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David Mallon (David): Welcome to the 
Capital H podcast, where we explore the 
topics and trends that focus on putting 
humans at the center of work. I’m your host, 
David Mallon.

In this episode, like others, we want to attract 
your attention. We want you to focus on 

something. Focus on something I suspect 
we all need a little more of: calm. On this 
podcast, we’ve previously explored the 
concept of “calm technology”—the idea that 
technology should capture one’s attention as 
little as possible, only in the periphery, with 
minimal invasive disruptions.

Today, we’ll focus on what happens when 
this concept of “calm” is applied to learning. 
How we grow and develop in our jobs 
and our work. We’ll look at this notion of 
calm learning through two lenses—first, 
bottom-up, through the eyes of each of 
us as individuals, and top-down, from the 
perspective of the organization—examining 
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the impact of different environments 
on the individual learner, as well as how 
organizations can create conditions for  
calm learning.

We’ll start our journey today with a 
conversation between my collegue, Julie 
Hiipakka, vice president of learning research 
for Bersin, and Laurie Cameron, CEO of 
PurposeBlue and author of The Mindful Day: 
Practical Ways to Find Focus, Calm, and Joy.

Julie Hiipakka (Julie): Welcome back 
to Capital H. I’m Julie Hiipakka, and I lead 
learning research for Bersin, and I’m 
super excited to be joined today by Laurie 
Cameron. Laurie, welcome to the podcast.

Laurie Cameron (Laurie): Hi, Julie. It’s so 
great to be here with you.

Julie: We’re so excited to talk about this 
concept of calm learning with you, and you’ve 
had such an amazing career doing a lot of 
different things, including your current role 
as CEO of PurposeBlue. Can you tell us and 
our audience a little bit more about yourself?

Laurie: Yeah, thank you. I’ve had a really 
interesting journey in the US, South America, 
and Europe, actually. But one thing is that 
the throughline in my whole career has been 
really in the question of how human beings 
work. What makes us learn, what makes us 
grow and thrive, what blocks that, and then 
what amplifies it? All the way through, I’ve 
really been in the question of learning and 
growth and potential and development, and 
what’s been super fascinating now, and really 
rewarding, is bringing in the neuroscience 
of the mind and contemplative practices 
to kind of build on and provide a stronger 
foundation for the work I’ve been doing 
for a long time. I’ve done that in different 
arenas. As a management consultant, I’ve 
had leadership roles: head of HR, head 
of leadership development and learning 
for different companies. And now, as you 
mentioned, I founded an organization called 
PurposeBlue that brings these strategies and 
concepts and practices to the workplace. 
We really focus in an arena called mindful 
leadership, but it has to do also with  
thriving cultures.

Julie: That’s great. I’d love to hear a little 
bit about your book, A Mindful Day, and, in 
particular, what you write about in the book 
relates to this notion of calm learning that 
we’ve been talking about.

Laurie: Yeah. Thank you for asking that. The 
book has been a real joy. The Mindful Day is 
about “What would it look like if I was running 
a meeting mindfully?” or “How do I apply 
strategies and tools and my understanding 
of the mind when I’m dealing with overwhelm 
or an inability to focus or constant 
distraction?” or “I’ve got to have a difficult 
conversation at work, and I just want to avoid 
it at all costs. I just don’t want to go there.” So 
we constructed the book to be organized as 
you would move through a day. The feedback 
has been really good, because people can 
find direct and immediate application to how 
to integrate these skills.

Julie: So, Laurie, what does calm learning 
mean to you in relationship to this notion  
of mindfulness?

