
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Soon, a small pond began to form 

around the fence. 
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Amazed by this achievement, the sheep let out 
a spontaneous, collective bleating sound (an 
extremely irritating noise, but it sounds 
joyful if you're another sheep). 

In the days that followed, the flock had a 

beautiful pond around which they could gather 
and drink and play. 
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But best of all, the wolves stopped coming ... 

. .. the sheep stopped disappearing ... 
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... and the fear was gone. 
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"I'm glad we became a learning flock," the 

sheep would later say, as they nestled safely in to 

sleep at night. 

"It feels good to know that we'll never have to 

go through anything like that ever again." 
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The End 
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Discussion Guide and Questions 

What kind of a business book that wanted to communicate serious 
business theory would do so using cute, talking animals?! 

Far too few! After all, having fun can be an important part of 
learning. And a metaphor, like the one in this book, is a powerful 
medium through which you can encounter new truths and new 
possibilities for the world you inhabit. 

Behind their wisecracks, the sheep in this story have some 
important ideas to share. These ideas can have a far-reaching 
impact on the way organizations do business on a global scale, as 
well as the way you do your work on a day-to-day basis. Let's take 
a closer look at their experience, and see what lessons you can take 
home to your own flock. 

.1. 
Toward a Learning Culture 

Much has been said and written about cultures of organizational 
learning. But what is a learning culture? How does one go about 
creating it? And what is meant by "learning"? 

Every organization-whether it is a Fortune 100 firm, a sports team, 
the government, an elementary school, a church, or even your 
family-is f~ced with the challenge of finding ways to create the 
results it desires. Often, an organization must initiate both large and 
small changes to realize its vision. But change can be difficult. 
Indeed, in the U.S. publishing industry, the best selling category for 
nonfiction books is change management. Clearly, questions about 

these topics abound. 

Change happens all the time. It's easy to create change. The hard 
part is creating change that is both sustaining and transformational. 
As Otto and Marietta discovered, this kind of change is initiated 
only when individual people (or sheep) are deeply engaged with 
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the change process, personally and emotionally. This is change that 
requires learning. 

So let's return to our question of what learning actually is. Learning 
is continually enhancing one's capability to create, think, relate, and 
act in productive ways. Learning is innate. You-and your 
organization-are learning all the time, whether you intend to or 
not. The big question is, What can we do to trigger this innate learning 
ability in ways that help us achieve the things that matter to us the most? 

This is the question Peter Senge addresses with his Learning 
Organization Framework (also known as the MIT Model.)l 
Outlearning the Wolves is built on this model; strip away the wolves, 
sheep, and story elements, and this is the skeleton you'll find 
underneath: 

o ~ A~R,e~ui~ 
Domain 

of Change 
Domain 
of Action 

The framework suggests there are three domains that create 
organizational learning. The first, at the far right, is Results. This 
domain addresses the question "Why bother?" What are the 
measurable and observable outcomes the organization wishes to 
create? Otto articulated a highly motivating end result whe:r;t he 
envisioned "a day when not another sheep will have to die to 
become breakfast for a wolf." He also said, "We will become a 
learning flock." Without compelling, clearly defined results, 
organizational learning does not take place. (It also won't happen if 
the intended results fail to tap into people's deepest aspirations.) 

The Domain of Action is the next area. This is where much 
organizational theory is focused. It addresses the question "What 
will we do, or put in place, to achieve the results we desire?" 
Anything you can plan, do, or see is in the Domain of Action. People 

1. Model is from Peter Senge, in The Fifth Discipline Fieldbook (Doubleday, 1994), pp. 15-47. 
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and groups who focus most of their energies here may find that 
they can indeed produce their desired results-but not for long. 
Over time, motivation and ability to sustain the changes will lag. 

The Domain of Change is the final realm. Also called "The Deep 
Learning Cycle," this domain addresses the question "How will we 
pursue our goals in a way that engages people's hearts and spirits?" 
This is the mysterious and oft-ignored "people piece" of the 
framework. When we create environments where people choose to 
enroll themselves in the doing, we create the possibility for 
sustainable, transformational change. Note that you can't make 
someone engage in the deep learning cycle; people can only choose 
to enter intoit themselves. That's why this model is so powerful, 
and so elusive. If a learning culture takes hold in an organization, it 
will be because of individuals like you who are committed to 

learning and growing. 

