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PROLOGUE

How to Adapt to the
Speed of Change

Why should you read this book? Because it’s about your future and the
future of your children and grandchildren. The underlying question is:
How will you and they pursue a meaningful life when smart technology
takes over most of the jobs and skills that humans currently do? How
will you and they keep up with the pace of technological change in or-
der to stay relevant in the workplace?

The answer I propose is Hyper-Learning.

The word “hyperlearning” has been used by other people and
organizations in the technology area and in the area of providing
courses to students for standardized test preparation. It has also
been defined in the education field as a categorical leap beyond
artificial intelligence resulting from the uniting of technology
trends. This book takes a different approach by creating a hyphen-
ated word, Hyper-Learning, and defining it as the “human capa-
bility to learn, unlearn, and relearn continually in order to adapt
to the speed of change!

Hyper-Learning is continual learning, unlearning, and

relearning.
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By hyper, I do not mean the modern connotation of being excitable,
manic, nervous, or fidgety.

I use the term to reference the original Greek meaning of “over” or
“above.” Hyper-Learning is learning that is over and above what is typi-
cal. It is an overabundance of continual, high-quality learning.

Hyper-Learning requires a radical New Way of Being and a radi-
cal New Way of Working than you’re probably used to.

This book explains why and how to become a Hyper-Learner. Be-
fore proceeding, please take out a notebook that you can use as a Learn-
ing Journal for recording thoughts, reflecting on the content, and

completing included workshops while reading.

A CHALLENGING NEW ERA FOR HUMANS

We’ve been in the midst of the digital age arguably since the introduc-
tion of the personal computer, but much of the populace is only now be-
ginning to understand and predict the consequences of the relentless
technological progress that characterizes this era. The continuing ad-
vance of artificial intelligence, biotechnology, nanotechnology, genetic
engineering, virtual and augmented reality, quantum computing, and big
data is challenging humankind on a scale analogous to the species-
altering habitat migration our ancient ancestors faced. Environmental
destruction forced early humans to leave the relative safety of their Af-
rican rainforest habitat for the much more dangerous open savanna.

While the savannas offered new sources of food in the form of
meaty animals, they also made humans less hidden and more vulnera-
ble as prey to those often faster and bigger meaty animals.

In effect, our ancestors had to learn how to survive and thrive in a
completely new environment. Our ancestors had to unlearn and relearn.
And I submit to you that that is what we all have to do in the digital age,
over and over again.

I believe we can continue to have meaningful work in the digital

age only if we can add value by doing the tasks that technology can’t
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do well. At least for the near future, those tasks are exploring the un-
known and novelty by being creative, imaginative, and innovative; en-
gagingin higher-level critical thinking; making decisions in environments
with lots of uncertainty and little data; and connecting with other human
beings through high emotional engagement and effective collaboration.

All of those tasks are heavily influenced by the uniquely human way
we approach and engage in learning. Contrary to the bits and bytes fuel-
ing smart technology, human thinking and learning are driven by a com-
plicated and integrated interplay of our minds, brains, emotions, and
bodies. How well we think, learn, and engage in the human tasks of
the future depends on how well we manage and optimize what’s going
on with our minds, brains, and bodies—for example, how well we le-
verage the power of our subconscious, imaginative, and creative minds
and how well we connect emotionally to other humans through trust-

ing, caring relationships.

A key human uniqueness as compared to smart machines is our emo-

tional and social intelligence.

THE NEED TO EVOLVE

Our early ancestors survived being forced onto the open savanna by be-
coming hunter-gatherers—not alone but in cooperation with others. They
survived by creating small teams that worked together to find food and
safety and to care for offspring. They survived by sharing the bounty that
individual team members found. They prospered because they collabo-
rated, learned together, and shared resources.

