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Foreword

By Vijayashree VVenkat & Mabesh Sheshadri
Co-Founders, HumanAlpha Strategic Solutions

At HumanAlpha, we’ve always believed that leadership is not a
designation—it’s a deliberate act of impact. It’s the ability to
shift energy, shape culture, and build momentum across people
and systems. In an increasingly complex and fast-evolving
wortld, we don’t need more heroic leaders. We need more
conscious, context-aware, and future-ready leaders—at

every level of an organization.

This book is our invitation—and our commitment—to that

belief.

Over the years, we’ve worked with hundreds of leaders across
startups, scale-ups, family businesses, and multinationals. What
we saw repeatedly was this: leadership gaps were not about
intent or intelligence. They were about misalignment—
between role and readiness, mindset and maturity, growth and
identity. That’s what inspired us to build the HumanAlpha
Leadership Model—a level-wise blueprint to develop scalable,
sustainable leadership in agile organizations.

This book reflects the best of what we’ve learned, applied, and
seen transform people and businesses.

Across five foundational parts—Leading Self, Leading
Others, Leading the System, Leadership in Action, and the
Future-Ready Leader—you’ll find a curated blend of deep
thinking and practical tools. You’ll see neuroscience meet



behavioral science. You'll explore frameworks that have stood
the test of time, alongside cutting-edge models for change and
complexity. But more importantly, you’ll be called to reflect. To
grow. To lead with more intention and impact.

The HumanAlpha Leadership Model, featured in the later
chapters, is not just another competency framework. It is a
growth map—one that honors the developmental nature of
leadership, the systemic shifts required at each level, and
the inclusive realities of today’s workplaces, especially for
underrepresented voices.

This book is written for those who dare to lead beyond their
comfort zone.

For founders who are building cultures from scratch.

For HR and OD professionals designing the future of work.
And for every individual who wants to lead with more clarity,

courage, and connection.
Let this be your playbook, your mirror, and your mentor.

We’re honored to share it with you.

Vijayashree Vennkat & Mahesh Sheshadri (a.k.a VVMS)
HumanAlpha Strategic Solutions



INTRODUCTION

The 55 Frameworks Book
By Vijayashree Venkat & Mabesh Sheshadri

Welcome to The 55 Frameworks Book—a curated collection of
globally recognized models designed to help you lead with clarity,
grow with confidence, and create lasting impact.

In today’s world of constant change and complexity, frameworks are
more than just tools. They’re anchors. They help us simplify the
profound, surface the unseen, and shift from knowing to doing. They
give language to intuition and structure to transformation.

Whether you’re a Business Leader, Entrepreneur, Coach, HR
Professional, Team Manager, Facilitator, or lifelong learner—this
book is designed for you.

How to Use This Book

Each framework in this book is designed to be absorbed in 3
pages—delivering clarity without the clutter. You’ll find a consistent
structure across chapters, including:

Framework Snapshot — Origins, purpose, and relevance
What It Is — Core concept explained

What It Means — Interpretation and insight

Why It Matters — HumanAlpha’s perspective on its value
Application Zones — Where and how to use it

Reflection Prompts — Questions for personal or group
insight
e Case in Point — A real-world example



Try This — Actions, tools, or quick experiments
Watch Outs — Common pitfalls to avoid
Next Step — Related frameworks for continued exploration

How to Navigate This Book

You can:

Read it start to finish for a holistic leadership journey

Dip in by theme based on your current challenge or
curiosity

Use it as a coaching, facilitation, or teaching companion
Design custom leadership tracks using curated frameworks

This is a toolkit for real-time leadership—adaptive, modular, and

deeply human.

How to Apply the Frameworks

Frameworks aren’t answers. They’re lenses—tools to help you:

Diagnose situations with clarity

Reframe problems into possibilities

Guide coaching conversations with structure
Make intentional, values-aligned decisions
Navigate ambiguity with empathy and confidence
Facilitate deeper reflection and group insight



Application Tips:

e  Start with self — Test-drive each framework personally
before applying it to others
Adapt to your context — No model is universal
Blend and stack — Use multiple models together for layered
impact

How to Measure Change
Leadership is evolving when:

Behaviors shift consistently

Mindsets mature from reactive to proactive
Decisions reflect clarity and conviction
Conversations deepen in courage and honesty

Teams move from conflict to cohesion

Use these markers to track transformation:

Measure Indicator
Self-Awareness More reflection, greater feedback-seeking
Leadership Stronger delegation, clearer vision, better

Effectiveness coaching



Team Trust & Psychological safety, faster execution

Performance
Cultural Alignment Values lived, behaviors modeled
Learning Agility Application of tools and new approaches

Track progress over time, not just through outcomes—but through
evidence of growth.

A Final Word

You don’t need to master all 55 frameworks.
You just need to find the few that speak to your moment—and

start.

"Frameworks aren’t maps to follow. They’re
mirrors to reflect and compasses to navigate."

Let this book become your leadership GPS—anchoring your evolution
from the inside out.

— Vijayashree Venkat & Mahesh Sheshadri
HumanAlpha Strategic Solutions



Part I: Leading Self (Personal Mastery)

Goal: Build identity, resilience, mindset, and purpose



Chapter 1: Johari Window

Framework Snapshot
Name: Johari Window
Creators: Joseph Luft & Harrington Ingham (1955)
Origin: Psychology, Interpersonal Communication

Purpose: Boosts self-awareness and trust through feedback and

disclosure.
What It Is
A simple 2x2 grid for understanding what’s known and unknown in
relationships.
Known to Self Not Known to Self
Known to Others Open Area Blind Spot
Not Known to Others Hidden Area Unknown Area
® Open Area: Shared truths
e Blind Spot: What others see, but you miss
e Hidden Area: What you hide
e Unknown Area: Untapped potential or blind instincts

Leadership Aim?
Grow the Open Area.
Why? Openness builds trust. Trust builds great teams.



