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What’s next?
We are living in a highly-disruptive economy, an environment 
that is pushing leaders in every industry to reimagine the 
future of their work.

Earlier this year, COVID-19 sent lasting shockwaves around the world, disrupting everyday 
life, pushing businesses to pivot for survival, and transforming the way we work. The 
pandemic prompted organizations to send their workforces virtual overnight, undercut 
employee engagement, eroded organizational systems and processes, negated carefully 
considered plans, and forced leaders to adjust on a rapid and evolving basis. 

These compounding effects, according to the World Bank, are projected to shrink the 
global economy by 5.2% this year, marking the most significant decline in per capita 
output since 1870, surpassing the recession of the Second World War.1  Today’s current 
environment presents complexities and challenges for leaders in every industry. Each 
week, exploratory pieces muse over what the future of work might look like as a 
result, and there is no lack of literature reminding leaders to adapt and pivot to survive. 
Organizations need more than a conceptual think piece to help them succeed in a COVID 
economy and beyond. There is no one-size-fits-all solution. 

Today’s leader needs a practical guide to reimagining the future—and the future of 
work—within and for their organization.

Hacking the future of work is not just about figuring out how long your team stays virtual 
or if you upgrade your Zoom membership. To manage disruption and remain sustainable 
over time, leaders need to leverage a coaching mindset and an agile development 
approach to shape their future-of-work strategy.

How Does This Work? 
We would argue there are four practical steps that any organization can undertake today 
to begin designing that ‘future of work’ strategy. 

1  The World Bank Group, COVID-19 to Plunge Global Economy into Worst Recession since World War II (2020). 

https://conscientstrategies.com
https://www.worldbank.org/en/news/press-release/2020/06/08/covid-19-to-plunge-global-economy-into-worst-recession-since-world-war-ii
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One of the benefits of the current environment is that the level of  
disruption is so significant that it offers leaders, organizations, and 
individuals an opportunity to reimagine the future. 

Even with the current disruption of the market, the best practice remains 
applying a positive rather than negative visioning approach by asking  
more of ‘what do we want’ over ‘what do we want to avoid.’2  
Think of questions such as: 

1     What does the future of your organization look and feel like? 

2    What impact or objectives do you want to achieve? 

3     How or in what form do you exist on the other side of COVID? 

4     What does your culture look and feel like? 

5     In what ways do you operate now that you want to change or stop?  

These lines of  questioning should feed more towards building an innovative 
future state than reactionary state. Answering these questions can be 
implemented as a vision roadmap or board within a targeted time frame  
(1-2 or 3-5 year goals) that best fits your organization.

Envision the  
FUTURE STATE
Any strong strategy begins with a goal, a future state 
that you are working to achieve. 

STEP #1:

2   P. Senge, The Fifth Discipline: The Art and Practice of the Learning Organization  
(New York: Doubleday/Currency, 2006).

Identifying the future-
state should be:

   IDEALISTIC

   ETHICAL

   CREATIVE

   INTUITIVE

https://conscientstrategies.com
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This means ensuring the right people are being drawn into 
conversations around specific future of work initiatives. For example, 
if you are envisioning the future around programmatic expansions, 
you would want to include the finance team and specific program 
managers or supervisors. 

Your employees serve as valuable thought partners to help move 
the organization forward to its desired future state. Each group or 
subgroup within your extended team will see your organization and 
the market from a different vantage point. Who participates in key 
decision-making processes matters. Those diverse perspectives are 
an asset to the organization and will inform and strengthen your 
strategy. Engaging your team means:

    Actively involving your team from the start.

    Casting a vision for the future of the organization.

     Integrating your team’s input throughout the 
process.

Successfully engaging through an inclusive and collaborative 
approach will drive innovation and help sustain change over time.

Engage Your TEAM
Your team is one of your greatest assets in hacking the future of 
work. Prioritize drawing from diverse perspectives and proactively 
involve people with a broad spectrum of social identifiers.

