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The Place of Faith in Management Learning

ABSTRACT

This paper is an exploration of the place of faith in management learning. The popular myth that faith is merely a retreat from reality is tempered with the argument that faith can sometimes be an effective means of engaging with the risks and politics of managerial activity in a manner that may promote learning. Such faith is based on enduring values, commitment, and a willingness to engage in a struggle for power. In conclusion it is suggested that the link between faith and learning may be significant but is far from straightforward.
INTRODUCTION

Faith is not often referred to in the management literature, except sometimes in passing. For example, Johnson (1991) describes twelve identifiable steps in the "journey" towards a total quality management culture change. One of these is 


"a great and irreversible leap of faith for the business unit leader; it is the necessary and unavoidable step of going public with a commitment to put the enterprise on a new and different course." (p.10).

The leap of faith is required at those moments in the development of a new initiative where risk and commitment must be faced. However, in this paper I am interested not merely in these key moments but also in the role and significance of faith throughout the life of projects of this kind. Moreover, I am concerned here with the place of faith in management learning.

There is a popular myth that faith is not about learning at all, but rather is a defense against it, an escape from the stresses and rigours of reality, a combination of wish-fulfilment and denial. This is sometimes true. The place of faith can indeed be a negative response to difficulties, hiding behind an answer that no one else can prove wrong. However, the faith that I wish to explore is the product of a strong, even passionate, desire for a particular goal or preferred state. In certain circumstances the goal will not be achieved without faith (James, 1904).

In this paper I use three terms or phrases that require some introduction. Firstly, when I refer to "faith" I am talking about a bridge between a present reality and a desired state. I have explored other definitions (Dykstra, 1986; Eigen, 1985, 1981), but have concluded that in relation to dominant ideologies of management and learning within an organizational context, a goal-directed definition is most appropriate. 

Secondly, the phrase "practice of faith" refers to the actions that arise from enduring values, and involves commitment to goal-directed behaviours. The combination of the enduring nature of core values and the binding nature of commitment to action can serve to mobilise power to achieve the desired goal.

Thirdly, the phrase "place of faith" describes a transitional space where existing knowledge may be destroyed (unlearning) and creative learning may occur. This is the place where the individual, or group, may explore the possibilities and paradoxes of their faith and seek to make practical, theoretical and political links between faith and action. 

The paper begins with a case study of the development of a charitable organization in which the practice of faith was a key element in the actions of the main characters. The details of this case are used to illuminate the discussion of a conceptual model of the practice of faith. As well as identifying some of the possible strengths of the practice of faith, a number of difficulties are also highlighted. It is suggested that these arise because of a lack of attention to the dynamics and processes in the place of faith, the place in which learning may occur. 

The collection of ideas presented in this paper draws predominantly on social psychological perspectives, but other influences and connections may be apparent. I have explored the excellence literature and particularly the writings on transformational leadership (Bennis and Nanus, 1985; Burns, 1978; Kanter, 1984; Kouzes and Posner, 1990; Peters and Waterman, 1982; Simpson and Beeby, 1993; Tichey and Devanna, 1986). The practice of faith is evident in these writings but, like others (Clegg, 1994) I have found the exploration of issues more anecdotal than analytical. More recently I have found myself drawn to some of the psychodynamic and psychoanalytic literature (Bion, 1970; Eigen, 1981, 1985; Hirschhorn, 1988) and to some critical discourses on management (Alvesson and Willmott, 1992; Dahler-Larsen, 1994; Willmott, 1993, 1994), which utilise more rigorous theoretical frameworks in their analysis.

CASE STUDY: THE DEVELOPMENT OF A CHARITABLE ORGANIZATION

The following case study contains an example of the practice of faith. A brief summary is presented of the main actors, their faith, and key events. Subsequent sections develop the discussion and analysis of the practice of faith in greater detail. 