Laurie: The idea of calm learning is both 
an inside-out and an outside-in approach, 
and we put that in the book as well. So 
this is an idea of the individual having the 
capacity to engage in specific practices, 
like specific strategies or hacks and tools 
to do at point of need, to create conditions 
for learning wherever they are. They could 
be in a team environment, they could be 
standing up in Starbucks, they could be at 
a whiteboard with a client. Wherever we 
are, we have the capacity to shift our inner 
experience and cultivate a mind that’s more 
open and receptive to learning. And that’s 
really the core of what we were exploring 
in The Mindful Day. But more importantly, 
what we’re exploring with the companies we 
work with and our clients is, how do we do 
that? How can we equip people to be able 
to thrive independent of the environment 
around us? Now, when we can work on both 
pieces—which I’ve really enjoyed being in 
conversation with you on—when we can 
both help an individual person and teams 
shift into conditions to be open for learning, 
and we can modify environments and the 
way learning is delivered and the conditions 
that people are in, then we really hit  
the jackpot.

Julie: It’d be great, I think, to hear a little bit 
more, particularly for folks who haven’t read 
your book yet, about some of the ways that 
someone could incorporate calm learning, 
or mindfulness, or both. So I guess, if you are 
talking to one of your PurposeBlue clients, 
what are some of the things that you  
suggest and advise they do?

Laurie: Yeah, so there’s a couple of things. 
If calm learning begins with a state of 
mind, then that’s where we can start. So 
mindfulness is the insight or awareness 
that arises when we’re paying attention 
in the present moment with openness 
and curiosity and nonjudgment. So that 
is absolutely a prerequisite to learning, to 
easier learning. When I can be in a difficult 
moment, wrestling with a failure or trying 
to come up with a breakthrough idea for a 
wicked problem that doesn’t seem to have a 
clear solution, then the beginning point, the 
starting point, is the quality of my mind. So 
we help cultivate that mind.

There’s kind of two levels of that. One is, we 
go to the gym and we work out and get a 
stronger bicep or a stronger quad muscle. 
With daily mindfulness practices—like 
a focused-attention meditation for five 
minutes a day—by doing daily conditioning 
of the mind, then when I’m in those learning 
points throughout the day and the flow of 
the day, in the flow of work, I have a different 
capacity as a default. From the get-go, I’m 
better able to be aware of my thoughts and 
emotions and the narratives and the biases 
and all the things that clutter up and get in 
the way of us learning.

So, number one is conditioning the mind to 
be able to access a calm, open space. And 
we do that with meditation. Number two 
is using stealth mindfulness practices, or 
micropractices, or little tools that we can 
integrate into the day that actually help us 
reset and recenter and open the mind as 
individuals, but also as teams, so then we 
can learn.

We work at both levels. How do we build 
up the mental muscles by going to the 
mental gym every day? And then how do 
we integrate practices, such as . . . One of 
them we have is a minute to arrive. We start 
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meetings with a mindful pause. We can start 
with 60 seconds of quiet stillness and let 
everyone let go of what came before and 
arrive in the present and kind of check with 
their intention. What are they doing in this 
meeting? What’s their purpose? And then 
start from a very different place.

Julie: Yeah, I’d really love to hear—because 
I know you also practice what you preach, 
as they say—how has some of this helped 
you and changed you in terms of how you 
work, and if you think that it’s impacted your 
effectiveness in the things that  
you’re doing?

Laurie: Well, I’ll say I do my best to practice 
what I preach, and they also say, “Those 
who can’t do, teach,” and sometimes I think 
maybe my very busy, overactive mind is what 
drew me to mindfulness 25 years ago. But 
I do, every day; I practice this. One of the 
things I noticed is that when I start my day—I 
have a morning routine where I start my 
day with this going into the mental gym and 
just bring attention to my breath and do this 
very foundational mindfulness meditation 
practice—it’s like I’m tuning the instrument in 
an orchestra. It’s like I just get my mind and 
body into this coherent, calm state, and then 
I move into a very busy day from a whole 
different starting point.

And what I notice, when I do that—because 
I also notice when I miss it—but when I 
do it, I notice that I’m more patient. I don’t 
interrupt and cut people off as frequently 
in conversation. I’m kinder to myself. I make 
mistakes on a daily basis, and drop the ball, 
and forget to return an email, or just the 
mistakes and failures that come with being 
human, and I used to be super hard on 
myself and have a really strong inner critic, 
and that has really faded, and I’ve really 
made friends with that inner voice.