STEP #2:

Your team includes:

  STAFF

  CUSTOMERS

   PARTNERS

   BOARD

   STAKEHOLDER 
 NETWORK

Engaging your team 
can look like:

   STRATEGY-THEMED 
HACKATHONS

   INTERVIEWS 

   ROUNDTABLES

   ZOOM CALLS    

https://conscientstrategies.com
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Engage your team with open, curious, simple, and reflective  
questions focused on the ‘what’ and ‘how’ to help drive your 
organization forward. Some examples of powerful questions include:

1     What does success look like for our organization?

2     How has the current environment created interesting 
opportunities for the organization?

3     What are some of the biggest roadblocks or challenges that 
would prevent us from achieving that future?

Asking open-ended questions will only take you part of the way. The 
real power lies in actively listening to the feedback and using those 
insights to inform your thinking. We all have our mental models and 
blind spots—entrenched ways of thinking that often cripple innovation 
and cause organizations to make costly mistakes. These collaborative 
conversations can and should challenge your thinking. Seek to learn and 
to understand, rather than seeking consensus or a uniform answer.

Ask Powerful Questions & 
LISTEN ACTIVELY
Create space for your team to discuss important topics and ask powerful 
questions. These conversations don’t have to be overly time-consuming; 
asking one powerful, open-ended question can prompt rich feedback 
faster than a series of close-ended queries. 

STEP #3:

Additional powerful 
question examples:

   IN WHAT WAYS IS THE 
COMPANY LIVING UP 
TO ITS VALUES? WHAT 
WOULD IT LOOK LIKE IF 
WE WERE LIVING OUT 
OUR VALUES FULLY?

   HOW MIGHT WE IMPROVE 
OUR WORK CULTURE OR 
WAY OF OPERATING?

   ARE THERE WAYS THAT 
WE CURRENTLY OPERATE 
THAT ARE NO LONGER 
SERVING US?

https://conscientstrategies.com
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Execute  
& ITERATE
As the adage goes, you can’t drive a parked car. 

STEP #4:

I N  C L O S I N G  

Leading the Future of Work is a Co-Creative and Iterative Process.
The future remains unpredictable, but you 
can still plan for success. Success is not a one-
and-done accomplishment; it’s a continuous 
process. Return to steps 1-4 of this process on an 
ongoing basis, leveraging a coaching-approach 
to draw out team insights and integrate those 
perspectives into strategic decision-making. 

Today’s dynamic business environment brings a 
level of urgency and complexity that challenges the 
adaptability of business entities. A leaders’ ability 
to re-envision the future, engage their team, ask 
the right questions, listen actively, then execute 
and iterate will set their organization apart, and 
safeguard them through future disruptions. 

7CONSCIENT STRATEGIES  //  ConscientStrategies.com

Even the best strategies are moot  
unless they are translated into action and 
continuously revisited and improved upon over time. 

Particularly in a disruptive environment, effective leaders use an agile 
approach to develop and implement their strategy. Having an agile mindset 
means assuming that change and disruption will happen, and treating them 
as the standard rather than the exception. 

https://conscientstrategies.com
https://conscientstrategies.com
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There’s no going back.
It is abundantly clear that the global pandemic fueled an 
unprecedented level of workforce disruption. The reality  
is that change is constant, but last year reminded the world 
that change is also often unpredictable, rapid, and able to 
irreversibly disrupt the way we work.

This year marks the start of a brand-new decade, but the change and instability that 
started in 2020 remains. Leaders in every industry have been pushed to reimagine the 
future of their work to survive. Nearly a year later, it is clear that there is no going back. 

In the current business landscape, workforce disruption impacts every layer of 
an organization. Many leaders are finding that their standard approach to team 
management and decision making is no longer adequate. Organizations have 
changed their business models, priorities, structures, operations, policies, and 
expectations to adapt to an unpredictable economy and virtual environment. 
Employees continue to work from home while others have shifted to a hybrid work 
model. Some staff have permanently relocated while keeping their job in a different 
state or even been hired for roles far from home without ever meeting hiring 
managers in person. Public outcries for social justice have enhanced the importance 
of diversity, equity, and inclusion efforts. Isolation, ongoing social distancing, 
and remote teaming have put a tremendous strain on organizational culture and 
reinforced just how important belonging is to employee health and longevity at work. 

Whether leaders recognize it or not, your organization has changed, your workforce 
has been disrupted, and your team has adopted a culture that may or may not serve 
the organization going forward. 

