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Ron Friedman, Ph.D.: Thank you for joining us today. I am excited to hear from you and 
answer your questions. We have received a number of great questions already over the past 
few weeks and my associate Jon Iuzzini, who is also on the call today, has collected them. 
We’ll answer them and address any other questions you’d like to raise on today’s call.

But first, I want to begin our call by thanking all of you for being part of this. If you are on 
with us today, it means you purchased an All-Access Pass to the Summit and your purchase 
helped make the Summit possible – not just for you, but for everyone else. 

This is an event that took seven months to prepare and a lot of smart people worked very 
hard to make it possible. We had a team of researchers, editors, transcriptionists, design-
ers, art directors, web programmers. It was truly a formidable undertaking, spearheaded by 
a group of people who are passionate about getting all of these great insights out there, but 
also people that we hired on a contract basis. Your generosity made that possible. So thank 
you very much for supporting this.

I can’t say enough about how encouraged and energized I have been from the response. Let 
me tell you a little bit about what’s happening behind the scenes both before and during 
the Summit. We knew we had thousands of proven scientific insights that could help peo-
ple be more productive at work. We also knew we had a stellar panel of charismatic experts 
to help deliver that information. What we didn’t know is if anyone would show up to hear 
it. 

So, as you can imagine, seven months of work, no registrants – it was quite a gamble. 

But thankfully what we experienced was complete validation that this enterprise was 
worth embarking upon. And not just because of the appetite for the program but because 
of the enthusiasm and the passion of the participants who were taking part in this. It was 
truly infectious and one of the regrets I have for this program is that if you purchased an All 
Access Pass, you stopped receiving the emails, and so you weren’t going to the daily posts 
of the videos and the comments that were being put up. So you didn’t get to see the thirty 
or so comments on Dan Pink’s talk or the fifty comments on Susan Peirce Thompson’s talk. 
So it was energizing to see how passionate people were about what they were hearing and 
the magnitude truly was extraordinary. 

Overall, more than 35,000 people attended the Summit from all over the globe. The videos 
were watched over 114,000 times. Perhaps more important than the number of people is 
the impressive diversity. We had participants from the US, Canada, New Zealand, Italy, the 
United Kingdom, Russia, Norway, Israel, Nigeria, India, and many more countries. We saw 
people from different professions and experience levels. We heard from employees, man-
agers, CEO’s and students. We heard from retirees and stay at home parents. The material 
really struck a core. In retrospect, I guess that should be no surprise. No matter where you 
are in life, you can benefit from having more focus, experiencing more energy, and being 
more effective. 

As the audience grew, we got media attention, which fueled attendance growth even more. 
There were stories on CNN, Harvard Business Review, Inc, Psychology Today, Business In-
sider and, Lifehacker. We received requests from reporters for the transcripts so they could 
write about the insights that our experts talked about. One reporter emailed me last week 
to say she expects to write another four stories on Business Insider to cover all the tips she 
picked up from the transcripts. 



T H E  P E A K  W O R K  P E R F O R M A N C E  S U M M I T 3

We got unsolicited requests from speakers who wanted to present. These are highly re-
spected authors, researchers, professional speakers — people who get tens of thousands of 
dollars to give presentations — asking if they can be involved in the program for free they 
could reach certain people. We received so many requests from speakers and emails from 
people who either found out about the Summit while it was going on or missed it entirely 
that there has already been talk about organizing a second Peak Work Performance Sum-
mit. It is gratifying to go from having no registrants to having 35,000 and perhaps another 
Summit in the works. 

This was my first step into the online world. I have been writing for the Harvard Business 
Review and CNN for the past few years. I wrote a book that has been impactful. But what I 
saw here opened my eyes to new ways we can deliver these practical insights to people on 
a whole new level. We’ve seen unprecedented advances in the technology that connects us 
over the last few years and I have been really inspired by the shared interest the engage-
ment and community this program helped inspire in just a week. 

I am giving serious thought to developing additional programs to help people be more 
effective in different stages of their life. Everything from becoming more proactive at 
work, to navigating challenges in life, to thriving at home, to how we can be more true to 
ourselves and more present for our loved ones. We are still in the early phases, but I look 
forward to sharing more soon and perhaps even asking for your input. Thank you for 
helping me recognize that possibility and being part of a community of smart, ambitious 
like-minded people looking for more intelligent ways to work. 

Before we get to the question and answer portion of today’s call, I want to mention we add-
ed several additional interviews to the Summit program. If you go to the Summit website, 
you will see we extended the Summit by two days and have additional experts you can 
watch. I have to tell you, those interviews are among the best we had all Summit. Initially, 
there were twenty-six planned interviews; we are now up to thirty-two. 