Why It Matters
In today’s hybrid, high-stakes, emotionally intelligent world, leadership

isn’t just about results. It’s about relational clarity.

Author’s POV (VVMS):
Too many leaders chase performance and neglect vulnerability. Johari
helps restore that balance—trust begins when masks drop.

Where to Apply

Leadership Level Application

Self-Leadership Spot blind spots, grow self-awareness
Team Leadership Build psychological safety, trust

Org Leadership Embed open feedback culture

Quick Reflection Prompts

What do others know about me that I might not?
What am I not sharing that could build trust?
When did I last as& for honest feedback?

What’s the cost of staying hidden at work?



Real Story

In a HumanAlpha Lab, a senior leader learned—via peer
feedback—that her intensity felt intimidating. She’d never seen
herself that way. That moment of discovery (Blind Spot — Open
Area) became her leadership breakthrough.

— VIMS

Try This: Johari Feedback Circle

1. Ask 3 colleagues:
o What'’s one strength I’'m unaware of?
o What'’s one behavior limiting my impact?
2. Reflect on recurring themes
3. Share 1 insight with a peer or coach
Bonus: Try a digital Johari tool with word clouds for team
feedback.

Watch Outs

Don’t force vulnerability.
Respect power dynamics.
e Feedback # Fixing. It’s about awareness, not

correction.



Next Step
Explore these next:

e SCARF Model — Decode triggers in social dynamics
e Ladder of Inference — Unpack how assumptions distort

communication
Suggested Reads

o  The Johari Window — Joseph Luft
®  The Power of VVulnerability — Brené Brown (TEDx)

“Great leaders expand trust by shrinking blind spots—through
courageous feedback and intentional self-disclosure.”

— Mabhesh Sheshadri



Chapter 2: Ikigai

Framework Snapshot

Name: Ikigai

Origin: Japanese philosophy (Okinawa)

Purpose: Aligns passion, mission, vocation, and profession to find

life’s purpose.

What It Is
A 4-circle Venn diagram:

What you love

What you are good at
What the world needs
What you can be paid for

The sweet spot at the center is Ikigai—your reason for being.

What It Means

Tkigai (£ & HH2E) literally means “reason for being.”

When passion, mission, vocation, and profession converge, you
experience deep fulfillment and impact.

It applies beyond careers—to parenting, community work, art, or any

pursuit that lights you up.



Why It Matters
In an era of burnout, disengagement, and uncertainty, Ikigai brings
clarity and resilience.

Authors’ lens (VVMS POV):
Leaders need anchors, not just targets. A leader grounded in Ikigai

inspires authenticity, perseverance, and visionary growth.

Where to Apply

Leadership Level Application

Self-Leadership Clarify purpose, reset direction, avoid burnout
Team Leadership Design roles that tap into purpose & strengths
Org Leadership Embed meaningful values into culture

Reflection Prompts

What do I love doing, regardless of reward?
What skills come naturally to me?
Which wortld problem do I care deeply about?

How can I bring more alighment between work and my
Tkigai?



Real Story

A tech-firm executive met performance targets but felt empty.
Through HumanAlpha’s Ikigai coaching, she discovered her calling in
mentoring women in tech and redesigned her role to lead the DEI
initiative—finding renewed purpose and impact.

— VMS

Try This: Ikigai Clarity Map

1. Draw four overlapping circles: Love, Good At, Needs, Paid
For
Brainstorm 5-10 items per circle

el

Identify overlaps and shortlist 2—3 Tkigai themes
4. Plan small steps to integrate these themes into work/life
Optional: Use in career or team visioning retreats.

Watch Outs

Don’t reduce Ikigai to mere passion or income.

It evolves—today’s Ikigai may shift with life changes.

Avoid pressuring yourself to “perfect” it—it’s discovered, not
forced.



Next Step
Explore:

® Golden Circle (Simon Sinek) for communicating purpose
(Why—How—What)

e Flow Model for deep engagement and intrinsic motivation
Suggested Reading

®  [kigai: The Japanese Secret to a Long and Happy Iife — Héctor
Garcia & Francesc Miralles
®  How to Find Your Ikigai — Harvard Business Review

“In the quiet space where passion meets purpose, and work
becomes a gift—there lies a leader’s Ikigai, radiant and rare.”
— Vjayashree 1 enkat



Chapter 3: SCARF Model

Framework Snapshot

Name: SCARF Model

Creator: Dr. David Rock (2008)

Origin: NeuroLeadership Institute

Purpose: Maps five social domains that drive threat/reward responses
at work.

What It Is

S — Status: Your perceived importance
C — Certainty: Predictability of events
A — Autonomy: Control over outcomes
R — Relatedness: Sense of connection

F — Fairness: Perceived equity in exchanges

What It Means
The brain treats social threats/rewards like physical ones.

Threats to Status or Fairness trigger resistance.
Rewards via Autonomy or Relatedness boost engagement.
Leaders who decode these neural drivers navigate motivation,

collaboration, and change more effectively.

Why It Matters
Behavioral roadblocks are often brain-based, not purely strategic.



Authors’ lens (VVMS POV):
When initiatives stall, it’s rarely the plan—it’s the brain. SCARF
illuminates hidden triggers behind silence, pushback, or over-

compliance.

Where to Apply

Leadership Level
Self-Leadership
Team Leadership

Org Leadership

Reflection Prompts

Application
Spot your SCARF triggers and regulate reactions
Craft meetings, feedback, and recognition mindfully

Cultivate brain-friendly, psychologically safe culture

Which SCARF domain fires first under my stress?

How might I unintentionally threaten others’ Status or

Fairness?

®  What rituals can I create to boost Certainty and Autonomy?

Real Story

A plant head balked at restructure—his autonomy threatened.

Involving him early and acknowledging his expertise (Status)

transformed resistance into ownership.

