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You say that your organisation needs people who can Jearn and adapt quickly, who can solve
problems without being told to, who can come Up with creative ideas and not wait for others
to do it for them. People with a positive, responsible attitude.

You also say that you need a reliable retum on the time and money you invest in your
people. Too much money is already invested in skills training, yet most of the expected

" return is not there. So, what is missing? The Talent Foundation believes that today’s training

strategies are sophisticated and well-thought through. but they have a critical blind spot—the
learner’s motivation to leam.

Without appropriate ‘reddiness’ to learn, fraining investments are destined to fail.

Over the last few months, The Talent Foundation engaged several organisations and
individuals in researching the issue of motivation to learn. We scanned several factors that
affect motivation and found amazing results in the area of emotional intelligence (ED). In
essence, those individuals who have developed El were significantly more proactive towards
learning and had higher ‘readiness’ towards adaptation than those from a control group.

" This leaves organisations'with two options: Either recruit only people with higher levels of

EI or develop the workforce they already have. Can people be trained in emotional
intelligence? Fast? What difference will it make? .

Our research shows that workers trained in emotional intelligence techniques have ‘significant
advantages in: ' '

@& “Can do” attitude — confidence in the contribution they can make at work, attitude towards
fnding opportunities 10 use their skills at work .

& Willingness to leamn — positive attirude towards learning
@ Confidence on what and how to learn
© Win-win attitude regarding traini-né,'provided by employers

This r;seérch compared 100 people who attended a three and a half dav course, with 100
people from 2 demographically similar control group who did not.” The results are attached -
(1 have highlighted the key elements to help you skim through).

Over the next months we will extend this research to other programs, identifying the ones
that create better results - faster. Also, we understand that ‘readiness’ to leam is not
sufficient. Competence t0 learn and ‘big picture thinking’ are also strategic skills for
adaptive organisations. We will soon pilot 2 comprehensive Strategy at a call centre,
including all 3 (readiness, competence to learn and big picture thinking) aspects and will
measure key performance indicators to test the value of the solution. '

Lastly, I want to acknowledge Astute Sotutions (for conducting such a professionallpiece of
research), Landmark Education (for letting us ‘challenge’ their product) and the 200
individuals who gave their time and honest answers for this work.

I am delighted to share the first part of our research on motivation with you. It is my hope
that not only will it bring insight but that it will encourage action as well.

Let’s keep in touch.

Kind regards,

Javier Bﬁjef
Chief Executive
The Talent Foundation



Buckgfound and
Hypothesis

In today’s economy, individual and
organisational ability to learn and adapt is
key for success. Organisations are
focussing their efforts in ‘creating good
learning for their employees, using best
possible strategies including web-based
‘just-in-time’ delivery of training.
Consistently we see that good intentions get
stopped at the receiving end of the leaning
equation. People cannot be forced (or
bribed) to learn and, in most cases, leaming
is perceived as a threat or at least as an
inconvenience, not allowing the patural
learning ‘engines’ do their job.

 Our belief is that individual’s emotional
intelligence is the major driver for that
ability. Workforces where individuals share
this ability will be far more adaptive and
responsive to continuous change. They will
learn easily and faster than others. They
will not need the ‘push’, but will ‘pull’ for
learning and development opportunities.

So the question is two-fold: first, whether
emotional intelligence makes a difference
for learning ‘readiness’ and second, whether
these skills can be developed in people or is
a condition from nature.

Meihodo!ogy

In this stady we compared two similar
groups of people (mainly) in employment.
Group A was randomly selected from a
database of individuals who have attended
an El / motivational course over the last 2
years'. Some of these people have gone on
to undertake other courses, although exactly
how many were taken did not form part of
this enquiry. ’

Individuals in the control group (B), have
not experienced any similar training. This

~ group was matched up to the condition

group in order to allow valid comparisons
between them (this required a significantly
larger control group). However, only the
100 respondents which most closely
matched the demographics from those in
group A went forward into the research
shown below.

Researchers conducted one hundred.
telephone interviews per group. All
samples were UK based.

The subset chosen were participants whose
surnames began with the letter S and lived
in London. The control group was taken
from 2 series of London telephone
directories, all of whom also have surnames
beginning with the letter S and who have
either an 0208 or 0207 telephone number.
(In some cases only a mobile telephone
number was listed, in which case the
address was used as corroboration).

