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			Abstract

			Interorganizational collaborative management research (ICMR) offers new insight into action research, reflexivity, and collaboration in research practice. The article develops the research area especially in terms of uniting managers from different organizations with researchers, and outlines how ICMR creates a psychologically safe learning and development space. 

			Our study introduces an interorganizational learning and development space, where managers from diverse organizations collaborate to develop their leadership capabilities and perform actions in their own organizational systems, supported by a systematic research design collecting qualitative data. We provide a description of ICMR as a research approach, outline our methodology for ICMR and illustrate the outcomes of an ICMR project, discussing learning mechanisms, strengths, challenges, and opportunities for future development in the field.
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			Introduction

			Contemporary organizational contexts face multifaceted problems, and changes in organizations are continuously happening at an accelerated pace (Millar et al. 2018). These problems often tend to be “wicked” problems (Churchman 1967; Rittel and Webber 1973; Turnbull and Hoppe 2019; Grint and Jones 2022), for which there are no clear and simple solutions. In such a context, traditional management approaches are often insufficient. We argue that it is crucial for managers to collaborate on learning to navigate these challenges effectively (Watkins and Marsick 2019). Managers must deal with wicked problems in a more collaborative, inquiring, and critically reflexive manner to find new, creative, and possible ways to respond and act adequately to multifaceted challenges in their daily practice. This is best achieved through interaction with peers in a learning space characterized by critical reflexivity (Cunliffe 2004) and psychological safety (Edmondson 2023). 

			However, many managers lack such a collaborative learning space and are often left alone to deal with complex issues, decisions, and actions. Furthermore, sharing experiences and speaking freely with colleagues about (personal and managerial) challenges pose a risk and can be difficult for managers due to formal power relations and positioning in the organization. Simultaneously, managers from the same organization often tend to reinforce the thinking that is prevalent in the organization. Often, they could benefit from getting new ideas, challenges, and perspectives from outsiders, e.g., managers from other organizations, researchers, or consultants. We will argue that a psychologically safe dialogic learning space can be advantageously placed outside the manager’s own organization. To create development and achieve an effective outcome, access to such a learning space must be facilitated, e.g., by researchers or consultants, and be linked to experimentation with new actions in the manager’s own organizational practice. 

			In this article, which is based on a research project, we will explore the importance of creating a collaborative learning space between researchers and managers from different organizations. 

			The project investigates/examines the following research question: What are the potentials of interorganizational collaborative management research (ICMR) in mobilizing leadership agency?

			
			Leadership agency can be mobilized and supported in many ways, e.g., practicing, sparring, trusting relationships, goalsetting, social support, role models and a collaborative environment (Frost 2006; Eteläpelto et al. 2013; Goller and Harteis 2017; Bandura 2018; Chen-Levi et al. 2022). Many of the mobilizing elements are also mentioned in the ICMR literature as possible ways to follow in the practical implementation of an ICMR study, and therefore it is assumed that participation in an ICMR project will support the mobilization of leadership agency.

			In contrast to many collaborative management research (CMR) projects, collaborative inquiry in this project is established in a dialogic and critically reflexive learning space consisting of researchers and managers from different organizations; therefore, we call this space interorganizational collaborative management research (ICMR). 

			Only sparse research has been made into the field of ICMR. We need more empirical-based research and knowledge on what a dialogic and critical reflexive learning space made up of managers and researchers from different organizations can provide in terms of benefits, challenges, and impact. 

			One possible objection to/criticism of our research could be that.leadership development based on action learning (AL) shares similarities with ICMR when an AL group is established across different organizations. However, action learning does not include research, as its primary purpose is to create learning and development (Volz-Peacock et al. 2016). ICMR is based on both research and development through the same process. In this article we will present our research and findings in relation to a project on ICMR in Denmark consisting of a group of five managers from large private and public organizations and two researchers. Finally, we will discuss strengths, challenges, and opportunities for future development in the field. In the next section, we will present and define collaborative management research and briefly present inspiration from research in interorganizational groups.

