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The Book 

PART 1: Paradigm shift for Accelerated Learning 

• The need for accelerated learning 

• Paradigm shifts in learning 

 

PART 2: Whole brain, whole person approach to learning  

• Unique learning profiles  

• Neuroscience of Learning  

•   

PART 3: Creating a Learning Culture  

• Creating a learning culture  

• Learning through coaching  

• Learning through authentic conversations  

•   

PART 4: Designing Accelerated Learning Programs  

• Learning architecture  

• Learning design  

• Gamification of learning  

• Learning assessment 

 

PART 5: Making it real – case studies on talent, change and 

leadership 

What’s new: inviting readers to engage, accelerated learning through gamification mechanics and brain-
break activities. Rabbit-hole of resources, tools, status, rewards, social media, forums 



Accelerated Learning Workshop 

Purpose 
 

• Experience accelerated 
learning in action 

• Understand the design 
principles behind 
accelerated learning (whole 
person, whole brain, whole 
systems approach) 

• Experience gamification 
mechanics and their impact 

• Learn from real life case 
studies 

• Design your own AL 
program 

Process 
 
Introduction and overview 
Experiential learning in action to 
explore:  
 Paradigm Shift 

 Whole person 

 Whole brain 

 Whole systems 

Debrief and clarification 

Gamification Principles 

LUNCH 

Design principles 

Case Studies  

Design your own AL program 

Share and learn 

 

 
 

Pay-Off 
 

Shift mind-sets 
Learn and share 
Learning profile 

Case studies 
Draft Design 

Access to resources  
Rewards 

Book 
Website 

Gamification 
• Behaviour change, Exploration, Collaboration, Leader-board, Rewards (books, workshops, coaching, etc)  



PART 1: Paradigm shift for 
Accelerated Learning 
The need for accelerated learning 
Paradigm shifts in learning 



 
 
 
 
 
 

CHANGE CHALLENGE 

 

25% success rate on 

harnessing value of change  

why can’t we harness 

our natural learning 

ability to change?  

 

 
 
 
 
 

LEADERSHIP CRISIS 

 

Leaders continue to make 

poor decisions 

why can’t we learn to 

make better decisions?  

 

 
 
 
 
 
TALENT GAP 

 

Global talent crisis – top 3 

why can’t we match 

learning pathways to 

strategic challenges? 

 



Learning doesn’t stick 

• Retention of learning = <20% and decreases over time without the 4Rs – 

Repetition … Recall … Review … Reinforcement  

Memories = lazy due to technology – telephone numbers? 



Volatile 
Uncertain 

Complex 
Ambiguous 

Surviving in the VUCA World 

New skills required: self-awareness, change responsiveness, learning agility, 
collaboration, decision making, influence, inspire, globalisation 

Breakthrough Performance in the New Environment. CEB Executive Guidance, 2013 
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Global Challenges 

• Urgent need to develop leaders at all levels 

• Leadership remains the No. 1 talent issue  - 86%  urgent,  only 13% excellent 

• 21st-century leadership is different 

• Developing Millennials and multiple generations of leaders, global fluency and 

flexibility, ability to innovate, inspire others to perform, rapidly changing 

technologies and new disciplines and fields. 

• 66% “weak” millennial development, 51% low confidence succession programs.  

• Only 8 % “excellent” global skills development 

• Building the leadership pipeline - no shortcuts  

• 18-36 months 

• Global competition - scarce technical/professional skills.  

• 75 % “urgent/important”, 15 % ready  

Source: 2014 Global Human Capital Trends Report by Deloitte Consulting 

Companies that succeed in building a global “supply chain” for skills will 
be positioned for success in innovation and performance. 



Local Challenges 

• Unemployment & Education - > 50% of our youth (18-25), 30% of women,  
poor infrastructure, low attendance, high drop-out rate, skills mismatch   

• How do we accelerate the quality and relevance of education in South Africa to optimise skills the 
economy needs whilst creating employment and income through an entrepreneurial mind-set? 

