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for Helene




INTRODUCTION

You Are a Genius

 

If a genius is someone with exceptional abilities and the insight to find the not so obvious solution to a problem, you don’t need to win a Nobel Prize to be one. A genius looks at something that others are stuck on and gets the world unstuck.

So the question is: Have you ever done that?

Have you ever found a shortcut that others couldn’t find?

Solved a problem that confounded your family?

Seen a way to make something work that wasn’t working before?

Made a personal connection with someone who was out of reach to everyone else?

Even once?

No one is a genius all the time. Einstein had trouble finding his house when he walked home from work every day. But all of us are geniuses sometimes.

The tragedy is that society (your school, your boss, your government, your family) keeps drumming the genius part out. The problem is that our culture has engaged in a Faustian bargain, in which we trade our genius and artistry for apparent stability.




Reality 

A guy is riding in the first-class cabin of a train in Spain and to his delight, he notices that he’s sitting next to Pablo Picasso. Gathering up his courage, he turns to the master and says, “Señor Picasso, you are a great artist, but why is all your art, all modern art, so screwed up? Why don’t you paint reality instead of these distortions?”

Picasso hesitates for a moment and asks, “So what do you think reality looks like?”

The man grabs his wallet and pulls out a picture of his wife. “Here, like this. It’s my wife.”

Picasso takes the photograph, looks at it, and grins. “Really? She’s very small. And flat, too.”

This book is about love and art and change and fear. It’s about overcoming a multigenerational conspiracy designed to sap your creativity and restlessness. It’s about leading and making a difference and it’s about succeeding. I couldn’t have written this book ten years ago, because ten years ago, our economy wanted you to fit in, it paid you well to fit in, and it took care of you if you fit in. Now, like it or not, the world wants something different from you. We need to think hard about what reality looks like now.

What if you could learn a different way of seeing, a different way of giving, a different way of making a living? And what if you could do that without leaving your job?

This is not a book for the wild-haired crazies your company keeps in a corner. It’s a book for you, your boss, and your employees, because the best future available to us is a future where you contribute your true self and your best work. Are you up for that?

One promise: the world to come (and this book) is neither small nor flat.




This Time It’s Personal 

This is a personal manifesto, a plea from me to you. Right now, I’m not focused on the external, on the tactics organizations use to make great  products or spread important ideas. This book is different. It’s about a choice and it’s about your life. This choice doesn’t require you to quit your job, though it challenges you to rethink how you do your job.

The system we grew up with is a mess. It’s falling apart at the seams and a lot of people I care about are in pain because the things we thought would work don’t. Every day I meet people who have so much to give but have been bullied enough or frightened enough to hold it back. They have become victims, pawns in a senseless system that uses them up and undervalues them.

It’s time to stop complying with the system and draw your own map.

Stop settling for what’s good enough and start creating art that matters. Stop asking what’s in it for you and start giving gifts that change people. Then, and only then, will you have achieved your potential.

For hundreds of years, the population has been seduced, scammed, and brainwashed into fitting in, following instructions, and exchanging a day’s work for a day’s pay. That era has come to an end and just in time.

You have brilliance in you, your contribution is valuable, and the art you create is precious. Only you can do it, and you must. I’m hoping you’ll stand up and choose to make a difference.




Making the Choice 

My goal is to persuade you that there is an opportunity available to you, a chance to significantly change your life for the better. Not by doing something that’s easy or that you’ve been trained to do, but by understanding how the rules of our world have fundamentally changed and by taking advantage of this moment to become someone the world believes is indispensable.

It starts by making a simple choice.

I know that you can do this and I hope you will. And once you do, if you do, I’m hoping you’ll share the idea with someone you care about.




The Take-Care-of-You Bargain 

Here’s the deal our parents signed us up for:

Our world is filled with factories. Factories that make widgets and insurance and Web sites, factories that make movies and take care of sick people and answer the telephone. These factories need workers.

If you learn how to be one of these workers, if you pay attention in school, follow instructions, show up on time, and try hard, we will take care of you. You won’t have to be brilliant or creative or take big risks.

We will pay you a lot of money, give you health insurance, and offer you job security. We will cherish you, or at the very least, take care of you.

It’s a pretty seductive bargain.

So seductive that for a century, we embraced it. We set up our schools and our systems and our government to support the bargain.

It worked. The Fortune 500 took care of us. The teachers’ union took care of us. The post office and the local retailer took care of us. We followed the instructions, we washed the bottles, we showed up on time, and in return, we got what we needed. It was the American Dream. For a long time, it worked.

But in the face of competition and technology, the bargain has fallen apart.

Job growth is flat at best.

Wages in many industries are in a negative cycle.

The middle class is under siege like never before, and the future appears dismal. People are no longer being taken care of—pensions are gone; 401(k)s have been sliced in half; and it’s hard to see where to go from here. You might be the hardworking secretary, the one with institutional knowledge, the person who has given so much and deserves security and respect. And while you might deserve these things, your tenure is no guarantee that you’re going to get them.

Suddenly, quite suddenly in the scheme of things, it seems like the obedient worker bought into a sucker’s deal. The educated, hardworking masses are still doing what they’re told, but they’re no longer getting what they deserve.