— VIVMS



Try This: “Trigger Mapping” Exercise

1. Each team member ranks SCARF domains by personal
sensitivity

2. Discuss how top domains surface under pressure

3. Co-create two rituals (e.g., predictable calendars for Certainty)
Optional: Use SCARF surveys during change rollouts.

Watch Outs

SCAREF is situational, not a personality test.
Avoid labeling (“You react because of Status”). Focus on
behaviors.

® Be ready to revisit triggers as roles and contexts evolve.

Next Step
Explore:

e  Psychological Safety (Amy Edmondson)
e  Change Curve (Kubler-Ross) for emotional transitions

Suggested Reading

®  Your Brain at Work — Dr. David Rock
®  NeuroLeadership Institute’s SCARF articles & podcasts

“When leaders honor the invisible needs of the human brain,
they don’t just manage teams—they move people.”
— Mabesh Sheshadri



Chapter 4: Cognitive Triangle

Framework Snapshot

Name: Cognitive Triangle

Origin: Cognitive Behavioral Therapy (CBT)

Purpose: Illustrates how thoughts, feelings, and behaviors

interconnect.

What It Is
A triangle linking three domains:

e Thoughts (What we think)
e Feelings (What we feel)
e Behaviors (What we do)

Arrows show each point influencing the others, forming cycles.

What It Means
Our inner dialogue shapes emotions, which drive actions—and actions
feedback into thoughts.

e Negative cycle: “I'll fail” — anxiety — avoidance

e Positive cycle: “I can learn” - confidence — proactive
steps
Spotting these loops lets leaders interrupt unhelpful

spirals.



Why It Matters
Under pressure, cognitive blindspots fuel reactivity.

Authors’ lens (VVMS POV):
Emotional intelligence needs cognitive insight. This model equips
leaders to pause, reframe, and respond with calm clarity.

Where to Apply

Leadership Level  Application

Self-Leadership Tame the inner critic, foster balanced emotions
Team Leadership Guide members through stress or conflict
Org Leadership Cultivate psychological flexibility and EQ at scale

Reflection Prompts

®  Which thought loop most often triggers my stress?
e How do my feelings show up in tough conversations?
e  What one behavior would shift if I reframed a key thought?

Real Story

A manufacturing leader believed “Vulnerability = weakness,” leading
to emotional suppression and distance. Using the triangle, he reframed
to “Vulnerability builds trust,” and transformed his team relationships.
— V'VMS



Try This: “Thought Tracker” Reflection Tool

1. Recall a recent high-stress moment
2. Note: What was I thinking? Feeling? Doing?
3. Challenge the thought—is it fact or story?
4. Reframe and observe shifts in feelings/behaviors
Optional: Integrate into coaching sessions or journaling.
Watch Outs

® Thoughts aren’t facts—question first interpretations.
e Don’t oversimplify emotions into “good/bad.”

e  Awareness must lead to action—avoid analysis paralysis.

Next Step
Explore:

e  Emotional Agility (Susan David) for blending thought and feeling
o  Ladder of Inference to map how assumptions escalate

Suggested Reading

®  Mind Over Mood — Dennis Greenberger & Christine A. Padesky
o TED Talk: The Gift and Power of Emotional Conrage — Susan David

“When we help someone see the link between what they
think, how they feel, and what they do—we don’t just shift
behavior, we shift their story.”

— Vijayashree Venkat



Chapter 5: Growth vs. Fixed Mindset

Framework Snapshot

Name: Growth vs. Fixed Mindset

Creator: Dr. Carol Dweck (20006)

Origin: Stanford University research, Mindset

Purpose: Shows how beliefs about ability shape motivation, learning,
and leadership impact.

What It Is

A continuum contrasting two mindsets:

Fixed Mindset Growth Mindset

Abilities are innate Abilities can be developed
Avoids challenges Embraces challenges

Gives up easily Persists through setbacks
Sees effort as fruitless Sees effort as path to mastery

Threatened by others’ success ~ Finds inspiration in others’ success



What It Means

Mindset is the lens on failure and growth.

Fixed: Intelligence is static; mistakes define you.

Growth: Intelligence grows; mistakes teach you.

Leaders’ mindsets drive how they coach, innovate, and
handle setbacks.

Why It Matters

In volatile environments, learning agility beats existing expertise.

Authors’ lens (VVMS POV):
Many leadership breakdowns stem from fixed beliefs. A growth

mindset fuels cultures of experimentation, ownership, and sustained

innovation.

Where to Apply

Leadership Level
Self-Leadership
Team Leadership

Org Leadership

Application
Seek feedback, set stretch goals, build resilience
Foster safe spaces for trial, error, and iteration

Transition from blame cultures to learning cultures



Reflection Prompts

® When did I recently default to a fixed mindset?
e How do I react to criticism or failure, and why?

e How can I model learning in team discussions and decisions?

Real Story

A leadership team resisted digital transformation, saying “We’ve never
done it this way.” In HumanAlpha workshops, they reframed each
setback as a learning milestone. Within three months, they adopted
agile practices and celebrated experiments over flawless outcomes.

— VVMS

Try This: “Mindset Shift” Practice

1. List common fixed beliefs in your team (e.g., “I’'m not tech-
savvy”)

2. Reframe each into growth statements (“I can learn digital
skills with effort”)

3. Publicly recognize effort and learning in reviews, not just
results

Optional: Integrate into onboarding or development sprints.

Watch Outs

e  Growth mindset isn’t false positivity—it includes struggle.
e  Avoid labeling individuals (“You’re fixed”); focus on belief
shifts.



e Reinforce consistently through performance systems and

rewards.