So how did Otto, Marietta, and the rest of the flock create an 
environment where sheep chose to personally engage in improving 
their lives? Great question. Let's take a closer look at their 
experience of the Learning Organization Framework, and see what 

lessons it might hold for us. 

.1-
Learning and the Domain of Action 

Let's begin with the Domain of Action portion of the framework. 
Whether you are a flock of sheep or a global company, there are 
three areas in which collective, coordinated action may take place in 

order for a learning culture to germinate. 

-Guiding Ideas. This is defined as the best 
thinking people have to date about how to achieve 
the results they desire. Guiding ideas include 
the beliefs, assumptions, and values that we 
hold about what it will take to create a 
particular desired result. Every organization 
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is governed by guiding ideas, whether these are openly stated or 
not. For example, a company may believe that only by hiring the 
top R&D engin~e~i~g talent can it beat its competitors. In the story, 
~he ~heep were. m.ItIally governed by a passive, unspoken gUiding 
Idea. We are vIctims, and merely to survive is success. Marietta 
broke significant ground when she introduced a radical new 
gui~~g id~a: th~t the flock could achieve the results they desired by first 
expllcltly dlscussmg their beliefs about wolves. It was a courageous 
act, just as it is when anyone challenges deeply held convictions. 
(Remember the sheep who said, "She's making a mockery of our 
heritage"?) Marietta's new guiding idea catalyzed some powerful 
new behaviors in the flock. 

- Theory, Methods, and Tools. These are the 
reusable, generalized areas of knowledge 
and practices people can draw upon, 
usually available in the public domain. They 
are especially important for testing new 
guiding ideas. In the story, Marietta called a 

lt
Uiding 
Ideas 

Theory, 
Methods, 
& Tools 

Domain of Action 

meeting, in which the sheep gathered around a rock to 
communicate. Nothing pioneering here; meetings, as a kind of tool, 
have been around for ages. But for the flock, the introduction of 
this method accelerated their journey toward their desired result. 

- Innovations in Infrastructure. Many people think of "structure" 
as tiered boxes on an organizational chart. But structures are more 
than that. They are anything that directs resources (energy, ti~e, 
money, attention, etc.) toward achieving the desired results. Of 
course, the sheep's pond was one new structure. In the story, 

J\~ing 

~M 
Innovations Theory, 

in Methods, 
Infrastructure & Tools 

Domain of Action 

Marietta offered another structure in her speech to 
the flock: "Let's find out as much about the wolves 
as we can. Then let's share what we learn with one 
another." In other words, the sheep's new 
infrastructure involved an information-gathering 
and -sharing network. Sure, that's pretty basic. But 
it is an infrastructure nonetheless. In the sheep's 
case, this simple innovation produced some 
dramatic shared learning. 
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The Domain of Change: The Deep Learning Cycle 

Organizations learn when people learn. And when people choose 
learning, they embark on a journey in which the destination is 
never reached. Yes, they adopt new ways of doing things. But more 
important, they embrace new ways of being and seeing. For people 
who engage in this kind of learning, a profound experience often 
occurs that might be described as an "awakening." Such people 
literally see the world and their place in it differently. 

With this kind of perspective, the flock of sheep in the story ended 
up creating a pond that kept out the wolves and enhanced the 
sheep's quality of existence. It was an extraordinary collective 
achievement. The flock changed because the individual sheep were 
deeply engaged. Change takes place in three areas: 

-New Skills and Capabilities. How do people know whether they 
are learning? Easy. According to Peter Senge, author of The Fifth 

Skills & 
Capabilities 

o 
Domain of Chan e 

Discipline and coauthor of The Fifth 
Discipline Fieldbook and The Dance of Change 
(three seminal texts on the principles of the 
learning culture), we know we are learning 
"when we can do things we couldn't do 
before." For example, the fact that Jerome 
learned to push rocks around with his nose 
was, in fact, legitimate learning. (At least, 

for him it was.) Transferring that skill into the new context of 
building a dam to create a pond that would protect the flock from 
wolves was an even higher level of skill building and learning for 

Jerome that benefited everyone. 