You will hear from people like Behavioral Economics expert and Duke professor Dan Arie-
ly, who tells us how we can get more sleep by buying two flavors of toothpaste. It’s probably 
one of my favorite insights in the Summit. He talks about how we associate the flavor of 
the toothpaste we use in the morning with waking up, so we can program our bodies to fall 
asleep by forming an association with a toothpaste flavor reserved for bedtime. 

Carrie Wilkerson discusses her suggestions for starting a business while keeping your day 
job. She says job security is a myth and we need to face that myth head on and tells us how 
to position ourselves to succeed. 

Hal Elrod gives fantastic tips about getting up early in the morning and getting your day off 
to the right start.

If you have sampled none of those, you are in for a treat. They are definitely worth check-
ing out. 

Ok, let’s move on to the question and answer portion. Let me turn it over to Jon, who will 
start with a question we received before today’s call.

Jon Iuzzini: Our first question comes from Phil in Los Angeles: 
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“I have two young children and the only time I see them during the week is when I get 
home from work. The commute’s not easy most nights, I only get like an hour with them 
before their bedtime. I want to make the most of that time but I find myself checking my 
phone throughout the hour and then it’s over before I know it. What should I do different-
ly?”

Ron Friedman, Ph.D.: I love this question because it highlights a struggle we can all relate 
to, whether we have children or not. Managing technology is difficult and we need to create 
situations or position ourselves by shaping our environment to prevent technology from 
managing us. 

We now have access to tools designed to be used compulsively. The internet, iPads, and 
our smartphones are all designed to be used compulsively. Your smartphone wants to be 
looked at; the more you look at your smartphone, the more opportunities there are for 
companies to market to you, which makes companies more profitable.

I had the benefit of seeing this question in advance and had time to give it thought and put 
together suggestions. 

One obvious suggestion is to silence your phone and put it on airplane mode when you ar-
rive home for that first of hour so you are not interrupted. That probably won’t be enough 
because the problem isn’t just the phone interrupting and distracting you. There’s also the 
problem of you seeking distractions from your phone, especially if you spend all day re-
sponding to information. Your brain becomes primed to seek novel experience. If you are 
in that mode of constantly seeking novel experiences, it is very difficult to transition back 
to an environment with less stimulation. 

I would urge you to physically separate yourself from your phone. Put it in a different room 
and make it harder to check. Put it in a different room, in your briefcase, or leave it in your 
car when you get home. Only pick up the phone after the hour you spend with your chil-
dren. When the phone is harder to reach, it is harder to satisfy that urge and you will be 
more present in the moment.

A third suggestion is to provide structure for yourself. Give yourself a positive goal like 
playing a game or reading a book to your children. Goals give us something to look forward 
to or something desirable we are trying to find in our lives. That makes it a lot easier to stay 
focused than trying to move away from a negative outcome. Rather than focusing on how 
not to be distracted, concentrate on staying present in a particular activity.

Thank you for that. I will turn it over to Jon again for the next question.

Jon Iuzzini: Okay Ron, our next question is a caller with her hand up. Marina in New York 
City has a question. Marina, are you there?

Marina: Yes I am. We know about what makes a great workplace, but I was wondering 
what to do if you have a boss, for example, that really isn’t interested in what makes a great 
workplace or is resistant to change.

Ron Friedman, Ph.D.: I get this question about how to get a manager to buy into these 
ideas a lot when I give talks about The Best Place to Work. 

Let me start off by telling you what you shouldn’t do, which is give him the book and 
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say, “Hey, you should really read this.” That’s the equivalent of handing your spouse a 
book about how to be a better husband or, even worse, how to lose weight. Any time you 
give someone a “How to” book, there is implicit criticism. In this case, it could damage 
your career. 

Instead, start a book club at work. I recognize there could be challenges, of course. Tell 
your boss you would like to start a lunch time discussion group for you and your colleagues 
to discuss your ideas. Chances are, your manager won’t say “That is a terrible idea, I don’t 
want anyone to learn new things at the office.” They’ll probably like that idea and you’ll 
position yourself as a proactive employee. 

I know a company with a “You don’t need to read the book” book club, which is a great 
twist. People don’t have to read the book to join the lunch discussions. One person’s in 
charge of sharing insights they picked up and the group has a discussion around it. It be-
comes a social gathering instead of a homework assignment. 

Ask your manager to stop by. Use the book club to discuss ideas that will help improve your 
workplace. This way, it is not Marina saying “Hey, can we do the following to improve? We 
need to communicate better and abolish performance reviews, and do this and that…” 

You’re simply helping to bring the ideas forward. 