• Employment Equity - unintended consequences, “revolving door” effect,  

• How do we accelerate the learning path of Employment Equity employees, and still build the 
requisite experience curve into the mix? 

• Ageing workforce - 55 years old, skills transfer        

• How do we accelerate the transfer of skills and knowledge to the younger generations, fast enough 
to replace those retiring soon, with dignity and recognition for all involved and retain these skills in 
our business and economy? 

•  Credibility and competence of the learning function -  administrative vs strategic value-
adding partner.  

• How do we accelerate the credibility and competence of the learning function to 
 be value-adding business partners and ensure learning is transferred and  
applied for performance?  

• NQF, SETA and BEE – can be limiting to maximise levies 

“Problems that are created by our current level of thinking can’t be solved by that same level 
of thinking.” Einstein 



Personal Challenges 

CONTINUAL PARTIAL ATTENTION – HOW DO WE FOCUS AND CHANNEL ATTENTION?? 
“Our phones and other mobile devices have become part of our DNA. We never leave home without them. 
They are always on. We check them an average of 34 times per day; panic if we lose them; and a large 
percentage of us sleep with them within an arm’s reach. They have become part of who we are and how we 
interact with the world around us.” 

SOCIAL MEDIA 
  680m      120m        46m  
 

GAMIFICATION 
Forecast $1.6 b 



New breed of learner 

Most likely to be Gen Y (or Z) under 30 but might also 
be older  

A digital native (or a very tech-savvy digital 
immigrant) 

Connected 24/7 via a PC and/or mobile device  

Readers vs participants vs creators 

A highly engaged user of a broad range of social 
media tools on a frequent (daily) basis. 



Profile of today’s new breed of learner  

• hyperlinked information coming from many sources. 

• skilled multi-taskers, parallel process, simultaneously working with different content, and interacting with 
others.  

• highly visual learners, preferring to process pictures, sounds, and video rather than text. 

• experiential learners who learn by discovery rather than being “told.” like to interact with content to 
explore and draw their own conclusions. Simulations, games, and role playing allow them to learn by 
“being there,” and also to enjoy themselves and have fun.   

• short attention spans, so prefer bite-sized chunks of content (either on a PC or iPod).  

• very social, and love to share with others.  Enjoy working in teams. Interaction with others is key to their 
learning, and they want to be part of a community, collaborating, sharing, and exchanging ideas.  

• happy to take on different roles in their learning, either as a student, or even as instructor or facilitator or 
supporter of others, and switch between them.  

• prefer to learn “just in time” - have access to relevant information they can apply immediately.   

• need immediate feedback, responsiveness, and ideas from others, as they are used to instant 
gratification.   

• very independent learners, and are able to teach themselves with guidance; they don’t need sets of 
instructions like their predecessors — just like they found out how to use their iPods or Google.   

• prefer to construct their own learning – assembling information and tools from different sources.  

Source: Understanding today’s learner 



Need for a revolution? 

“We need to revolutionise the learning environment to be more strategic, co-
ordinated, learner centric, and using more on-line and mobile platforms” 

Develop the skills of dialogue, conversation, rapport, empathy, emotional 
intelligence, relationship building, giving and receiving feedback and conflict 
management – still the foundation for personal and work success.   

Hone our ability to focus in a world of ever increasing information overload and 
distraction. And we need to continuously build and enhance our skills, emotional 
maturity and “grit” to flow with the change that bombards us every single day. 



neuroplasticity 

Learning organisation 

MPPP - UCLA 





SA Accelerated Learning Challenges 

• Challenge #1: Building a learning culture  

• Challenge #2: Moving learning from the classroom to the job and 

performance 

• Challenge #3: Fast-tracking specific experience and skills 

• Challenge #4: Learning to shift paradigms and mind-sets 

• Challenge #5: Making learning relevant and valuable 

• Challenge #6: Alignment of individual values and expectations with the 

culture 

• Challenge #7: Increasing adoption rates on technology platforms 

• Other Challenges 

 



