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Dear Readers—Employees, Executives, and Enquirers:

Thank you for taking this timely break from your regularly scheduled career programming to consider how we can revolutionize our organizations and work lives at this major milestone in United States history. We can preserve American exceptionalism, protect workers from human and technological tyranny, and defend our professional constitution and livelihood. But we must pledge to faithfully execute the remainder of our term “in the office”—on-site or remote—via the mission herein.

It’s time for profound change in how We the Work People go about our modern-day occupations to reveal us at our best even when put to the test. It’s time to expand leadership’s grasp of job roles, management controls, and company goals for the greater good and the greatest success. It’s time to renovate the organizational structure. 

We need to modernize the corporate design and transform its framework to achieve stellar success across all sectors—without losing our humanity—in these neoteric technological times. We have to elevate experts and empower teams to ensure the most effective and efficient (let alone existent) future of work possible in lieu what we currently face. 

We must enlighten executives, encourage harmony, eliminate tyranny, and emanate respect for all workers. We can enable excellence, increasing innovation and production, aided by artificial intelligence, not replaced by it. We will not only survive the leap to AI but excel everywhere and all-out thrive if we start, right now, together.  

This moment won’t live long. But these words must if we are to make this organizational leap forward while America’s origin story and quarter-millennial arc reside at the forefront of our minds—and AI remains (barely) at bay. So, please give these ideas and each other your consideration now. Then, let our shared labor be the restructuring of our professional livelihood for the greatest near- and far-future workplace we can cocreate, marked by tremendous freedom and respect for all the work people—and massive success.

First, I confess, I began by setting forth my own work grievances somewhat craftily {and surely somewhat laughably} in what was intended to be the first published book in this vein, titled Insubordinate: Letters from an Editor to a Few of Her Favorite Executives. You can imagine what that work of creative nonfiction might contain. Substitute “editor” for your own job title and how many a reader could write their own version of the same.

The title and bare bones for what was to be the fourth book, this one, emerged halfway through the first. Two and three were to be your stories, executives and employees, respectively. They may yet be written by popular demand—and contribution—God and readers willing. Timing being of the essence though, I knew that you, the US workforce and leadership, had to have this book now instead of waiting for me to indulge myself. There would be plenty of time for stories—yours and mine—later, I realized. So, I set all of that aside to focus on the future—America’s future—and put this book in front of you presently. 

Semiquincentennial, bisesquicentennial, sestercentennial, or quarter-millennial, whichever term you prefer, in honor of this momentous anniversary of the country’s founding, I am elated to share this new vision for the American workforce with you now in the hope that you, too, will embrace GrACE. Then, our Great American Corporate Evolution can begin to take shape in the workplace during this 250th year of the United States of America’s existence as a democratic republic—despite how most of our corporations have been run to date. 

You’ll find the ideas for our near-future workplace set forth here more in keeping with America’s values than the organizational structures we currently have in place. Thus, these proposals ought to resonate, inspire, and prove perfectly valid and possible for this country and all who seek to emulate its principles. So, it is my sincere hope that the vision laid out herein will help to set the tone for our next 250 years of egalitarian progress, ground-breaking production, and prodigious success in all that we, Americans, and those who aspire to our ideals of liberty and democracy set out to achieve. 

Of course, there will be the naysayers, those who think these things can’t be done; they’ll never work; or they’re too risky. But when freed to follow our bliss and allotted the resources so to do, the American spirit always prevails and the country progresses—one way or another. I propose herein a better way to go about that in the context of labor than what’s predominantly employed today and projected for the future, one in which We the Work People pose no imminent threat to the good within the corporate establishment, only to the bad. 

So, let’s note well those who reject this volume outright. Among them, we’re sure to find the power-hungry and excessively greedy tyrants within the management class. From plutocrats and despots down to unchecked and even unhinged middle managers, they hide in plain sight amid the rest. These “radical” egalitarian notions will flush them out.