Now we are on the leading edge of an era in which technology has
the potential to both advance and destroy civilization. The McKinsey
Global Institute predicts that by 2030 over 25 million jobs in the United
States will be automated.! Research from Oxford University predicts that
within 15 years there is a high probability that 47 percent of U.S. jobs—

including professional jobs—will be automated.?
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We now face an existential question. How do we live meaningful
lives and have meaningful work in a world where familiar jobs and skills
continue to be automated by smart technology?

I believe the dramatic changes our species will experience as the digi-
tal age continues to advance are akin to the changes our ancestors faced
when they left their personal rainforests for the open savanna, and simi-
larly, we will have to evolve. Over the next few decades, we will have to
become the digital age’s hunter-gatherers. Many of us will have to be-
come entrepreneurs, selling our skills to people as they need them. Some of
us will have to band together to earn money. Some of us will continue to
have highly desired skills and full-time employment, but that security will
last only as long as our skills stay ahead of the advancing technology. We
will have to constantly adapt to ever-changing circumstances and excel at

lifelong learning. We will have to become Hyper-Learners.

“Most important of all will be the ability to deal with change, learn
new things, and preserve your mental balance in unfamiliar situa-
tions,” says leading thinker and futurist Yuval Noah Harari. The
point, he stresses, is “not merely to invent new ideas and products but

above all to reinvent yourself again and again.”
Let’s stop here for a moment.

Let’s make meaning together. In your Learning Journal, please write

down what Harari’s words “reinvent yourself again and again” mean to you.
How do you interpret those words?
How would you reinvent yourself?
To me, Harari’s words mean that I will have to constantly upgrade

my approach to daily life—my mental models, scripts, and stories about

how the world works—and learn new ways to add value and have a mean-
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ingful life. To me, having a meaningful life means having meaningful
work that supports my loved ones and meaningful relationships, and that
means continually learning new skills and knowledge, improving how I
think and emotionally connect and relate to people, and adapting as tech-
nology continues to advance. I will have to work hard every day on be-
coming my Best Self. I will have to embrace a New Way of Being and
Working to become a Hyper-Learner—a continual, high-quality, life-
long learner.

Many of us working now may have been taught to believe that the
most important learning occurs during the first 20 to 30 years of our lives.
After that we can go out into the world, find a way of life that generally
works for us, and do that thing over and over, maybe in different con-
texts, until retirement. That game is over.

As the digital age continues to advance, I think humans will have
to spend their entire lives learning to become and maintain their Best
Selves cognitively, morally, emotionally, and behaviorally.

Harari states:

“Change itself is the only certainty. . . . To stay relevant—
not just economically but above all socially—you will need
the ability to constantly learn and reinvent yourself. . . . As
strangeness becomes the new normal, your past experi-
ences, as well as the past experiences of the whole of hu-

manity, will become less reliable guides.”*

Let’s think about that last part: “your past experiences . .. will become
less reliable guides.” What does that mean to you? Let’s make meaning
again. Please write down in your Learning Journal what it means to you.

To me, these words mean:

Change will be constant. What worked for me yesterday may not

work for me today. I can’t get complacent.

I have to constantly ensure I am not missing something. I can’t

afford to believe that I know for certain what works.
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I have to be very aware of how my environment is changing and
figure out (with the help of people I trust) what I need to do to

stay relevant in order to add value.

I have to be observant and seek out different perspectives. I have
to become an explorer, seeking out the new and the different,

looking for novelty.

I have to stay current—upgrading how I live my life and do my
work. I have to constantly upgrade myself just like I upgrade my
technology devices with new software. That means I have to be a

proactive learner who is curious and aware.

I need to seek out the opinions of experts and thought leaders and
new knowledge from lifelong learning opportunities and from

smart people who are in different occupations than mine.

I have to look for and anticipate change. I have to ask myself each

day, what is different or new here?

SO, WHAT'S THE PROBLEM?

Let’s just adapt and become Hyper-Learners, you might say. Let’s just get
on with it.

Unfortunately, humans have two main obstacles to becoming
Hyper-Learners. One comes from the way we’re “wired” and the other
comes from our typical work environments.

