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Kelly: You're listening to the See Jane Invest podcast, episode 18: See Jane Build an A- Team, with
author and expert on disruptive innovation and personal disruption, Whitney Johnson. 
 
Kelly: Hi, I'm Kelly Keenan Trumpbour. As an angel investor and film producer, there's 
one question I always ask myself and the women I mentor: What does it mean to invest in
yourself and not simply wait around for someone else to invest in you? If you want to play big in
places that might not be familiar with your voice, your brand of leadership, and your place in the
world, the first person you should be expecting to back you is you. If you're craving a
conversation that goes beyond fighting for a seat at the table and instead talks about how to
take over the whole damn lunchroom, you're in the right place. Welcome to the See Jane Invest
podcast. 
 
Kelly: Today's guest, Whitney Johnson, is a friend, a colleague, and she's really a 
mentor of mine. When I was in the very early stages of coming up with the idea that would
become See Jane Invest, I came upon some of her work in the Harvard Business Review, and I
thought she just had an incredible voice. She really spoke to me. At the time, the book that she
had out was called Disrupt Yourself. I highly recommend it for anyone who wants to take a
vision, an idea, to the next level. 
 
Kelly: Her new book, Build an A-Team, builds on that. This is going to be what we're 
talking about today. It's all about what you need in place to build the team that's going to
support your vision. It's got so many great takeaways for both the person who's doing the hiring
and the person who's looking for a job. 
 
Kelly: I reached out to her years ago, before See Jane Invest got off the ground. It was 
always such a pleasure to talk to her. Her advice, her perspective, it really gave me a wonderful
place to start. It's just a pleasure to reconnect with her here and give her an opportunity to speak
with you, because I know you're going to have so many fantastic takeaways from this
conversation. 
 
Kelly: Whitney is just a powerhouse. She's done so many incredible things. Let me tell 
you a little bit more about her. She is one of 50 Leading Business Thinkers, according to Thinkers
50, in the whole world. She's an expert on disruptive innovational and personal disruption. This
is a framework codified in the critically acclaimed book that I just mentioned, Disrupt Yourself, as
well as Whitney's new book, Build an A-Team: Play to Their Strengths and Lead Them Up the
Learning Curve. She developed her proprietary framework and diagnostics after cofounding The
Disruptive Innovation Fund, with Harvard Business School's Clayton Christensen. She's a former
award-winning stock analyst on Wall Street, a WBECS faculty member. She is part of the original
cohort of Marshall Goldsmith's 100 Coaches. She's been a coach for Harvard Business School's
Executive Education. She's a Harvard Business Review contributor and a LinkedIn Influencer. 
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Kelly: The woman knows her stuff. I think you'll love this episode. Let's dive in and 
enjoy the show. 
 
Kelly: Today's guest is Whitney Johnson, who has a book out, called Build an A-Team: 
Play to Their Strengths and Lead Them Up the Learning Curve. This follows on Disrupt Yourself, a
wonderful book that Whitney put out in 2015. It's just such a pleasure to have you on the show,
Whitney. 
 
Whitney Johnson: Well, thank you, Kelly. I'm so happy to be here. 
 
Kelly: Tell us about the book and a little bit about your background, but let's start with the book.
What do you want people to have as the nutshell takeaway about what this book is about and
who it's for? 
 
Whitney Johnson: This book is for anyone who either, A, wants to be a great boss; B, wants to 
build a great team; and/or, C, wants their organization to be more innovative. 
 
Kelly: You would know a lot about building teams, because your work background is 
fascinating. I mean, you've done everything from work on Wall Street to being ... You've been an
investor. You've worked as a consultant, a coach, so I think you would know a thing or two about
building good teams. 
 
Whitney Johnson: Well, thank you. 
 
Kelly: Can you tell us a little bit more? What led up to writing this book? Why did you 
think this book was needed now? 
 
Whitney Johnson: Yeah, so it's really interesting. What happened is while I was investing with 
Clayton Christensen at the Harvard Business School, who I cofounded this firm with, called The
Disruptive Innovation Fund, and for your listeners who aren't familiar with him, he wrote a book
called The Innovator's Dilemma, and really is considered the father of disruptive innovation. He
coined the term. 
 