			Collaborative management research

			Collaborative management research (CMR) is an approach that aims to create change in organizations while simultaneously studying the change process to generate new knowledge. CMR rests on the assumption that organizations are learning systems, and changes within these systems require active participation and collaboration from their members (Lewin 1946; Shani 2023).

			Thus, CMR can be seen as part of the collaborative inquiry family, which includes for example action research, participatory action research, action learning, collaborative research, and CMR (Coghlan 2023). These forms of collaborative inquiry and CMR align with mode 2 research (Gibbons 1994; Gibbons et al. 2011), which covers applied research in specific contexts addressing real-life issues in practice.

			As a research methodology, CMR is distinguished by its application within specific organizational contexts where tangible managerial actions are necessary. The essence of this approach lies in the formation of a community of inquiry (COI), whose key elements are a problematic situation, scientific attitude, and participatory democracy (Shields 2003; Coghlan and Shani 2008). In the COI, internal organizational leaders and external researchers jointly investigate questions of shared interest. The investigation often employs transdisciplinary, multiple scientific methods, and various learning mechanisms are designed to create a learning space. Learning mechanisms are formal processes, methods, spaces, structures etc., created to support development of performance and learning. The underlying assumption is that the capability to learn arises from the design of specific learning mechanisms that fit the purpose of the CMR project. Overall, the purpose of establishing a learning space is to improve performance in the organizations and to generate new academic knowledge (Canterino et al. 2016; Cirella et al. 2016; Coghlan et al. 2016; Shani 2023).

			This study uses Pasmore et al.’s definition and understanding of CMR: 

			Collaborative management research is an effort by two or more parties, at least one of whom is a member of an organization or system under study and at least one of whom is an external researcher, to work together in learning about how the behavior of managers, management methods, or organizational arrangements affect outcomes in the system or systems under study, using methods that are scientifically based and intended to reduce the likelihood of drawing false conclusions from the data collected, with the intent of both improving performance of the system and adding to the broader body of knowledge in the field of management. (Pasmore et al. 2008: 20).

			In CMR, collaboration is understood, among other things, as genuine cooperation between managers and external researchers in co-creating the research agenda, including selecting the research theme, choosing methods and design, gathering empirical data, conducting preliminary analyses, as well as identifying and planning managerial actions. In the established learning space, cyclic processes are often employed, focusing on experimenting with managerial actions within the organization, dialogic exploration, reflection processes, sense-making, and other learning mechanisms that support both performance and learning (Shani et al. 2012; Canterino et al. 2016; Shani 2023).

			Although Pasmore et al.’s definition of CMR includes the possibility of interorganizational groups, this aspect is rarely described or researched. Most CMR literature describes studies where the managers come from the same organization. However, there are also a few examples where the group of managers come from different organizations. This form of interorganizational CMR can be seen as related to network action learning, interorganizational network, and interorganizational learning (Coghlan and Coughlan 2008; Mirvis 2008; Coghlan and Coughlan 2015).

			From these approaches, we find learning networks (Coghlan and Coughlan 2015) particularly useful in the study of how ICMR might support managers leadership agency. In learning networks, managers meet to explore learning opportunities both within participating organizations and between them. Issues faced by individual managers or organizations are brought to the network for discussion and analysis, with the insights and ideas generated then taken back to their respective organizations for implementation. These networks aim to enhance knowledge and capacity to act (Coughlan et al. 2021). Mirvis found that despite the diversity among participants and the participating organizations, a shared professional identity and common interest in the network’s topics (in our study, a strong interest in leadership and an identity as managers) united the managers. Mirvis also notes that, over time, there is a shift towards a “we,” a collective identity, where participants see themselves less as representatives of their respective organizations and more as members of an informal “give and take” group. Being a manager in an organization can be emotionally and physically demanding, and the opportunity to share experiences with peers in similar positions in other organizations and the mutual support encourages participation in an interorganizational group (Mirvis 2008).

			Methodology 

			In this section, we describe our methodology and research design in relation to ICMR. 

			In CMR as in action research, researchers and the participants collaborate to make sense of and create a desired change or development, while research is carried out during the process. The collaborative process aims to generate actionable knowledge (Argyris 1996) that addresses real-life problems while contributing to academic theory development.