This situation presents a wonderful opportunity.

Yes, it’s an opportunity. An opportunity to actually enjoy what you do, to make a difference to your colleagues and your customers, and to unlock the genius you’ve been hiding all these years.

It’s futile to work hard at restoring the take-care-of-you bargain. The bargain is gone, and it’s not worth whining about and it’s not effective to complain. There’s a new bargain now, one that leverages talent and creativity and art more than it rewards obedience.




Where Does Success Come From? 

Every day, bosses, customers, and investors make hard choices about whom to support and whom to eliminate, downsize, or avoid.

For the last twenty years, I’ve been studying eighteen varieties of that simple question. Some variations:

Why do some tactics work better than others? Why are some employees so much more productive than others? Why do some organizations wilt and fade in the face of a tumultuous market while others thrive? How come some ideas spread far and wide and others are ignored?

This book is my answer to that question.




Where Does Average Come From? 

It comes from two places:1. You have been brainwashed by school and by the system into believing that your job is to do your job and follow instructions. It’s not, not anymore.
2. Everyone has a little voice inside of their head that’s angry and afraid. That voice is the resistance—your lizard brain—and it wants you to be average (and safe).


If you’re not doing as well as you hoped, perhaps it’s because the rules of the game were changed, and no one told you.

The rules were written just over two hundred years ago; they worked for a long time, but no longer. It might take you more than a few minutes to learn the new rules, but it’s worth it.




Developing Indispensability 

You weren’t born to be a cog in the giant industrial machine. You were  trained to become a cog.

There’s an alternative available to you. Becoming a linchpin is a stepwise process, a path in which you develop the attributes that make you indispensable. You can train yourself to matter. The first step is the most difficult, the step where you acknowledge that this is a skill, and like all skills, you can (and will) get better at it. Every day, if you focus on the gifts, art, and connections that characterize the linchpin, you’ll become a little more indispensable.

 

Do not internalize the industrial model. You are not one of the myriad of interchangeable pieces, but a unique human being, and if you’ve got something to say, say it, and think well of yourself while you’re learning to say it better.

 

—David Mamet




THE NEW WORLD OF WORK

We Are Surrounded by Bureaucrats, Note Takers, Literalists, Manual Readers, TGIF Laborers, Map Followers, and Fearful Employees

The problem is that the bureaucrats, note takers, literalists, manual readers, TGIF laborers, map followers, and fearful employees are in pain. They’re in pain because they’re overlooked, underpaid, laid off, and stressed out.

The first chapter of Adam Smith’s Wealth of Nations makes it clear that the way for businesses to win is to break the production of goods into tiny tasks, tasks that can be undertaken by low-paid people following simple instructions. Smith writes about how incredibly efficient a pin-making factory is compared to a few pin artisans making pins by hand. Why hire a supertalented pin maker when ten barely trained pin-making factory workers using a machine and working together can produce a thousand times more pins, more quickly, than one talented person working alone can?

For nearly three hundred years, that was the way work worked. What factory owners want is compliant, low-paid, replaceable cogs to run their efficient machines. Factories created productivity, and productivity produced profits. It was fun while it lasted (for the factory owners).

Our society is struggling because during times of change, the very last people you need on your team are well-paid bureaucrats, note takers, literalists, manual readers, TGIF laborers, map followers, and fearful  employees. The compliant masses don’t help so much when you don’t know what to do next.

What we want, what we need, what we must have are indispensable human beings. We need original thinkers, provocateurs, and people who care. We need marketers who can lead, salespeople able to risk making a human connection, passionate change makers willing to be shunned if it is necessary for them to make a point. Every organization needs a linchpin, the one person who can bring it together and make a difference. Some organizations haven’t realized this yet, or haven’t articulated it, but we need artists.

Artists are people with a genius for finding a new answer, a new connection, or a new way of getting things done.

That would be you.




Where Were You When the World Changed? 

I grew up in a world where people did what they were told, followed instructions, found a job, made a living, and that was that.

Now we live in a world where all the joy and profit have been squeezed out of following the rules. Outsourcing and automation and the new marketing punish anyone who is merely good, merely obedient, and merely reliable. It doesn’t matter if you’re a wedding photographer or an insurance broker; there’s no longer a clear path to satisfaction in working for the man.

The factory—that system where organized labor meets patient capital, productivity-improving devices, and leverage—has fallen apart. Ohio and Michigan have lost their “real” factories, just as the factories of the service industries have crumbled as well. Worse still, the type of low-risk, high-stability jobs that three-quarters of us crave have turned into dead-end traps of dissatisfaction and unfair risk.

The essence of the problem: The working middle class is suffering. Wages are stagnant; job security is, for many people, a fading memory; and stress is skyrocketing. Nowhere to run, and apparently, nowhere to hide.

The cause of the suffering is the desire of organizations to turn  employees into replaceable cogs in a vast machine. The easier people are to replace, the less they need to be paid. And so far, workers have been complicit in this commoditization.

This is your opportunity. The indispensable employee brings humanity and connection and art to her organization. She is the key player, the one who’s difficult to live without, the person you can build something around.