Culture – the way people behave and interact — is a crucial part of organizational 
success. A healthy and robust culture can empower organizations to thrive through 
change. Misaligned or disconnected cultures can just as quickly undermine strategy, 
erode plans, and drive staff turnover. To succeed in 2021 and beyond, leaders will 
need more than a survival guide; they need to design and implement a people-
centered strategy that starts with culture.

https://conscientstrategies.com
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What is organizational culture, really?
At Conscient Strategies, we think about culture as the set of assumptions, values, 
and artifacts that underlie the statement ‘this is how we do things around here.’1  
At the very basis of culture are assumptions, those unsaid beliefs which everyone 
shares but are rarely discussed explicitly. The assumptions feed into the cultural 
values, which manifest in the way people within an organization behave, lead, 
communicate, celebrate, learn, make decisions, hold each other accountable, 
leverage technology, and bond. Organizational culture also plays out through 
physical artifacts, policies, language, systems, and processes.

Every organization has a culture. Organizations can either define and set their culture 
or can find that a culture has formed on its own. If you are leading an organization, 
your own team culture has likely changed in this period of extreme workforce 
disruption. The culture you have today – the way your team works and behaves — 
may be serving you well, or it may be hindering your growth and sustainability.

How does culture impact organizational growth?
As Peter Drucker famously said, “Culture eats strategy for breakfast.” The true 
measure of a strategy is not how nice it looks on paper but whether the people in 
the organization own and can effectively implement that strategy. Even visionary 
goals and brilliant strategy can erode in the face of toxic or misaligned culture. The 
opportunity cost of failure to build healthy corporate cultures is estimated at over 
$223 billion2.

On the other hand, culture can offer a competitive advantage and be a proponent 
for organizational sustainability. Positive “workplace cultures are associated 
with low employee turnover and high engagement, making organizations more 
innovative, productive, and profitable.”3  Critical areas of organizational culture, 
such as flexibility, innovation, collaboration, and results orientation, drive improved  
return on assets, sales growth, and increased value to shareholders. 

Consider the case of Adobe and Gravity Payments, where organizational culture 
has been its sustaining power and resource, proving a competitive advantage amid 
significant change. In 2019, Gravity Payments battled a grueling financial loss of  

1 Robert E. Quinn. 1988. Beyond rational management. San Francisco: Jossey-Bass, 199p. 

2 SHRM (2019). The High Cost Of A Toxic Workplace Culture: How Culture Impacts The Workforce—and The Bottom Line.

3 IBD

https://conscientstrategies.com
https://pdfs.semanticscholar.org/c259/81db6bb85c8d5f5e784849e0202a71f6a65f.pdf?_ga=2.153201080.1481580160.1598702518-109140900.1598702518
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/toxic-workplace-culture-report.aspx
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4 He Asked His Team How to Avoid Layoffs. Their Response Thrilled Him.

$1.5 million a month and a 3-month imminent closure. The company’s renowned 
leader Dan Price took a team approach to problem-solving leveraging talent 
knowledge for a divide and conquer moment, turning the tides for Gravity’s 
sustained future. Dan drove a culture of communication, transparency, and 
collaboration, saying, “Give power to your people, be honest and democratic. They 
will find solutions that you can’t see.”4  As a result, Gravity secured 6 – 12 months of 
staying power and survived what could have been crippling losses and solidified a 
future for the organization and its employees. 

Culture is key, but what can leaders do about it?
Culture is a matter of behavior. Organizational culture plays out through the way 
people act, interact, and operate and directly impacts organizational performance, 
growth, and success.  

Ultimately, the values leaders live by and how they behave drives the behavior of 
the entire organization. As a leader, you have an opportunity to either consciously 
set and maintain the culture you want or sit back and allow culture – inclusive, 
constructive, unhelpful, or even downright toxic — to happen to your organization. 
To manage workforce disruption and move beyond survival, we recommend that 
leaders focus on culture as the core of their future of work (FOW) strategy, starting 
with four steps:

Take an honest look at your current culture

Engage your team to define (or re-define) the culture you want

Assess and develop your team’s leadership capabilities 

Operationalize your values and culture 

FUTURE OF WORKCULTURE

+ =
STRATEGY

1

2

3

4

https://conscientstrategies.com
https://www.entrepreneur.com/amphtml/359946
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Culture is dynamic. In a healthy organization, leaders actively shape and develop 
the culture to align with the vision and strategic direction. Unfortunately, in many 
cases, leaders start with a strong culture and see it erode over time. Therefore, 
leaders must regularly assess the organizational culture and intentionally shape it 
through words, systems, and modeling the desired behaviors.