Whitney Johnson: I had this big "aha!" after I read his book and then was working with him, is
that this whole theory of disruption that we were applying to products actually also applied to
people, and, at a very high level, it was a framework for managing change, which, at its simplest,
it's a silly little thing that takes over the world, whether it's a telephone taking over, disrupting the
telegraph, or it's Toyota disrupting General Motors, or Uber disrupting taxis. The big "aha!" was is
that people can disrupt themselves. The big exception is that when it comes to people, I'm
Toyota and General Motors; you're Netflix and Blockbuster. 
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Whitney Johnson: I wrote the book, Disrupt Yourself, and had a really great reception to it, but 
then people would say, "Okay, I get it. I understand how to disrupt myself, but how do I get my
boss to let me disrupt myself, and, if I'm a manager or leader, how do I get my team to be
disruptive." Build an A-Team was an answer to those questions and is, effectively ... If Disrupt
Yourself is for you, Build an A-Team is for you as a manager or as a leader. It talks about how do
you create an ecosystem where disruption's possible, which, in and of itself is nice? The business
case for it is that when you have a team where people are allowed to disrupt themselves, they're
repeatedly doing that — they're learning, leaping, and repeating — then you've got a team, then
you've got an organization, that can manage through change. 
 
Whitney Johnson: It started answering a simple question of how do I get my team to do it, but the 
case that I build is that if you want to innovate, you will build a team where people are able to
repeatedly disrupt themselves. As a consequence, you're going to have people who love to come
to work, because they're always learning and, if they love coming to work, they like working for
you, and so you're a good boss. 
 
Kelly: Which is so important, and I have a fun anecdote to share. I actually discovered 
Whitney Johnson through a Harvard Business Review article, and this was right before I started
See Jane Invest. I believe one of the articles was about Disrupt Yourself. What I think is so great
about the trajectory of Disrupt Yourself and, now, Build an A-Team, is ... At the time, I was just
very inspired by that article, went on to read Disrupt Yourself, and reached out to you. That was
just a very inspiring moment that helped me get the wheels going with what See Jane Invest
became, investing in women's startups. 
 
Kelly: Build an A-Team is really the next step, as much as ... I got started in investing in 
startups. It's one thing when you see the idea, which is the great leap that people take, where
they're really putting themselves out there. It's another thing to get a company going and off the
ground. Clearly this book is written for all kinds of organizations, but I see so many startups that
want to take huge leaps, grow quickly, and they struggle the most with their team. Their team
often- 
 
Whitney Johnson: That's right. 
 
Kelly: Clogs the wheels a little bit. Can you talk a little bit about how you've seen this 
book work well for the startups, all the way up to the big corporations? 
Whitney Johnson: All right, so before I answer that question, I actually want to just go back and 
mention, yeah, I remember we met. It's probably been five or six years ago. 
 
Kelly: Which is crazy, I know! 
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Whitney Johnson: Right, it is crazy. You reached out to me, and it was so fun. I think I've told you
this before, but I'll share with everybody on air. I think you were probably the first person I ever
coached that actually paid me to coach, which is really fun, and so I just wanted to acknowledge
that. Thank you for having the courage to be coached by a novice coacher. I was at the low end
of my learning, at that point in time. 
 
Kelly: It's funny, because I remember I reached out to you, because, I mean, I was on a 
getaway, a weekend getaway with my husband. It was funny, because it was after a low point in
my life, health-wise, medically, and we were just having this wonderful getaway. I was just
cruising the Internet and, for some reason, was on the Harvard Business Review, read your
article. There were a lot of other things happening, but I wasn't someone who reached out to a
lot of coaches. I didn't even know of it as really a concept at the time. It was ... I knew people
worked with coaches, but I was like, I don't really see what I could do. 
 