Next Step
Explore:

e Deliberate Practice (Anders Ericsson) for expert skill-
building
e Psychological Safety to underpin risk-taking and growth

Suggested Reading

®  Mindset: The New Psychology of Success — Dr. Carol Dweck
o  TED Talk: The Power of Believing You Can Improve — Carol
Dweck

“A fixed mindset protects the ego. A growth mindset
expands your impact. Every leader must choose between
defending who they are and becoming who they could be.”
— Mabesh Sheshadri



Chapter 6: The Identity Iceberg

Framework Snapshot

Name: The Identity Iceberg

Origin: Common in coaching and transformational leadership models
Purpose: Reveals how visible behaviors are driven by deeper layers of
beliefs, identity, and purpose.

What It Is
An iceberg diagram split into visible and invisible layers:

Above the Surface Below the Surface
Skills & Knowledge Beliefs & Values
Behaviors Identity (core self-view)

Purpose (sense of meaning or mission)

What It Means
Behavior is just the visible tip. Real, lasting change happens below:

Beliefs drive what we do

Identity shapes what we believe

Purpose energizes and aligns identity

Shifting behavior without exploring deeper layers leads to
supetficial or short-lived results.



Why It Matters
Modern leadership isn’t just about performance—it’s about alignment
and authenticity.

Authors’ lens (VVMS POV):

You don’t transform behavior by focusing on behavior alone. Identity-
level shifts create sustainable leadership change.

Where to Apply

Leadership Level Application

Self-Leadership Align behavior with purpose and values

Team Leadership Coach for belief/identity shifts beneath performance

Org Leadership Build culture through shared beliefs and purpose

Reflection Prompts

®  What repeated behavior am I struggling to shift? What belief
drives it?

e How do I define myself as a leader? Does that identity limit
or expand me?

e Is my current role aligned with my deeper purpose?



Real Story

In a HumanAlpha coaching session, a senior leader who

micromanaged realized his core identity was built around control.

Reframing his identity to “growth enabler” led him to delegate more

and empower his team.

— VIVMS

Try This: “From Behavior to Belief” Tool

Bl

Identify a recurring unhelpful behavior

Ask: What belief is this expressing or protecting?

Dig deeper: What identity is driving that belief?

Reframe: Who do I want to be? What belief aligns with that
identity?

Optional: Use in coaching sessions, journaling, or leadership
retreats.

Watch Outs

Deep identity work takes time—don’t rush it

Don’t project or assume others’ beliefs—create space for
discovery

Remember: Role # Identity—they must be distinguished



Next Step
Explore:

®  Immunity to Change (Kegan & Lahey) for unearthing inner
resistance

®  [kigai for aligning purpose and action
Suggested Reading

o The 15 Commitments of Conscions Leadership — Jim Dethmer &
co.
®  Immunity to Change — Robert Kegan & Lisa Lahey

“True leadership is not built on what’s seen above the
surface, but on the beliefs, values, and identity that lie
beneath. Depth, not display, drives transformation.”
— Vijayashree Venkat



Chapter 7: The Wheel of Life

Framework Snapshot
Name: The Wheel of Life
Origin: Paul J. Meyer; popular in coaching & personal development

Purpose: Visualizes life balance to prioritize growth and reflection.

What It Is
A “pizza” or wheel divided into 8 slices—each a life domain. Rate

satisfaction (0—10) and connect the dots to reveal your life’s shape:

Career / Business
Finances

Health & Fitness
Relationships
Personal Growth

Fun & Recreation
Physical Environment
Spirituality / Purpose

What It Means
Your wheel’s shape shows balance (round) or neglect (jagged/flat).

Jagged wheel: Areas needing attention
Round wheel: Harmonious life
It drives self-awareness and intentional living—foundations

of sustainable leadership.



Why It Matters
Leadership drained by burnout or imbalance fails teams.

Authors’ lens (VVMS POV):
Leaders excel when life and work align. The Wheel of Life ensures
self-leadership starts with whole-life clarity.

Where to Apply

Leadership Level ~ Application

Self-Leadership Align energy and time to priorities
Team Leadership Coach members on holistic wellbeing
Org Leadership Promote well-rounded wellbeing culture

Reflection Prompts

Which life domain feels most neglected right now? Why?
What one small action can I take this week to improve that
area?

e How does my current balance support or hinder my
leadership?

Real Story
A tech executive scored career 9 but health 2. In coaching, they
restructured their calendar to include daily exercise and breaks—

boosting energy, focus, and empathy at work.

— VMS



Try This: Quarterly Life Balance Check

Draw or print a Wheel of Life with 8 slices
Rate satisfaction in each (0-10)
Connect the dots; examine the shape

Select 1-2 areas to improve over the next 90 days

RAEEIR I

Reflect on progress monthly

Optional: Use in coaching, onboarding, or retreats.

Watch Outs

® Don’t chase a “full” wheel—aim for meaningful balance.
e  Urgent issues aren’t always the most important.

® Definitions of success vary—honor personal perspectives.

Next Step
Explore:

e Ikigai to integrate purpose and daily life
e Time-Tracking Audit to uncover energy leaks

Suggested Reading

®  Designing Your Life — Bill Burnett & Dave Evans
®  The 7 Habits of Highly Effective Pegple — Stephen R. Covey

“When leaders pause to map their own lives, they lead from clarity,
not chaos. The Wheel of Life isn’t a scorecard—it’s a mitror that
reflects what truly needs attention.”

— Mabesh Sheshadri



Chapter 8: Emotional Agility

Framework Snapshot

Name: Emotional Agility

Creator: Dr. Susan David

Origin: Harvard Medical School; Emotional Agility (2016)
Purpose: Enables individuals to manage emotions with curiosity,

courage, and compassion—instead of avoidance or suppression.

What It Is

A four-step process for emotional mastery:

Show Up — Acknowledge emotions with openness
Step Out — Create distance between self and emotion
Walk Your Why — Align actions with core values

G e

Move On — Take values-aligned steps forward

Visual Option: Circular flow of four sequential steps.

What It Means

Emotional agility is about noticing emotions without being driven by
them.

Instead of reacting from fear, anger, or doubt, agile leaders pause,

reflect, and respond with intention—guided by values, not emotional

hooks.