Julie: Well, that sounds amazing. It also 
sounds like it’s a bit of a personal choice, 
so can you share a bit with us about the 
balance between individuals making a choice 
to start to develop some of these practices 
and habits and the extent to which the 
organization can help facilitate that?

Laurie: Julie, I love that question, because 
it comes up all the time. I was working this 
week in Ottawa, Canada, with a group of 
high-potential leaders from around the 
world for a cyber tech company, and we got 
into the same discussion about “Well, this 
sounds like a lot of really fantastic strategies 
and tools for me, but what about the culture 
that I’m operating in? What about the teams 
that I’m leading or participating in?” And 
it really is both, and our capacities where 
emotional intelligence . . . competencies like 
self-awareness and emotional regulation and 
empathy and compassion—they expand, 
and the science is out, so we’re not debating 
that. So it’s really a choice. Once you know 
that this is possible, the question is, will you 
choose to do it? It’s just like once we know 
that exercise is good for us, will we choose 
to exercise? So that choice is absolutely 
individual, and at the same time, we are all 
influencers. We’re influencing all the time. So 
if I’m going into a difficult conversation, I can 
stop and breathe, and check my intention, 
and generate some empathy and goodwill 
toward the person I’m about to enter into a 
conversation with, and do that right before 
the conversation, and that will impact and 
affect the other person. It’s like the “ripples 
in a pond” metaphor. Now, at the same 
time, I very much believe that as leaders of 
teams and departments and cultures, we 
can institute small routines and practices 
which create conditions for calm learning. 
We can teach mindful listening, which is 
different than active listening, or repeating 
back, or the many different skills we learn 
in communication. We can learn to activate 
self-awareness while listening. So as I’m 
listening to you, what’s coming up in me? 
What am I feeling in the body? Am I feeling 
tightness? Am I feeling excitement? Am I 
resonating with this person? Am I feeling 
unease and distressed? So learning to pay 
attention to thoughts and emotions while 
listening is very powerful.

Julie: That’s really helpful. So many 
organizations today are at this inflection 
point where they know they have to help 
people evolve and adapt and learn and grow, 
because work has changed so much, and to 
hear you describe it, Laurie, it sounds like 
being more mindful is very much at the heart 

of what makes them human. But what are 
some of the human factors that get in the 
way of this? Why is that habit so hard  
to form?

Laurie: I’m smiling, Julie, as you say that, 
because it is so hard. It is so hard because 
there’s a lot of factors operating. One of 
them that I always share with leaders and 
companies is our evolutionary biology. So we 
are just wired to scan for perceived threats, 
and, again, “perceived” is the key word. It’s 
just our interpretation of what’s happening. 
So if I have a lot of incoming email, if I get a 
tough request from my client—as text, or 
through the laptop, however all the stimuli 
are coming in—they’re constantly triggering 
us. They’re constantly actually flipping the 
amygdala into an amygdala hijack. These are 
minor stress responses that are happening 
all day long, and they’re a result of our own 
thoughts—“Ah, I forgot to send that email,” or 
“Oh, I’m not prepared for an important 
meeting tomorrow”—to comments and 
things that people say, and we respond to 
those based on our conditioning, based on 
how we learned, what the people that raised 
us taught us, where we went to school, the 
conditioning in our workplace cultures. It’s 
almost like we’re wearing this space suit of 
habits and filters and mindsets, and we have 
biological conditioning to have a physical, 
physiological response to that stress. So this 
makes it really hard to be open and present 
and clear and compassionate and kind, 
because we’re constantly going what I call 
“below the line.” Below the line is when we’re 
in that tight, tense, anxious, not-enough 
mindset. It’s often unconscious. And “above 
the line” is when we’re conscious, and clear, 
and open to possibility, and ready to learn.

And I use that metaphor in all the programs 
that I do with my companies. Just draw a line 
on a flip chart, and teach that. Because what 
we learn to do is, start to recognize where 
we are. Are we above the line or below the 
line? And we go below because of evolution 
and our conditioning. So what we’re learning 
with mindfulness is just to check in, to know 
where we are.