This story is about a married couple, Tom and Jean
, who had careers in the health service and had been running church youth groups for years. A combination of social and Christian values was at the heart of their youth work: "we've always been at the `social services' end of the Christian spectrum" was how Tom once described their activity. The normal provision of table tennis and a tuck shop on Saturday nights developed over time to include counselling, appearing in court as character witnesses, working with victims of domestic violence, and providing practical and emotional support for young single parents. However, as their youth work developed their frustrations grew at how little they were able to achieve. Over the years their desire to work more effectively led to the idea that they might set up a residential home for young people. At that time they did not have the funds nor were they able to persuade local churches to finance the project. 

In her late thirties Jean's health deteriorated and she was retired from work. However, within two years she experienced a  miraculous healing at a Christian Conference. Their concept of faith changed, and a sense of destiny entered their lives: "I knew I had been healed for a purpose". They soon came to believe that this purpose was to establish the residential home that had been something of an ambition for several years. What had seemed like an improbable dream they now believed to have the backing of God.

They began looking for a house and for funds. A possibility of obtaining both arose, and so they took a leap of faith. They put their house on the market. Despite a depressed housing market, they sold within weeks to a buyer who had not even visited the property. This was taken as another sign that God was leading them to set up the residential home. Tom resigned from his job. It seemed that they might be in the house within 6 weeks. At this point they had nowhere to live, £15000 in the bank, and little income. The negotiations for funds collapsed. They were confused. Tom described this time as the start of "an emotional roller coaster". 

Why did they not back out at this early stage? This is not easy to answer, but I believe it was a combination of things that went deeper than merely the heady excitement created by powerful religious experience. These experiences appear to have pushed them over the edge to take some pretty large risks, but as Jean later reflected, what they began to do "fitted in with everything we'd ever done". Their goal, in the form of helping young people through the establishment of a residential house, was an expression of deeply held values. Additionally, by the time they realised that things might not be as straightforward as they had thought, the actions that they had taken meant that they were committed: to back out would have gone against what they knew in their hearts they wanted to do as well as being publicly humiliating. 

Finding themselves in these new and unusual circumstances, they began to mobilise whatever resources and opportunities presented themselves. These circumstances created a tension, for others as well as for Tom and Jean, that forced them to find answers. They were on the edge. However, encouragement came through small successes. Through church networks they were loaned a small house to live in, free of rent. Tom and Jean's conviction in their cause motivated and inspired others to become involved on a voluntary basis. Several people worked with them full-time for periods of up to a year, funding themselves. Many others worked part-time. Their non-residential work with young people grew. They began to explore the organizational, financial and legal structures that would be required for the work. A charitable trust was set up. A Housing Society was formed. A property was found and planning permission obtained. Links were formed with local organizations, including a telephone counselling service which provided an office for them to work from. 

For three years they kept going on a shoestring budget. Their initial funds obtained from the sale of their house were soon exhausted and they lived hand to mouth. On one occasion they were only able to eat because some out-of-date food was delivered by a local supermarket. The stresses of everyday life meant that some who started to work with Tom and Jean drifted away. However, there were also signs that Tom and Jean's single mindedness was difficult for those working with them: some began to grumble that they were not being listened to, and that there were problems in Tom and Jean's leadership and management of the work. Some did not merely drift away but left in bitter conflict. Unpleasant stories about Tom and Jean began to spread around the city and the church community.

Finally, the longed for breakthrough occurred: they found a Housing Association that was prepared to fund them. It was the end of the financial year, and two other projects had fallen through at a late stage: the Association needed a project that could be started before the end of the year in order to make use of their budget. Tom and Jean were ready to go. The house was purchased and the Housing Association also funded the equipping and renovation of the property. It was better than Tom and Jean had ever dared to imagine. Within a year they were running their residential home.

I wish I could report that they lived happily ever after. However, the home never became a viable going concern. A strong difference of opinion began to develop, a rift between Tom and Jean on the one side and the trustees and the members of the Housing Society on the other. The house operated for a year before the trustees ousted Tom and Jean and put another couple in charge. The home operated for another year and then closed down. 