Alternatively, if you don’t think reading a book will fly with your colleagues, you can sug-
gest watching a TED talk once a month. There are great TED Talks on workplaces to help 
get the discussion going. 

Try to create an agenda for that lunch meeting; you don’t want it to be a free-for-all. You 
want the first part to be about introducing the ideas, maybe have a second part open for 
discussion, but the critical piece is the third part when you try to transition the discussion 
to applications. You might ask “How can we apply these ideas to the company?” I bet you’ll 
see changes in short order and you’ll receive credit from managers and colleagues alike. 

Jon Iuzzini: This is a question we got through the website from Melissa in Utah:

“How do I better address phone call emergencies? My boss asked that we answer calls as 
much as possible during business hours. It seems like every call requires me to stop what I 
was working on to address an emergency. I feel my most productive time is after hours, but 
I do not want to stay late. There must be a better way, but I can’t find one that keeps with 
my boss and clients happy.”

Ron Friedman, Ph.D.: This is a constant challenge for all of us, and it usually comes when 
we are working on projects we begin rather than ones handed to us. Most of us are in roles 
that require responsiveness to managers or clients who want answers immediately.

If we want to be productive, we end up coming in early, staying late, or working weekends. 
That is not a sustainable recipe for success. You can do it in the short term, but eventually 
you’ll feel burnt out and that will undermine your enthusiasm and performance. 

One suggestion I would make is to test the boundaries. From the question, it seems Melissa 
feels her boss or clients will react negatively if she’s not immediately responsive. I would 
urge Melissa to test that assumption. Try an experiment: for one day, challenge yourself to 
turn your email alert off for twenty-five minutes at a time. Set your alarm for twenty-five 
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minutes and work uninterrupted. At minute twenty-five, turn on your email, check your 
messages, and respond as needed. Do this for the entire morning and see if anyone notices. 
If not, continue the experiment for the full day and see what happens. I think you’ll find 
that you will have a lot more done and no one had an emergency that couldn’t have been 
resolved without your attention for twenty-five minutes. If that works for you, expand to 
thirty-five, forty-five, or even sixty minutes at a time. 

Another idea is to talk to your colleagues and see if it is a challenge they also face. If you 
are all experiencing this, you might take turns being on call for your clients. Rotate with a 
selected group of colleagues being on point to respond to incoming emails or phone calls. 
There may be technological issues to think about to make this practical. For example, 
“How do we get all the emails going to the right inbox?” But they are solvable problems. Get 
a group of five people, and four days each week you can work uninterrupted. 

A third is to go to your manager and suggest what Todd Henry, in his interview, called a 
“no-fly zone.” Several companies have been experimenting with no-fly zones — an agree-
ment or expectation that people are not expected to respond to emails between certain 
hours. For example, between the hours of ten and twelve in the morning, I won’t look at my 
email. If you have an emergency, call or stop by my desk. Obviously, this is not something 
you can try on your own. It requires your manager to buy into it on some level. 

I empathize with the situation. I’ve been in positions where you are expected to constantly 
be responsive. It’s not conducive to being productive.

Jon Iuzzini: We received the next question from several people on the list.

Ron, how do you maintain a high level of performance when you’re unemployed?

Ron Friedman, Ph.D.: This is a great question, and I was surprised by the number of Sum-
mit participants that asked this question because putting this together, I assumed I was 
focusing on people who are working. But, regardless of how successful or high performing 
we are, we all experience periods of unemployment.

In some ways, you can apply many of these insights more effectively when you aren’t 
working for someone else because you’re not on anyone else’s schedule. When you are 
working on your own, you have the independence to leverage your best hours. This was a 
common theme throughout the discussions. Our productivity varies over the day. We tend 
to be more productive in the morning and less productive in the afternoons. When you 
work for yourself as an entrepreneur or if you are unemployed, you can set a schedule that 
comports to your biological needs and how you focus over different periods of the day. If 
you are unemployed, you could use the time to craft your cover letters and to reach out to 
prospective employers in the morning when you’re more productive. When your energy 
dips in the afternoon, you can do the things that require less effort like identifying leads to 
contact the next day. That is one way of applying the insights.