Kelly: Your message was just so on that I was like, how do I connect with you? How can I spend
time just talking to this woman? Because your whole background your experience, I was like, if
I'm going to jump into the thing I think I'm going to jump into, I want to know more about this
whole world, because not only did you know Wall Street, and you knew investing, but then you
were talking about ... The whole Disrupt Yourself was the whole side of startups that it's like, this
is what gets people to jump. I needed that, myself, for getting into investing, but I really
appreciated it from the side of like, this is what's fueling the companies that are out there. What
is that all about? How does that work? How can I apply it to myself. 
 
Kelly: That's why I was always so happy that I got to be your beta client. That's why I 
reached out to you. It was ... I had a lot of other people, who I think reached out to me like, “We
should work together.” I was like, “I don't think so. I don't think there's any reason for me to work
with you,” but that, to me ... I was just like, yes, this completely fits with everything I want to work
with, yeah. 
 
Whitney Johnson: Yeah, so that's really fun. I just wanted to call that out. Back to your question
that you asked a second ago ... It is a really interesting challenge that startup founders and
entrepreneurs have, because almost always, when someone starts a business, they have a vision,
and they're able to really articulate this really powerful idea of here's where I want to go, and I
want you to go there with me. 
 
Whitney Johnson: People buy into that. They're like, okay, I'm in. I know I'm not going to make 
very much money. I might someday, but I may not right now. I'm in, because I believe in your
vision, and I believe that, in working with you, I will be able to bring my dreams to work. 
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Whitney Johnson: Then what happens is, as you start to grow and people are like, yes I want this 
product, yes I want this service, then as a founder entrepreneur, you've got deadlines. You've got
budgets. You start to be under a lot of stress, and so, right at that moment where people are
really engaged and now they've started to really move up their own learning curve, they're like,
well, I need to do something new, and you're like, no, no, no, no, I need you right where you are,
doing what you've always done. 
 
Whitney Johnson: There's this really big, big tension. My thesis is that if you will allow the people
who work for you to learn, leap, and repeat, to continually disrupt themselves, not only will you
be able to retain talent, but you're also going to be able to build a team where people like to
come to work. In the very short-term, it's going to feel a little bit painful to let people jump, but in
the long-term, certainly in the medium and the long-term, you're going to be able to build a team
that is going to be very, very robust, in terms of growing and in terms of being able to stay ahead
of the competition. 
 
Kelly: Which is so important, because I think it's very hard for the people who are 
leaders enough to get an idea articulated, pitched, funded, to even let go enough to have their
employees do the work. On the other hand, there's a burnout level that, if they don't, the
company's going to come to a grinding halt. I can imagine. I know there's all sorts of types that
wind up being managers or CEOs, but in startups, and even a lot of businesses that are out there,
the CEO winds up being CEO and manager. The company hasn't grown to the level to have
managers under the CEO yet. I think that's really tough for them to have both the idea, the vision,
the long-term strategy, and the skillset of a manager to say let this team be the team they have
to be. 
 
Whitney Johnson: Right, absolutely. I think one of the things that's difficult is that when you have
a big idea, you just want to go out and do that idea, and then you realize that ... I can think about
some of my CEOs that I coach of this idea of I've got this big idea. Then, at some point, you get hit
between the eyes, where you realize, okay, actually, the only way, the only way, that I'm ever
going to be able to execute this big idea and really scale the business is if I have people who are
equally as excited as I am, and the only way I get them excited is if I am willing to step back and
invest in them. That's really hard, because it's not ... It requires a certain degree of selflessness,
of really stepping back and investing in other people. 
 
Whitney Johnson: It's counterintuitive, but the whole idea of disruptive innovation is you step
back in order to grow. You step back in order to be a slingshot. One of the biggest lessons of this,
for any leader or manager, founder, entrepreneur, is if you will step back to invest in your
people, then as you let them grow, you and your company are going to be able to grow, as well. 
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Kelly: The investment's on so many levels. I mean, on the superficial level, there's the financial
investment. When you are trying to scale, and you make hires, there's a point in time where it's a
gamble. You don't know that that hire is necessarily going to be the right fit, whether by your
design or their skill set in being able to execute. 
 
Kelly: It's also an investment of your courage to be able to trust them, your leadership time, and
even teaching, mentoring a little bit, and also the time it takes to even rein yourself in and say,
“Step back. Let them do it. Don't get involved.” Even though it is a stepping back process, I can
imagine, for a lot of people in that position, there's effort in it. It's like, “Well, I stepped back, but
now I have to just bite my fingernails and hope it all works out.” 
 