PART 2: Whole brain, whole person 
approach to learning  
Unique learning profiles  
Neuroscience of Learning  



Awareness 

Insight 

Willingness 

Action 

Changing behavior to change results 





LEARNING PROFILE 

VALUES & BELIEFS 

BRAIN DOMINANCE 

PERSONALITY PREFERENCES 

NLP REPRESENTATION 
PREFERENCES 

COGNITIVE POTENTIAL 

LEARNING STYLES 

EMOTIONAL INTELLIGENCE 

OTHER 
FACTORS 

MOTIVATIONS & FEARS 



Workings of  
the Brain 

The Learning 
Cycle 

Attention & 
Memory 

The Emotional 
& Social Brain 

Brain 
Deception 

Environmental 
Factors 

Neuroscience (whole brain) factors 

Paradigm 
shifts Exploring 

searching 

Support, 
Feedback & 

coaching 

Collaborate, 
engage, share 

stimulate 
focus 
fun 

Individualise,  
choice,  

self-driven 

Gather, 
reflect, 
create, 

test 

Limbic vs pre-
frontal cortex 

Repeat, 
recall, 

review, 
reinforce  

Light, sleep, 
nutrition, 

movement, 
energy 

“Neuroplasticity: neurons that fire together wire together.” 



2 systems 
Flight – Fight – Freeze mode (reflexive) 

• Limbic System (Emotional Brain) - 
Reacts within 0.05 secs  

• Manage fears or threats (stress)  for 
safety and survival 

• Sympathetic nervous system (SNS) – 
amygdala, brain shut-down of non-
essential neural paths, releases 
hormones (cortisol, noradrenalin) 

• Feel anxious, fearful, irritable, 
frustrated, out of control, distorted 
perceptions (threatened), 
judgemental, negative,  

• Rapid heart rate, increased blood 
pressure, sweating and an increased 
respiratory rate 

• Less open, flexible, creative, 
learning, memory, risk tolerance 

• Reduced immune function and 
general metabolism 

Executive Decision mode – (reflective) 

• Pre-frontal cortex (Thinking brain) – 
slower to respond 

• Seat of concentration, motivation,  
working memory - evaluates, 
integrates, chooses 

• Parasympathetic nervous system 
(PNS) – vagus nerve, slows heart 
rate, releases hormones (oxytocin, 
vasopressin, dopamine) 

• Feel positive emotions, optimism, 
well-being, compassion, energised, 
greater intuition, heightened 
learning state, social jusgement, in 
flow 

• Reduced heart rate, calm, deeper 
breathing, relaxed 

• Less anxiety, fear, stress 

• Greater long-term health 

 



 



Step 1: Gathering Step 2: Reflection Step 3: Creation  Step 4: Active Testing 

 gather sensory experiences 

(information) through the sensory 

cortices 

 Inputs are received through sight, 

hearing, touch, position, smell and 

taste.  

 concrete experience is first recorded 

in the brain and gathered for further 

stages 

   

 reflective observation by engaging 

the temporal lobe  

 integrates the sensory information 

received during the gathering stage 

 searches for connections  

 internal, private and requires time 

and space for learners to pause and 

digest 

 Works better when sensory inputs 

are shut out and brain can focus 

attention on integrating information 

 Reflection is necessary for insight 

formulation, creativity and 

innovation 

 reflection can happen both within 

and between learning activities.  

 create new concepts by engaging 

the prefrontal cortex  

 create knowledge in the form of 

abstractions such as ideas, plans, 

concepts and symbolic 

representations.  

 manipulates and organises of 

information in working memory to 

create new relationships and new 

meaning and link back to prior 

knowledge.  

 creation is unique to each individual 

– must be allowed to create their 

own understandings  and make 

meaning in their own ways  

 give space and choice and “trust the 

brain to think.” 

 actively test through engaging the 

motor cortices  

 allows the brain to make the 

abstract concrete by converting 

mental ideas into physical events—

into action.  