T H E  R O A D M A P :

The first step in the process is to acknowledge that you have a culture 
and that it may or may not be aligned with the organization’s goals and 
strategy. 

Observe the behavioral norms that play out between leaders, in 
meetings, through email and other virtual communication channels, 
when decisions are made, and when managers give and receive 
feedback. 

Look at critical systems, processes, and policies to consider what  
your culture reinforces or reveals within your organization. 

If you have organizational values, evaluate if they are still relevant.

If you don’t have stated values, consider what values your team’s 

behaviors might be unconsciously communicating. 

Take an honest look at 
your culture.

STEP 1:

NEXT: ENGAGE YOUR TEAM  

Leaders must regularly assess the organizational 
culture and intentionally shape it through words, 
systems, and modeling the desired behaviors.

https://conscientstrategies.com
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Engage your team to define 
(or re-define) the culture 
you want.

STEP 2:

NEXT: ASSESS LEADERSHIP  

As a leader, you are ultimately responsible for setting and driving your 
organization’s culture, but your entire team has a role in defining and living out 
that culture. To build the future you want, it is essential to engage your team and 
leverage a genuinely collaborative approach to defining your culture. 

T H E  R O A D M A P :

Pull together the observations from step one and engage your team 
to discuss your current and ideal organizational culture. Keep your 
mission, goals, and values front and center during these conversations.  
Ask your team what characteristics and behaviors will help you reach 
those goals and live out those values. 

Identify what might be working in your culture and be prepared to 
hear what needs to change. As you dig into cultural conversations, 
remember to:

•   Intentionally seek out diverse perspectives from your team and 
external network

•  Be open to new ideas 
•   Incentivize honest conversations that challenge existing mental 

models, preconceived notions, ways of operating, and engrained 
team habits 

The very act of talking about culture as a team will generate buy-in 

and begin to engrain new behaviors. 

As you solidify your values and define your culture, remember to write it 
down and clearly share cultural expectations with your entire team. The 
message you send is not always the message people receive, so be prepared to 
communicate your culture regularly.

https://conscientstrategies.com
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To successfully reach the culture you want, it will be essential to help ensure 
leaders from across the organization actively model and help drive that culture. 
Changing culture takes work and often involves asking your leadership team to 
shift their mental models, ways of managing, communication, or decision-making 
behaviors. Some leaders may need to develop entirely new skill sets to support 
the ideal culture.

T H E  R O A D M A P :

Invite others to help you evaluate your behaviors and blind 
spots – there may be ways that you unintentionally contribute to an 
unhelpful culture. 

Then work with other leaders to identify strengths and draw out 
gaps between the existing leadership behaviors and culture and 
desired organizational culture. 

Move beyond leadership styles or individual personality and help 
your team adopt emotional intelligence and increase their skills 
related to communication, decision-making, conflict management, 
accountability, and team engagement in line with your stated culture.

Continue to positively reinforce those leadership behaviors over 
time and welcome feedback so that you can continue to grow.

Assess and develop your 
team’s leadership capabilities.

STEP 3:

NEXT: OPERATIONALIZE  

Changing culture takes work and often involves 
asking your leadership team to shift their mental 
models, ways of managing, communication, or 
decision-making.

Positive reinforcement of desired leadership behavior that happens 

openly—when others on your team are present— can have an 

exponential effect on achieving organization-wide change.

https://conscientstrategies.com


15CONSCIENT STRATEGIES  //  ConscientStrategies.com

For culture to drive organizational growth and sustainability, it must be actualized 
and implemented. Culture cannot be created by writing words on a page; building 
culture takes deliberate action to establish a new way of being and the willingness to 
continue learning, adapting, and course-correcting to maintain that culture over time.

Ownership for operationalizing culture rests with the leaders of that organization. 
Leaders must prioritize culture and engrain the cultural values throughout the 
organization’s DNA. This may include: 

•   Changing internal  
communication platforms

•   Adjusting meetings

•   Revising decision-making standards 

•   Reallocating resources 

•   Ending specific programs 

•   Updating policies 

•   Streamlining processes

•   Exercising a different  
leadership muscle

T H E  R O A D M A P :

To get started, begin by asking yourself: 

•   How do I need to change my behavior to align with our values and  
culture? 

•   How can I integrate our values into my day-to-day conversations and  
meetings? 

•   How do we currently make decisions and communicate? Does that  
match with the culture we say we want? 

