


‘widespread or very positive for people outside the field.
Antagonism and/or lack of respect for the field is fairly
extensive and well-known in the academic community.
In particular, many economists seem to hold SD in low
esteem, but some members of some other fields have similar
feelings. SD does not seem to be well-known in industry,
particularly in medium and small business, or in government,
particularly at the operating levels. SD is not well-known in
publishing and the news media and the general public knows
virtually nothing about SD. Those who have heard of SD
usually have not heard glowing reports of great successes. Our
reviews typically are mixed at best.

In summary the apparent condition of SD as of mid 1981 is
that it is not growing very rapidly, is not very large for its age,
does not have extensive professional credentials, has not
produced many clear successes, and is not widely known or
highly regarded. But it has the theoretical potential to trans-
form the prospects for mankind. While the details of this
perception vary somewhat from person to person. [ have
never heard anyone suggest that SD is a large, healthy, rapidly
growing, well-known, widely respected field that is producing
substantial numbers of high quality practitioners and success-
ful practical results (my goals for SD).

The above perceptions involve both an awareness of actual
conditions and judgements about goals (what is desired).
I hope that I am either misinformed about conditions or
overly demanding in setting goals. If the perceptions are true
and the goals are reasonable, it would seem that changes
should be made in our activities to improve the field.
But what changes?

Development of the System Dynamics Field

The SD methodology teaches that human systems are complex
combinations of coupled feedback loops which function
through time to create the patterns of variation (trends and
cycles) observed in the important variables. Improved patterns
are achieved by altering feedback structures in appropriate
(effective and possible) ways. In any particular system the
identification of effective and possible changes requires a clear
understanding of the existing feedback loop structure, a
thorough understanding of the human characteristics of the
system’s participants who will influence the changes, and a
creative synthesis that discovers effective modifications within
the realities of structure and human capabilities and attitudes.

I suggest that the field of System Dynamics is a human feed-
back system as described above which exhibits unacceptably
low growth rates for its important variables. It would seem
that if we are to increase the growth rates substantially, we
should redesign the feedback structure. In order to redesign
the structure we must understand the existing SD structure;
understand our practitioners, clients and students; and develop
a creative synthesis. Then we should follow our own advice.

To my knowledge no one has attempted to identify the feed-
back structure of the field and the attitudes of the
practitioners and leaders. It seems to me that until we do this,
discussions of structure changes such as establishing a SD
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society or expanding publications are premature. Therefore,
we should try to identify some of the important loops with
the aim of providing a target to shoot at to begin the process
of using our own methods to help our development. (An old
French proverb says “shoemakers are always the worst shod.”
Perhaps, we can disprove it.) It is my hope that all who read
this will attempt to draw their own influence diagrams or at
least think about the loops. Only then we can have a sub-
stantive discussion of the process that is restraining our growth.

As a general rule an organization fails to achieve reasonable
growth either because there are no high gain positive feedback
loops in the system or because the existing positive loops are
restrained by stronger negative loops or limits of some type.
Once the loops and limits are known, structure changes
designed to create positive loops or to decouple existing ones
from restraints are indicated. Considering the severity of
restraint in this case, I suspect that superficial changes such as
the creation of a society or expanding publications, while
helpful, will not be sufficient to alleviate the restraints.
Therefore, I request that everyone be prepared to consider
more fundamental changes in areas such as the type of
research we do, the nature of our consulting, greater co-
ordination of work within the field, ways to produce clear
demonstrations of success, collaboration with analysts from
other fields, greater emphasis on education at the primary and
secondary levels, and wider outside publicity for our successes.

1) What are your perceptions of the SD field in terms of the
desired and actual condition of our knowledge base and
applications literature; the number and quality of SD
educators and practitioners; the number and enthusiasm
of present and former clients and supporters; the money
provided for continued support; the number and quality
of SD students at all levels; and the image of the field and
how widely it is known among industry, government,
academic, publishing/media people and the general
public? How confident are you of your perceptions?
Are your perceptions from personal experiences or
opinions expressed by others?

2) What feedback loops are operating to create the real
dynamics that underlie your perceptions? Are there
important variables that have not been mentioned above?

3) What kind of changes in activities and procedures in the
field might “improve” the performance patterns?

4) How interested in and committed to the field are you?
What would you be prepared to do to help the develop-
ment of the field?

I'suspect that it will be difficult to raise SD to its potential and
essential performance. Almost certainly it will require greater
levels of commitment, direction, understanding, communi-
cation, collaboration, and cooperation among SD practitioners
than have existed in the past. But it can and must be done.
The world needs our skills!