Tom and Jean dared to believe it was possible to do something they really wanted to do. They did it by faith. The personal risks that they took were high and the anxiety they felt was at times extreme. However, once they had committed themselves there was no easy way out. They wanted to achieve their dream, but even when they lost sight of this, they were forced to stay with it anyway. Their primary task was to help young people. They were not interested in the political, organizational or administrative aspects of the work, and they found it difficult to give sufficient time to these areas. Their belief in their cause led them to be less than sympathetic to those with different opinions. In the end this was probably their undoing: the support that they had managed to build up finally collapsed when the financial pressures became most severe, and others more skilled organizationally took over. 

A MODEL OF THE PRACTICE OF FAITH

In the following discussion I wish to propose a model of the general principles of the practice of faith based on this case study. It is my contention that these principles may be applied to other managerial and organizational contexts. This model is based on the essentially paradoxical nature of faith: that under normal circumstances the goal is not achievable, and yet the practitioner continues in the belief that it will be achieved. The practice of faith is to persist in pursuit of the goal even where it is not possible to see how the end will be reached.

The practice of faith thus involves acting whilst living with, or holding, the tension between what the available evidence suggests can be achieved and the desire to achieve the goal. In order to practice their faith, Tom and Jean had to resist their own fears, as well as the doubts of others, that they would never achieve their goal. In the discussion below I explore the role of enduring values and committing acts.

FAITH AND ENDURING VALUES

Tom and Jean's actions arose from deeply held values. These core values can guide and sustain the practice of faith in so much as they are goal directed, internalised, contribute to the motivation to act, are resistant to change, and tap into emotional as well as rational energy.

Goal Directed: Values are enduring beliefs about preferable modes of conduct or end states (Rokeach, 1973). In this, values are central in serving to define the paradox of faith. It is the desired end state that establishes the direction of faith, without reference to the current situation. For Tom and Jean, the deeply held desire to work more effectively with young people had been a guiding direction in their lives for a number of years.

Internalised: It is a defining principle in this exploration of faith that the guiding values are internalised by the individual. Managerially, these values provided a means of engaging others in a worthwhile activity: there were many people who were looking for a cause. These followers identified with the values, but it was evident that few were as single-mindedly guided by the goal as Tom and Jean. The practice of faith is not an approach that one may pick up at will.

Motivation to Act: There is substantial empirical support for the theoretical formulation relating expectancy with value as a source of personal  motivation (Lawler, Kuleck and Rhode, 1975; Sheard, 1970; Mitchell and Knudsen, 1973; Sheridan, Richards and Slocum, 1975; Staw, 1979; Vroom, 1964; Wanous, 1972). Tom and Jean's sense of expectancy was raised by their experience of the miraculous: their sense of destiny, to be achieved with the power of God, was quickly combined with their long held desire to help young people. Similarly, Armstrong (1979) emphasises that values have a positive relationship with action. In the practice of faith the individual will engage in whatever is necessary to bridge the gulf between the now and the attainment of the desired state. Taking risks meant that Tom and Jean were not always right in what they did, but they made things happen. 

Resistant to Change: Values are core constructs of such importance that other constructs may even be adapted and changed to fit in with them (Kelly, 1963). In order to make sense from our values we may doubt even the things we have previously assumed to be true. For example, Tom suffered as a consequence of their actions because of his belief that he was failing his family: "My father's view of life was ‑ of course he'd pumped it into me ‑ that as a  man, as the leader of a family, my primary duty in life  was to keep a roof over my family's heads and put food on the table. If I had to work a hundred hours during a  week at a job I loathed and detested, that was immaterial". The practice of faith led Tom and Jean to challenge and rethink many of the things that they had previously held dear. 