•   How do our internal operations reflect and support our desired culture  
or undermine and distract from that culture? 

•   Are there investments we might need to make to maintain our culture?

Operationalize your values 
and culture.

STEP 4:

NEXT: THE PATH FORWARD  

Once you have the answers, designate an internal champion to help 

adjust your operations accordingly step by step. None of this change 

will be immediate.

https://conscientstrategies.com
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The world has changed. The workforce has been disrupted. 
Leaders who want to thrive in the future will prioritize 
establishing organizational values and setting a culture that 
aligns with their goals. 

They will also remember that culture is not static. Like the future of work, culture is 
continuously evolving and changing. Maintaining a healthy culture takes attention 
and intention. Whether your organization is planning a return to the office, 
stabilizing after a global downsizing effort, or settling into a tech-enabled virtual 
environment, leaders who want to move from survival to a future of work strategy 
will prioritize culture and tend to that culture in an agile, adaptable way. 

16CONSCIENT STRATEGIES  //  ConscientStrategies.com

The path forward

https://conscientstrategies.com
https://conscientstrategies.com
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NOW.
We started this series at the peak of global, COVID-
catalyzed workforce disruption. At the time, the future 
of work was chaotic and uncertain. Leaders grappled 
with leading through change and shifting from a survival 
mindset to a culture-centered future of work strategy. 

Over a year later, the disruption remains. Employees have relocated,  
organizations have been pushed to transform the way they operate,  
and “the new normal” has wormed its way into the national vernacular.

In many ways, the future of work is no longer in the future at all. The future  
is now, and in this new and unfamiliar context, leadership is more important  
than ever. It is the responsive leader and their high-performing teams that  
will thrive today and propel their organization into the future. 

The future of work is

https://conscientstrategies.com
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Unpacking Nuanced, 
Human-Centered Leadership 
Business literature is filled with leadership categories, types, and styles. There are books 
dedicated to startup leadership, others focused on habits, and those written to help you 
lead from your strengths. Responsive leadership goes both deeper and beyond those 
descriptions. In this context, leadership maturity ties to an individual’s ability to show up 
and make their presence count in an empathetic and nuanced way.

The responsive leader may leverage various styles or bring any number of strengths to 
the table. Regardless of their leadership style, responsive leaders share five important 
qualities. They are:

1      Strengths-oriented

2      Coaching-based

3     Outcome-focused mindset

4      Versatile decision-makers

5       Mutually accountable

THE RESPONSIVE LEADER

https://conscientstrategies.com


20CONSCIENT STRATEGIES  //  ConscientStrategies.com

Strengths-Oriented
As the saying goes, “you can’t pour from an empty cup.”
As business interruptions increase, the traditional command-and-control approach 
has become inefficient — slowing decision-making, productivity, innovation, and team 
cohesiveness. Leaders accustomed to the conventional hierarchical work environment  
are forced to shift towards a more distributed, collaborative workplace. 

Driving high-performing teams and inspiring a mix of cross-cultural and cross-generational 
staff requires a balance of agility and focus directed toward achieving shared outcomes 
and goals. Leaders need to promote a ‘we’ mentality for collaborative action toward 
organizational growth. Leaders must resist the urge to micromanage during a disruption, 
and engage teams using appreciative inquiry, empowerment, and delegation instead.

STRENGTHS-ORIENTED LEADERSHIP IN ACTION:

    Knowing, understanding, and harnessing your team’s strengths

    Continuously evaluating your team’s needs 

    Creating an environment that bolsters employee success

    Having accountability partners

As a leader, don’t underestimate the effect of your executive presence. A present and 
engaged leader is different from a distracted leader or one on autopilot. As the saying  
goes, “you can’t pour from an empty cup,” so take time to slow down, reflect, and refuel 
in order to bounce back and spring forward. This type of renewal practice brings a level 
of clarity to leadership that promotes being authentic, inclusive, and equitable. Honing 
a strengths-oriented approach to leadership creates an environment of trust where your 
team becomes truly engaged, inspired, motivated, and empowered.

A balance of agility and focus towards achieving 
shared outcomes and goals is needed when 
driving high-performing teams.