Look to the rational, forward-thinking executives and team leads with a care for the common good, for they will entertain these concepts and implement many of them. Those who say yes to us will get the best of us and are most likely to support the rest of us when times get tough. These are the steward leaders of our future, the ones we want in charge. It is up to us to show them who we are and up to them to let us prove who we can be—on the job and off. 

Americans are no strangers to hard work and dedication. With a little more latitude and a lot of professional love, we can be and do so much more. Then, guess who’ll have our gratitude and reap the rewards. So, let’s put the people to work in their areas of interest and expertise. Assemble the best teams and give them plenty of room to breathe, move, and thrive. Remove whoever and whatever only serve to control them and hold them back. Then, watch what workers can now do for every company, industry, and society as a whole. 

Our way of life can either be over and done or the next phase just begun. Will 250 years mark the beginning of the end of this wonderful thing we like to call the American Experiment before we're completely overrun by tyranny— human and technological—or do we have another two-fifty in us? We can be like the Roman Empire and have some future historian call our present the start of the American republic’s “decline and fall.”​[1] We’re in Juvenal’s “bread and circuses” phase after all; keep us fed and entertained and we won’t complain, right? Or we can wake up and make changes, starting with how we occupy our time on the job.

We can begin now to implement new modes of being and doing our own thing that make the vast majority want to show up each day, call this country not just our home but our beloved home again, and put the effort into keeping it that way and making continuous progress. We can start to better utilize our skills and expertise for the benefit of every company, industry, and society overall. We can make this the place where the possibilities are endless for everyone, where we can all be proud to live and work, grow, and prosper together. We can accomplish all of this and more—but we must begin today.

The future is ours to win or lose—right now. With AI tapping on our shoulder, qubits running amuck, and EDD just around the corner (if not gone altogether), we can’t afford to wait. Our way of life depends on fending off efforts to dehumanize our roles and institutions, deplete our resources, and demean our very selves at this historic moment. Like “live and let live,” we must “work and let work.” We must start with respecting each other to do our thing and excel at what we do, employing more humans to wield new technology, not be exchanged for it. We must begin to be more human, especially in high-touch roles, not less so. We must grow—or we will go.

Indeed, we stand at the precipice of a new work world order. We can fall off like lemurs into the technological AI·byss or evolve like fully fledged e·agles, spreading our human-created and -controlled electronic wings further into every conceivable area—and fly. With our trusty digital assistants—not substitutes {emphasis on “sub” as in less than human and surely far from humane}—we can do ever greater things faster than humanly possible alone. 

This book illumes how we can go about our contemporary corporate remodeling with a human face before conscience-free artificial intelligence, error-prone quantum computing, and dang-blasted cyberwarfare can seal our fate. For leaders, this means giving workers the tools and letting ’em run with them, not the other way around; because if you let the tools run the busy worker bees, you must realize they’ll be running you, too, soon enough. Imagine that futuristic virtual treadmill ’til we all drop dead as the doornails that have long since gone by the wayside. (“Jane, get me off this crazy thing!” –George Jetson) Who won’t be next? Will anyone truly be safe in the end? 

Then, too, let’s redefine our idea of success as those companies that put the most people to work in their communities, rather than the least or thereabouts, paying them for one job but working them enough hours for one-and-a-half to two, and keeping the bulk of the profits for themselves and their big investors. It’s wrong, and we all know it. Seats at the high table of American society should be based on merit, not money, earned. 

With the advent of artificial intelligence, we can keep workers employed but reduce their loads with AI-driven tools. We can make top-line advancements while handing off the menial tasks with low human impact. We can employ more people to wrangle AI and do the high-touch jobs themselves. We can do all of these things, but how many execs will do them, will do better than their predecessors—and peers? How many organizations will do the right thing for America at this critical hour? 