You reject whining about the economy and force yourself to acknowledge that the factory job is dead. Instead, you recognize the opportunity of becoming indispensable, highly sought after, and unique. If a Purple Cow is a product that’s worth talking about, the indispensable employee—I call her a linchpin—is a person who’s worth finding and keeping.




Thank You for Protecting Us from Our Fear 

How was it possible to brainwash billions of people to bury their genius, to give up their dreams, and to buy into the idea of being merely an employee in a factory, following instructions?

Part of it was economic, no doubt about it. Factory work offered average people with small dreams a chance to make a significant change in their standard of living. As a bonus, this new wealth came with a pension, job security, and even health insurance.

But I don’t believe that this was enough to explain the massive embrace of a different way of life. The key piece of leverage was this promise:  follow these instructions and you don’t have to think. Do your job and you don’t have to be responsible for decisions. Most of all, you don’t have to bring your genius to work.

In every corporation in every country in the world, people are waiting to be told what to do. Sure, many of us pretend that we’d love to have control and authority and to bring our humanity to work. But given half a chance, we give it up, in a heartbeat.

Like scared civilians eager to do whatever a despot tells them, we give up our freedoms and responsibilities in exchange for the certainty that comes from being told what to do.

I’ve seen this in high schools, in Akron, in Bangalore, in London, and in start-ups. People want to be told what to do because they are afraid (petrified) of figuring it out for themselves.

So we take the deal. We agree to do a job in exchange for a set of instructions. And for the hundred years that it led to increasing standards of living, it seemed like a very good deal.




The PERL (Percentage of Easily Replaced Laborers) 

In the factory era, the goal was to have the highest PERL. Think about it. If you can easily replace most of your workers, you can pay them less. The less you pay them, the more money you make. The city newspaper, for example, might have four hundred employees, but only a few dozen salespeople and columnists were hard to replace on a moment’s notice. The goal was to leverage and defend the system, not the people.

So we built giant organizations (political parties, nonprofits, schools, corporations) filled with easily replaced laborers. Unions fought back precisely because they saw coordinated action as the only way to avoid becoming commodities. Ironically, the work rules they erected merely exacerbated the problem, making every union worker just as good as every other.




The Rule of Ordinary People 

One of the most popular books ever written on building a business is called The E-Myth Revisited, and here’s what its author, Michael E. Gerber, says about the perfect business model:The Model Will Be Operated by People with the Lowest Possible Level of Skill

Yes, I said lowest possible level of skill. Because if your model depends on highly skilled people, it’s going to be impossible to replicate. Such people are at a premium in the marketplace. They’re also expensive, thus raising the price you will have to charge for your product.

The business model should be such that the employees needed possess the lowest possible level of skill necessary to fulfill the functions for which each is intended. A legal firm ought to have lawyers and a medical firm should hire doctors. But you don’t need brilliant lawyers or doctors. What you need is to create the best system through which good lawyers and doctors can be leveraged to produce excellent results.





I can’t make this stuff up. His point was that you want a cookie-cutter business that you can scale fast, without regard for finding, nurturing, and retaining linchpin talent. He goes on to coin the “Rule of Ordinary People.”

Here’s the problem, which you’ve already guessed. If you make your business possible to replicate, you’re not going to be the one to replicate it. Others will. If you build a business filled with rules and procedures that are designed to allow you to hire cheap people, you will have to produce a product without humanity or personalization or connection. Which means that you’ll have to lower your prices to compete. Which leads to a race to the bottom.

Indispensable businesses race to the top instead.




Tough Times in Queens 

Hector has it rough. Rougher than most.

Every morning, he stands on a street corner in Queens, next to the hardware store and across the street from the Thai restaurant. Hector stands next to his six biggest competitors, waiting for work.

Slowly, a pickup truck pulls up. The contractor behind the wheel is looking for workers, day laborers. He knows that every morning, they’ll be on this corner, waiting for him. He rolls down the window and offers minimum wage. Which is a lot for this kind of work.

All the workers seem the same. They’re bundled up against the cold, and they’re willing to work cheap. So he picks three and drives away.

Hector is left on the corner, in the cold. Maybe someone else will come by today. Maybe not.

He’s one of many, a fungible product, a nonchoice. The contractor didn’t expend any time or effort on his choice because it didn’t really matter. He needed cheap physical labor and he got it. He needed obedient workers able to follow simple instructions, and here they were.

And Hector got nothing. Hector went home, as he often does, with nothing.




Your Street Corner 

We don’t want Hector’s story to resonate with us, because it’s disturbing.

Every business is a lot like Hector. Every business stands next to plenty of other businesses, each striving to be like the other, but maybe a little better. Every business waits for the next customer to come along and pick their company.

And of course, sometimes a prospect does pick a particular business. She recognizes it or trusts it or it comes with a recommendation. But more and more (and most of the time), she does precisely what the contractor in Queens did. She picks the cheap one. They’re all the same.

And you? Your résumé sits in a stack next to plenty of other résumés, each striving to fit in and meet the requirements. Your cubicle is next to the other cubes, each like the other. Your business card and suit and approach to problems—all designed to fit in. You keep your head down and you work hard and you hope you get picked.