Why It Matters
You can't lead others well if you're led blindly by emotion.

Authors’ lens (VVMS POV):
Leadership presence comes from inner clarity. Emotional agility builds
resilience, trust, and psychological safety—especially in high-stakes,

high-change environments.

Where to Apply

Leadership Level  Application

Self-Leadership Master inner critics and reactive patterns
Team Leadership Role-model emotional honesty and safety
Org Leadership Embed emotionally intelligent cultures

Reflection Prompts

®  What emotions am I resisting or avoiding right now?
e  What inner story is looping—and is it helpful or harmful?
®  What value matters most in this moment?

Real Story

A senior leader overwhelmed by team issues uncovered an internal
natrative: “If I don’t fix it, no one will.” Coaching helped her name the
pressure, normalize it, and reframe leadership as enabling—not
rescuing. She delegated more, built team ownership, and regained
calm.

— VIVMS



Try This: “Name, Normalize, Navigate” Tool

1. Name the emotion (“I'm feeling anxious.”)

2. Normalize it (“It’s human to feel this way.”)

3. Navigate based on values (“What would courage do right
now?r”)
Optional: Apply in 1:1 coaching, emotional literacy sessions, or

personal journaling.

Watch Outs

e Emotional agility # toxic positivity
e Don't bypass discomfort—feel it fully before moving on
e It’s not about suppressing—it's about relating wisely

Next Step
Explore:

e The Cognitive Triangle (thoughts — feelings —
behaviors)

e Mindfulness practices for emotional space and clarity
Suggested Reading

®  Emotional Agility — Dr. Susan David
e  TED Talk: The Gift and Power of Emotional Conrage — Susan David

“Emotional agility is not about controlling your emotions—
it’s about being in a conscious relationship with them.
Leaders who listen within lead with wisdom outside.”

— Vijayashree VVenkat



Chapter 9: The Drama Triangle

Framework Snapshot

Name: The Drama Triangle

Creator: Dr. Stephen Karpman

Origin: Transactional Analysis (1960s)

Purpose: Reveals dysfunctional patterns in relationships and enables
conscious, empowered leadership responses.

What It Is
An inverted triangle with 3 interplaying roles:

® Victim — Feels powerless, stuck, or helpless
® Rescuer — Fixes or overhelps, often uninvited

® Persecutor — Criticizes, controls, or dominates

People often switch roles quickly, keeping conflict alive and

perpetuating drama cycles.

What It Means
Drama emerges when people unconsciously take on these roles during

conflict:

® Victims deny agency and avoid solutions
® Rescuers prevent others from growing by over-helping
® Persecutors attack problems through blame, not dialogue

Real leadership begins with recognizing and breaking free from these

patterns.



Why It Matters (Thought Leadership Lens)

Drama erodes trust, drains time, and stalls innovation.

Authors’ lens (VVMS POV):
We help leaders shift from reactive drama to empowered dialogue.
Awareness of these patterns enables adult-to-adult communication,

strengthening culture and accountability.

Where to Apply

Leadership Level =~ Use Case

Self-Leadership Spot and shift your drama default
Team Leadership Coach teams to break blame-help cycles
Org Leadership Build a culture of ownership and respect

Reflection Prompts

e  Under stress, which drama role do I tend to play?
e How can I respond with empowerment instead?

®  Where is drama recurring in my team—and why?

Case in Point

In a HumanAlpha workshop, a leader realized she was constantly
rescuing her team—solving problems before they asked. It led to
fatigue and dependency. With coaching, she shifted to asking better
questions and built team ownership.

— VVMS



Try This: “Drama Shift to Empowerment” Tool

1. Identify your current role (Victim, Rescuer, Persecutor)

2. Pause and name it without blame

3. Shift to an empowered alternative:
o Victim — Creator ("What can I do?")
o Rescuer = Coach ("What support do you need?")
o Persecutor — Challenger ("How can we raise the

bat respectfully?")

Optional: Use in 1:1 coaching, retrospectives, or team conflict resets.

Watch Outs

e Don’t weaponize this—focus on your own shifts first
e This is about self-awareness, not judgment

®  Change takes time—drama roles are often unconscious habits

Next Step
Explore:

e The Empowerment Dynamic (TED) by David Emerald
e Nonviolent Communication for healthier team dialogue



Suggested Reading:

®  The Power of TED — David Emerald
® A Game-Free Life — Stephen Karpman

®  Nomviolent Communication — Marshall Rosenberg

“Leadership begins when we stop rescuing, blaming, or
shrinking—and start showing up with responsibility, respect,
and real presence. Drama fades when ownership rises.”

— Vjayashree 1 enkat



Chapter 10: The Hero’s Journey

Framework Snapshot

Name: The Hero’s Journey

Creator: Joseph Campbell

Origin: Mythology; The Hero with a Thonsand Faces (1949)
Purpose: Maps the universal arc of challenge, transformation, and

return.

What It Is

A circular three-act journey with key stages:

e 1. Departure / Separation

o Call to Adventure

o Refusal of the Call

0 Meeting the Mentor
e II. Initiation / Ordeal

o Crossing the Threshold

O Trials & Allies

o0 Abyss / Dark Night

o Revelation & Transformation
e III. Return

o Atonement

o0 Return with the Elixir (insight to benefit others)

What It Means
This archetype mirrors inner growth:

e  Cirisis sparks change
® Mentors & allies guide transformation



® Return brings wisdom for collective good
Leaders, like heroes, evolve by facing the unknown and
sharing their hard-won insights.

Why It Matters
Growth isn’t linear—it’s a cycle of challenge and emergence.

Authors’ lens (VVMS POV):
Leadership authority comes from authentic transformation. Embracing

your own journey equips you to guide others through change.