Emotional as well as Rational Energy: Values comprise affective and cognitive elements (Rokeach, 1973). Not only does the value-rational nature of faith provide direction and persistence in action, it also provides the passion and the emotional energy. This was important in that many of their actions did not make logical sense - even to them. The practice of faith requires a lessening of dependence upon rational solutions: a central element is to find the room to doubt the evidence of one's eyes. Tom and Jean believed passionately in what they were doing. The goal was too important for it to be untrue, thus there had to be a way of believing that the facts of the present were false.

FAITH AND COMMITMENT

The last section described the role that values can play in creating the necessary resolve to resist the pressure to allow the paradox of faith to break down. However, there are times when even those with the greatest integrity suffer personal crises and destructive periods of doubt. At these times, internal values are unlikely to be sufficient to support the individual in the practice of faith. In this section I explore the role that commitment may play in providing some additional support. 

Whilst little has been written explicitly on the topic of faith in the field of management, a great deal has been written on the topic of commitment. A major problem is one of confusion over terminology and related concepts (O'Reilly and Chatman, 1986; Tubbs, 1993). For example, the term commitment is variously used to represent attitudes and behaviours such as proximity seeking and long tenure (Hom, Katerberg and Hulin, 1979; Rusbult & Farrell, 1983; Werbel and Gould, 1984), expressions of positive loyalty (Kanter, 1972; O'Reilly and Caldwell, 1980), motivation and involvement (Scholl, 1981), or behaviours such as performance and obedience to organizational policies (Angle and Perry, 1981; Galanter, 1980). 

For the purposes of this paper, the term commitment is used in the sense given by Kiesler (1971) and shall be taken to refer to the binding or coupling of the individual to certain behavioural acts, such as the pursuit of a desired goal. The notion of coupling is not uncommon in the organizational literature, and whilst Weick (1976) and Astley (1985) concentrate largely upon "loose coupling", it is recognised that the term is a relative one (Glassman, 1973). The act of commitment is concerned with tightening the couplings or bonds.

Kiesler argues that the degree of commitment experienced will be increased by relevant committing acts in proportion to the following characteristics: explicitness, importance, degree of irrevocability, number performed, and degree of choice. For example, Tom's resignation and the sale of their house were explicit, important, irrevocable, and freely chosen acts. Afterwards, when the source of funding fell through they were bound to their practice of faith.

The effect of commitment is to make an act less changeable and also makes the cognition representing the behaviour more resistant to change as well. Thus commitment can make it possible to continue in the practice of faith even in times of extreme pressure. Committing acts are potent symbols for the individual to reflect upon in times of doubt, providing a supportive connection with strong beliefs that may not be felt in moments of crisis. In addition to this inner knowledge, commitment is a social act, making the consequences of changing one's mind more costly in relation to others. 

Tom's description of the "emotional roller-coaster" of their practice of faith was a metaphor that summed up not merely the ups and downs they experienced, but the fact that they could not get off: "Believe me", he said, "if it hadn't been for the fact that we had no money, nowhere to live, and no job, there have been many times when we would have called it a day".

FAITH AND POWER

Tom and Jean received little encouragement in their work. A number of friends and associates worked with them and supported them because of who they were, but no one shared their faith in quite the form that they practised it. Whilst their goal was not politically offensive, they were not in the mainstream of work amongst young people. Few, if any, of those involved would have taken the level of risk that was taken by Tom and Jean. However, eventually they did get the funds, and they did establish their residential home. How did their faith help to achieve this? In order to explore this question, I turn now to a consideration of power and systemic change.

The function of enduring values and commitment in facilitating the practice of faith over protracted periods of time is crucial. The mechanism by which faith mobilises the power to achieve the desired state may be suggested by Glassman's (1973) view that time must be isolated as a special variable in relation to systemic change. In the long run the influence of one part of a system over another may be stronger than it appears in any given short interval. It is suggested that, indirectly through other systems, the influence may be amplified.