Whitney Johnson: Right, absolutely, absolutely. It really ... It is an interesting process, and it's 
fascinating, because I actually, myself, am going through this right now, as I'm scaling and
building my business around the ideas of Build an A-Team. It's kind of, not even kind of ... It's
very interesting to have to have this experience of living out loud what I'm talking about. I think
that's actually the way we learn the best is, as we're saying, okay, I'm talking about this. How am I
living it? Being aware of, okay, I've got this person on my team, and they seem like they're at the
top of their curve. What am I going to do? What's that going to look like? 
 
Whitney Johnson: It's a really important challenge, and it's hard to do, but it's what you have to 
do. Ultimately, I mean ... If I go back to one of the bigger picture themes of this book is that if you
will build one A-team, if you'll build the people on your team, you build these vast networks of A-
teams across your career. That's ultimately going to be very, very satisfying for any human being. 
 
Kelly: Yeah, now one of the things that I've heard happen quite frequently, in all sorts 
of organizations, startups, solopreneur businesses, even corporations, is you hire somebody who
is just fantastic, talented, motivated, driven. You get them in the job, and they want to perform
well. It's not like they checked out or they give you a lot of puffery about what they could actually
do. It's, no, they've got a lot of talent, but there isn't a fit. Something isn't quite working. 
 
Kelly: It always comes down to the question of do you change the position to accommodate the
person, or do you have to let the person go and find someone who can actually fill that? I'm sure
it changes, situation to situation, but have you come across that? Is there any common themes
about what to do in that kind of situation? 
 
Whitney Johnson: Yeah, it's a great question, Kelly. I think that one of the things that happens is 
that whenever ... We, as human beings, we tend to undervalue what we are and overvalue what
we're not. As a consequence, on our resumes and when we even are narrative around ourselves,
we tend to emphasize the things that we've worked really hard to learn, because we value that. I
worked hard to learn how to do this. We talk about it, and we find ourselves really enamored
with those skillsets that we have. 
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Whitney Johnson: The problem with that is that, then, we leave off or leave out our superpowers, 
the things that we do best. What can happen, in a business, is that you hire someone into the
wrong seat, because they did lead with what they do well, not with what they do best. I think, as
you just alluded ... I think this becomes a case by case basis. 
 
Whitney Johnson: If you get someone on board, and this is hard with a really small company, but
if you get someone on board, and you find that they're super talented, but they're not quite in
the right seat, then typically, certainly in my experience, is you just start iterating until you do find
the right seat for them, because they are talented, and talented, really hardworking, driven
people who buy into your vision ... That's hard to find, especially when there's good chemistry, so
all those pieces. I think, typically, you do try to find something else for them to do. 
 
Whitney Johnson: It does make the case, though, that with a startup in particular, if at all
possible, I would encourage people to work with people for three months to six months. This
whole idea of the gig economy has really made this something that's possible, in a way that it
wasn't 10 or 15 years ago. If you can work with people the three, six months, then you can find
out is this a fit for the long term or do I just need this person in here short term? That way, you
can also, to the extent that you need a specific expertise, then you can look for the ringer, the
person who on top of a learning curve, have the for six months, and then, once they're done,
they're done, and they can move on. Those are a couple of thoughts that I would have around
that question. 
 
Kelly: How about for the person, who is trying to get a job? Just like you mentioned, 
you spent a lot of time going to school, getting certain degrees. Maybe you worked at jobs that
have impressive titles, whether you like them or not, but they're currency. They're currency in the
job market. You want people to at least be aware of them, but maybe they're not completely in
alignment with your superpowers. How do you help the person who is looking for the right job
for them find that balance of not throwing out years of hard work or credentials that could serve
them, but not letting those credentials bury what they're actually really good at? 
 
Whitney Johnson: Yeah, so one thing I would refer people to is I interviewed a woman named 
Wendy Sachs on my podcast, on the Disrupt Yourself podcast, if people want to go listen to this
episode, because she's a great example of that. She had worked on Capitol Hill in her 20s. At the
time, that was a really exciting, high currency type job. 
 