			CMR often takes place in a cyclical research process, where purposes and contexts are examined prior to constructing (theme, development, challenges), planning action, acting, and evaluating action (Coghlan 2019). The approach is grounded in pragmatism (Dewey 1933; Dewey and Bentley 1949), participatory inquiry, practical knowing, experience, and reflexivity (Chandler and Torbert 2003; Shani et al. 2012; Shani 2023;). 

			Practical knowing is always incomplete, processual, and aimed at finding out how to think and act in relation to a challenge or concrete situation. In this way, researchers and practitioners engage in the messiness that characterizes the development of knowledge about collaborative management research (Shani et al. 2012). 

			To establish a learning system in the ICMR group, we conducted relationship building and designed a set of learning mechanisms that allowed the ICMR group to co-inquire, co-create, and collaborate to develop each manager’s leadership agency in relation to current challenges and pressing issues in their role as managers in their respective organizations. In addition, researchers and managers in the ICMR group collaboratively investigated and developed the learning mechanisms and were analyzing, generating hypotheses, and validating data throughout the process. Examples of learning mechanisms used to develop leadership agency is the reflective team (Andersen 1987) and Karl Tomm’s reflective question types (Tomm 1988). These mechanisms were used systematically to facilitate dialogue and explore and jointly challenge the managers’ experiences, opinions, assumptions, values, and narratives about themselves, each other, and their managerial challenges.

			The project was carried out over half a year, during which a full-day start-up, three four-hour workshops and a final full-day workshop were held. Between the workshops, the managers worked with experimenting actions in their own organization, which then became the subject of an evaluative and collaborative inquiry at the following workshop, which led to identifying new actions, etc. Data has been generated from all workshops in the form of audio recordings, which have been transcribed. Furthermore, through each manager’s work with a development theme, a researcher has created a visual scaffolding (Jordan 2016), where the most important themes and statements were written down on a poster. In a following joint inquiry process, the participants in the ICMR group practiced “gift giving” in the form of Post-its with reflective questions, suggestions, and thoughts, which have been placed on top of the visual scaffolding poster to promote learning, critical reflexivity, leadership development, and actions for each manager’s developmental work. This was documented through photos of all posters during the project period. In addition, the researchers have given presentations on central theories and management-related research themes, i.e., positioning theory and reflexivity. These presentations are stored in the form of PowerPoint presentations. 

			After the third workshop, the researchers analyzed themes and patterns across data (Braun and Clarke 2006). Against this background, the researchers prepared a presentation of preliminary findings, focusing on how ICMR might support and promote managers’ leadership agency. At the fourth workshop, the ICMR group collaboratively validated these findings (Flick 2022). The group discussed whether they could recognize the findings and if they reflected their experiences. Additionally, the participants were asked about any missing elements in the findings and what could enhance the descriptions. The participants were able to identify the central themes and, simultaneously, provided several suggestions for improvement, including adding themes not initially included in the preliminary findings. The groups’ corrections and suggestions for adjustments were incorporated into the findings presented in the next section.

			Findings 

			Below, we present some of the joint findings on the potentials of ICMR in mobilizing leadership agency. We point out that fulfilling the following conditions in ICMR provides a strong foundation for the group’s support for managers’ development and actions.

			Foundational conditions in ICMR 

			First, all participants must be genuinely committed to collaborative inquiry within the ICMR group, to a significant extent, and to the self-chosen development project within their own organizations.

			Secondly, psychological safety, support, and recognition are crucial. This environment allows for the discussion of “difficult topics” and the expression of a manager’s uncertainty and vulnerability as a manager. It is advantageous when the ICMR group can openly discuss managerial problems and leadership issues without fear of competition or loss of status and respect. This contrasts with the positioning and power relations within one’s own organization, which are often experienced as obstacles to open communication. 

			The importance of psychological safety is stated this way by two of the managers.


	
				A: You can be competitors in your own organization, and that is not the case here.

				B: So here you can talk beyond those roles, and have a free space to maybe express what really matters, uhhmmm...