Where to Apply

e Self-Leadership: Reflect on personal setbacks as initiation
points
Team Leadership: Frame disruptions as shared adventures
Org-Leadership: Weave change initiatives into a collective

narrative of renewal

Reflection Prompts

e  What recent “Call to Adventure” have I ignored or
embraced?
When was my “Dark Night,” and what did it reveal?
What “Elixir” (lesson) am I ready to share with my team?



Real Story

A rising manager missed a promotion and felt adrift. Coaching
reframed her setback as her “Dark Night.” She discovered new
strengths, reimagined her role, and later secured an even bigger
leadership position—her “Return with the Elixir.”

— VTVMS

Try This: “Map Your Leadership Journey”

Choose a pivotal leadership challenge
Plot its stages: Call, Refusal, Mentor, Ordeal, Return
Journal insights at each phase

Bl

Share your Elixir: how will your lesson uplift others?
Optional: Use in retreats, storytelling workshops, or

mentorship sessions.

Watch Outs

® Don’t rush transformation—honor each stage’s pace
e  Avoid glamorizing pain—acknowledge real discomfort
®  Resist comparing journeys

each hero’s path is unique

Next Step
Explore:

e Identity Iceberg for unearthing core beliefs
e  Growth Mindset to navigate future obstacles



Suggested Reading:

®  The Hero with a Thousand Faces — Joseph Campbell
®  The Power of Myth — Joseph Campbell & Bill Moyers
®  The Hero'’s Journey (documentary)

“Leadership isn’t a title—it’s a journey through discomfort,
discovery, and return. The wisdom you earn becomes the
light you offer others.”

— Mabhesh Sheshadri



Part II: Leading Others (Relational Mastery)

Goal: Build trust, influence, communication, and team culture



Chapter 11: The Trust Equation

Framework Snapshot

Name: The Trust Equation

Origin: David Maister, Charles Green & Robert Galford (The Trusted
Adyisor)

Purpose: Turns trust into a measurable equation to strengthen
leadership influence and relationship quality.

What It Is
Trustworthiness = (Credibility + Reliability + Intimacy) / Self-
Orientation

® Credibility: “Do I know what I'm talking about?” (words,
expertise)

e Reliability: “Can people count on me?” (actions,
consistency)

e Intimacy: “Do others feel safe and seen with me?”
(emotional closeness)

e Self-Orientation: “Is it about me—or about them?” (intent,

focus)

High trust comes from increasing the first three factors while

minimizing self-focus.

What It Means

Trust is not abstract—it’s built behaviorally:

Through your competence, follow-through, and emotional
presence—not just your intentions.

Leaders erode trust when self-orientation rises (e.g., defensiveness,



ego, self-protection).
The Trust Equation offers a language to reflect, recalibrate, and grow
authentic influence.

Why It Matters (VVMS POV)

You can’t fake trust—or delegate it.

We believe: Trust is the foundation of impact. When leaders lead
with service over self, presence over performance, they cultivate
credibility that sticks and safety that scales.

Where to Apply

Leadership Level Use Case
Self-Leadership Assess and grow personal trust behaviors
Team Leadership Build trust through consistency and empathy

Client/Stakeholder Shift from convincing to serving

Reflection Prompts

Where do I over-focus on being right, rather than being real?

Do I follow through consistently—or overpromise and
underdeliver?
e How does my intent show up in conversations—do others

feel safe?



Case in Point

A functional leader was seen as sharp but unapproachable. Team
members hesitated to speak up. Through coaching, she worked on
small daily behaviors—slowing down to listen, naming intent, and
acknowledging others. Intimacy improved. Over time, the trust
equation shifted—unlocking fresh collaboration and loyalty.

— VTVMS

Try This: Trust Equation Self-Audit

e Rate yourself (1-10) on each element:
Credibility | Reliability | Intimacy | Self-Orientation (reverse
score)

® Ask peers for feedback—where do you over-index or fall
short?

e Pick one shift: e.g., clarify more, follow through faster, listen

deeper, ego less.

Small moves. Big trust.

Watch Outs

High credibility without intimacy = distance.
High reliability without intent = obligation.
Low self-orientation doesn’t mean passivity—it means

purpose beyond self.



Next Step
Explore deeper trust-building tools:

®  Pyychological Safety for teams
®  Radical Candor for clear + caring feedback

Suggested Reading

®  The Trusted Advisor — Maister, Green, Galford
®  The Speed of Trust — Stephen ML.R. Covey
®  Dare 1o I ead — Brené Brown

“Trust is built when knowledge, action, and heart come
together. It breaks when intent becomes self-serving.”
— Mabesh Sheshadri



Chapter 12: Situational Leadership

Framework Snapshot

Name: Situational Leadership

Created by: Paul Hersey & Ken Blanchard

Purpose: To flex leadership style based on the competence and
commitment of the person being led.

What It Is
Leadership is not one-size-fits-all. This model aligns two behaviors
with four leadership styles:

Axes of Behavior:

e Directive (Task focus)
® Supportive (Relationship focus)

Leadership Styles:

e S1- Directing: Clear instructions, close supervision (High

D, Low S)

® S2 - Coaching: Guidance with emotional support (High D,
High S)

® 83— Supporting: Shared decisions, less direction (Low D,
High S)

® S4 —Delegating: Autonomy and trust (Low D, Low S)
Follower Development Levels:
e D1: Low competence, high commitment

e D2: Some competence, low commitment

e D3: High competence, variable commitment



e D4: High competence, high commitment

The power is in the match—style must align with development level.

What It Means

Leaders must become situational chameleons.

Diagnose where the person is. Then adjust your stance—not to
control, but to catalyze growth.

Effective leadership nurtures people from dependence to

independence.

Why It Matters (VVMS POV)

We believe leadership is not static—it evolves with context.
Adaptive leaders grow talent faster.

This model empowers leaders to balance direction and support,

creating a rhythm that builds confidence, skills, and performance.