Leaders in companies can make that a 
normalized process, and a lot of people will 
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check in about how the weekend was. “How 
are you doing today?” And we can actually 
use that check-in routine and make it a little 
more conscious. “How are you doing right 
now? Are you above or below the line, and 
what’s going on for you?” and normalizing 
that. Knowing we all do that, and when we’re 
below the line, our mind actually . . . our 
vision narrows. We close off to possibility, 
and we overattach to our point of view, and 
that makes it really hard to learn and really 
hard to collaborate, and you’re not much fun 
to work with. So it’s really about checking in 
and knowing where we are, and there’s a lot 
of tools we can do to learn to do that.

Julie: Hearing you describe it, it’s also 
making me reflect that a really great 
component of this calm learning is validating 
what people are doing right. Letting them 
know that they’re on track, which sounds to 
me like a double whammy. One, it’s always 
good to know if you’re doing the right things, 
but it also sounds like it adds a positive note 
to this balance sheet that you speak of. What 
a great concept. So I think we’re getting close 
to the end of our time, Laurie. I know every 
chapter in your book starts with a quote. 
Do you have a quote that you feel like our 
audience would really appreciate hearing?

Laurie: Yeah, I do love quotes. It was so 
fun to curate all those quotes and apply 
them to those topics, and I was thinking 
about today and calm learning, and this is a 
quote I actually shared with that company 
in Ottawa Wednesday, because we were 
focused on cultivating an innovative mind 
for learning and creativity, and so the quote 
I shared is from Shunryu Suzuki, and the 
quote is, “In the beginner’s mind, there are 
many possibilities, and in the expert’s mind, 
there are few.” So the idea here is that . . . 
Can we enter into the moments of our day, 
and can we reset to invite an open, curious, 
receptive, almost childlike wonder in how 
we are learning and how we’re taking in 
new information and reflecting on our own 
performance and those of others? So it’s a 
beautiful way to just invite a beginner’s mind.

Julie: Wonderful. Thank you so much for 
being with us, Laurie.

Laurie: Oh, it was such a pleasure to talk 
with you, Julie. Thank you for having me.

David: Welcome back, and thank you,  
Julie and Laurie. You shared some really 
useful tips for creating calm learning 
conditions that are win-win for organizations 
and individuals alike. Next up, Julie and I are 
joined by two of our Deloitte colleagues, 
Maggie Wooll and Michael Griffiths. Together, 
you’re going to hear us take a deeper 
dive into how calm learning might play 
out in today’s very not-calm workplaces. 
We’ll discuss the tools, techniques, and 
technologies that support calm learning and 
explore how organizations can foster calm  
learning to boost performance and  
drive future growth.

In the digital world in which we live, 
technology is ubiquitous. It’s with us  
pretty much every moment of every day. Of 
course, technologies such as those smart 
devices we all carry around in our pockets, 
they can help us do some amazing things, 
but they can also be invasive, constantly 
demanding our attention, distracting us, 
keeping us awake when we should be asleep, 
reducing our ability to focus on the rest of 
our lives. It doesn’t have to be that way.

Well, there’s a design concept, first raised 
way back in 1995 in a book by Mark 
Weiser and John Seely Brown, that maybe 
technology should be calm. Calm as in quiet. 
What if the technology helps us to solve 
a problem or drive value, but it does so 
while capturing as little of our attention as 
possible? It’s in the background, with minimal 
disruptions. That’s calm technology.

Today we’re going to build onto this calm 
idea, but with a bit of a twist. Organizations 
do many things to help their workforces 
grow and perform, but most of those efforts 
are, frankly, disruptive. They require the 
workforce to shift attention away from the 
work. Does it have to be that way? What if 
we had calm learning? Joining me today to 
talk about this idea are three of my good 
colleagues. First, Julie Hiipakka is the vice 
president of learning research for Bersin. 
Welcome, Julie.

Julie: Hi, David.

David: And Maggie Wooll is currently doing 
research on the future of work and human 
potential for Deloitte Center for the Edge. 
Welcome, Maggie.

Maggie: Hi, David. Great to be here.