	
			Two other managers discuss the nature of relationships within the group, emphasizing that relations should include the desire and courage to challenge one another. 

	
				C: And we also know each other so well by now, that we know where we can and should challenge each other.

				D: Yes, where we can push each other. And how hard we can push!



			Thirdly, the collaborative work involving critical reflection and reflexivity is highlighted as promoting development and agency. Insights from external participants from various organizations in the joint inquiry and sparring have, among other things, led the managers to become more reflective and clearer about their own opinions and the underlying assumptions at play. This has facilitated both clarity and decisive action, as one of the leaders mentions. 

			It is the contradictions that drive it [...] it is a different space when someone from the outside comes in [...] Otherwise, I’d just stick to my own beliefs [...] So talking it through with others, I actually find out what I really mean.

			Outcomes

			It has been important for the group members that their participation in the research project yielded tangible results for their organizations and for the managers themselves. The empirical data indicates numerous outcomes, some of which are presented below.

			One manager stated that if he had not participated in the ICMR group, he would have abandoned his change project in the organization. The commitment to the group and the strong relationships established within it encouraged him to persist. He acknowledged, thanks to the group’s support and insistence, that changes often take longer than his patience typically allows. The manager highlights how experiences from other organizations have reinforced his decision to continue with the project, which, after four months, is beginning to show an organizational outcome:

			And then you might say, as a group, it is extremely inspiring to hear what others are doing. Your experiences and practices that challenge my practice. I think it’s great to learn from tried and tested examples from other companies. So, if it works in another context, maybe it could work in mine too.

			Another participant gave an example of a personal outcome. The manager faced a very complex task without support from the other managers in the organization. This lack of support caused such frustration that it led to sleepless nights and other issues.

			The collaborative inquiry within the “free space” of the ICMR group changed the manager’s perspective. The diverse inputs made the challenges more manageable, partly because the manager was able to move from emotional frustrations to viewing the problem as a task that can be addressed.

			So, I get the chance to see myself a bit from an outside perspective, and suddenly I see it as a situation that can be improved. It’s all about separating the task from the person. There’s some frustration […] but now I can do something about it.

			We conclude the description of the findings with three brief examples of how participation in the ICMR group has mobilized and enhanced leadership agency within the managers’ organizations.

			Inspired by a group member’s experiences in acknowledging mistakes, one of the managers introduced discussions about “the week’s mistakes” in a project manager forum as a concrete element in promoting psychological safety.

			Another participant from a highly practice-oriented and data-driven organization was inspired to adopt an academically investigative approach by conducting interviews in his change project. This systematic approach led to greater acknowledgment and support from the director, as the project was now based on data.

			A third leader, inspired by ICMR methodologies, established two leadership networks across departments within her organization. The purpose is to create access to a facilitated space for discussing leadership and sharing knowledge among departments.

			In addition to the above findings, we provide examples of potential tensions that may arise when working with ICMR.

			Simultaneous commitment – a double-edged sword? 

			As previously described, the managers’ full commitment and strong relationships in the ICMR group contribute to the quality of the group’s work and the sense of unity.  (If everyone does not commit, the ICMR group’s work becomes less inter-organizational). Additionally, an ICMR group is characterized by the managers having to also handle a wide range of leadership and management tasks in their own organization, which also simultaneously requires their commitment. The study shows that doubts, guilt, and feelings of failure can arise among the managers, as they try to balance their commitment. That is why it is particularly important that the projects are relevant for the organizations and that the struggles and feelings are facilitated by the researchers.

			The importance of differences in ICMR processes

			The managers in the study each dealt with complex problems in their own organizations. To address these issues, we designed the learning mechanism “giving gifts” (as described in the methodology section) within the ICMR group. This mechanism leveraged the participants’ diverse perspectives and varied understandings. During the project period, two patterns emerged in these “giving gifts” activities, revealing at least two different ways of perceiving support, recognition, challenge, and problem-solving. 
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			We assume that some of these differences arise because the managers differ as individuals. Additionally, we believe that local organizational cultures influence the patterns that emerge in the managers’ questions and comments. Throughout the process, the group became aware of the value of these differences and the importance of diverse pre-understandings in reflection processes and the facilitation of these differences. For future ICMR projects, we suggest maintaining ongoing attention to these mechanisms.