Where to Apply

Context Use Case

Team Use Directing or Coaching styles for catly-stage
Onboarding contributors

Skill Shift from Coaching to Supporting as people gain
Development mastery

Delegation Use Delegating when trust and capability are high



Reflection Prompts

®  Where is each team member in their development journey:
D1, D2, D3, or D4?

e Am I holding back someone who’s ready to step up—or

expecting too much too soon?

®  What shift in my style could unlock someone’s growth?

Case in Point

A senior leader at a scaling tech company was unknowingly over-
coaching a capable team. They felt stifled. By moving to a Delegating
style, she created space for ownership and innovation—freeing herself
for more strategic work.

— VIVMS

Try This: “Style Match Diagnostic”

1. List team members and a key project or task.

2. Assess development level (D1-D4) for each.

3. Apply matching leadership style (S1-54).

4. Review outcomes after 2-3 weeks—what changed?
Watch Outs

Don’t default to one style—leadership must flex.

Each person may be at a different level for different tasks.
Mismatched style = micromanagement (too much) or
abdication (too little).



Next Step
To go deeper, explore:

®  Coaching Leadership to guide without rescuing
®  Growth Mindset to build adaptive learning cultures

Suggested Reading

® [ eadership and the One Minute Manager — Ken Blanchard
o Situational Leadership — Hersey & Blanchard

“Effective leadership is a dance, not a script. The rhythm
changes—but the connection matters most.”

— Vijayashree Venkat



Chapter 13: The Five Dysfunctions of a Team

Framework Snapshot

Name: The Five Dysfunctions of a Team

Creator: Patrick Lencioni (2002)

Purpose: To identify and fix root causes of team breakdowns

What It Is

A pyramid of five stacked dysfunctions—each one weakening the next:

Absence of Trust — Fear of vulnerability blocks openness
Fear of Conflict — Avoidance kills real dialogue
Lack of Commitment — Decisions remain unclear or half-
made

® Avoidance of Accountability — Poor performance goes
unchecked

e Inattention to Results — Personal agendas trump team goals

Without trust, the rest crumble. Teams must confront the base to
strengthen the top.

What It Means

Teams don’t fail for lack of skill—but because of what they avoid.
Trust enables healthy conflict. Conflict drives clarity. Clarity fuels

commitment. Commitment enables accountability. Accountability
sharpens results.

When teams address these layers, performance becomes sustainable.



Why It Matters
Trust isn’t just emotional—it’s operational.

Authors’ lens (VVMS POV):
We use this model to uncover unspoken blockers. The shift happens
when leaders model vulnerability, normalize conflict, and commit to a

shared scoreboard. That’s when alignment becomes action.

Where to Apply

Team Stage Focus Area

New Teams Build trust through vulnerability
Struggling Teams Normalize productive conflict
Leadership Teams Align on goals, roles, and accountability

Reflection Prompts

Where are we avoiding tough conversations?
Do we trust each other enough to disagree openly?
How well do we follow through—together?

Are we truly focused on collective success?

Case in Point

A leadership team kept tolerating toxic behavior from a high-
performer. Morale dipped. Using Lencioni’s model, the team rebuilt
trust, enabled real conversations, and aligned on expectations. Within
months, energy returned—and so did results.

— VVMS



Try This: “Team Dysfunction Audit”
Rate your team 1-5 on each level:

Trust

Conflict
Commitment
Accountability

Results

Action: Focus on your lowest score—that’s where change starts.

Watch Outs

e Harmony without truth isn’t trust—it’s avoidance
e  Conflict isn’t damage—it’s a doorway to clarity
®  Accountability feels safe when trust is strong

Next Step

To deepen team effectiveness, explore:

® Team Coaching to surface and shift group patterns
e SCARF Model to manage threat and reward dynamics
during conflict

Suggested Reading:
The Five Dysfunctions of a Team — Patrick Lencioni
Team of Teams — Gen. Stanley McChrystal

"If you want to go fast, build a team. If you want to go far, build a trusting
team."

— Mabesh Sheshadri



Chapter 14: Tuckman’s Team Development Model

Framework Snapshot
Name: Tuckman’s Team Development Model
Creator: Bruce Tuckman (1965)

Purpose: To map how teams evolve from new to high-performing

What It Is

Teams move through five natural stages:

Forming: Polite, tentative, figuring out roles
Storming: Conflict and resistance emerge

Norming: Trust builds, roles and norms solidify
Performing: High autonomy, collaboration, and flow

Adjourning: Closure, reflection, and transition

Each stage shapes the next—growth depends on navigating them well.

What It Means

Team greatness isn’t accidental; it unfolds over time.

This model helps leaders recognize where a team is and adjust their
approach—especially by normalizing the discomfort of Storming as
essential for progress.

Why It Matters
“Dysfunction” often masks growth.



Authors’ lens (VVMS POV):

We coach teams through transitions—new leaders, mergers, shifting
goals—using this model to create space for real dialogue and re-
alighment. This mindset reduces resistance and builds resilience.

Where to Apply

Team Phase  Leadership Focus

Forming Set clear vision and roles, build connection
Storming Facilitate safe conflict, surface tensions
Norming Reinforce agreements, nurture trust
Performing Delegate, push stretch goals, celebrate
Adjourning Honor contributions, support closure

Reflection Prompts

®  What stage is my team in?
®  What does it need to progress?
e How can I lead differently at each phase?

Case in Point

A cross-functional team stuck in Storming faced unresolved conflicts.
Coaching guided them through structured conflict and norm-setting,
enabling them to reach Performing—accelerating ownership and
results.

— VVMS



Try This: “Stage Mapping”

Observe recent team behaviors

Identify the current stage with the team

Ask: “What helps us thrive at the next stage?”

Insight: Teams may cycle through stages multiple times during

change.