Sounds a lot like Hector. This is uncomfortable, but it’s true. The people you’re hoping will hire you, buy from you, support you, and interact with you have more choices and less time than ever before.




How Companies (Used to) Make Money 

The difference between what an employee is paid and how much value she produces leads to profit. If the worker captures all the value in her salary, there’s no profit.

As a result, capitalist profit-maximizing investors have long looked for a way to turn low-wage earners into high-value producers. Give someone who makes five dollars a day an efficient machine, a well-run  assembly line, and a detailed manual, and you ought to be able to make five or twenty or a thousand times what you paid in labor.

So, the goal is to hire as many obedient, competent workers, as cheaply as you possibly can. If you can use your productivity advantage to earn five dollars in profit for every dollar you pay in wages, you win. Do it with a million employees and you hit a home run.

The problem?

Someone else is getting better than you at hiring cheap and competent workers. They can ship the work overseas, or buy more machines, or cut corners faster than you can.

The other problem?

Consumers are not loyal to cheap commodities. They crave the unique, the remarkable, and the human. Sure, you can always succeed for a while with the cheapest, but you earn your place in the market with humanity and leadership. It’s certainly possible for a shopper to buy food more cheaply than they sell it at Trader Joe’s. But Trader’s keeps growing, because the combination of engaged employees, cutting-edge products, and fun brings people back. Even people trying to save a buck.

The cheap strategy doesn’t scale very well, so the only way to succeed is to add value by amplifying the network and giving workers a platform, not by forcing them to pretend to be machines. The fickle nature of price-shopping consumers is bad news for many companies, the companies that tried to be cheap at all costs, because now they must figure out how to make a profit from expensive, unique, disobedient employees.

Those are the only two choices. Win by being more ordinary, more standard, and cheaper. Or win by being faster, more remarkable, and more human.




A Century of Interchangeable, Disposable Labor 

Just over a century ago, leaders of our society started building a system that is now so ingrained, most of us assume that it’s always been here and always will be.

We continue to operate as if that system is still here, but every day  we do that is a day wasted, dollars lost, an opportunity squandered. And you need to see why.

The system we grew up with is based on a simple formula: Do your job. Show up. Work hard. Listen to the boss. Stick it out. Be part of the system. You’ll be rewarded.

That’s the scam. Strong words, but true. You’ve been scammed. You traded years of your life to be part of a giant con in which you are most definitely not the winner.

If you’ve been playing that game, it’s no wonder you’re frustrated. That game is over.

There are no longer any great jobs where someone else tells you precisely what to do.




(The Final Straw: The Law of the Mechanical Turk)1 

Here’s the law: Any project, if broken down into sufficiently small, predictable parts, can be accomplished for awfully close to free.

Jimmy Wales led the tiny team at Wikipedia that destroyed the greatest reference book of all time. And almost all of them worked for free.

The Encyclopaedia Britannica was started in 1770 and is maintained by a staff of more than a hundred full-time editors. Over the last 250 years, it has probably cost more than a hundred million dollars to build and edit.

Wikipedia, on the other hand, is many times bigger, far more popular, and significantly more up-to-date, and it was built for almost free. No single person could have done this. No team of a thousand, in fact. But by breaking the development of articles into millions of one-sentence or one-paragraph projects, Wikipedia took advantage of the law of the Mechanical Turk. Instead of relying on a handful of well-paid people   calling themselves professionals, Wikipedia thrives by using the loosely coordinated work of millions of knowledgeable people, each happy to contribute a tiny slice of the whole.

The original Mechanical Turk was a chess-playing “computer” built in the same year that the Encyclopaedia Britannica was founded. Invented by Wolfgang von Kempelen, the Turk wasn’t actually a computer at all, but merely a box with a small person hidden inside. A person pretending to be a computer.

Amazon.com took the idea of a man inside the computer and created a service with the same name. A person or company can present a task to the Mechanical Turk Web site, and hordes of invisible people will chip away at it, doing work that’s eerily human but requires no personal interaction and very little money. These hardworking people are like the little man inside the chess computer: you can’t see them, but they’re doing all the work.

For example, John Jantsch took an interview he did with me (about forty minutes of audio) and posted it to a site that uses the Turk as its labor. For just a few dollars, the site took the recording, chopped it into tiny bits, and parceled it out to anonymous laborers who each transcribed their little section. Less than three hours later, it was sewn back together and the typed transcript was delivered to John.

Instead of paying the industry rate of two dollars a minute (about eighty dollars), services like CastingWords do transcription for less than fifty cents a minute using the Turk. They pay their workers (all of whom speak English, know how to type, and have a computer with an Internet connection) about nineteen cents for each minute transcribed. I figure that’s about two dollars an hour when you calculate all their labor. And there’s no shortage of transcribers. An eighty-dollar project becomes a fifteen-dollar project when you process it with the Mechanical Turk. That’s a 70 percent decrease in cost and a vast increase in speed.

The Internet has turned white-collar work into something akin to building a pyramid in Egypt. No one could build the entire thing, but anyone can haul one brick into place.

Here’s the scary part: some bosses want their employees (you?) to become the next Mechanical Turk. Is that your dream job?