David: Thanks for being here. And lastly 
is Michael Griffiths. He’s a senior partner 
in Deloitte’s Workforce Transformation 
practice, specifically leading our Learning 
and Leadership market offerings.  
Welcome, Michael.

Michael: Thanks, David. It’s nice to be here.

David: Okay, so let’s start with this notion 
of calm learning. Maggie, let’s maybe build 
the bridge to calm technology a bit further. 
What does calm learning mean in an 
organizational context?

Maggie: Well, what got us thinking about 
calm learning, I think, was really this idea 
that increasingly, we’re seeing learning has 
to be continuous and in the flow of work. 
So in some ways, what we’re really saying 
is that learning is pervasive. It was really 
the increasing pervasiveness of technology 
that that drove them to come up with the 
principles of calm technology. At the heart 
of that is that technology is serving people, 
not the other way around. So we kind of 
wondered, how could we rethink learning, 
and certainly work-related learning, to  
serve people?

So you mentioned a couple of these things, 
but one is that tech should require the 
smallest amount of attention. So when 
we think about learning, how do we make 
learning ambient when possible? How do we 
do learning that doesn’t take learners out of 
their environment or their tasks?

The second is that tech should inform and 
create calm. So what do we think about 
learning that doesn’t call attention to itself, 
but that takes thoughtful design to actually 
create conditions and support the needs of 
the individual and the organization? Then, 
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I think, the third part, where the calm tech 
and calm learning really intersect, is this idea 
of technology making use of our periphery 
attention and not always having to be front 
and center. So I think, especially as we talk 
about learning in the flow of work, how do 
we use the technologies we have available to 
really make that continuous learning come 
in through the periphery of our attention, 
and figure out when that needs to come 
front and center and when that doesn’t, and 
keeping it peripheral whenever possible. In 
fact, the learning that we’re doing in a lot 
of cases is communicating, not necessarily 
providing the answer. So I think that’s 
probably the best bridge I can build from 
calm tech to calm learning.

David: Julie, maybe give us a few examples 
in the context of our research into corporate 
learning development. What does learning 
and development look like when it doesn’t 
involve a blinking red light?

Julie: Yeah, so we’ve actually been studying 
what organizations are doing to bring 
learning into the flow of work, and done 
right, learning in the flow of work is calm 
learning. Organizations that take the time to 
understand the environment that people are 
actually in, the real world, their challenges, 
their problems, how they actually do their 
jobs, and then put what people might need 
in that environment, are two of the ways that 
organizations start. Then they build on that 
with something that we often don’t think of  
as learning at all, but is incredibly helpful, 
which is real-time feedback and insight as 
to whether you’re doing the right things, 
whether you’re performing. So all of us 
are so accustomed to driving around with 
technology that lets us know if we’re on 
the right path or tells us to reroute, but 
we don’t get something like that for work. 
Certainly an emotional environment that 
feels psychologically safe, one where 
experimentation and the recognition that 
sometimes with experimentation comes 
something that might not necessarily work—
those are things that really help contribute  
to a learning culture.

Those four things together are what we’re 
really seeing organizations do in a lot of 
different ways in our research to really 

help people perform and then also create 
that space, that opportunity, and that 
engagement to think about their future 
opportunities with an organization.

I love your word, Maggie, “ambient.” It’s 
ambient, it’s invisible. You sometimes have 
to remind people that that is how they’re 
learning. It takes a little bit of practice, 
but I do think that it’s something that 
organizations are increasingly recognizing  
is the best way to help people.

David: Julie, it sounds like you’re describing 
more of creating conditions than sort of 
creating content. So many organizations are 
focused on creating content. It seems natural 
that we then hold ourselves accountable 
to evaluating the consumption of that 
content, sort of as if we were producing 
entertainment television or something like 
that. Michael, maybe this is a good chance 
to bring you in. In terms of this notion of 
creating the conditions for calm learning 
to take place, in your work with clients, 
what are some examples you’re seeing of 
how organizations are creating these kinds 
of conditions separate from any sort of 
intervention or content?