Recent theories of power focus on "the fourth dimension": the power of the system (Hardy, 1994) or disciplinary power (Foucault, 1984; Clegg, 1994) which lies in the unconscious acceptance of values, traditions, cultures and structures of the organization. Hardy suggests that the empowerment of the powerless requires the "acquisition of power (but prospects [are] limited)" (1994:234). The difficulty for the powerless is that the system will not allow for situational definitions that will challenge the power base: "resistance merely serves to demonstrate the necessity of that discipline which provokes it" (Clegg, 1989:153). However, the practice of faith, which almost by definition is practised by the powerless (given the improbability of goal achievement), is not necessarily an act of resistance. Rather, it is a speculative endeavour that dares to believe that all things are not pre-determined by current knowledge and power relations.

Indeed, the very nature of the fourth dimension of power suggests the indeterminacy of the relationship between agency and the power to influence outcomes. It is this complexity and ambiguity that raises the possibility that action guided by faith can be potentially significant in creating prospects for empowerment. An act might appear to be ineffectual during particular episodes, but continued influence might alter this appearance quite radically in the longer term. 

Many of Tom and Jean's actions could be viewed as foolish. However, it was through these seemingly foolish activities that the opportunities eventually arose that led to funding for the house. Without any specific source of funds, they had identified the house that they wanted for the work. They even made the vendor an offer, making clear that they did not yet have the money. They gained planning permission. They were offered the opportunity to take over a Housing Society. Although this Society was not active, had no funds, and was merely a shell, it did offer charitable status and the potential for tax advantages. Two years passed by and the house was taken off the market. Then a Housing Association heard about them. It was the end of the financial year, and the failure of other projects meant that funds were available but had to be spent within two months. They needed a project to fund that was ready to go. They could not support individuals but they could fund a Housing Society.  Tom and Jean approached the owner of the house, who agreed to sell. Within two months the deal was done. 

This series of events does involve a number of seemingly fortuitous factors, but Tom and Jean's practice of faith can be seen to have influenced their ability to capitalise on events and opportunities. Over the years Tom and Jean had worked with and influenced individuals and organizations, in different ways. Their commitment and passion for the work impressed people, even where some of their ideas and methods might have been questioned. At the right time, all of these little things came together in a remarkable series of events to lead to the realisation of their faith.

FAITH AND LEARNING

In the preceding discussion, I have described the practice of faith and proposed a framework for understanding how this practice may be effective in goal directed activity. Whilst the case study concerns an atypical form of organization (small, self-starting, not-for-profit), I believe that the ideas may be relevant within mainstream managerial and organizational activity. In the rest of this paper, I wish to explore its relevance in management learning.

In order to begin this discussion I explore the relationship between the practice of faith and the "organization of faith" that is corporate culturism. I wish to do this in order to emphasise, within an organizational context, what the practice of faith is not.

Corporate culture offers the organizational member meaning through defined corporate values. The difference between the faith of corporate culture and the practice of faith is found in Weber's (1968) distinction between instrumental rationality and value-rational action. In the former, the individual derives his or her subjective wants from the prevailing system of values that are taken as given. In contrast, value-rational action is directed by the person's self-conscious formulation of the values that orient his or her conduct.

Thus, an important feature in moderating the notion of faith as mere gullibility and accession to external manipulation is the engagement of the individual in the struggle to determine for him- or herself the values that should guide action. Such a position does encourage the locus for control of the management of one's learning to be within the individual rather than within the organizational frameworks of meaning. 

The practice of faith arises from engaging in this struggle for value-rational action through working at the boundary between a belief in a desired state and one's beliefs about the current situation. To work at this boundary is to be in the place of faith. 

THE PLACE OF FAITH IN ACTION LEARNING

The practice of working at boundaries in the learning process is characteristic of the Group Relations school (Colman and Geller, 1985; Gillette and McCollom, 1990). Working from this perspective, Vince and Martin (1993) have suggested a way of working with the action learning process which "looks "inside" action learning at an emotional cycle occurring concurrently with the rational one" (p.208).