(The Pursuit of Interchangeability) 

In 1765, a French general, Jean-Baptiste Gribeauval, started us down the endless path toward interchangeable parts. He demonstrated that if the French military possessed muskets with parts that could work from one gun to the other, the cost of repairing and even making the guns would drop.

Until then the parts in every device, machine, and weapon were hand fitted together. A screw did not fit any nut but only the one it was made for, a gun trigger would not slot into any other trigger holder but the one it came with, and the barrel would not fit into any other stock except the one it was fitted for. Essentially, every gun was custom made and assembled.

Thomas Jefferson encountered Gribeauval and his acolyte Honorè Blanc in Paris and lobbied hard to bring their ideas back to the United States. When Eli Whitney got an order to produce ten thousand guns for the federal government, a big part of the project was figuring out how to make the parts interchangeable.

For decades, armorers in the Northeast struggled at great cost to develop the technology to produce standardized parts for guns. Other industries were slow to come around. As late as 1885, Singer sewing machines, perhaps the most sophisticated device made in the United States in quantity, were essentially custom-made, each one unable to work with parts from the other.

Henry Ford changed all this. His development (and promotion) of mass production meant that cars could be made in huge quantities and at very low cost. Capitalism had found its holy grail. Within two years of the launch of the Ford System, the productivity at some Ford plants had increased by 400 percent or more.

The essence of mass production is that every part is interchangeable. Time, space, men, motion, money, and material—each was made more efficient because every piece was predictable and separate. Ford’s discipline was to avoid short-term gains in exchange for always seeking the interchangeable, always standardizing.

It only follows, then, that as you eliminate the skilled worker, the finisher, the custom-part maker, then you also save money on wages as  you build a company that’s easy to scale. In other words, first you have interchangeable parts, then you have interchangeable workers. By 1925, the die was cast. The goal was to hire the lowest-skilled laborer possible, at the lowest possible wage. To do anything else was financial suicide.

That’s the labor market we were trained for.




Was the System Always About Obedience? 

Imagine a stack of 400 quarters. Each quarter represents 250 years of human culture, and the entire stack signifies the 100,000 years we’ve had organized human tribes. Take the top quarter off the stack. This one quarter represents how many years our society has revolved around factories and jobs and the world as we see it. The other 399 coins stand for a very different view of commerce, economy, and culture. Our current view might be the new normal, but the old normal was around for a very long time.

Telling your family that you had a “job” and were moving away to go work in a factory of some sort was unheard of. Five or six generations ago, when it actually started happening, it was a social upheaval of huge proportions. It changed the world.

Having a factory job is not a natural state. It wasn’t at the heart of being a human until recently. We’ve been culturally brainwashed to believe that accepting the hierarchy and lack of responsibility that come with a factory job is the one way, the only way, and the best way.




Art and Initiative and Who’s an Artist Now? 

I’m sitting next to Zeke on the plane.

Well, I’m sitting but Zeke isn’t. Zeke is two. He spends the entire flight standing, walking around, poking, smiling, asking, touching, responding, reacting, testing, and exploring.

Is it possible that you were like Zeke?

What happened?

Somewhere along the way, we baked it out of you. And that’s a shame, because what Zeke has (and what so many have lost) is exactly what we need.

We were all hunters.

Then they invented farming, and we became farmers.

And we were all farmers.

Then they invented the factory, and we all became factory workers. Factory workers who followed instructions, supported the system, and got paid what they were worth.

Then the factory fell apart.

And what’s left for us to work with? Art.

Now, success means being an artist.

In fact, history is now being written by the artists while the factory workers struggle. The future belongs to chefs, not to cooks or bottle washers. It’s easy to buy a cookbook (filled with instructions to follow) but really hard to find a chef book.




The Myth of the White-Collar Job 

Most white-collar workers wear white collars, but they’re still working in the factory.

They push a pencil or process an application or type on a keyboard instead of operating a drill press. The only grease they have to get off their clothes at the end of the day is the grease from the take-out food at lunch.

But it’s factory work.

It’s factory work because it’s planned, controlled, and measured. It’s factory work because you can optimize for productivity. These workers know what they’re going to do all day—and it’s still morning.

The white-collar job was supposed to save the middle class, because it was machineproof. A machine could replace a guy hauling widgets up a flight of stairs, but a machine could never replace someone answering the phone or running the fax machine.

Of course, machines have replaced those workers. Worse, much worse, is that competitive pressures (and greed) have encouraged most organizations to turn their workers into machines.

If we can measure it, we can do it faster.

If we can put it in a manual, we can outsource it.

If we can outsource it, we can get it cheaper.

The end results are legions of frustrated workers, wasted geniuses each and every one of them, working like automatons, racing against the clock to crank out another policy, get through another interaction, see another patient.

It doesn’t have to be this way.
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Average Is Over 

Our world no longer fairly compensates people who are cogs in a giant machine.

There’s stress because for many of us, that’s all we know. Schools and society have reinforced this approach for generations.

It turns out that what we need are gifts and connections and humanity—and the artists who create them.

Leaders don’t get a map or a set of rules. Living life without a map requires a different attitude. It requires you to be a linchpin.