Michael: I think Julie really focused on tools 
and technology, and I think that’s one of the 
most complex areas in this challenge. I think 
that there is a significant amount of options 
for learning leaders and with our clients 
to drive new technologies into the hands 
of their learners, what with their business 
partners who also have very strong opinions 
of different technologies that they want to 
give to their particular business units. It can 
be overwhelming, but most importantly, it 
can be very overwhelming for the learner 
within their organization if you turn them  
all on. This is where we get to the idea of  
this concept. 

So the work we’re doing with our clients, it’s 
not to strip away, because . . . Julie, myself, 
and Maggie have all written or spoken about 
the fact that there is no silver bullet for 
learning tech.

It is actually a multiplay option these days, 
and that learning management system is 
not going to deliver the learning experience 

holistically that you potentially want to 
do when you think about collaboration 
technology, management technology, etc. 
But putting the learner at the center through 
your design and driving your experience 
maps and your persona-based design is a 
way to ensure that you are not overwhelming 
at the interaction with that learner and 
driving toward the most easy, connected, 
and calm experience for them. We do a lot of 
work with clients in that space. Using those 
simple marketing tools, a persona, or an 
experience map to just sort of sit in the seat 
of the learner and see how actually might 
feel as they go through that experience.

Julie: Even just organizations asking or 
encouraging colleagues, teams to get 
together and talk about “What did we learn 
today? What might we learn tomorrow? 
What do we need to do today? What would 
success look like today?” Just really getting 
people to step back and think for a moment 
is so essential to this concept. There was 
a construction company that encourages 
their construction workers to sort of huddle 
up in the morning and do a little bit of a 
check-in. A construction site as a place of 
calm—may not necessarily be quiet—but 
they’re trying to create a space where people 
feel like they can be their whole selves, 
where they could talk with each other about 
challenges that they might be facing. It was 
sort of connected to a wellness initiative, 
but to me, it’s the ritual of giving people that 
opportunity to be present and be connected 
is a deep part of, I think, this notion  
of conditions.

David: In that context, Maggie, I’ll go back 
to you. When it comes to the benefits of 
this, can we also then essentially assume 
that a calm learning approach would have 
similar organizational benefits to taking that 
sort of same holistic view of the employee 
experience at large?

Maggie: Yeah, I think to start, we would say 
that as . . . The trends we’ve been studying, 
we see the world changing more rapidly. We 
know that the conditions in which businesses 
will succeed are changing more rapidly. So 
that really implies that both individuals and 
the organizations need to learn more rapidly 
how to identify and address the customer 
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needs more rapidly as well. So to the degree 
that calm learning is accelerating individuals’ 
learning, supporting their learning and 
broadening it, that all brings a benefit to 
the organization. It comes kind of in two 
directions. One is kind of this very nature of 
learning continuously and learning through 
doing work, that sort of knowledge creation. 
That’s the type of learning that’s going to 
benefit the organization by coming up with 
better and better ways to serve customer 
needs. So there’s value created in there.

Then the other real benefit for organizations 
is that this type of learning, and the calm 
learning that can be supported throughout 
the day and continuously, it’s going to be the 
continuous reskilling and development and 
capabilities development of the workforce 
they need today, but also the workforce 
they need tomorrow. Because what you’re 
really developing here is individuals who 
are independent and creative and flexible 
learners who are able to pull the information 
they a) have the ability to see that things 
have changed and that they need to learn 
something new, but then that they are able 
to go out and pull the information or content 
or learning or connections that they need in 
the moment with whatever tool or resource 
makes the most sense for them at the time.