First, our wiring. The science of adult learning shows that our
brains and minds are geared to be efficient; confirm what we expect to
see, feel, or think; protect our egos; strive for cohesiveness; and operate
much of the time on autopilot. We are creatures of habit. As for our think-
ing, psychologist and Nobel laureate Daniel Kahneman says, “Laziness
is built deep into our nature.”

As a consequence, we have many ingrained biases that guide our

thinking, and most of us are cognitively blind—we won’t even process
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information that disagrees with our mental models. We have confirma-
tion biases, meaning we automatically prioritize information that con-
firms what we think we already know, and we rarely look for reasons why
we may be wrong. We also have cognitive dissonance, which means that
even when we do let contradictory information into our minds, we ra-
tionalize it to fit within our existing beliefs.

And we all struggle to manage two big inhibitors of human
learning: our egos and our fears. We underestimate the magnitude of
our ignorance, and we have been educated to avoid making mistakes,
which means we tend not to take risks in exploring what is new or
different.

Ego can get in the way of learning because it can lead to closed-
mindedness, arrogance, defining oneself by what one knows, poor lis-
tening skills, and viewing collaboration as competition.

Fear hinders learning because people are fearful of making
mistakes, fearful of being wrong, fearful that they will look bad or
not be liked or offend someone by asking hard questions. Many
people are scared of working on any new project or engaging in dis-
covery and experimentation because they’ve been taught that making
mistakes is how you lose your job. And many people are fearful of
speaking to power. In many work environments, it might be wise to
fear these things. But going forward, organizational leaders and every
individual will need to get over these fears to stay relevant and engage

in Hyper-Learning.
The science is compelling. We are all suboptimal learners.

Yes, some of us are better than others, but few if any of us can reach
the level of excellence increasingly needed in the digital age by ourselves.
As Chris Argyris, a renowned expert on organizational learning, says,
“Defensive reasoning encourages individuals to keep private the prem-
ises, inferences, and conclusions that shape their behavior and to avoid

testing them in a truly independent, objective fashion.”®
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As aresult, we need others to do our best learning, because others help

us to:
See what we don’t see
Challenge our thinking

Update our mental models (a necessity for learning) by bringing
forth their own mental models and differing interpretations,

concepts, and data
Pick up emotional cues we might have missed

My psychology mentor of almost 40 years, Dr. Lyle Bourne Jr., said

to me a few years ago:

“All learning occurs in conversations with yourself (deep

reflection) or with others.”

Think about that statement. Conversations are how we make mean-
ing of the need to change—to learn—to do something new or different.
They are how we verbalize a new story and begin to embed it into our cog-
nitive and emotional systems. It is how we rewire our brains by creating
new associations that expand the connectivity of our internal databases.

If you want to be a Hyper-Learner, you'd better excel at having
meaningful learning conversations with others, and you’d better excel
at listening. You'd better learn to listen in a way that leads to understand-
ing a speaker’s position and consider his or her views rather than auto-
matically judging or arguing against them or automatically defending
your own view or ego.

Dr. Barbara Fredrickson’s positive psychology research, which is
highlighted in her books Positivity and Love 2.0, is foundational to higher

levels of human performance. She has said,

“It is scientifically correct to say that nobody reaches his

or her full potential in isolation.”
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What this means is that all of us need to learn from others,
from people who have different backgrounds, training, and experi-
ences. We need the input of people with different mental models to
help us challenge our own views. That is why as the digital age con-
tinues to progress most cognitively based human work increasingly
will require collaboration among small teams or groups (just like the
hunter-gatherers).

In other words, Hyper-Learning is a team sport in which every per-
son is a Most Valuable Player.

So we humans have to accept the science that our default way of
being is suboptimal for learning and that we need the help of others to
truly become Hyper-Learners.

Note the two crucial implications of this. We need to learn how to
learn and how to collaborate better. Both of those things require us to
better manage our thinking and emotions, take experimental risks, and
be vulnerable. They require us to be open-minded, manage our egos and
fears, have candid and difficult conversations, be authentic and transpar-
ent, reflectively listen, and connect, relate, and emotionally engage in

positive ways with team members.
Let’s pause here.
Do you accept the science?