		
			Conclusion

			This study has demonstrated the significant potential of interorganizational collaborative management research (ICMR) in mobilizing leadership agency and fostering leadership development. By using specific learning mechanisms in establishing a psychologically safe, dialogic learning space, managers from diverse organizations engage in collaborative inquiry, critical reflection, and mutual support. This environment promotes openness, trust, and the willingness to challenge one another and one’s own assumptions, enabling managers to explore new perspectives, validate their experiences, and develop actionable strategies for and in their organizations.

			Our findings highlight the importance of psychological safety and the positive impact of external perspectives, which enhance managers’ clarity and decision-making capabilities. The collaborative structure of ICMR facilitates tangible organizational outcomes, motivating managers to persist in their change initiatives and leading to meaningful improvements in their leadership practices. Additionally, the study underscores the value of diverse perspectives in problem-solving and the need for balanced commitment to both the ICMR group and individual organizational responsibilities.

			Overall, the research contributes to the understanding of ICMR as a robust approach in mobilizing leadership agency and development, emphasizing its role in creating a supportive and dynamic learning environment. Future research should continue to explore the nuances of interorganizational collaboration to further refine and expand the applications of ICMR.

			References

			Andersen, Tom. 1987. “The Reflecting Team: Dialogue and Meta-dialogue in Clinical Work.” Family Process 26 (4): 415–28. https://doi.org/10.1111/j.1545-5300.1987.00415.x

			Argyris, Chris. 1996. “Actionable Knowledge: Intent versus Actuality.” The Journal of Applied Behavioral Science 32 (4): 441–4. https://doi.org/10.1177/0021886396324008. 

			Bandura, Albert. 2018. “Toward a Psychology of Human Agency: Pathways and Reflections.” Perspectives on Psychological Science 13 (2): 130–6. https://doi.org/10.1177/1745691617699280.

		
			Braun, Virginia, and Victoria Clarke. 2006. “Using Thematic Analysis in Psychology.” Qualitative Research in Psychology 3 (2): 77–101. https://doi.org.10.1191/1478088706qp063oa.

			Canterino, Filomena, Abraham B. Shani, David Coghlan, and Massimo S. Brunelli. 2016. “Collaborative Management Research as a Modality of Action Research: Learning from a Merger-Based Study.” The Journal of Applied Behavioral Science 52 (2): 157–86. https://doi.org/10.1177/0021886316641509.

			Chandler, Dawn, and Bill Torbert. 2003. “Transforming Inquiry and Action: Interweaving 27 Flavors of Action Research.” Action Research 1 (2):133–52. https://doi.org/10.1177/14767503030012002

			Chen-Levi, Tamar, Yaffa Buskila, and Chen Schechter. 2022. “Leadership as Agency.” International Journal of Educational Reform 33 (2): 1-15. https://doi.org/10.1177/10567879221086274.

			Churchman, Charles W. 1967. “Wicked Problems.” Management Science 14 (4): B-141–B-146. https://doi.org/10.1287/mnsc.14.4.B141

			Cirella, Stefan., Filomena Canterino, Marco Guerci, and Abraham B. Shani. 2016. “Organizational Learning Mechanisms and Creative Climate: Insights from an Italian Fashion Design Company.” Creativity and Innovation Management 25 (2): 211–222. https://doi.org/10.1111/caim.12161 

			Coghlan, David. 2019. Doing Action Research in Your Own Organization. Sage Publications.