Let’s all pay close attention now. This isn’t just business as usual anymore. This is about keeping the United States a first-world country and preserving the purely human versus being traded for technology—or joining with it. Executives, consider this the challenge of your lives. Will you take Frost’s proverbial “road less traveled” and make all the difference, or will you let much of the populace suffer and succumb on “the road not taken?”​[2] If you weren’t a patriot before—if you weren’t a humanitarian before—your time has come. This is your call to action for the preservation of our society, our sovereignty, and perhaps even our species. The price of efficiency is now humanity—yours and ours overall. Pick a side. One’s got heart and soul; the other, only ego. {Guess which gets the nod from God in any good house of worship.}

We the Work People call on all execs to meet this moment with GrACE. Let a great many workers be AI handlers now, no longer overworked but allowed to utilize artificial intelligence to lighten their load—and thereby GrACE·d not replaced. Companies that choose to keep their workers today, treat them with respect, and put more people to work tomorrow—offering true work-life balance that supports the many faces of the modern family—will be star-spangled like that great banner that still flies high o’er us all. 

So, my dear Americans and friends, let’s roll up our sleeves and get to working better, smarter, and truer to ourselves, lest we live to regret letting this opportune moment pass us by. Let’s ensure the country’s future biographer dubs the beginning of our next quarter millennium not the end of our autonomy and humanity but the end of the dichotomous natures of our personal and professional lives—the former marked by ample liberty and the latter, undue restriction until now. Let them call this the start of our Great American Corporate Evolution—or, shall we say, GrACE in the workplace. 

Let’s free the work people to shine their light of innovation and excel everywhere. Let’s empower experts to make the day-to-day decisions via a more respectful, cooperative, democratic, and advocative organizational design, free of human and technological tyranny and assisted by nifty new quantum, AI, and other cyber tools, not controlled or replaced by them. Let’s implement this GrACE·ful new structure together now to reap the rewards today and secure our place in the work world of tomorrow.

Let’s get down to business, America, and make this giant leap forward in our labors at this historic moment in national and technological time that’s both present and prescient because we’ve got a good and grim idea of where we’re headed if we don’t. Let’s collectively ensure our successors owe us a huge debt of gratitude on the country’s quincentenary. 

May God bless the American workforce and labor market {because—heaven help us—people need jobs, and as long as there are deadlines, there were will be prayer in public companies too}, and may God bless all who aspire to strive and thrive under our newly minted GrACE. 

Respectfully all of yours,
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Worthy, all-embracing change radiates from an equally expansive vision. To this illustrious and industrious end, let us:


Envision a work world where our GrACE*—grown from God’s own—frees us to excel at what we do best, that the light of our labors of LoVE† might brighten every company, community, soul, and this great country as a whole—that our JoY‡ of work may be full.
* Great American Corporate Evolution
† Loads of Valued Effort 
‡ Jubilance o’er the Years 


Our Great American Corporate Evolution is the GrACE·ful​[3] organizational redesign for the next quarter millennium, based on the country’s foundational values of freedom and democracy but attuned to contemporary times—with greater professional liberty and jobholder justice for all. By putting our fine minds and smart hearts together, and using the best technology available while keeping AI at bay—ethically and humanely choosing how we use it—we can establish a newfound state of GrACE in the workplace and achieve ever-more massive success (redefined for the times) across all of our organizations. {If we’re GrACE·ious, we can ace this.} 

In the GrACE·ful workplace, we work with a company to deliver excellent products and services, not for it to win separately. We’re corporate citizens or denizens, not tourists, interlopers, or mercenaries. We work with a team to execute tasks and produce results, assisted by AI {exciting}​[4], rather than for a particular manager to succeed and be recognized over and above the team, regulated by AI {frightening}. We’re a real part of that success we all worked toward just as the venerated team of America’s founding mothers and fathers did for the country. They did it together, and the structure they built has stood the test of a quarter millennium. {Ms. Managed’s bet is on them, not AI, for a humane org framework basis as well.}

Consider the difference in drive from the empowered approach of working with a well-matched team, first and foremost, rather than for some odd manager. There’s a hard and heavy stuck·ness in “work for,” whereas the present progressive “working with” is flexible and open-ended. Instead of kowtowing to someone who can take out their stress and insecurity on overworked direct reports, someone with the final say on everything from projects to job functions they know precious little about, crack teams—with their own chosen leads—get to snap to it together, heads down and weight lifted, eyes focused on the prize. Everything changes. 