-New Awareness and Sensibilities. These are enhanced insights, 
or deeper understandings of the complexity around you that 
prompt you to question what appears obvious to others. For 
example, some of the sheep realized that "the wolves don't come 
after the rain, and they come more often when it is hot and dry." 
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Wasn't this obvious? Why didn't the sheep 
realize this sooner? Surely there were 
many opportunities over the years to 
observe this pattern. Maybe not. The 
reason the sheep missed this "obvious" 
pattern is that it did not match their picture of 
reality. It was only at Marietta's urging to 
challenge the belief ("We all say the wolves 
cannot be stopped ... but what if it isn't 

Skills & 
Capabilities 

OAwareness & 
Sensibilities 

Domain of Chan e 

true?") that the sheep were able to "see" and then explore this 
readily available information. It was a new awareness that the 
flock adopted with great struggle, but it produced a dramatic new 
future for them. 

-New Attitudes and Beliefs. New awarenesses ultimately lead to 
new beliefs. At the end of the story, the sheep had a collective 
realization: Maybe the wolves aren't so smart after all. Maybe they really 
can be stopped. Is it surprising that this new belief radically changed 
things for the flock? Think about it: The person who lives life 
believing he could die at. any moment has a very different 
experience of life than the person who believes she is relatively safe 
from harm. The flock's beliefs about the world had a very powerful 

Skills & 
Capabilities 

Attitudes 0 AW",,"eM 
& Beliefs & Sensibilities 

Domain of Chan e 

effect on the way the sheep 
experienced the world. When the way 
you view the world around you 
changes, the world itself chang~s, too. 
The flock's new belief about their 
world had immediate, tangible 
results. Their lifestyle ("confidence 
replaced their fearful existence ... "); 
their future ("wolves stopped coming 
... sheep stopped disappearing ... "); 

and even the landscape of their pasture all changed. The story is a 
metaphor for the real power that is available to organizations in 
which individuals are constantly growing and learning. 
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So Where Do I Begin? 

In The Fifth Discipline, Peter Senge explores five disciplines at 
considerable length. These disciplines help organizations develop 
the skills and capabilities that kick the domain of change (the deep 
learning cycle) into gear. Briefly, the five disciplines are: 

_ Systems Thinking. Events in our lives are rarely as simple and 
direct as they appear. Systems thinking is the practical application 
of system dynamics-a field of study that examines the patterns 
and structures that govern nature, families, the economy, our 
bodies, companies, and all other dynamic systems. The flock's 
original cause-and-effect view of the world might be "Wolf gets 
hungry, wolf eats sheep." But the sheep discovered that a more 
complex system was in play, whereby variables such. as the 
weather, the wolves' limitations, and the flock's own biases all 
intersected and influenced one another in complex cause-and
effect relationships. Broader systemic awareness gave the sheep 
the power to grasp some of these complexities and thus act in 

more productive ways. 

• Personal Mastery. Personal mastery is the ability to create the 
results you want with an economy of means. People with a deep 
sense of personal mastery are on a life-long journey of self 
discovery .. They are keenly aware of the results they wish to create 
("1 have a dream ... " said Otto [with due respect to Martin Luther 
King, Jr.]); their current reality (the flock's reactive posture); and 
the gap between those two states. People who practice the 
discipline of personal mastery may draw upon a deep, seemingly 
inexhaustible inner energy to create powerful results. Without a 
commitment to this discipline, we risk living in a reactive 
orientation, victims of the world around us. (Remember the 
sheep's complaint, "If only the stupid fence were taller .. , !") For 
a closer look at this discipline, explore the Learning Fable titled 
The Lemming Dilemma: Living with Purpose, Leading with Vision. 
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_ Mental Models. A mental model is a deeply held vision or set of 
beliefs and assumptions about how the world works. All of us have 
mental models; it is impossible not to have them. As we build 
mental models about ourselves and our world, these ways of seeing 
and thinking become more and more ingrained, until it becomes 
extremely difficult to perceive things in any other way. Ultimately, 
our experience of the world will begin to change to conform to our 
beliefs. Again, the flock's b~lief that the wolves were unstoppable is 
a powerful example of how mental models can affect the way we 
experience the world. Ironically, as long as the sheep believed the 
wolves to be unstoppable, they actually were unstoppable. 