			Coghlan, David, and Paul Coughlan. 2008. “Collaborative Research in and by an Interorganizational Network.” In Handbook of Collaborative Management Research, edited by Abraham Shani, Susan Mohrman, William Pasmore, Bengt Stymne, and Niclas Adler, 443–60. SAGE Publications Inc. https://doi.org/10.4135/9781412976671

			Coghlan, David, and Paul Coughlan. 2015. “Effecting Change and Learning in Networks Through Network Action Learning.” The Journal of Applied Behavioral Science 51 (3): 375–400. https://doi.org/10.1177/0021886314540210

			Coghlan, David, and Abraham Shani. 2008. “Collaborative Management Research Through Communities of Inquiry: Challenges and Skills.” In Handbook of Collaborative Management Research, edited by Abraham Shani, Susan Mohrman, William Pasmore, Bengt Stymne, and Niclas Adler, 601–14. SAGE Publications Inc. https://doi.org/10.4135/9781412976671

			Coghlan, David, Abraham B. Shani, and Jonas Roth. 2016. “Institutionalizing Insider Action Research Initiatives in Organizations: The Role of Learning Mechanisms.” Systemic Practice and Action Research 29: 83–95. https://doi.org/10.1007/s11213-015-9358-z. 

			Coghlan, David. 2023. “Action Research as the Social Science of Change and Changing.” In Handbook of Research Methods in Organizational Change, edited by David B. Szabla, David Coghlan, William Pasmore, and Jennifer Y. Kim, 19–46. Edward Elgar Publishing. 

			Coughlan, Paul, David Coghlan, Clare Rigg, and Denise O’Leary. 2021. “Exploring and Exploiting the Dynamics of Networks in Complex Applied Research Projects: A Reflection on Learning in Action.” British Journal of Management 32 (4): 1440–55. https://doi.org/10.1111/1467-8551.12482

			Cunliffe, Ann L. 2004. “On Becoming a Critically Reflexive Practitioner.” Journal of Management Education 28 (4): 407–26. https://doi.org/10.1177/1052562904264440

			Dewey, John. 1933. How We Think: A Restatement of the Relation of Reflective Thinking to the Educative Process. D.C. Heath and Company.

			Dewey, John, and Arthur F. Bentley. 1949. “Knowing and the Known.” In John Dewey, The Later Works, 1925–1953, edited by Jo Ann Boydston, Vol. 16, 1949–1952: 1–289. Southern Illinois University Press.

			Edmondson, Amy, and Derick Bransby. 2023. “Psychological Safety Comes of Age: Observed Themes in an Established Literature.” Annual Review of Organizational Psychology and Organizational Behavior 10: 55–78. https://doi.org/10.1146/annurev-orgpsych-120920-055217

			Eteläpelto, Anneli, Katja Vähäsantanen, Päivi Hökkä, and Susanna Paloniemi. 2013. “What Is Agency? Conceptualizing Professional Agency at Work.” Educational Research Review 10: 45–65. https://doi.org/10.1016/j.edurev.2013.05.001

			Flick, Uwe. (Ed.). 2022. The SAGE Handbook of Qualitative Research Design. SAGE Publications Ltd. https://doi.org/10.4135/9781529770278 

			 


			Frost, David. 2006. “The Concept of ‘Agency’ in Leadership for Learning.” Leading & Managing 12 (2): 19–28.

			Gibbons, Michael. 1994. The New Production of Knowledge: The Dynamics of Science and Research in Contemporary Societies. Sage.

			Gibbons, Michael, Camille Limoges, and Peter Scott. 2011. “Revisiting Mode 2 at Noors Slott.” Prometheus 29 (4): 361–72. https://doi-org.zorac.aub.aau.dk/10.1080/08109028.2011.641384

			Goller, Michael, and Christian Harteis. 2017. “Human Agency at Work: Towards a Clarification and Operationalisation of the Concept.” In Agency at Work: Professional and Practice-based Learning, edited by Michael Goller and Susanna Paloniemi, 85–103. Springer. https://doi.org/10.1007/978-3-319-60943-0_5

			Grint, Keith, and Owain S. Jones. 2022. Leadership: Limits and Possibilities. 2nd ed. Bloomsbury. 