1

https://conscientstrategies.com
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Coaching-Based
When team members are valued as partners and co-creators,  
they are more likely to speak openly and contribute to  
innovative solutions.
Responsive leaders utilize a coaching-based approach coupled with a strong sense 
of ownership and accountability. They value their team members and see them as 
an integral part of the decision-making process and organizational success. A coach 
approach to leadership brings out the best in others while staying laser focused on 
promoting results and cultivating positive change. Leaders who use a coach approach 
believe that a core responsibility of leadership is developing team members and creating 
challenging (and supportive) environments in which staff can feel safe enough to take 
risks and try out new behaviors. 

The coaching-leader sees the potential in others and invests time and energy in 
unleashing it. Using a growth mindset, coaching leaders encourage others to take skilled 
action, reflect on lessons learned, and harness new insights to drive future action.

COACHING-BASED LEADERSHIP IN ACTION:

    Drawing on the collective strengths and wisdom of the team to activate its potential

    Setting challenging yet achievable goals and supporting your team to achieve them

    Remaining curious, listening actively, asking open-ended questions, and reflecting 
back what the team is saying

    Comfort with encouraging others to develop their own solutions rather than telling 
them what to do

    Commitment to learning and growing to expand the capacity of team members to 
innovate and solve problems

Coaching-based leadership is required to innovate and navigate change.

It is essential that leaders who use a coach approach 
maintain a curious mindset while they listen, question,  
and reflect back what the team is saying.

2

https://conscientstrategies.com
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Outcome-Focused 
Mindset
Leadership needs to hold focus on organizational outcomes  
(not process) for its team.
The current work environment has blurred the lines between business and home 
life— creating an environment that demands moving away from the strategy of 
work-life balance and towards work-life integration.

We have all witnessed the varying external pressures that affect the workplace  
and an employee’s ability to focus. When you fixate on the process, you can stifle 
your team’s learning and creativity, making them feel micro-managed and creating 
a lack of trust in leadership. 

Responsive leaders are able to push their team beyond the day-to-day processes 
and encourage them to strive for organizational outcomes. Being an outcomes-
focused leader allows you to provide direction, motivation, and clarity to your team. 

OUTCOME-FOCUSED LEADERSHIP IN ACTION:

    Supporting team members to design the optimal work environment  
for their work-life integration (to include the balance of in-person and  
virtual meetings)

    Encouraging others to achieve results using whatever methodology  
or process works best for them

    Monitoring staff progress with “check-ins” that support the individual  
team members’ preferences and abilities

    Developing systems in which team members hold themselves and  
each other accountable to the team’s desired outcomes

    Adapting guidance and policies based on what’s working well  
and what’s still a work in progress

CONTINUED  

3

https://conscientstrategies.com


23CONSCIENT STRATEGIES  //  ConscientStrategies.com

As you focus on the outcomes, show appreciation to your team for what they have 
accomplished and compassion for the unique work-life integration challenges they face. 
Bring in a humanistic level to leading as everyone is experiencing the effects of world events 
differently. It is essential to strike a balance between getting immediate results and bringing 
out the best in your staff. In the fast-paced global business environment, leaders must model 
being present, being self-aware, and demonstrating skillful self-management. In turn, a 
leader’s ability to model self-regulation usually results in less drama and more empathetic 
communications across the team.

Being an outcomes-focused leader allows 
you to provide direction, motivation, and 
clarity to your team.

https://conscientstrategies.com
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Versatile Decision-Makers
Leaders should assess how decisions are made individually and 
across the organization to see if it reflects the desirable outcome.
Mature decision-makers own their role and know how to move through the OODA 
Loop. Leaders don’t have to revert to top-down and command-control decision-
making. We are talking about ownership for what you are responsible for without 
trying to control everyone and everything. Leaders should audit the way decisions 
are made individually and across leadership to see if it reflects the outcomes the 
organization desires. With the fast-paced business environment, the way decisions 
were made pre-pandemic may not be aligned with the organization’s current reality  
or a dynamic work environment. In our experience, issues around decision-making 
can cause “stuck points” along the way to successful stakeholder buy-in and teaming 
to deliver the organizational goals set out to be achieved.