There are psychological needs we all share, regardless of our age, where we live, where we 
were born, or what culture we were raised in. Those needs are autonomy, competency, and 
relatedness. Two of those — competency and relatedness — take a big hit when you don’t 
have a job. You have to work towards finding a job, but you have to do it while honoring 
your psychological needs. Otherwise, it won’t be effective. 
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Let’s talk about relatedness first. Relatedness is how you are connected to the people 
around you. If you lost your job, most times you also lost connections with people you 
were regularly close to and relied on for meeting social and psychological needs. I would 
encourage you to identify a social network to support you during the workday. Loneliness 
is an energy killer. You may not feel aware of it, but feeling lonely depletes your energy. 
Combat loneliness by making time to meet with people for coffee or lunch, even if they 
can’t help you find a job. Having close, meaningful relationships with people might not 
feel productive at the moment but it can help boost your energy level over the course of the 
day. The same thing can be said for exercise.

Now for competence. Use afternoons where you are tired and can’t be effective at finding 
a job to build your confidence and gain new skills. Set aside several hours for learning new 
things. If you’re learning things that can help you build your skills or make you more valu-
able as an employee, that is obviously useful. More importantly, learning is psychologically 
rewarding and puts you in a good mood. It rewards you and makes you feel more interest-
ed in everything you do. Constantly learning and gaining new skills lifts your mood and 
makes you more effective along the way. 

Those are the three things. Leverage your best hours, take care of your close personal 
connections and maintain meaningful relationships, and build your confidence — not just 
to make you a more attractive employee, but to put you in a better mood and raise your 
energy levels.

Jon Iuzzini: Thank you, Ron. Our next question was submitted through the website and 
touches on Greg McKeown, one of the early speakers at the Summit. 

“I like the idea of essentialism. Are there any additional principles to perform well in dif-
ferent areas? I am working as an individual contributor at work, but I would like to take on 
more managerial responsibilities. Our company is still small enough that a manager needs 
to do individual contributor work and I believe it is crucial that I be able to handle both 
responsibilities well without sacrificing one for the other.”

Ron Friedman, Ph.D.:  So, Jon, the question here is “How do I do more management work 
while maintaining my abilities as an employee?”

Jon Iuzzini: Yes, I would say that. This person is working as an individual contributor but 
aspires to take on managerial responsibilities as well. They anticipate they will still need to 
handle their individual contributor level of responsibility at the same time.

Ron Friedman, Ph.D.:  That is interesting because the question raised essentialism. Es-
sentialism is about maintaining your focus on a few things so you can be more impactful. 
But, I guess if the thing you want to be more impactful at is developing managerial experi-
ences, that applies here. 

I am reminded of something Dan Pink said during his session about job crafting. Research 
shows that people who are the happiest and feel most autonomous in their jobs take on 
new responsibilities, feel them out to see which one they like, and then proactively move in 
the direction they want to go. The fault for many of us is that we get the job description and 
assume that is what we have to do to be successful. We don’t think it is our job to figure out 
what we need to do next. That mindset has to change if we want to be more autonomous at 
work. 
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In this case, I would encourage this individual to take the time to think about what aspect 
of management he or she enjoys most and identify the few activities that fall within each 
bucket. I would urge this person to really think about what aspects of management reso-
nate for them and identify ways of doing those activities so they’re not biting off more than 
they can chew.

Jon Iuzzini: Thanks, Ron. We have another question here. 

This person says “I am interested in streamlining the process to improve focus and hap-
piness for myself and other engineers I work with.” This person says they are on the infra-
structure team, which is working well, but the team is new and the company is in the mid-
dle of growing from small to a larger size. This team is having trouble with getting enough 
priority in the company’s focus. People agree there is long-term value in investing in things 
like helping with employee focus and happiness, but they don’t have a way to convey the 
value of doing it now instead of sometime in the future. The question is “What is the best 
way to convey in a specific way to people across the company that there is value to growing 
this emphasis on employee focus and happiness now as opposed to leaving it as something 
to do vaguely in the future?”

Ron Friedman, Ph.D.: I did not get a sense of whether this person is a manager or not, but 
it sounds like this is a perfect opportunity for introducing the research like that book club 
we discussed earlier. 

The research shows that the benefits are immediately profitable for companies. If you 
develop programs that make people happier and more engaged at work the company 
benefits, particularly in a time that the lifespan of the employee has shrunk compared to 
the past. We all have access to LinkedIn, Craigslist, and all of these other programs that 
enable us to find jobs easily. We no longer have jobs that take us through our career. If you 
aren’t doing things to build a better workplace, you risk losing your highest producing and 
most talented employees. I believe this person suggested that it is critical that you do these 
things in the short-term because you will see benefits as well. 

If I do these great things and positive things will happen, that is one way of viewing it. But 
I would urge them to frame it differently — what happens if we don’t ensure our employ-
ees are satisfied and engaged and they feel like there are challenges regularly? Most likely, 
they will lose their best people. That is a tremendous argument for building a great work-
place; not simply because you want people to have a happy, positive experience at work, 
but because you want to ensure your long-term success.