Linchpins are the essential building blocks of tomorrow’s high-value organizations. They don’t bring capital or expensive machinery, nor do they blindly follow instructions and merely contribute labor. Linchpins are indispensable, the driving force of our future.

The rest of this book is about changing your posture, and doing it right away.

One last favor before you start: At some point, you may get frustrated and decide to stop reading. Before you do that, I’m begging (begging!) you to read my short chapter, “The Resistance,” on page 101. It will explain why you’re frustrated.




When the New System Replaces the Old 

Revolutions are rare, which is why they always seem to take us by surprise. Electricity was revolutionary. No one had any idea how it would change everything, including the ancient system of domestic labor. A house like yours would have taken half a dozen servants to maintain before electricity.

When electricity showed up in people’s homes, it never occurred to builders or electricians that perhaps people would want electrical outlets. Every home with electricity had a few light fixtures and that was it. When the washing machine was introduced, the only way to power it was to unscrew your light bulb and screw in the cord of your washing machine. Hundreds of people a year died using washing machines, because the new system wasn’t particularly well organized or understood.

It’s hard to describe how significantly different the postindustrial rules are, but I’ll try. The good news is that it probably isn’t as fatal as a washing machine.




Who Wins? 

When John Jantsch uses the Mechanical Turk to get an interview transcribed for 30 percent of the old-school price, it’s pretty clear who wins. He does. He keeps the money that would have gone to a well- (or at least fairly well-) paid professional.

And the transcriber who used to make a living at this? He loses.

Over and over again, in every industry, precisely the same calculation takes place. “Should I pay significantly more to have it done the old way, the local way, the traditional way, the way that pays a neighbor a living wage—or should I keep the money?”

In our rush to build, profit, acquire, and otherwise leverage our efforts, we almost always pick the fast and cheap alternative, particularly if it’s as good as (or better than) what it replaced.

Do you still use a full-price stockbroker? Odds are that somewhere along the way, you realized you could trade on your own, for close to free.

Does your airline still pay travel agents a 10 percent commission? Odds are that the airline decided to keep that 10 percent (which is greater than the profit on the flight itself), rather than pay someone to use Travelocity while you sat and watched.

Have you chosen to shop at Wal-Mart? There’s plenty of research that indicates that every time Wal-Mart enters a community, jobs disappear, businesses close, and the base of the town decays. That’s okay, though, because you can get a jar of pickles the size of a Volkswagen for three dollars.

Abstract macroeconomic theories are irrelevant to the people making a million tiny microeconomic decisions every day in a hypercompetitive world. And those decisions repeatedly favor fast and cheap over slow and expensive.

There are pundits who will go to great lengths to persuade you that these decisions are selfish and shortsighted and even morally wrong. Books that will deplore capitalism in all its forms and argue that we need to legislate an alternative.

I don’t buy the plausibility or implementability of the argument in favor of freezing things as they were. I think these well-meaning authors have been brainwashed into believing that the old version of the American Dream was a right, and that it was somehow baked into who we are as people.




(You Are What You Do) 

Karl Marx and Friedrich Engels wrote, “By producing their means of subsistence men are indirectly producing their actual material life.” They went on to argue that what we do all day, the way money is made, drives our schooling, our politics, and our community.

For our entire lives, the push has been to produce, to conform, and to consume.

What will you do if these three pillars change? What happens when the world cares more about unique voices and remarkable insights than it does about cheap labor on the assembly line?

Marx also traced our evolution from a single-class world (tribe members) to a world with two levels: the bourgeoisie and the proletariat.

The bourgeoisie has capital to invest and factories to run. Members of this class own the means of production, giving them considerable power over the workers. The hardworking “proletariat” are indebted to the bourgeoisie because they can’t build their own factories. They don’t have the capital or the organization to do so.

Makes sense to me. For two centuries or more, the gulf was distinct. You were on one side or the other.

Now, though, the proletariat owns the means of production. Now, the workers are self-organized online. Now, access to capital and the ability to find one another are no longer problems.

If the factories are our minds—if the thing the market values is insight or creativity or engagement—then capital isn’t nearly the factor it used to be. There’s a third layer to the economy now—call them the linchpins. These are people who are not proles (waiting for instructions and using someone else’s machines), nor are they princes or barons of industry. The linchpins leverage something internal, not external, to create a position of power and value.

Remember Adam Smith’s pin-making machine? Now, each of us owns our own machine, if we choose. Now, each person, working solo or in a team, already possesses the means of production. They are indispensable, if they want to be.




(Karl Marx and Adam Smith Agreed) 

Both great social economists said the same thing: There are two teams, management and labor. Management owns the machines, labor follows the rules.

Management wins when it can get the most work for the least pay, and the more controlled the output, the better. Smith thought this was a good thing. Marx saw this as a lousy deal for labor and insisted that the entire structure be forcibly abandoned.

What if there were no longer only two sides? Not just capital versus labor, but a third team, one that straddled elements of both? I think there’s a huge opportunity for a third kind of participant, a linchpin, and now there is an opportunity to change all the rules that we’ve lived with all our lives. There is a shortage of this third kind of worker, and that shortage means that the market needs you desperately. The con game is ending, at least for people passionate enough to do something about it.