VERSATILE DECISION-MAKING LEADERSHIP IN ACTION:

    Establishing protocols that allow decisions to be made at the point  
closest to the “action”

    Determining how to optimally promote collaborations and ensuring a diverse 
range of stakeholders contribute to the conversation leading to decisions

    Ensuring all voices are heard and respected and then making a decision  
after considering the various viewpoints and perspectives

    Centering themselves and managing strong emotions in themselves  
and others to avoid reacting unproductively to events

CONTINUED  

4
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An audit can illuminate possible weaknesses, loopholes, and bottlenecks 
and present potential solutions to enhance productivity in the workplace. An 
assessment of how much decision-making is democratized versus centralized can 
go a long way in empowering team members to trust and utilize their judgment towards 
meeting changing demands. This also creates a layer of psychological safety, allowing 
staff members to be engaged and dedicated and giving them the autonomy and ability 
to bring their whole self to work.

With the evolution of the pandemic and the distribution and uptake of vaccines, the 
distributed workplace environment seems a mainstay. This is a challenge for leaders 
to strengthen teaming across virtual spaces and other divides. Leaders have to ensure 
decision-making processes are aligned with changes and streamlined across the different 
spaces. A decision that falls through the cracks or is delayed can result in slow or delayed 
implementation, creating an environment of mistrust and lost revenues. Allowing 
decision-making to occur at the lowest sensible level allows for more organizational 
flexibility and responsiveness in this current disruptive environment.

An assessment of how much decision-making is 
democratized versus centralized can go a long way 
in empowering team members to trust and utilize 
their judgment towards meeting changing demands.
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Mutually Accountable
Rapidly changing markets require evolving accountability  
structures in the practice of leadership.
Accountability in its simplest form follows the saying “the buck stops here.” But in 
practice this is where leaders can find themselves misaligned. Rapidly changing 
markets require evolving accountability structures in the practice of leadership. With 
the plethora of actions and responsibilities facing leaders and their teams, the need 
for evolved accountability is at an all-time high.

MUTUAL ACCOUNTABILITY IN ACTION:

Being accountable also includes taking the bad with the good; recognizing that 
mistakes are inevitable. Be transparent about mistakes and leverage them as avenues 
for knowledge sharing and learning. Acknowledging fallibility creates trust and 
enhances psychological safety within the team.

Being Direct
Picking up the phone  

over messaging when 
challenges and difficult 

decisions need to be tackled

Continuous Reinforcement
Consistently reinforcing what is essential 
and what roles your team members play

Communicating 
Feedback
Providing honest and 
transparent feedback

Being Intentional
Being intentional of 
language used as it 

sets the context

ACCOUNTABILITY 

IN ACTION

Communicating 
Vision
Sharing thoughts 
and communicating 
plans, decisions, and 
strategies often

Setting Expectations
Holding a team accountable  

by setting mutual expectations

5
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Today’s responsive leaders will help guide organizations  
into a sustainable future. 

Implementing best practices, new strategies, and technology deployment is 
insufficient without an adaptive leader steering the ship. Even the most experienced 
leader needs to be open to doing things in new ways; it is not a matter of previous 
ways being ineffective but that the world has changed; hence new skills or sharpening 
of old skills are required because “what got you here won’t get you there.”

These coming months will be one of the major transitions for most businesses as 
the economy starts to find its footing. The multi-faceted (health-related, economic, 
social, political, cultural) nature of the crisis brings a rich information source towards 
building a more sustainable workplace. As you forge ahead in your new leadership 
behaviors, understand and recognize change is a process. While the future remains 
unclear, there are still rising trends that give a glimpse of what the future of work 
holds, and leaders need to adapt to these changes and iterate as the years come. The 
benefit of embracing the Future of Work now is that leaders and their teams will be as 
prepared as possible for a steady stream of disruptive events on the horizon. 

The world has changed.
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About Conscient 
Strategies
At Conscient Strategies, we empower innovative 
leaders to develop organizations that thrive in 
change today, tomorrow, and for the future. 

Focusing on leadership coaching, performance improvement,  
and culture change, Conscient Strategies brings key competencies 
in key elements that work to establish an organization’s adapt-
ability to changing business environments for the long term.  
Partner with the CS team to help pivot your business for long term 
success and sustainability. 

Our Philosophy.
Our team believes it is critical to understand your organization’s 
context and challenges and to create an experience designed for 
meaningful, impactful outcomes for your teams. We believe that 
your team informs successful solutions, are custom for your unique 
mission, culture, and strategic goals, and are best developed by an 
iterative feedback loop. We believe that leading through change 
necessitates acknowledging and working with, not against, human 
behavior. Our philosophy underpins our methodology and each  
step of our work.

LEARN MORE: CONSCIENTSTRATEGIES.COM

https://conscientstrategies.com