TG
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! The course used for this initial part of the rescarch was The
Landmark Forum, widely offered throughout major cities by
Landmark Education Corporation, 2 gtobal organisation with
many years of experience in this field

WWW, rkeducati  or phone +44-20 7969-2020
in London). For the business application of this technology,
you can contact Norman Dayron at Landmark Education
Business Development on +[-41 5-616-2478.



Detailed Resulfs |

J will read you a statement and give you four options which I'd liké you to put into your order of preference. The statement is about
individual learning styles. Simply put the statement is

Please think about the last two or three things you have learned or skills you have acquired. These can be anything from learning a new
computer programming language to working out how the tube svstem works, or learning snap, bridge, flower arranging or anything else.
Again, using the same options please tell me where you learned these. Was it from.- '

Internal C
~External Courses

Please think about the types of skills that are normally taught at Compary sponsored courses (e.g. inter-personal skills, management and
organisarional skills, time management etc) and the training you have been given. '

2 These are graduates from the Landmark Forum that have participated from the course over the last 2 vears. Results from groups B and C (graduates from other two similar courses) will be
reported when the research is compieted. .
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Iwill read you three statements, 10 each-of which 1'd like you to answer either "Yes, agree”, "No 1 do not agree” or "Don't know":-




Primary Findings

Within 2 years of participating from a
short motivational course, individuals
surveyed showed significantly higher
levels of motivation, self-esteem and
confidence in relation to their learning
and the application of skills at work.

‘Participants from the course showed a more
proactive attitude overall, whether it relate
to their own leamning or their ability to
apply new skills at work. Their level of
motivation, when corhpared to the control
group, was si gnificantly higher, even 2
years after having participated on

the course.

‘Non-obvious’ Findings

From questions 1 and 2, we can see that
there is a high degree of ‘fidelity’ in group
A’s answers, not observable in the control
group (group A gave the same answers to
questions 1 and 2). This could be evidence
" of & higher self-awareness when reporting
about Jearning preferences. In these two
questions we can also ses that people
prefer leamning from others and from
external conferences ‘rather than from self
study or internal taught courses. (1,2)

Conclusions

Having the right attitude towards learning is
essential for the effectiveness and efficiency
of the development of new skills. An
organisation’s ability to adapt depends

primarily on each individual’s confidence
and attitude towards learning.

In today's work, being able to relate to
learning in a positive manner is key for the

continuous adaptation and flexibility of the

workforce. More than 2/3 of participants
from the course saw training beneficial 10
both their organisation and themselves.
Less than half of those in the control
group saw the training they receive as a
win-win deal.

Participants that developed El-type skills
perceived learning to be fun {(88% versus
54% from the control group), had 2 higher
level of self-awareness (62% versus 43%)
and knew what to learn in order to succeed
(71% versus 61%). '

The final question asked whether
respondents knew what they would have to :
Jearn in order to be more successful. We
would havé expected, in the light of all the

_answers above, that group A would be more

positivé in knowing what they need to learn,
as opposed to the control group. In this
case the answers were markedly similar.
What was surprising was the high number
of group A respondents who said they did
not know what they would have to learn in
order to be more successful. However, '

Based on our findings &l@_g_ssmn_cgﬂ
be developed through short interventions,
such as the one evaluated in this research.
Contrary to popular belief that sees attitude
as a ‘given’, where people either have it or
not, there is clear evidence that not only
good attitude towards learning can be

Almost two thirds of individuals from the
course felt they can make a ‘unique and

' valuéble contribution at work’. These

levels of confidence and self-esteem were
quite low in the control group, where only a
third of individuals gave a positive answer.
This study also shows that those with higher
levels of self-esteem are 4 times more
confident at finding opportunities to apply
their skills and make a difference at work.

when asked to qualify their answer, most
respondents from group A mentioned that
they did not currently know what they
would need to learn in the long-term. They
’mentioned' that they knew what their skills
gap was today, but did not want to close
themselves off from other factors in the
future. (11 iii)

developed but also that it can be done
quickly.

The course in question produced radical and
sustained change in the way individuals
relate to their own development.