No longer is it “Who {whom actually} do you work for?” but “Which team are you working with?” Swap in group, department, or even company there and ponder the implications of that metacognitive switch in real-world applications. When we lead with this profound shift in how we think about, talk about, and go about our business—with the needful changes in the common hierarchical org structure to match—we can effectuate positive and productive change company-, industry-, and society-wide. 

With GrACE, experts get to choose their own projects and development tracks. Teams assemble the best fits with whom to connect, collaborate, and execute their respective tasks. Executives focus on programs and results rather than people problems, which now have a way of working themselves out on their own. Tyrants are outed and ousted. Harmony and respect prevail. Excellence is possible. Success is probable, if not all but assured. 

If that sounds too good to be true, it’s likely that you’re only using your head, and only half of that, to boot: the critical, analytical side of your mind at the expense of the innovative and expressive side. You’ve got to think with your heart too, your whole heart—your smart heart. Think about what every human being would love to get out of work: respect, recognition, and recompense, naturally, but also the intrinsic rewards of purposeful creation and cocreation as well as the confidence borne of both individual and group accomplishment, along with contentment from a job well done. Now, apply our American values to these desires, and the vision becomes a mission that, it’s easy to see, can come to fruition. 

It wasn’t reason that sent ships across the Atlantic Ocean or all the logic in the New World that tossed 92,000 pounds of British East India Company tea into Boston Harbor in 1773. It was the founders’ courage and conviction that did the revolutionary deed—courage to free themselves from the old paradigm of control, desire to create a better life for themselves and their posterity, and belief in representative self-governance that drove them to make the Declaration of Independence in 1776. America was as much heart from the start. 

Now, it’s likewise time to break the old mold of corporate governance for the glory of storied and oft-imploringly God-blessed America and the sake of humanity as a whole. Our glaring modern error is attempting to lead with either a logical or enterprising mind, whether stagnant in reason or bent on innovation, without a heart full of both passion and compassion. We only ever get the best out of humanity with both. We must be wholeminded and wholehearted. That’s how we got America, and it’s how we’ll keep her—with free enterprise and freedom from tyranny for us all. 

George Washington—this country’s original model of steward leadership—warned contemporary and future generations alike against the dangers of despotism {as well as “the spirit of revenge” fueled by political factions,​[5] or parties, as we know them today, though they be anything but}. America’s founding team chose him to lead them into battle against an actual king and then serve as the first to be titled President of the United States of America because they felt he was their best option. Unanimously, they consented to his leadership and then reelected him for a second term. He declined consideration for a third term, assured by then that the Union would hold without him at the helm and could use fresh leadership. 

Washington didn’t ask for power but acquiesced to serve; no single person anointed or appointed him; and the newly formed United States Congress put a whole system of checks and balances in place for their novel structure of governance, knowing, as James Madison (who also declined to seek a third term as did the Thomas Jefferson before him) put it, “Enlightened statesmen will not always be at the helm.” Imagine if every immediate work team in the general professional populace were thus led—with elected representatives and project-delimited leadership stints—sanctioned to check for abuse of power by management as well as for bad behavior on the part of individual workers.

As Abraham Lincoln would later assert, “No man is good enough to govern another man without the other’s consent.” Instead of executives assigning anyone they like to head a team and command its members—promoting persons whom teams wouldn’t choose as the best bets for tremendous success, let alone basic respect—imagine letting the teams themselves decide who can best lead them. It’s less work for senior management and more likely to motivate teams to excel together. Assuming good hiring practices, they’ll to be eager and able to prove what they can do for the company, vying against other teams and orgs to be tops, and protecting against bottoming out, by picking solid leaders.

GrACE in the workplace is all about advancing our contemporary organizations to ensure they most closely embody the heartfelt American values we hold so dear, from liberty and equality to self-determination and freedom from tyranny. It is precisely our ability to decide for ourselves and control our own lives—individually and collectively—that make us feel blessed and lucky to live in this magnificent country. 