Whitney Johnson: Then she got into her early to mid 40s, was trying to retool, pivot, trying to go
back in the workforce, and one of the things she found is everybody who was hiring was like,
“That's not really all that interesting. That's not really all that impressive,” because things change
over time, our perception of what is valuable. I remember, when I first started, it was all about
investment banking. Now it's venture capital. Things shift. 
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Whitney Johnson: What she had to do is she had to go back and battle her own sense of 
entitlement, which we all do. We all think, “Well, I have these skills. I'm brilliant; therefore, you
should get it.” She had to really say, okay, what language are the people that are looking to hire
speaking, and not really language, but the patois, the lingo, whatever it is, and translate what she
does into a language that they understand. 
 
Whitney Johnson: I just, actually, this morning got off a call from a guy who's about to leave the 
military. He's got all sorts of really, really great skills, but right now they're not translated into a
language that people who could hire him can understand, because he doesn't want to go be a
pilot necessarily. He doesn't necessarily want to go work in defense contracting, so how is he
going to language that. 
 
Whitney Johnson: As for you, the person who's trying to get hired, that's your job. It's not the job 
of the people who are hiring you. It's your job. What I would say to anybody who's listening is sit
down and think about how do I translate what I do into language that the person I want to hire
me can understand. That may take a lot of work. You may not be able to do it on your own. You
may need to get a thought partner, but that's really a really important thing to do. Again, I would
listen to Wendy Sachs, that podcast episode, because I think that'll give you a start on a down-up
path. 
 
Kelly: That's great. Now what about from the other side of the desk? Let's say, you're 
the person doing the hiring. It's for your company. Do you have any tips for how to take the
blinders off? I think what happens, when I've been in situations to get people on my team, there's
the vision I have, where it's like, hey, I would love it if this person came. Sometimes I'm not even
the expert in that whatever I need to hire for, whether it's a virtual assistant or marketing. It's not
my expertise, but I still have a sense of this is what I want out of this relationship. 
 
Kelly: Then I'm hiring people, and I'll talk to people. I'll get a sense of what I should be looking for,
but are there ... Do you see people having blinders on when they go into the interview process,
and they're missing cues that could either tell them this isn't the right person or, oh my
goodness, this person has an undervalued skillset that nobody's seeing, because the resume is
saying one thing, but what they're actually presenting is a diamond in the rough. 
 
Whitney Johnson: Yeah, so a couple thoughts there. I was actually having a conversation with a 
tech CEO the other day, and he said ... I think this answers the first part of your question. He said
that you know how people come in, and because tech and startups are super exciting, and
everybody wants to work in ... He said, “I'll get people who come in, and they're mid career, and
they're like, 'I want to work at a startup,'” so then he'll be like, “They start, and then they realize,
oh, they don't really want to work at a startup. They think they do, but they don't think they do,
or they realize they don't.” 
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Whitney Johnson: One of the things he started asking, and I think it's a great idea ... His name is
... I'll give him a shout out. His name is Chris Klomp. I don't remember the name of his company,
but anyway what he says is he'll ask people, “Okay, so what happens if you've been working on a
project for about six months, and you've done a lot of work on it. You've really invested yourself
in it, and we have a meeting, and I say, 'We're scuttling the project. It just doesn't make sense for
us to do.' What would you do?” 
 
Whitney Johnson: He said, “If they say, 'Oh, well, I'd be really upset. I've put in all this work.'” He's 
like, “Eh, not going to work.” If they're like, “Yep, great let's do it, time to pivot,” he's like, that's the
person I want to hire. It's a really simple question, but it's actually super helpful in trying to get a
sense of how attached people are to the past and how comfortable they are pivoting. That would
be a question that I think is incredibly valuable in being able to say, okay, the person's got the
expertise, but do they have the temperament for a startup mentality or startup culture. 
 