The practice of faith shares certain characteristics with the processes of action learning (Revans, 1982, 1983) in which the emphasis is placed not on the input of knowledge but on inquiry through reflection on experience. Faith may stimulate learning in the search to resolve the paradox between the current situation (observations) and the desired goal (hypothesis). This form of learning is evident in the case study.

However, it is apparent that faith may also inhibit learning in that it is inherently resistant to change. This is evident in Tom and Jean's behaviour, and I have suggested that this may have been one of the major causes of the ultimate demise of the organization. Vince and Martin's model offers insights for understanding the encouragement and discouragement of learning in the place of faith. They suggest that there are in fact two emotional cycles that can operate alongside the rational cycle of action learning. 

Where there is a preparedness to stay with anxiety and uncertainty the learner will enter the first emotional cycle in which risk taking occurs and the learner engages in the struggle to make sense of new experiences. This is characteristic of the place of faith that leads to learning, and is to experience "that feeling of being on the edge of change" (Vince and Martin, 1993:209). This can be a dangerous place, but one that can ultimately lead to insight or authority.

In the alternative cycle, anxiety provokes a fight/flight response, a denial or avoidance of the presenting problem leading to defensiveness or resistance. The learner is left in a place of "willing ignorance". In the case study this appeared to be the pattern for Tom and Jean when the core ideas of their faith were questioned. This was frustrating and, ultimately, alienating for others involved in the project. 

The practice of faith in an organizational context cannot be viewed merely as a matter of personal conviction, as Tom and Jean tended to do. To work in the place of faith requires an engagement with the fact that learning and acting in organizations involves interaction with others through complex emotional and political processes. The struggle in the place of faith is thus inwardly a process of finding one's personal power and authority and outwardly a struggle to act with authority and a readiness, where necessary, to exercise power politically. 

THE POLITICS OF FAITH

Willmott (1994) suggests that there is an affinity between action learning and critical discourse on management, and that a fusing of the two will address Reed and Anthony's (1992:609) argument that 


"managers must be encouraged to think about the unprogrammable complexities which face them without the distracting and specious assistance of (ethical) codes, competencies, catch phrases and mission statements". 

This affinity exists because the notion of learning as experiential is essentially critical of more traditional views of learning that accept legitimate knowledge as within the hands of the powerful. Willmott suggests that the potential contribution of critical management theory in emphasising the primacy of politics and the influence of power on decision making and non-decision making is supportive of this basic position. However, the synergy of action learning and critical theorising is not inevitable. The latter poses a specific challenge to action learning. Of particular relevance to the argument of this paper is Willmott's suggestion that:


"the equation of instrumentality with value-neutrality is misleading because this takes no account of how the development and application of tools is guided by a value commitment to suspend critical reflection upon whatever ends are being pursued. And, in the case of action learning, its ostensible value-neutrality is doubly misleading because it overlooks other values that are implicit within action learning." (1994:126)

In the same way, in the place of faith there is a need not merely to challenge the prevailing wisdom concerning what may or may not be achievable, but also a preparedness to challenge the enduring values that underpin the practice of faith itself. 

This suggests a further paradox within the paradox of faith: one must be prepared not only to believe in one's faith to the exclusion of all else but also to doubt even faith itself. Learning in the place of faith thus becomes two-dimensional: occurring both within and in conflict with the practice of faith. 

This is important because one of the dangers of the practice of faith is that, in its one-dimensional form, it merely seeks to replace the old power structure with a new, but essentially similar, configuration. This is illustrated in aspects of corporate culturism. For example, Willmott (1993) argues that, to the extent that events and theories are challenging modernity, stepping into the intellectual void has come a "kind of hypermodernity" (p.518). Within these approaches, values are placed centre stage but in a manner that gives even greater power to the powerful. This gives the appearance of recognising the place of faith in organizations, but in such a way as to create a priesthood of senior managers: the transformational leaders.