PRI



Big Piciure and Nexi Steps

A few months ago, a group of Chief
Executives helped us identify the ‘hot’
issues in their organisations during 2
consultation event at the RSA. We listened
carefully because this was going to define

our work agenda. The issue at the top of
the list was ‘how do you motivate 2 '
workforce to leamn and adapt’. We took this
as our challenge for the first year of the

" Foundation.
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We then scanned the world of motivation to
learn, extensively. This piece was
performed by Bamford Taggs, in London.

Completed

D Under way

We used this research and involved several
established experts in the area to help
develop a new understanding to the
challenge of motivation 10 Jearn. A new
model for learning was agreed:

Dis_éefﬁincﬁon :
© Accessible and
“ scalable

\You are here

To use a simple analogy, this model is 10
learning what a ‘primet’ is tO painting a
wall. We believe that learning fails when it

‘is ‘painted’ over an un-prepared surface. In

the case of painting, that surface will not
absorb the colour and will eventuaily peal
or rust. Pouring new skills onto people,
without developing their readiness to leam
and their competence to learn, may bea
waste of time and money.

‘We identifyied strategies to develop these
two layers in the model. This document
shows the results from our initial research
into Readiness to Learn. Two similar EI
courses are being evaluated and a final
report will be produced upon completion.

In parallel, we have started our Action
research phase, where we test the complete
model with a group of people at work. We
are working with experts from organisations
such as London Business School, Plymouth

~ University, Birmingham University, Lincoln

University, Landmark Education, ELSIN

(European Learning Styles Network) and
some large businesses (the test ground) 10
prove the value of of the model.

We expect this study to support the
‘priming’ idea for learning, showing that
those developing readiness and competence
to learn are far more motivated, adaptive ’
and ultinately productive than their control
group peers.

Up fo one hundred performance indicators
{from producﬁvity to shareholder value)
will be recorded before and after the
program and then all organisations involved

will jointly report the experience in several
business and academic publications.

For The Talent Foundation the challenge
will not stop there. We will work with
campaigning organisations to package and
disseminate the solution. We will then g0
back to the original ‘problem’ list, ¢heck
that our work is done and then go to the
next item.



Appendix A

Questionnaire used in the research project

_ QUESTIONNAIRE - All groups '

introducfion

& Ask to take 8 _10 minutes of their time.

& Explain the purpose of this study (we are conducting market research, not s

better place and would like your help". .

-& Introduce seif and the Talent Foundation. ‘

elling you so_mething). "We would like to make tlie world a

& ‘The Talent Foundation is 2 global organisation committed to the development of Talent »throughout the world of work’.

& Assure the confidentiality and anonymity of the study.

“i"ne résults will be available.on www.talentfoundation.com at the end of March /b

Profile velidation

1 : Are you working at the moment?

: Are you employed or self-employed? '
(Contract work to count-as self-employed)

™

3 . Do you work for a public organisation (including charity)
or for a private company

4  fSizeof the Company you're workhg for

5 What position do you hold within your Company

E

eginning of April.

Yes

f No - Please answer the following questions using .

your previous employer as the guideline.

S

’

Public {e.g. Government department / charity)
Sole Trader

Private Company (limited or ple, includes
partnerships) - ’

Small (1 - 20 employees) -

Medium (21 — 200 employees)
Large (200+ employees).

Shop-floor or similar
Junior Management
Middle Management
Senior Management



Demographics

6 Gender

7 Age Group

R Level of Education

How long ago did you complete your formal education?

1 will now read you a statement and give you four options which I'd like you to
individual earning styles. Simply put the statement is E

10 4 [ learn best from:-

£ And the four options are:-

i. Internel (company run) courses.

ii. External courses
(including night school, co

iii. Self study (books, videos, TV programmes etc).

e, including colleagues at work,

nferences, seminars etc).

iv. From other peop!

g formal coaches, mentors, etc.

Please think about the last
computer programming language

two or three things you have learned or skills you ha
to working out how the tube system works, or

Again, using the same options ple

11 ! i. Internal (company run) courses.
ii. External courses

(including night school, confe
iii. Self study (books, videos, TV programimes etc).
iv. From other people, including colleagues at work,

formal coaches, mentors, etc.

rences, seminars €tc).