			Lewin, Kurt. 1946. “Action Research and Minority Problems.” Journal of Social Issues 2 (4): 34–46. https://doi.org/10.1111/j.1540-4560.1946.tb02295.x

			Millar, Carla C. J. M., Olaf Growth, and John F. Mahon. 2018. “Management Innovation in a VUCA World: Challenges and Recommendations.” California Management Review 61 (1): 5–14. https://doi.org/10.1177/0008125618805111

			Mirvis, Philip. 2008. “Academic–Practitioner Learning Forums: A New Model for Interorganizational Research.” In Handbook of Collaborative Management Research, edited by Abraham Shani, Susan Mohrman, William Pasmore, Bengt Stymne, and Niclas Adler, 201–24. SAGE Publications Inc. https://doi.org/10.4135/9781412976671

			Pasmore, William, Bengt Stymne, and Niclas Adler. 2008. “The Promise of Collaborative Management Research.” In Handbook of Collaborative Management Research, edited by Abraham Shani, Susan Mohrman, William Pasmore, Bengt Stymne, and Niclas Adler, 6–32. SAGE Publications Inc. https://doi.org/10.4135/9781412976671

			Rittel, Horst, and Melvin Webber. 1973. “Dilemmas in a General Theory of Planning.” Policy Sciences 4: 155–169. doi:10.1007/BF01405730 

			Shani, Abraham B. 2023. “Collaborative Management Research: Theoretical Foundations, Mechanisms, and Practices.” In Handbook of Research Methods in Organizational Change, edited by David B. Szabla, David Coghlan, William Pasmore, and Jennifer Y. Kim, 172–193. Edward Elgar Publishing. https://doi.org/10.4337/9781800378520.00019

			Shani, Abraham B., David Coghlan, and Stefano Cirella. 2012. “Action Research and Collaborative Management Research: More than Meets the Eye?” International Journal of Action Research 8 (1), 45–67. 

			Shields, Patricia M. 2003. “The Community of Inquiry: Classical Pragmatism and Public Administration.” Administration & Society 35 (5): 510–38. https://doi.org/10.1177/0095399703256160

			Tomm, Karl. 1987–88. “Interventive Interviewing,” part I, II, and III: Part I: Family Process 26 (1): 3–13, Part II: Family Process 26 (2): 167–183, Part III: Family Process 27 (1): 1–15.

			 	https://doi.org/10.1111/j.1545-5300.1987.00003.x

			https://doi.org/10.1111/j.1545-5300.1987.00167.x 

			https://doi.org/10.1111/j.1545-5300.1988.00001.x 

			Turnbull, Nick, and Robert Hoppe R. 2019. “Problematizing ‘Wickedness’: A Critique of the Wicked Problems Concept, from Philosophy to Practice and Beyond.” Policy and Society 38 (2): 315–37. https://doi.org/10.1080/14494035.2018.1488796

			Volz-Peacock, Mary, Bea Carson, and Michael Marquardt. 2016. “Action Learning and Leadership Development.”Advances in Developing Human Resources18 (3), 318–333. https://doi.org/10.1177/1523422316645884

			Watkins, Karen E., and Victoria J. Marsick. 2019. “Conceptualizing an Organization that Learns.” In The Oxford Handbook of The Learning Organization, edited by Anders Örtenblad, 51–66. Oxford University Press. https://doi.org/10.1093/oxfordhb/9780198832355.013.3

		

	OEBPS/image/forside_5.jpg
"b =2 New managing
‘b % tFafs- -disciplinarity
/‘ N
C do

o /\
%,
™

What are the potentials of
interorganizational collaborative
management research in
mobilizing leadership agency?
Jan Rohwedder and Seren Frimann

V ¥





OEBPS/image/AQLOGONAT4.png





OEBPS/toc.xhtml

		
		Contents


			
						5 What are the potentials - Rohwedder, Frimann


			


		
		
		Page List


			
						81


						82


						83


						84


						85


						86


						87


						88


						89


						90


						91


						92


						93


						94


						95


						96


			


		
		
		Landmarks


			
						Cover


			


		
	

OEBPS/image/5.91-What-are-the-potentials---Rohwedder,-Frimann.jpg
Questions/comments Questions/comments

focusing on focusing on

Challenging Supporting

Structural / organizational Relational / psychological

handling handling

Creating progress Confirmation and reassuring

Rational arguments Emotional arguments

Offering perspectives that

Offering completely new ermidhyistrengiientieovm

perspectives and thoughts thoughts