In order to avoid this, the place of faith must be recognised as a dynamic, uncertain place involving a struggle with both the known and the unknown. Everything comes into question. Paradoxically, the practice of faith becomes dependent upon our "capacity to doubt" (Palmer, 1979). Learning in the place of faith is a process of destruction as well as creation. At this boundary we are taken to the edge of ourselves and challenged to go beyond. This can strike at the root of our sense of security and personal identity.

SUMMARY

The link between faith and learning is not self-evident nor is it straightforward. Indeed, it has been suggested that faith both encourages and discourages learning. This is most apparent in two aspects of this paper: firstly, in the functions and consequences of values and commitment in the practice of faith, and secondly in the consideration of the two emotional cycles of learning.

The centrality of values in faith focuses attention on the emotional basis and consequences of faith. What people feel is important. This is not recognised or acknowledged in a great deal of organizational theorising or practice (Fineman, 1993). However, this is critical in a consideration of the practice of faith. I have found that those who do not know Tom and Jean can frequently be scathing of their actions, dismissing them as fools. However, those who know them almost invariably have a strong emotional reaction to them: they may love them or hate them, but they never merely dismiss them. 

This high emotional intensity can lead to significant learning: whatever the uncertainty or anxiety, no risk or struggle is too great. The opportunities for achieving insight or authority will occur. However, at the same time this intensity can lead to the most ferocious defensiveness or resistance, and a willing ignorance that almost defies belief. Public, voluntary, irreversible committing acts can arise from the enthusiasm and missionary zeal of the practitioners, which inhibit the exploration or toleration of doubt and uncertainty. These same commitments bind the individuals to their faith which encourages risk, struggle and so learning to continue.

The case study suggests that there are times when the encouragement of learning is prevalent (e.g. the beginning of a project) and times when learning is discouraged (e.g. later in the project). However, even more paradoxically this encouragement and discouragement of learning can occur in the same moment: the emotional intensity of the place of faith leads to, or even requires, fighting and risk taking, denial and struggle, insight and ignorance, to occur simultaneously.

It has been suggested that, remarkably, out of this soup of emotion, learning, desire, and commitment, may occur what others would not even dare to believe. Arising out of this sense making activity in the place of faith will arise action, the practice of faith. This will comprise everything that, at any particular time, is thought will lead towards the attainment of the desired state. Each project will be a form of action learning. The enduring qualities of values and commitment mean that the practice of faith may occur over a protracted period of time and, little by little, even seemingly ineffectual actions can begin to influence events and people. Through the additive and amplifying effects of the actions that are the practice of faith, desired outcomes may be achieved that others may have believed impossible at the beginning. This is the power of faith.

SOME CONCLUDING REMARKS

In conclusion I wish to make some observations about aspects of faith that are not explicitly addressed within this paper, and yet are important areas for further work.

Firstly, the emphasis of this paper has been generally, although not exclusively, on the individual practice of faith. However, I believe that faith is more accurately considered as occurring between individuals. The role of others in the practice and development of faith merits greater attention than I have been able to give it here.

Secondly, one of the major difficulties in the practice of faith is in coping with the intensity of both positive and negative emotions. As a consequence of their practice Tom and Jean have a string of failed relationships behind them. I have not addressed here how to work effectively with the personal and interpersonal consequences of the practice of faith.

Thirdly, faith is about sense making and yet it does not make sense. I have found that writing on this topic is a perpetual struggle because of a need for things to make sense. The fields of psychodynamics and critical management discourse are more tolerant of ambiguity and paradox, and I suspect it is from these, and other postmodern perspectives, that advances in thinking about faith will come.

Finally, faith is the tool of the pragmatic visionary: it has great power in it to achieve the most important of goals. It is for this reason that it spawns the sort of research and writing characterised by the transformational leadership and corporate culture literature. However, this same power necessitates far greater attention to the ethical and moral dimensions of the practice of faith than has generally occurred. Some good critical analysis has been undertaken but there is a continuing need to develop a greater understanding of the organization of faith.
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