(upplicuiibn of skills)

Please think about the types of skills
organisational skills, time management et

 then come back to ask you for your answer:-

put into your order of preference. The statement

that are normally taught at Company sponso
¢) and the training you have been given.

T
*

Y
K%

ot § ¢} 1v] )0
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M

F
'18—30
31 -49
50 +

No formal qualifications

<0’ Levels / GCSE’s (includes NVQ’s)

‘A’ Levels (includes HND’s)

Degrée (first and post degree qualifications)

Less than iO years 2go
11 - 25 years '

26 years Or more.

is about '

Arrange into order of preference.

ve acquired. These can be anything from learning a new

learning snap, bridge, flower arranging or anything else.

ase tell me where you learned these. Was it from.-

Arrange into order of preference.

red ¢

ourses (.2 inter-personal skills, management and
[ will read you both questions to give you ti

me to think and



12 What percentage of what you learn at work do you feel you
can apply in you job? :

13 What percentage do you feelbyou can apply elsewhere?
(home, hobby, et_c.) ’

14 Do you believe that the training provided by your
employers is beneficial to '

(poie_nhul)
15 How much do you feel your own talents are being developed at work?

16 Do you feel the organisation you work for takes Personal
i Development seriously? ’ :

For the next three questions I will give you five choices for your answer = these are (read out as per

remember them — I'll remind you at the end of each question.

(self-esteem)

17 E Do you believe you have a unique and valuable contribution
to make at work? '

(confidence)

13 | Do you believe you can find and use opportunities to apply
your skills at work? '

19 If you were looking for a new job now, how important would the
1 provision of Personal Development training be in your choice of

organisation to work for?

i

(0-100%)

NB — the two answers do not have to add up to 100%

(0-100%)

i, you personally
ii. the company, or

iil. both

(0-100%)

Y
N

Absolutely

. Mostly
: It depends
' Just a bit

Not at all

Absolutely
Mostly

Just a bit
Not at all

Absolutely
Mostly

It depends
Just a bit

Not at all

It depends .

below). Don'tworry if you don'

e+ e e e i By AT WY



(learning) -'
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Now I will read you three statements, 10 each of which I'd like you to answer "Yes, 1 agree", "No I do not agree " or "Don't know". Again‘,. o

read you all three statements first, and then I ] come back for your answer:-

20 i Learning is fun
ii 1know how to learn best

iii 1 know what Iwould need to learn in order to be more successful

Y
N
Don’t know

Group ID (for everyone to validate group 4, and to ensure group B candidates have not inaHverrently “slipped the net").

For Landmark Graduates
21a { Have you completed the Landmark Forum course?

72a § How long ago did you complete this course?

For Control Group
21b |} Have you heard of an organisation called Landmark Education?

22b { Have you completed the Landmark Forum course?

23 That concludes the questions we’d like to ask you, once again
thank you for your time. Please let me reassure that this research

you would like to ask me?

is confidential and anonymous. Before we close, is there anything

Yes
No (in which case use the questionnaire as part of the
control group). Go to 23. )

Less than one month 2go
Between one and 6 months
Between 7 and 12 months
More than one year

Go to 23

Yes (go to 22b)
No (go to 23)

4 Yes (goto 22a, use the response as part

of the Landmark population)
No (go to 23) ’

Q & A. (Free)



Appendix B

Background information given fo respondeﬁts.

Background information given to respondents

The Talent Foundation - A global
organisation, launched at the Royal Society
of Arts on March 20th this year. It
envisages 2 world in which work
organisations realise the advantages of
developing their employees for the mutual
benefit of the individual and the
organisation.

The Research Project - This is an exercise
in finding out how self-esteem, motivation
and confidence can affect individuals in
their work environment. This is the first
piece of research being carried out on
behalf of the Talent Foundation, and is
conceived to be the first of several. The
results will be available on the Talent
Foundation’s website
(www.talentfoundation.org) after the
completion of the research, by the end of
March this year.

The Questionnaire - Will take about 8 - 10
minutes to complete, gives multiple choice
answers (on the whole) and is totally
anonymous, in fact your name will only be

-used to ensure the correct person is being

interviewed.

The Researcher - Ela Grabinska, runs her
own Company specialising in research and
communications. -Will be calling /
supervising the research calls. Has worked
with both large and small companies, and

has over 20 years experience in the field.