Mental models hold a great deal of power over us. However, in a 
learning culture, individuals can release the fierce need to defend 
and justify their mental models and become adept at challenging 
and "trying on" new ones. Exploring yours and others' is a great 
way to gain new insights and build a broader understanding of 
the complex world around you. For a closer look at this discipline, 
explore the Learning Fable titled Shadows of the Neanderthal: 
Illuminating the Beliefs That Limit Our Organizations. 

-Shared Vision. Senge says, "When there is genuine vision (as 
opposed to the all-too-familiar 'vision statement') people excel 
and learn, not because they are told to, but because they want to." 
Building true shared vision has been the challenge of leadership 
over the ages. Too often, leaders generate compliance ("I'm just 
here to do my job ... ") as opposed to true, committed enrollment 
("I share the organization's goal, and I'll do anything to achieve 
it.") So how did Otto generate such strong commitment to his 
vision? A primary factor was that the vision tapped into the sheep's 
own deepest aspirations-in this case, the desire to live free of fear. 
That's a pretty compelling vision. You can see how it would 
generate very different results than a jargony "vision statement" 
to "increase quality, excellence, etc." 

-Team Learning. True team learning occurs when individuals 
within a system are aligned in a free-flowing whole as they work 

60 

together. Groups that have achieved this heightened state describe 
it in almost mystical terms. Sports teams may call it "being in the 
flow"; a jazz ensemble may speak of "hitting the groove," in 
which the music comes not "from you" but "through you." 
Perhaps you have had this experience in a work team in which all 
the members were deeply engaged in the task; you felt energized 
despite exhaustive work, and the output was far greater than you 
could have created by working individually. The phenomenon of 
an organization accomplishing something extraordinary (like 
sheep creating a pond) requires a deep, transformational dialogue 
in which team members can align in new, shared awareness about 

themselves and the world. 

•• 

Questions for Reflection and Discussion 

The above descriptions offer just a glimpse at the disciplines that 
may come together to enable the emergence of a learning culture. 
And now we're back to the original question: So where do I begin? 
Profound change can come from individual reflection as well as 
from conversations with others. Here are a few ideas to get you 
started exploring your own thoughts about the concepts in this 

book: 

- Draw from your own experience. Think of a time when you felt 
completely aligned with a work team, your family, or some 
other gr~)Up or community, when the energy was flowing, and 
the group achieved spectacular results. What was it about that 
experience that allowed this flow to occur? 

- Examine your own mental models. What is your equivalent to "The 
wolves can't be stopped"? 

- Think about ideas. Which ideas in this story and discussion guide 
do you find most compelling, and why? 

- Learn more. Would you like to know more about the possibilities 
of the learning culture? Find out more about it. Peter Senge's 
The Fifth Discipline is a great place to start. 
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Often, exploring new understandings with others can powerfully 
enhance learnings that we gain through individual reflection. In 
that spirit, here are some questions designed to get you talking with 
your colleagues about the concepts in this book, and thinking about 
how to use them to make a difference in your own organization. 
Note: When we use the word organization in these questions, we 
mean your team, department, or entire company. Feel free to 
explore these questions together on any or all of those levels. 

• How might the metaphor in Outlearning the Wolves apply to 
your own organization's ways of doing things? 

• Has your organization stated the results it is trying to achieve? If 
so, how do the intended results tap into your own aspirations? 

• Look again at the domain-of-action model (pp. 55-56). This 
model represents "organizational architecture," or those 
structures that shape how an organization does things. What are 
some guiding ideas at work in your own organization? How do 
these ideas influence the theories, methods, and tools used in 
the organization, and the infrastructures established? Now 
discuss some possible new guiding ideas to introduce into your 
organizational "architecture." 

• Look at the domain-of-change model described on pp. 57-58. 
What does it mean to engage people in the deep learning cycle? 
How does your organization make it attractive for individuals 
to choose to enter into this cycle? 

• How might the five disciplines help your organization ~evelop 
new skills and capabilities within the learning cycle? 

Remember, learning is a journey. It is not a skill or a technique; it is 
a discipline. It's a way of looking at the world. It is about growth 
and discovery. 

The sheep came together to create a peaceful and prosperous 
existence, centered on a serene pond in a meadow. 

What reality would you like to create? 
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