The End of ABC and the Search for the Difference Maker 

Thornton May correctly points out that we have reached the end of what he calls attendance-based compensation (ABC). There are fewer and fewer good jobs where you can get paid merely for showing up. Instead, successful organizations are paying for people who make a difference and are shedding everyone else.

Just about anyone can be trained to show up. Anyone can unlock the door of the local coffee shop in the morning or monitor the dials at the power plant.

What does it mean to make a difference?

Some jobs are likely to remain poorly paid, low in respect, and high in turnover. These are jobs where attendance (showing up) is all that really matters. Other jobs, the really good jobs, are going to be filled with indispensable people, people who make a difference by doing work that’s really hard to find from anyone else.




Owning the Means of Production 

This changes everything.

When labor is dependent on management for the factory and the machines and the systems they use to do their work, the relationship is fraught with issues over power and control. The factory needs labor, sure, but labor really needs the factory. It was always easier for management to replace labor than it was for labor to find a new factory.

Today, the means of production = a laptop computer with Internet connectivity. Three thousand dollars buys a worker an entire factory.

This change is a fundamental shift in power and control. When you can master the communication, conceptual, and connectivity elements of the new work, then you have more power than management does. And if management attracts, motivates, and retains great talent, then it has more leverage than the competition.

It starts with bloggers, musicians, writers and others who don’t need anyone’s support or permission to do their thing. So a blogger named Brian Clark makes a fortune launching a wonderful new theme for Wordpress. And Perez Hilton becomes rich and famous writing on his blog. Abbey Ryan makes almost a hundred thousand dollars a year painting a tiny oil painting each day and selling it on eBay. These individuals have all the technical, manufacturing, and distribution support they need, so they are both capitalists and workers.

The organizations they work for have a very low PERL. In fact, for solely owned organizations, there aren’t any easily replaced laborers.

This idea is spreading, faster than most of us realize. Now, the thriving organization consists of well-organized linchpins doing their thing in concert, creating more value than any factory ever could. Instead of trying to build organizations filled with human automatons, we’ve realized we must go the other way.




Mediocrity and the Web 

Hugh MacLeod: “The web has made kicking ass easier to achieve, and mediocrity harder to sustain. Mediocrity now howls in protest.”

The Internet has raised the bar because it’s so easy for word to spread about great stuff. There’s more junk than ever before, more lousy writing, more pointless products. But this abundance of trash is overwhelmed by the market’s ability to distribute news about the great stuff.

Of course, mediocrity isn’t going to go away. Yesterday’s remarkable is today’s really good and tomorrow’s mediocre.

Mediocre is merely a failed attempt to be really good.




The Hierarchy of Value 

[image: 003]

There are always more people at the bottom of the stairs, doing hard work that’s easy to learn. As you travel up the hierarchy, the work gets easier, the pay gets better, and the number of people available to do the work gets smaller.

Lots of people can lift. That’s not paying off anymore. A few people can sell. Almost no one puts in the work to create or invent. Up to you.




(How the Average Subsidize the Merely Mediocre—and the Above Average Get Screwed) 

Let’s say you’re the boss, the guy with the map, the person generating jobs and taking profits. You have a business model that allows you to hire  people to manipulate data or make sales or do some other task that you can write down in a manual.

An exceptional performer earns you $30 for every hour he works. A good employee is worth $25 an hour, and a mediocre worker can contribute about $20 an hour in profit.

If you can’t tell who’s mediocre and who’s exceptional when you do the hiring, and you want to pay everyone a standard rate, how much should you pay?

Well, other than “as little as possible,” the answer is certainly less than $25 an hour. Probably less than $20 an hour. You want every employee to make money, even the mediocre ones.

Which means that all your other employees are getting paid less to make up for the ones who contribute the least. The exceptional performers are getting paid a lot less, which is why they should (and will) leave. Exceptional performers are starting to realize that it doesn’t pay to do factory work at factory wages only to subsidize the boss.




Remarkable People 

In Purple Cow, I made a simple argument:

Corporations have no right to our attention. For years (or decades), corporations made average products for average people and routinely interrupted us, hoping we would notice them—and eventually, we stopped paying attention. Now, the only way to grow is to stand out, to create something worth talking about, to treat people with respect and to have them spread the word.

Now I want to make a similar but much more personal argument: You have no right to that job or that career. After years of being taught that you have to be an average worker for an average organization, that society would support you for sticking it out, you discover that the rules have changed. The only way to succeed is to be remarkable, to be talked about. But when it comes to a person, what do we talk about? People are not products with features, benefits, and viral marketing campaigns; they are individuals. If we’re going to talk about them, we’re going to discuss what they do, not who they are.

You don’t become indispensable merely because you are different. But the only way to be indispensable is to be different. That’s because if you’re the same, so are plenty of other people.

The only way to get what you’re worth is to stand out, to exert emotional labor, to be seen as indispensable, and to produce interactions that organizations and people care deeply about.




End of sample




    To search for additional titles please go to 

    
    http://search.overdrive.com.   