Jon Iuzzini: Thanks, Ron. Our next question comes from Doreen. She says “There is so 
much good information in the Summit it totally blows me away. Can you suggest how I 
might share this knowledge with my co-workers? I belong to a reader book club and we will 
read your book The Best Place to Work.”

Ron Friedman, Ph.D.:  That sound like we planted that question. Thank you for that ques-
tion, Doreen. I hate sounding like a broken record but I really love this book club idea. I like 
sharing information by having pep talks. There are benefits to sharing great information 
with people that can help improve the way we work and the bonding from those shared 
experiences. 

We don’t think of it as a critical component of a great workplace, but those close meaning-
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ful friendships with coworkers not only make work more enjoyable but improve our perfor-
mance. When we work with people we like and respect, we are better able to focus on our 
work rather than worrying about whether we fit in. We are more honest with our feedback, 
we can tell them when they are off on the wrong path, and we are more willing to ask for 
help. All of these are great reasons that close personal relationships are critical at work and 
we don’t think about them. We give people all the training they need, we give them a com-
puter and a desk and we see in terms of friendship good luck, I hope people like you. 

This is not an effective approach, especially if you want to keep people engaged. If you 
want people working at your office over an extended period, you have to give them not only 
a good paying job — you have to give them opportunities to grow their skill-set, you have 
to make sure they feel autonomous in the work they are doing, and you also have to ensure 
they feel connected to others. Otherwise, they will  leave and take all their skills experienc-
es with them. 

I really think that’s a boneheaded move and there are things we can do within our work-
place to ensure people get along more effectively with one another. I’ve given the example 
of, when someone is joining your company, rather than introducing them by their CV or by 
their experiences, talk about what they like to do in the evenings and on the weekends and 
about their family lives. This creates opportunities for people to recognize commonalities 
with their colleagues and bond over specific topics before and after conference calls or by 
the water cooler. This is how we formed this close friendship. Working together is import-
ant but when we know what we have in common with one another that is where we form 
those close friendships.

Jon Iuzzini: Thanks, Ron. As I was listening to you talk, I was thinking of something you 
said recently about the power of walking meetings. I wondered if you could explain what 
those are? I was thinking besides helping with productivity, they can help foster those 
kinds of connections you were talking about.

Ron Friedman, Ph.D.: This is something we can do on an individual level. 

We assume the best way to have a meeting is to go into the conference room together, but 
walking meetings are a way of getting exercise while you are working. When you take a 
walking meeting with someone you work closely with you become even closer, in part be-
cause you are doing something away from everyone else. It’s just the two or three or maybe 
even the four of you, which strengthens your relationship. When we are walking, our heart 
rate goes a little higher. When our heart rate escalates, we assume that we are excited. 
When you are excited in the company of someone else, you like them more. Excitement 
is projected onto the person you are with. It is a way of strengthening relationships while 
getting exercise. We know from all the research that exercise makes us smarter and more 
energized over the course of the work day and raises our mood. 

Jon Iuzzini:  Thanks, Ron. I have one more question here and it comes from Ann in New 
York. She says “Great summit, Ron. I was wondering if the Summit will be offered semi-an-
nually or yearly and if you have any thoughts on offering a monthly guest interview.”

Ron Friedman, Ph.D.: Right now, we are looking at potentially having another Summit 
after Labor Day. It would be a combination of the speakers we had and new speakers. I was 
thinking of putting out a survey where people can suggest people they would like us to 
invite. We would be happy to do that. 
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I am not sure about the monthly interviews. It’s a nice idea, and I enjoyed putting this to-
gether, but it took a lot of work. I have read everyone’s work; if they have written ten books 
then I read all ten and tried to pick the questions to identify the tips they provided. If you 
have read the materials of people at the Summit, you may have noticed much of the work 
they write about is theoretical and rarely translated into practical things people could put 
to use immediately, which was a focus here. Every question should give people practical 
things to apply when they stop watching the video and went to work the next day. It took a 
great deal of effort. 

I really enjoyed it but I am not sure I can make that sustainable. I am  building on Greg 
McKeown’s essentialism and there’s only so much time. As enjoyable as this was, there are 
other things I have promised myself I would do.

But I really appreciate the enthusiasm and you asking about that. 

Any other questions? Going once. Going twice. 

Thank you all very much for being part of the Summit. I really enjoy you being part of this. 
I want to thank you and I look forward to staying in touch with you and sharing more in-
sights as we continue this journey together. I hope you got as much out of this as I did. 

Thanks again.