On reflection, do you accept or agree that you are a suboptimal

learner?
Can you say out loud, “I am a suboptimal learner”?
Did you do it? How did it feel?

Weird? Liberating? Uncomfortable?
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Think about this. Each morning when you wake up, consider prac-

ticing the following statement:
I am a suboptimal learner, but I will optimize my learn-
ing opportunities today in every human engagement.

To rehash, our brain prioritizes and seeks, and our organizations and
social and cultural norms and structures support and reinforce:

Efficiency

Speed

Confirmation of what we believe

Affirmation of our egos through cognitive and emotional

self-protection

Cohesiveness of our inner stories (mental models)

All of that hinders Hyper-Learning.
As the relentless changes of the digital age continue, we must learn to
manage our minds and brains to enable Hyper-Learning by:

Seeking novelty, exploration, and discovery

Asking questions: The three Ws (Why? What if? Why not?)

Deferring judgment: a “Yes, and” not a “Yes, but” approach

Embracing ambiguity and not rushing to the safety of making

premature decisions

Having High-Quality, Making-Meaning Conversations with

others
Taming our egos and our fears

Generating and sharing positive emotions
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For most of us to do all of that, we need to adopt a New Way of Be-
ing and a New Way of Working.

A NEW WAY OF BEING

Hyper-Learning is cognitive, behavioral, and emotional.
Managing your thinking, behaviors, and emotions in order to engage
in Hyper-Learning is about becoming your Best Self cognitively, behavior-

ally, emotionally. Operating at your Best Self requires three main steps.

Step 1: Achieving Inner Peace

Inner Peace is based on science and ancient philosophies and is the foun-
dational building block to becoming a Hyper-Learner. What I mean by
Inner Peace is a state of inner stillness and calmness that enables you to
embrace the world with your most open, nonjudgmental, fearless mind.
For many people the ability to enter a state of Inner Peace requires a sig-
nificant personal transformation.

Inner Peace comprises four key elements: a Quiet Ego, a Quiet
Mind, a Quiet Body, and a Positive Emotional State.

By cultivating these four elements, you are better able to manage
your thinking, behaviors, and emotions; engage with the world outside
of you with more open-mindedness, awareness, and willingness to see
other perspectives; and change your mental models in order to learn.

A state of Inner Peace does all this by mitigating the two big in-
hibitors of learning: ego and fear.

Inner Peace enhances your ability to tap into the power of your sub-
conscious, reflectively listen, and positively connect and relate to others.

Chapter 1 explains the science and philosophy behind cultivating
Inner Peace through those four elements. It explores research on self-
mastery and self-control, mindfulness and loving-kindness meditation,
the power of generating positive emotions and managing the kinds of
emotions that inhibit Hyper-Learning, emotional synchronicity with

others, and the importance of deep breathing.
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With the included workshop you have the opportunity to create a
checklist of Daily Intentions for cultivating a state of Inner Peace and

your Best Self.

Step 2: Adopting a Hyper-Learning Mindset

Behaviors are how people make their priorities and intentions known to
the world. But in most cases changing behaviors requires changing your
mindset first—your internal story of who you are and how the world
works. Before you can change your behavior in ways that enable you to
become a Hyper-Learner, you have to create the right mindset—a per-
sonal story of why you should change.

In chapter 2, to help you begin to cultivate a Hyper-Learning Mind-
set, I share ideas and theories from ancient and modern philosophers,
psychologists, social scientists, leading academics, and noted business
leaders that align with underlying principles of Hyper-Learning.

This chapter ends with two workshops. First, I invite you to take
your learnings from chapters 1 and 2 to discover your own reasons for
why you need a Hyper-Learning Mindset. Then you have the opportu-
nity to create a personal list of Hyper-Learning Mindset principles that
you can easily refer to daily to help reinforce your Daily Intentions toward

Hyper-Learning.