Whitney Johnson: The other thing I would do, when you're sitting around the table is say to 
yourself, okay, so diamonds in the rough ... Those are going to be people that, when I look at
them on the surface, they don't seem very exciting to me. Just be aware of that. Some people
that fall into these kinds of categories are our unconventional hires, people who are, first of all,
already inside your company. They're not shiny new objects, because you know them. They're
like wallpaper to you, but sometimes if you're going to unpack what they know how to do, you're
like, “Wow. This person could actually do this job,” if you're willing to repackage your perception
of them. 
 
Whitney Johnson: Another category like this are people who are boomerangers, people who have 
worked for you in the past. They've left. We tend to not want to bring them back, because we feel
jilted by them, like a boyfriend or girlfriend, but if you worked together, you know you can work
together. They've been getting training from someone else, so they end up being a great, actually
a really good bargain for you. 
 
Whitney Johnson: On-rampers ... These I think are amazing diamonds in the rough, of people
who have been out of the workforce, caring for children, caring for parents. They might need to
have their skills ... You'll have to credential them, and they may need to get a little bit of learning,
but these are people with incredible soft and/or ... Actually, I would say soft, which is read for
leadership skills, because if you can wrangle a parent, who's got Alzheimer, if you can wrangle a
two-year- old, you can get stuff done in the workforce. 
 
Whitney Johnson: Then finally, I would say, sometimes with people who don't actually have a 
degree, we're like, “Oh, well, they don't have a four-year degree,” or, “Oh, they don't have a
degree from the right school.” I remember talking to an entrepreneur, who was telling me ... not
an entrepreneur, but a lawyer, who ... They'd had this woman in their firm. She was a paralegal.  
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She was fantastic, like really, really, really good. People could not say enough good about her.
She goes and gets her degree at law school, but she didn't go to the right school, so when she
came back and was like, “Okay, I've got my degree,” they're like, “Oh, well, we can't hire her.”
Really? Just because she went to the wrong school. 
 
Whitney Johnson: Those DIYer kind of people, people who can figure stuff out, people who
maybe didn't go to the right school, but they've got the grit, they've got this ability to just, to
iterate, to be agile ... Those are all these unconventional hires that tend to be those diamonds in
the rough. When you're sitting on that side of the table, I think that's where you've got a real
advantage, because they're not overpriced and not overpicked. They're hungry. They've got
something to prove. Those are great examples of take off your blinders, when you see those
categories, say, “Hmm, I wonder what's here.” 
 
Kelly: Yeah, and it's interesting that you brought up the people who, they might have 
been at home with children. I was also wondering, where have you seen retirees come back?
Because I know there's a lot of workplaces where there's mandatory retirement ages, and so you
have people who are still in their prime, as leaders. They're stepping down as high executive
leadership positions, just because they have to. They sometimes don't have the personalities to
just go play golf or just go hang out somewhere. 
 
Whitney Johnson: Right, right. 
 
Kelly: They're just craving a chance to get involved with something. Sometimes their price point
can be a little intimidating to smaller companies, but where do you think ... Whether it's someone
who's coming back into the workforce, after taking a leave of absence for caring for an elder or
their own children, or someone who's a little bit older and isn't the 30-something crowd, where
do they really have a fit, even if you wonder the gap in time or the style that they might have
come to age working in might not be the same that your company culture is all about? 
 
Whitney Johnson: Yeah, so I think ... Let's pick one of those. Let's pick the person who's a retiree. 
Let's say, they're 65. 
 
Kelly: Yeah. 
 
Whitney Johnson: Let's just pick that, because that's still ... That's old, but it's still relatively young. 
I think, on the retiree side, this goes back to something that you and I touched on earlier, is this
sense of battling our own sense of entitlement, of okay, so you are 65, and yes, you do have a lot
of experience, but you also have a lot to learn, and so a willingness to think about this idea of
Wendy Sachs, of being able to talk about your skills in a language that the person you might work
with understands. 
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Whitney Johnson: Also, be aware of what role you would play inside of that organization. I 
remember, a few years ago, I was talking to one of my friends, who had a lot of experience, and
she interviewed for the job. She said she didn't get the job, and she was actually overqualified.
She said, in retrospect, she realized that when she went in she had been a bit arrogant, like, "I'm
going to teach all these whippersnappers what to do." 
 