Conversely, it is our lack of the same at work that holds us back and makes us want to jump the job ship—sometimes even when we have to swim through uncharted waters to reach the next company boat or industry shore (e.g., contracting for a spell). That’s how desperate some become to escape their professional pain, feeling like the ship is always on or under fire, or sinking, even though it’s often just our own compartment, or team within a department, that isn’t functioning properly due to the poor management thereof. 

Whenever we’re misdirected or reprimanded undeservingly (on or under fire), tackling extra work or others’ emotional states (taking on water), or otherwise faced with a lack of control over our work lives, we likewise experience a sinking feeling of discontent. We might grow frustrated and explode or weary and disengage, ready to discover new horizons and bid the old ones adieu. But this kind of attrition is a preventable plague, unlike the type borne of gross incompetence that rightly results in being thrown overboard.

Contentment in America, on the job and off, requires ample freedom of self-direction because individual liberties are basic rights herein. When these rights are infringed or flat-out trampled upon, we feel disenfranchised and equate that with disrespect. On the other hand, being giving significant autonomy on the job amounts to professional respect, which requires a good measure of trust up front. Trust, in turn, requires the newfound responsibility that arises from tying authority to accountability with decision-making at the level of expertise.

In civil society, once we’re adults, our rights are assured and not revoked unless we break the law of the land. In professional society, however, basic American rights such as independence, respect, and self-determination are rarely granted until long after we’ve proven ourselves worthy time and again. But we know we were born worthy—innocent of wrongdoing—into both the physical world and the work world. To be denied the benefit of the doubt amounts to mistreatment in our Western world view. We deserve a chance to succeed first rather than being treated like potential failures from the outset who need heavy-handed direction, micromanaging, being checked up, and so forth.

Naturally, we anticipate a period of learning in any role or profession before we can expect to be considered capable of running with our own job functions on high-impact projects. Those who are early-in-career need training and mentoring before being let loose on key company projects. However, even newbies ought to be given free rein on some lower profile tasks to build their confidence, skills, and efficiency. Freedom and autonomy are justly tempered, at first, increasing through mid-career. By senior level, experts have full authority and therefore accountability; the two go hand in hand.

Encouragement is helpful. Evaluation is essential. We ought not to go overboard with either. Praise and criticism should be commensurate with the project or task at hand and connected thereto by teams and leadership, not delayed for a formal review cycle, particularly by an individual with limited knowledge or understanding thereof. Follow-ups ought to be connected directly and repeated as needed, especially for newer workers, until they can stand on their own in the mainstay of a GrACE·ful enterprise, which brings us to the crux of this introductory matter. 

The vision set forth at the start of this introduction means to inspire our Great American Corporate Evolution. Our mission is to bring this to fruition through the eight endeavors of a GrACE·ful organization, corresponding with the eight chapters in this book: elevate experts, empower teams, and enlighten executives; encourage harmony and eliminate tyranny; emanate respect; and enable excellence—to excel everywhere.

These are the things we already know we need to do. The question is how? How do we get the best out of employees and keep them from seeking greener pastures? How can we revitalize our own fields and functions? How do we root out bad managers who hold back people, whole teams, and entire areas of the business? How do we keep innovating and succeeding everywhere?

How to accomplish all of these is the focus of this book because how we’ve been going about them to date hasn’t been working so well for the majority. When people are frustrated and disrespected at work, it comes out on the job and off. One need only look at general familial and civil behavior today. It’s like looking in the mirror. The simple fact is that the current org structure and resultant treatment of The Managed—both employees and temporary workers—don’t reflect many of the country’s most basic values, from individual rights to civil liberties, self-determination to self-governance—equal representation over absolute rule. Unlike the country’s early days, when most were struggling but all were building and had a common drive to independently survive, so many have lost hope for something better today. {Not I, my friends, not I.} 

The good news is that we can fix this. We can free the US labor force and set a superb example for the whole work world with a profound new organizational design. Making the leap in our Great American Corporate Evolution across companies and industries entails good faith employment of the novel Heave-Ho™ democratic matrix org model. With dual project and function teams like a standard matrix, but now with elected team leads, broad project choice, and more, no longer must we endure the tug-of-war managers and conflicting priorities of managed matrices or the silos and silencing of deep hierarchies. No one is owned. Information flows. Teams promote teammates. Everyone grows—and companies flourish.