Michael: Yeah, I would totally agree with 
that, Maggie. And what we’re finding with 
talking to clients is this connection on 
this topic of calm learning and the idea of 
mindfulness, and mindfulness in itself being 
essentially a construct around building 
resilience in the workforce to change, to be 
able to adapt to new situations, whether 
that’s technology process or people, and 
that capability development is something 
that is both a learning intervention—in 
other words, you need to be able to drive 
or hone or cultivate those capabilities, and 
that needs to be driven by someone in 
your organization—but you also need to 
create the environment for people to be 
able to demonstrate it, or be rewarded for 
demonstrating, those sort of calm learning, 
mindfulness, resilience, innovation, etc. 
Those sort of capabilities need to be  
enabled within the workforce and the work 

itself. So it’s an organizational element, 
makes success. And obviously the benefits—
as David was asking—the benefits really are 
around business success. It’s about dealing 
with uncertainty, and if organizations can 
be a little more resilient in that unexpected 
business transformation, then they’ll be  
able to pivot and turn and drive success  
more rapidly.

David: Let’s transition now to “So what? 
So how do we do this?” Michael, I’m going 
to start with you. How do organizations 
begin to create these conditions, create the 
infrastructures to build the capabilities that 
promote a so-called calm learning?

Michael: Yeah, it’s a great question. I 
do think it’s flexible depending on the 
organization or construct, the business 
units, etc., so I don’t think there’s necessarily 
a one-size-fits-all. But I do think, when we 
work with clients . . . and I have a current 
client in the consumer space that has done 
three things. They first defined what learning 
is for their organization, and their construct 
is around digital learning. So it’s a way for us 
to get senior-level leadership aligned with 
a topic and a construct that makes sense 
to them. I think underpinning that, the CLO, 
she also understood that that was actually 
driving a personalized experience for their 
individuals. So it was focused on digital, but 
our strategy was actually to try and create 
a seamless and a calm experience for her 
learners as she did that.

The second thing was, as we mentioned 
earlier, to sort of analyze the learning 
infrastructure and ecosystem of players.  
You mentioned content earlier, defining the 
right approach for content, and that is a 
little bit stripping away for more, as you said, 
David; it’s not necessarily consumption as 
the answer, it’s more about the value,  
so understanding what value is within 
learning with their organization and then  
the technology experience you wanted  
to drive through that.

And then third is the organizational 
construct. How are you organizationally 
set up to support this experience that you 

want to drive? So a traditional operating 
model, organizational structures need to 
be looked at to be able to drive to success. 
I think the impact and the way that she 
rolled it out was to pilot experiences and 
show value. So not to try to bite too much 
off at one point, to take small little nugget 
bites and pilot experiences that showed 
value with a particular business unit or 
significant audience that made sense, and 
then show value through those experiences 
and introduce things in a staggered way that 
made sense to both the business lines and 
the business units.

David: Maggie, most of what we’ve talked 
about so far has been at a macro level; it’s 
about experience and environment and so 
on. But I imagine the individual has some say 
in all of this. What’s the role of the individual 
in driving or creating their own conditions for 
calm learning?

Maggie: The organization can do everything 
possible, but we are horses being led to 
water. And when I think about . . . for the 
individuals, part of it is being a confident 
learner, part of it as being motivated to learn, 
and then the third piece is really knowing 
how to connect your learning to impact, 
what type of learning would matter. Part of 
that is—I’ll take that third part first—what 
type of learning would matter—there is still 
an organizational piece of that, and that 
is somewhat the organization being more 
transparent. And when I say organization, 
I mean the organization, the leaders, 
and direct managers providing more 
transparency to individual workers about 
the goals, objectives, performance, whatever 
it is, of the organization so that individuals 
have a better sense of what kind of impact 
will matter. And so then the individual can 
better assess what types of learning might 
also matter. But back to what the individual 
needs to do is, finding ways to connect 
with others, to be connected in either work 
groups around challenges, or to connect 
with peers who are maybe interested in 
some of the same topics, so that they can 
actually support each other in the learning.
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Then the motivation side is really about 
figuring out what matters to you individually. 
What do you care about related to the work, 
and where do you want to make an impact? 
A few years ago, we at the Center kind of 
put together a framework called Roots 
and Shoots, and it was really focused on 
supporting each of us as individuals in this 
rapid and dynamic learning environment. 
That was really about how there are these 
root practices, things like meditation and 
mindfulness, but also connecting with our 
support groups to really understand and 
be grounded in our values so that then 
we can be very open to new experiences, 
to new perspectives, to stretch learning 
experiences. And then taking that to set 
goals and go out there and explore in a 
really targeted direction of learning out in 
the world, by taking action in the world, and 
those are really the shoot practices. And 
then bringing our learning back from that, 
bring it back to this safe, grounded space, to 
reflect on it, and process it, and make  
course corrections.