 any action inspired by ideas qualifies 

as active testing 

Examples: 

Reading, explanations, presentations, 

course content, experiences 

  

Examples:  

Reflection questions, integrative 

assignments, time out between learning 

events for relaxing, disconnecting and 

sleeping 

  

Examples:  

Creation often involves language, so really 

important for a learner to explain 

something “in your own words e.g. “tell me 

your plan for action”, draw your own 

framework or picture, describe the 

usefulness of this in your workplace 

  

Examples:  

reading another book on the topic; talking 

to someone about the book; explaining and 

talking about what was learned; hearing 

what someone else thinks; searching the 

topic on the web; seeking out people who 

live the topic and talking to them; setting 

up experiments to test. 



PART 3: Creating a Learning Culture  
Creating a learning culture  
Learning through coaching  
Learning through authentic 
conversations  



 

What is Coaching? 

Personalised process 

Regular Structured 
conversation 

 Reflection, Challenge and 
Support 

Focuses on change, 
performance, learning 

and development 

Why Coaching ? 

Insight 

Learning/Development 

 Action/ Performance 

How do we do 
coaching? 

Coaching roles 

Coaching skills 

Coaching process 



Elements of a Learning Culture 

LEARNING 
CULTURE 

Supporting 
learning 

Strategic & 
Systemic 
Thinking 

Leaders 
diving the 

culture 

Organisation 
learning 

Individual 
learning 

Team learning 

Community 
learning 



PART 4: Designing AL Programs  
Learning architecture  
Learning design & assessment 
Gamification 



Competency Management Framework 

- 29 - 

1. Strategic Dev Plans 

2. Curricula for career paths 

3. Dev plans for current and 

future jobs (ILP, CDP) 

4. Workplace Skills Plan (WSP) 

1. Proficiency levels 

2. Individual gap analysis 

3. Organsational Skills Audit 

4. Critical & Scarce Skills 

1. Strategy & Vision 

2. Organisational Capabilities 

3. Functional Value Streams 

4. Mission Critical Positions 

CAPACITY BUILDING 

C
O
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S

U
L
T
A

T
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N
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V
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CHANGE& COMMUNIC 

Career & 

Succession 

Planning 

1. Performance Standards 

2. Competency Standards:  

Leadership  

3. Competency Standards:  Technical 

4. Learning Paths 



Tool A = Leadership and technical 
pipeline 

Leadership Level Criteria 

L 4 
Executive 
Manage Business 
(Business leadership) 

Heads up an operation or a business 
comprising multiple operations 

L 3 
Strategic 
Manage Function 
(Functional leadership) 

Heads up a function comprising 

multiple departments  

L 2 
Operational 
Manage Managers 
(Results leadership) 

Heads up a department. More than 

one layer of direct reports 

L 1 
Team  
Manage Others 
(Team-leadership) 

Heads up a team, only one layer of 

direct reports.  