In the novel Heave-Ho dual-team model, each worker belongs to a “Heave” project team and a “Ho” subject team—both of which have a say, from projects to promotions and beyond—giving workers Ho·pe for a better work world. We end sole control by middle managers, give tyrants the heave-ho, and all work together toward our company goals—with a Heave and a Ho. {In a nutshell, we: Cancel sole midmanager control. Give tyrants the Heave-Ho and teammates a say-so.}

“Heave” teams are immediate project teams that combine into program groups, each consisting of a mix of members from different specialty areas with whom we strive to produce cross-functional deliverables—aka products. Programs have projects, and projects have products. Senior teams tackle the high-profile projects with end products meant for external consumption. {Yes, they’re the pro·s in pro·ducts, pro·jects, and pro·grams.} Junior teams focus on lower profile requests and internal tasks. We might think of the “h-e” in heterogenous {or an assorted box of chocolates} to help us remember the Heave team.

“Ho” teams are immediate subject teams—think specialty areas—that compose broader function groups. Their members have similar occupational training or related roles, standards, and goals. Like the “ho” in homogenous {or a “hey-ho” style call-and-response if you’re down, dope, hot, cool, boss, fresh, fly, fab, rad, phat, sick, drip, ill, or lit—take your pick}, these like-minded folks naturally hang together and talk shop because they have tasks, standards, and lingo in common. Together, they set out guidelines and processes to meet them, discuss issues and bounce ideas, engage in professional development, and serve as advocates for one another. Like Santa and his joyful “Ho, ho, ho!” this chummy team’s generosity of spirit builds us up and stays with us all year long. 

{HR, let’s not fret about the vulgar use of “ho” for subject teams and functional areas that may be used in jest. Ms. Managed assures you that we all prostitute our skills for the higher company pay once hired on than what we’d make on the street—main or alley. Let’s try to see the humor in it. Also, unlike Heave teams, there’s no need to wonder which type of chocolate your Ho team is. Ms. Managed promises you that to all the rest, yours is a bit nuts.}

So, we have Heave project teams that roll up to program groups, and Ho subject teams that roll up to function groups. Put them together, and we’ve got the basic Heave-Ho org structure. Teams elect and oust their own leaders at will and have a say in everything from projects to member placement and evaluation, with teammates serving as advocates for each other—and watchdogs. Program and function groups have directors, who’ve successfully served as team leads multiple times before rising to this junior executive rank through repeated team elevation—not random executive appointment.

At smaller companies with fewer folks in each job function, Ho teammates may be more loosely related; whereas at larger enterprises, these teams can get quite granular. It’s best to implement the structure early on so that it grows with the company. Trying to identify workers with similar specialties and functions to get on the same page later can be time-consuming; duplication of effort may well already be happening by then; and lost productivity across meandering programs and between departments is likely. Keeping functional teams together from the outset ensures they won’t spin their wheels over direction-taking and decision-making down the road.

Senior teams are largely self-directed, setting many of their own goals and recommending deliverables, whereas junior teams are more heavily directed by execs. Together, the teams row the company’s many boats side by side (sometimes racing) Heave-Ho style, because if both sides don’t row apace, they’ll spin their boats in circles and go no place—or end up in the drink. So, teams and teammates must resolve to work together, respectfully, to arrive at each destination dry and by the deadline.

Workers report to both their Heave and Ho team entities, meaning they’re answerable to their teammates not to individual managers thereof. Each of the two teams has a say in team member placement and evaluation, and neither team can let a worker go without the other’s input. Many terminations are mere personality conflicts better handled by shuffling team members among projects than shoving off good workers
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