Step 3: Behaving Like a Hyper-Learner

This book focuses heavily on behaviors. It is through behaviors that we
engage with the world and others. It is through behaviors that we truly
become Hyper-Learners. Behavior change requires the utmost self-
discipline and daily effort and vigilance. The advancing digital age will
test you, but it will also give you a choice. Will you take your way of be-
ing and learning to a higher level or will you be left behind?

What are key Hyper-Learning Behaviors? In my experience there

are too many for any organization or person to work on at any given time.
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One must prioritize down to a manageable number—seven or eight be-
haviors that are the foundational building blocks of your Hyper-Learning
activities. That is the start.

Then those Hyper-Learning Behaviors must be precisely defined so
you can assess your current state of competence and what aspects of that
behavior you need to work on. Very importantly, you then have to assess
your performance daily by getting feedback and measuring your rate of
improvement. And when you have improved those behaviors, you should
pick two more to improve and so on.

Precisely defining behaviors is drilling down to and identifying ob-
servable sub-behaviors that evidence the desired behavior and observ-
able sub-behaviors that evidence the lack of the desired behavior. Getting
this granular is key. It gets at how you talk, the words you use, your
tone, how you connect to people, your facial expressions, your pres-
ence, how you listen, how you collaborate, how you think, and how you
deal with emotions and disagreements.

Chapter 3 includes a workshop on identifying Hyper-Learning Be-
haviors and a case study concerning W. R. Berkley Corporation, a very
successful public insurance company that used this same behavioral ap-
proach to empower all employees to become innovators. The chapter ends
with an opportunity to take a Hyper-Learning Behaviors Diagnostic,
which I have used with over 3,000 executives and leaders, and to create
a Hyper-Learning Behaviors Development Plan. Through this exercise
you can choose the Hyper-Learning Behaviors you want to work on and
determine an objective way to measure your progress toward becoming
a Hyper-Learner.

Another crucial step in developing and making Hyper-Learning
Behaviors habitual is to engage in Hyper-Learning Practices on a daily
basis. Chapter 10 provides guidance on how to do that. It discusses ac-
tivities that you as an individual can infuse into your daily life to help
you become a Hyper-Learner and that organizations can facilitate and

embrace to enable all their people to Hyper-Learn.
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Personal Transformation

To see many of these steps in action, this book introduces you to three
senior executives—Susan Sweeney, Marvin Riley, and Adam Hansen—
who share their amazing personal transformation stories in the pursuit

of their Best Selves and Inner Peace.

A NEW WAY OF WORKING

To be a Hyper-Learner requires not only a New Way of Being but also
the ability to work in an environment conducive to Hyper-Learning. Un-
fortunately, many of our workplaces were designed in ways that inhibit
Hyper-Learning. That is not good. That has to change. The digital age in-
creasingly will require it.

Hyper-Learning requires a humanistic and emotionally safe and
emotionally positive work environment. Hyper-Learning requires an en-
vironment in which people can be fully engaged cognitively, emotionally,
and behaviorally and that requires an emotionally positive environment
where people feel safe and valued; have caring, trusting work relationships;
and can bring their uniqueness to the pursuit of meaningful work.

Recent research by Gallup showed that 85 percent of global employ-

ees are not engaged in their work or appear not to have great jobs.?
That is a WOW! Let that one sink in.
Are you in the 15 percent or the 85 percent?

Admitting to being in the 85 percent is nothing to be ashamed about.
Likely it says nothing bad about you personally. Likely it’s the fault of the
business environment you find yourself in—one that devalues and fails to
meet the emotional needs of workers and isn’t conducive to people bring-
ing their Best Selves to work or finding meaning and purpose. An environ-

ment like that will not have engaged employees or Hyper-Learners.
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Hyper-Learning happens in idea meritocracies—environments
where the best idea wins and where people feel safe to speak to power. It
happens in environments that minimize internal competition, elitism,
political games, hierarchy, and a survival-of-the-fittest mentality. In other
words, Hyper-Learning occurs best in environments free of the two big

inhibitors of learning: ego and fear.