Whitney Johnson: I think that we need to be really careful when, the more seasoned we get, is to 
recognize that there's something to offer, but also that you don't know everything, and so there's
this balance of, yes, you've got gravitas; yes, you've got expertise; but also a willingness to learn
and really be willing to take that coach kind of role. At the same time, be willing to roll up your
sleeves, because sometimes you get to that point, and you're like, “Well, yeah, I just want to tell
people what to do, but I don't want to roll up my sleeves,” right? 
 
Kelly: Yeah. 
 
Whitney Johnson: We all do it. We all do that. I've paid my dues. It's like, well, yeah, you may have 
paid your dues, but we want to go really hard and really fast, and we're happy to have you go
really hard and really fast with us for 10 hours a week, but we need you to go really hard and
really fast while you're here. 
 
Whitney Johnson: The final thought on that, I would say, is go back and think about the Wendy 
Sachs example that we talked about is, again ... One of the things I would say is that every time
you want a job, and you want to contribute in some way, you're asking the person on the other
side of the table to jump to a new learning curve. That new learning curve is not their learning
curve. It's yours. How do you de- risk it? How do you pack a parachute for that person, so they
can see that this isn't just about you and your sense of self-advocacy and fulfillment, that you're
actually there to help them jump to and climb their learning curve, and, in the process of you
helping them, you'll get to climb yours, as well. 
 
Kelly: Yeah, so once you have a team in place, what recommendations do you have for 
how the whole iteration process is ongoing? I think there's a lot of people out there, who might
say like, hey, quarterly meetings or annual reviews or team retreats. Is there any particular
process you like or recommendations you have for making sure that that's ongoing and doesn't
just get lost in the shuffle of business? 
 
Whitney Johnson: Yeah, so one of the things that I recommend is to understand that every single 
person in your organization is on a learning curve, including you. People can be on a given
learning curve for about four years, before the ecosystem itself stops pushing you to learn, and
you've got to either go inside and drive your own learning, or you need to jump to something
new. 
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Whitney Johnson: I also recommend that, at any given time on your team, you've got 70% of your 
people in the sweet spot of their learning, where they've been doing what they're doing currently
for one to three years. You want about 15% of your people at the low end, where they've been
doing it less than a year. They're inexperienced, but they're also open to asking questions like
why do we do it like this? Which is really valuable to innovating and staying currently. Then you
do want to have about 15% of your people at the high end, who really have domain expertise
and have been doing this for a while, which is sometimes where the right retirees come in. 
 
Whitney Johnson: Once people get to the top of that curve, if they're not ... The math says that 
they're going to stall a little bit, and so you need to have them jump to do something new, ideally
inside of your organization, and once they jump to do something new, then that opens up space
for the people who are still in the sweet spot to move up to the high end. Then you've got this
cycle of people being at the high end, jumping to do something new, then moving along the
curve. As you're willing to do that, people are going to stay very, very engaged, because they're
continually learning, and then your organization is going to stay innovative, because you've got
people who are continually learning. 
 
Kelly: Yeah, wonderful. Well, please tell everybody. Where can they find out more 
about your work, what you do, all your cool happenings? Where can people find you? 
 
Whitney Johnson: The easiest thing to do is to go to my website, whitneyjohnson.com. If you'd
like to take what is called the Learning Curve Locator and see where you are in your current role
on your learning curve, you can do whitneyjohnson.com/diagnostic. I would say that's the best
place to start. 
 
Kelly: Excellent, all right. Well, Whitney, thank you so much for being on the program. I look
forward to talking to you again soon, I hope. 
 
Whitney Johnson: Thank you, Kelly, for having me. 
 
Kelly: You can always find this episode and all the links we talked about at
seejaneinvest.com/podcast. While you're there, check out some of our free downloads and join
our mailing list. We'd love to have you stay up to date on all the See Jane Invest news and
happenings. Also, take a moment to subscribe to the podcast and leave a review on iTunes. We
appreciate it, and we'd love to hear from you. Until next time, See Jane Invest in her idea. See
Jane Invest in her community. See Jane, Invest in her. 
 
 
 