OEBPS/godi_9781101196311_oeb_006_r1.gif
Donald Bradman (AUS)
Graeme Pollock (SAP)
George Headley (W)
Herbere Sutclife (ENG)|
Eddie Payncer (ENG)
Ken Barrington (ENG)
EvertonWeekes (W)
Wally Hammond (ENG)
‘Garfild Sobers (W)
Jack Hobbs (ENG)
ClydeWalcore (Wi)

Len Hutton (ENG)
ErnestTidesley (ENG)
Charle Davis (W)
Vined Kambli (IND)

2

50

The biggest margin

inthe history of sport

75

100





OEBPS/godi_9781101196311_oeb_004_r1.gif
A=?ﬁ'nce§s
B= ProJig

C= {—_rusfm‘?l'ovx
D= Linchpm





OEBPS/page-template.xpgt
 

 
	 
		 
	

	 
		 
	

	 
		 
	

	 
		 
	

	 
		 
	    		 
	   		 
	    		 
		
	



 
	 






OEBPS/godi_9781101196311_oeb_008_r1.gif





OEBPS/godi_9781101196311_oeb_012_r1.gif





OEBPS/godi_9781101196311_oeb_010_r1.gif
Gi\la

Get





OEBPS/godi_9781101196311_oeb_002_r1.gif





OEBPS/godi_9781101196311_msr_ppl_r1.jpg





OEBPS/godi_9781101196311_oeb_005_r1.gif
following instruckions

hours of effort / day

insights

Py





OEBPS/godi_9781101196311_oeb_003_r1.gif
Create/invent
Connect
Sell
Produce
Grow
Hunt
Lift





OEBPS/godi_9781101196311_oeb_007_r1.gif
close {”Peffed
(but never ‘{‘ﬂe*"*@

Qv QLH’\j

hours of effo t





OEBPS/godi_9781101196311_oeb_009_r1.gif
Discernment

Burea erat Linchpin
2 Y
g g
s 3
& a
. -Rndumen\'mlis*
Whinec Zealst

Attachment





OEBPS/godi_9781101196311_oeb_013_r1.gif
sdoad apy pau Royy 55 343 5 Gpogauss pajuajep unu 3y Jueq sllend ‘SOS Foeny

5300y 32 )04 Iy ¥00NLYN Q0N m:_msmf SIp|dem ay]
SIS UMo ¥a0k puij ok aney a0k “SHOO( b1 URUL JIPURY 51 Lo Bui|jas
“H 0} pasn BuiHab s 2ARa)> Bwaq 3o hed ysapiev UL

Fiae923 wodueys AD 12uedws Yum olobucd 2EU0) S W PyAL4e> 2 1bS 104l s2vedws)
a1R623pULY w1 Suokesd 4O Xoq @ UAAIG SI UORaR> 3N1}ea) Ui0q S1 ORI
"LON 3UV NOA L¥HM ANV ‘00 0L INITUM T3V NOA LUHM S ILVYVAIS LVHL 3NT Q3 IHL MVYQ 0L JATHM SI

ATWNOISS3403d N3Y3TNY) NOS ¥3d INLYIED ¥ IMHL INV.LN04WI LSOW FHL
"FAISLN0 5,3573 ACOEIWOS HLIM 3AISNI¥NOA IYVIWOI BIAIN
112k 64200 111 Ue(d 3008 ‘LoYs 610 awes 59 _pasanazsip, 59134 Giuappas 00k uo Spuadap veld 26 ek i

pagessano st Sunch Gukg | ‘)eba3} ureway

ks MOONONI BIOUDI qor Gep vaos daay

‘vied a4y 14225€ 00k 00R ypm abe of YoM ¥noR Moje
ey Y vohia 0w 2 oy ot uonag seamp ol pued uoISsed JYE00q 2q Wed pIdW
o gy 51 sy n s, ymge ooy S BOT OLAI 5 AIEION DNNYAL 40 23NDE
Jesinokao)oq  Uaeystaned Rlieowans anp S ST 11mg 2L A 0oR 22108 ke

510 fpogan vabwansisannd 9304300 UMO 300R Y0} 2q15V0dsad ke no)
SISETLIASMELNOKG Y0NS “soussboyle Spmos> pione ‘pmosdaviwiasy 400 puets 03 Rikyvoq
sy g welpappn K0S S TSI PO ooy pais
“AWIT) 0L H13¥T SIHLNO Lnd T4IM AJHL 1533TA3 1NN OW FLYAYS NOVO WTHL SUH AQ0SANINT

SIS 3000 N worpensdsn Guupf i bS50 8 22000 U 300k w Sutg






OEBPS/godi_9781101196311_oeb_011_r1.gif
ead’s
brains

Zombie
-or-

Bureavcracy





OEBPS/godi_9781101196311_msr_cvt_r1.jpg
LINCHPIN






OEBPS/godi_9781101196311_msr_cvi_r1.jpg
LINCHPIN

ARE YOU INDISPENSABLE?

Seth Godin

Hlustrations by Jessica Hagy and Hugh MacLeod

PORTFOLIO





OEBPS/godi_9781101196311_oeb_001_r1.jpg
LINCHPIN

ARE YOU INDISPENSABLE?

Seth Godin

Illustrations by Jessica Hagy and Hugh MacLeod

PORTFOLIO