Humans Are Not Machines

Most organizations today strive to be rational, anti-emotional machines.
By definition, organizations are designed to drive predictable, standard-
ized results by turning human resources into human machines.

We now know that as the digital age continues to progress, most
tasks requiring predictable, standardized results and operational excel-
lence will be automated. Smart machines eventually will replace all the
human machines.

The whole concept of managing others must change to produce the
higher levels of human performance increasingly demanded by the digi-
tal age. Command/control and directing others will, in most cases, be
obstacles to success. You cannot effectively command and control or di-
rect a person to do the kinds of jobs and tasks that will be left for
humans, which require innovation, creativity, and emotional engage-
ment with others.

Gary Hamel, one of the giants in the field of business management

thinking, says,

“Humanizing the language and practice of management is

a business imperative (and an ethical one).”
And

“Put simply, you can’t build an organization that’s fit for
the future around an ideology that preemptively and struc-

turally empowers the few while disempowering the many.”'?
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This New Way of Working is illuminated in chapters focusing on Hu-
manizing the Workplace; creating and being a part of Caring, Trusting
Teams; engaging in High-Quality, Making-Meaning Conversations; and
adopting Hyper-Learning Practices as the daily way of working.

Humanizing the Workplace

It is time for the old ways of working to die, because our traditional work-
places, cultures, and policies inhibit Hyper-Learning, and they inhibit
employees becoming their Best Selves at work.

Chapter 6 explains how this New Way of Working requires a new
way of organizing, managing, leading, and behaving that maintains orga-
nizational rigor and discipline but is significantly more caring, compas-
sionate, and emotionally positive.

It explains why the old ways must be replaced by a humanistic sys-
tem that liberates people to think and emotionally engage at their
highest levels, that gives them the courage to innovate and create, and
that allows them to thrive in an idea meritocracy. And that system must
enable continual human development cognitively, emotionally, and be-

haviorally because Hyper-Learning requires it.

Caring, Trusting Teams

The highest levels of human performance in the digital age increasingly
will come from what I call Caring, Trusting Teams.

Studies show that the highest levels of human performance occur
on teams in which all members have a common purpose and values,
deeply care about each other as unique human beings, have compas-
sion for each other, and trust each other. Trusting each other means
believing that no one on the team will do harm to the others and that
everyone is totally invested in each other’s personal development and
success.

With trust, teams can cultivate candor, mutual respect, exploration,

making-meaning conversations, and open dialogue in search for the
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truth or in search of the new and different. Only then will the two big
inhibitors of learning (ego and fear) be mitigated.

With a Caring, Trusting Team, people can bring their Best Selves to
the conversation and the highest levels of human thinking can occur. Each
team member can bring his or her creativity, imagination, and unique
human value to the conversation and contribute to meaningful and pur-
poseful work. As Irish poet and philosopher John O’Donohue says in his
book Anam Cara, “Imagine how lovely it would be if you could be yourself
at work and express your true nature, giftedness, and imagination.”!

Chapter 7 provides guidance on how to create a high-performing
Caring, Trusting Team, how to become a valuable member of one, the
biochemistry of generating positive connections and emotions with

others, and the science of collective intelligence.

High-Quality, Making-Meaning Conversations

One of the processes crucial to Hyper-Learning and the journey through
this book is the making-meaning process. Making meaning with other
people goes back at least to our species’ early days as hunter-gatherers,
when after the discovery of fire people would sit around those fires and
talk. Talking was how learning was shared. Talking was how people came
to understand each other. Talking was how social and behavioral norms

were created.

High-Quality, Making-Meaning Conversations are not about advo-
cacy, self-promotion, or competition. They are about seeking mutual

understanding.

In such a conversation you are seeking to understand others, and you

are seeking to be understood by others.