Julie: If I could add one more thing to your 
list, Maggie, there’s so much power in the 
feedback loop that’s created when you ask 
for feedback from those around you, from 
those who see you in action, and in turn, 
being willing to give it. We all desperately 
value and need to know “Are we on track?” 
And we get so little of that in most of our 
work environments. So after you have a 
conversation, after you do a meeting, after 
you engage with a client, turning to your 
colleague and saying, “Hey, what feedback 
do you have for me?” And then in turn, being 
able to give them feedback in the form of, 
“Here’s what I liked that you did, and here’s 
some things to perhaps think about,” which 
is not saying you did something wrong. That 
shared experience of debriefing and also 
getting some validation and understanding 
someone else’s perspective, it both flexes 
that muscle and nurtures that capability that 
you were describing earlier, Michael, but it 
also . . . Sometimes, articulating those things 
also helps us crystallize what we saw and 
what we observed.

David: Julie, I’m going to take that as 
an opportunity to start to wrap the 

conversation up, but I’m going to keep it 
with you. Give us a sense of . . . for our 
listeners that want to start to bring some of 
these ideas to bear and how they develop, 
or how they enable the development of, 
their employees, words of wisdom, things 
to watch out for, maybe potential pitfalls to 
avoid as they get started.

Julie: I would say the top is . . . You have to 
create the psychological safety for people 
to experiment, innovate, perhaps not be 
successful, and to be themselves. The first 
time that someone asks someone else for 
feedback and the other person immediately 
says, “I hated when you said ‘blah-de-blah,’” 
that is going to ruin this process. So focusing 
on what is affirming, and recognizing the 
shared desire we all have to do well, the 
shared desire we all have to be honest, but 
the shared desire to do that in a way that 
is patient and kind, is critical. I think that’s 
probably the first.

And then the second is, as Michael was 
saying, more technology is not necessarily 
good, but not all technology is bad. And 
digital adoption and augmented reality, 
things that basically just help people look in 
the right direction or do in the right direction 
are great examples of technology that helps 
people do their jobs. That might not feel 
like learning as learning and development 
people have traditionally thought about it, 
but it’s absolutely helping people perform.

Maggie: I think Julie just hit, I think, probably 
the top two. There’s one that’s maybe a 
little less important, but it’s funny, because 
I’ve seen it trip companies up a little bit, 
is once you make learning . . . If you really 
make learning calm and ambient in the flow, 
sometimes you need to bring your workforce 
along to help them just be aware of and 
understand how much learning they’re 
getting. Because we see in survey after 
survey, the workforce really wants to get 
more learning and development out of work. 
And so there’s sometimes a problem of we 
make it so calm and so . . . maybe not what 
they think of in terms of getting pulled out of 
their environment and going to training that 
we forget to actually highlight exactly how far 
they’ve come and celebrate; that when their 

supervisor is sitting next to them side by  
side for an hour, coaching them through 
calls, that that was learning. So to really help 
them see how far they’ve come and how 
much they’ve developed over time when 
they’re not in a classroom setting.

David: Thank you, Michael. And thank 
you, Julie and Maggie, for a very thoughtful 
conversation. Hopefully, our listeners will  
use this as maybe an opportunity to engage 
in a bit of calm learning for themselves. 
After that discussion, it’s clear that as our 
work world becomes more fast-paced 
and frenetic, workers will need to learn 
more quickly. To that end, calm learning is 
becoming essential to learning “in the flow  
of work.”

Thanks for listening! And thanks to 
PurposeBlue CEO Laurie Cameron—and to 
my colleagues Julie Hiipakka, Maggie Wooll, 
and Michael Griffiths—for their insight  
and perspective.

Join us next time as we continue to explore 
the topics and trends that put humans at  
the center of work.
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