Technical Level Criteria 

T 4 
Deep specialist 
Functional advice 

No direct reports, experienced graduate 

and registered professional, deep 

specialist, many years industry 

experience 

T 3 
Knowledge worker 
Technical/professional 
advice 

No direct reports, graduate and 

registered i.t.o. codes of practice 

T 2 
Skilled worker 
Technical application No direct reports, some technical 

training required  

T 1 
Operator/ 
Administrator 
Task delivery 

No direct reports, no formal training 

required 



Example: Functional Competency Gap 
Analysis 

Competency HR Manager – 

required 

proficiency 

level 

HR Manager- 

actual 

proficiency 

level 

Gap for 

development 

HR Strategy 4 4 0 

HR legislation 5 4 1 

HR Policies & Procedures 5 3 2 

HR Measures 4 2 2 

Organisational Design - structure 3 2 1 

Organisational Development - culture 3 3 0 

Diagnostics – data, analysis, reporting 3 3 0 

Recruitment  4 4 0 

Performance 4 5 0 

Training and Development 3 4 0 

Talent Management 5 3 2 

HR information systems 3 2 1 

Employee relations 5 4 1 

Employee Wellness 3 3 0 

Consulting skills 4 4 0 

Project Management skills 4 3 1 

IDP 

IDP 

WSP 



Design Principles 

Why 

Who 

What 

When 

Where 

How 

Engage 

Learn 

Assess 



Gagnes 9 Levels of learning design 

1. Gaining 
Attention  

2: Informing 
Learners of the 

Objective  

3: Stimulating 
Recall of Prior 

Learning  

4: Presenting 
the Stimulus  

5: Providing 
Learning 
Guidance 

6: Eliciting 
Performance  

7: Providing 
Feedback  

8: Assessing 
Performance  

9: Enhancing 
Retention and 

Transfer 



(1part Formal Learning to 2 parts Informal 

Learning + Coaching = Sustainable 
Learning 

1 part Formal 
Learning 

Informal 
Learning 

1 part 

Informal 
Learning 

Coaching 
Sustainable 

Learning 

Learning Nugget 
/ Event 

Learning Nugget 
/ Event 

Learning Nugget 
/ Event 

Learning Nugget 
/ Event 

Learning Nugget 
/ Event 



Norbert Bruning – Learning Chain  

Formal 
Learning 

Informal Learning 

• Conduct formal 
training 

• Deliver Key 
concepts  

• Create 
Foundation 

• Analyse work processes 
• Identify typical situations when learning need arises 
• Determine appropriate supporting material 
• Integrate supporting material in work processes / work places and make it accessible 
• Conduct instructor led training events whenever key concepts and foundations have to be delivered  

 
 

Instructor Led 
Learning Event  

Job Aid Ask an Expert Instructor led 
business games 

Simulations / 
podcasts/ video 

casts 

Instructor led  
virtual learning 

and collaboration  

Wiki / 
Collaboration  

Experts directory  



 



Assessing Learning Strategically 

Why Assess 

What 
should be  
Assessed 

When 
Assess 

Who Should 
Assess how Should 

we Assess 

Assessment 
Strategy 

Competence Assessment 
(Knowledge)

Feedback through 
Coaching / learning 

support

Performance Assessment 

(Application with 
understanding) 



Pre-
ALP 

During- 
ALP 

Post- 
ALP 

Long-
term 

Portfolio of 
Evidence 

Psychometrics & 
Feedback 

Competency 
Observation 

Peer feedback 

Pre-ALP data 

Learning activity 
self-assessment 

Coach 
observation & 

feedback 

Team review & 
feedback 

Executive 

Manager/Mento
r feedback 

Individual 
learning 

Team learning 

Project impact 

Manager/Coach/
Learner 

performance & 
competence 

review 

 

ROI on projects 

Engagement 
data 

Turnover data 

Career 
movements & 

promotions 

Succession 
readiness 



Acting 

Content People 

Interact 

Expressers Competitors 

Explorers Collaborators 

Enjoy ACTing on Content, express 

themselves through writing, 

commenting, drawing, changing 

the look and feel of a page, etc 

Engage by acting on people. Like 

to win – and not just want to win, 

but to be seen winning by all their 

friends and social groups. 

Enjoy interacting on Content,  like 

to research and “Explore” different 

thinking, ideas, papers. Not really 

fussed about connecting with 

people, as long as they feel safe 

and are finding out new 

information.  

NEED people, want to have 

friends around them, platforms for 

boasting, sharing, chatting, 

bouncing ideas, interacting – for 

improvement or just to have fun  



Win 
Conditions 

Leader 
boards 

Badges 

Social 
Networking 

Status 

Challenges 

Points 
System 



Thank You 

Catalyst Consulting (Pty) Ltd 
Phone  +27 11 465 6270  

Email  info@catalystconsulting.co.za  

Web  www.catalystconsulting.co.za 

 

 facebook.com/Catalyst Consulting Pty Ltd     

 twitter.com/@CatalystSA 

 linkedin.com/Catalyst Consulting South Africa 

 

http://www.catalystconsulting.co.za