It is through having High-Quality, Making-Meaning Conversations

that we can explore, discover, and resolve misunderstandings and
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differences. It is through making meaning that the real purposes of
the meeting or the conversation, the meaning of key words, and the real
reasons people are espousing the positions they are espousing are illu-

minated for all to consider.

It is through High-Quality, Making-Meaning Conversations with Car-
ing, Trusting Teams that we can have a chance of experiencing what I
call collective flow, which I believe to be the highest level of team

engagement.

Collective flow reflects a team becoming one—an emotionally inte-
grated group of people devoid of fear and self-centeredness, totally en-
grossed in the common task. It is then that individual contributions can
emerge leading to “wow” engagement, innovation, creativity, critical think-
ing, and problem solving. It is then that the unique strengths of people can
flourish because of the chemistry among them and the interaction of their
hearts and minds (not just minds). Collective flow is magical!

Chapter 8 discusses how to cultivate High-Quality, Making-

Meaning Conversations.

EnPro Industries: Enabling the Full
Release of Human Possibility

To see an example of this New Way of Working in practice, chapter 9
discusses EnPro Industries, Inc., a global, engineering-based, special-
component manufacturing company that has adopted the following

dual bottom line philosophy:

Dual Bottom Line

“Our purpose is to enable the full release of human
possibility.
“As a Dual Bottom Line company, human develop-

ment carries equal importance to financial performance.
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“There is no trade-off between the two, and we measure
both. People who are focused on developing themselves pur-
sue excellence, and when excellence is pursued, financial re-
sults are superior.

“Our human development philosophy is evident in
our daily behavior and supported by an education system
built on everyone teaching and learning from others. We
recognize people learn and change from the inside of them-

selves on their terms, consistent with their beliefs.”!?

Chapter 9 brings to life how EnPro promotes and operationalizes
this philosophy through its stated values, corporate mindset, emphasized

behaviors, and 25 company practices.

PRACTICAL GUIDANCE

This is a how-to book.

It is an active-learning book. It is a behaviors-based book.

I want you to walk away with a personal, implementable plan for be-
coming a Hyper-Learner, including a way to measure your progress
and get feedback from trusted others.

Through Reflection Times and workshops, you have the opportu-
nity to begin your own Hyper-Learning journey. As advised earlier in
this prologue, I highly recommend that you start a Learning Journal for
completing the exercises and taking notes while reading the book and
for continued use and reference after.

This book and the model of Hyper-Learning I developed are based
on the best relevant research and applied sciences from 500 leading aca-
demic articles and more than 180 books, and from 17 years of my own
work in the areas of organizational and individual performance and lead-
ership. I have primarily focused my time in academia on cracking the

code of human excellence. This book is a continuation of that professional
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journey and my personal journey in striving to become my Best Self (I

am still on it).

At its core, this is a book about how to continually learn, unlearn, and

relearn.

Itis a book about how to optimize your uniqueness as a human being—
what makes you different from the smart machines—so you can con-

tinue to stay relevant in the digital age.

It is a book about the power of human emotions, choices, and behav-
iors that enable the highest levels of human cognitive, emotional, and

behavioral performance.

You cannot take comfort in the experience and skills that you now
have. You will have to continually reinvent yourself, and that requires

Hyper-Learning.

Having to become your Best Self to engage in Hyper-Learning is
not just about virtue—it’s not just a nice thing to do once you've become

successful—it’s necessary to continually hone relevant and valuable skills.

OUR LEARNING JOURNEY

I invite you to dive in, and just like being in the ocean, you may feel bat-
tered by the waves of the new, the different, and even the weird. But just
as in the ocean, when you dive down under the waves, you will find calm-
ness when you reflect deeply about the key points in this book and have
High-Quality, Making-Meaning Conversations with trusted others.

I hope you embrace the learn-by-doing Reflection Times and work-
shops included in the chapters. May your read be joyous and liberating,
and may it propel you on a meaningful journey toward becoming a

Hyper-Learner.
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