Watch Outs

® Don’t rush Storming—it’s crucial for alignment
e Norms must be co-created, not forced

® Performing means flow, not flawlessness

Next Step
To deepen impact:

e  Dair with Lencioni’s 5 Dysfunctions to target barriers
e  Use Psychological Safety to strengthen Storming resilience

Suggested Reading:
Developing Teams — Bruce Tuckman
Team Emotional Intelligence 2.0 — Druskat & Wolff

"Great teams aren’t found—they’re forged."

— Mabhesh Sheshadri



Chapter 15: Ladder Of Inference

Framework Snapshot

Name: Ladder of Inference

Creator: Chris Argyris (Popularized by Peter Senge)

Purpose: Make thinking visible and challenge automatic assumptions

What It Is
A mental ladder with 7 steps:

Obsetvable Data/Experience
Selected Data (filtered)

Added Meaning (personal/cultural)
Assumptions

Conclusions

Adopted Beliefs

Actions based on beliefs

We rarely act on raw facts—our interpretation drives decisions.

What It Means
Our mind quickly leaps from data to conclusions, often unconsciously.
Key: Step back down the ladder to question your assumptions and

interpretations.

Why It Matters
“We react not to facts, but to the stoties we create.”



Authors’ lens (VVMS POV):

In leadership, this model reveals hidden biases and prevents
miscommunication. It’s essential for feedback, decision-making, and
conflict resolution.

Where to Apply | Application Zones

Context Use Case

Team Conflict Unpack assumptions before reacting
Performance Reviews Challenge limiting labels/narratives
Strategic Decisions Expose and test mental models

Reflection Prompts

What data did I truly observe?
What assumptions am I making?

How did I reach this conclusion?

What other interpretations are possible?

Case in Point

A leader thought a team member was disengaged due to late reports.
Walking the Ladder revealed unclear priorities caused delays, shifting
the conversation from blame to support.

— VVMS



Try This: “Walk the Ladder” Technique

Pick a recent judgment/reaction
Trace back beliefs, assumptions, meanings, and data
Share with a peer and invite challenge

Goal: Suspend judgment to broaden perspective.

Watch Outs

® Jumping to conclusions without checking data
e  Assuming intent behind behaviors
® Acting before testing your story

Next Step

For greater awareness:

e  Use with Cognitive Triangle (Thoughts—Feelings—Behaviors)
e Combine with Emotional Agility to manage internal

narratives

Suggested Reading:
The Fifth Discipline — Peter Senge
Action Science — Chris Argyris

"Awareness is climbing down the ladder before you climb into a conflict."
— Vijayashree Venkat



Chapter 16: Crucial Conversations Model

Framework Snapshot

Name: Crucial Conversations Model

Creators: Kerry Patterson, Joseph Grenny, Ron McMillan, Al Switzler
Purpose: Navigate high-stakes talks with emotional safety and mutual

purpose

What It Is

Conversation flow steps:

Start with Heart: Focus on what you truly want

Learn to Look: Spot when safety breaks (silence or
aggression)

Make It Safe: Restore respect and shared purpose
Master My Stories: Separate facts from emotions
STATE My Path: Share views confidently & respectfully
(Share facts, Tell story, Ask others, Talk tentatively,
Encourage testing)

Explore Others’ Paths: Listen deeply and seek meaning

Move to Action: Agree on clear next steps and accountability

What It Means

Not all talks are equal. This model keeps leaders calm, present, and
constructive when stakes are high, emotions strong, and opinions
differ.



Why It Matters
“The strength of a team is how it speaks when it’s hard to speak.”

Authors’ lens (VVMS POV):
Core for feedback, conflict resolution, and team alignment.
Embedding it builds conversational intelligence and psychological

safety in leaders.

Where to Apply | Application Zones

Context Use Case

Performance Reviews Deliver tough feedback catefully
Conflict Resolution De-escalate tension, preserve respect
Strategy Alignment Align differing views on purpose

Reflection Prompts

What do I truly want for me, them, and the relationship?
Am I confusing story with fact?
Does the other feel unsafe or unheard?

Have we agreed on next steps?

Case in Point

A CEO confronted a co-founder’s toxic behavior using this model—
prepared with clarity, avoided blame, and created safety. Result: honest
reset and renewed trust.

— VVMS



Try This: “STATE Prep Sheet”
Before tough talks:

List facts

Draft your interpretation
Note your emotional tone
Ask: How do I create safety?

Goal: Speak honestly while staying connected.

Watch Outs

e  Avoid black-and-white thinking (win/lose)
e Don’t mistake venting for dialogue
® Don’t rush action before building safety

Next Step
For deeper skill:

®  DPair with SCARF Model to ease threat reactions

e Use with Ladder of Inference to manage narratives

Suggested Reading:
Crucial Conversations — Patterson, Grenny, McMillan, Switzler
Conversational Intelligence — Judith Glaser

"Skillful conversations don’t just solve problems—they build leaders."
— Mabhesh Sheshadri



Chapter 17: Radical Candor

Framework Snapshot

Name: Radical Candor

Creator: Kim Scott

Purpose: Deliver feedback that’s both kind and clear—building trust
while driving growth

What It Is
2X%2 matrix of Challenge & Care axes:

e  X-axis: Challenge Directly
®  Y-axis: Care Personally

Quadrants:

Radical Candor: High Care, High Challenge (ideal feedback)
Ruinous Empathy: High Care, Low Challenge (avoiding

truth)
®  Obnoxious Aggression: Low Care, High Challenge (harsh,
blunt)
®  Manipulative Insincerity: Low Care, Low Challenge (passive-
aggressive)
What It Means

Honesty with heart. Courageous feedback that respects the person—
not brutal honesty.



Why It Matters
“Leaders don’t choose kindness or clarity—they integrate both.”

Authors’ lens (VVMS POV):
Use in performance coaching and feedback culture to challenge

mediocrity without losing humanity.

Where to Apply | Application Zones

Context Use Case
1:1 Feedback Supporttive, direct developmental dialogue
Manager Coaching  Caring approach to underperformance

Team Culture Normalize respectful challenge

Reflection Prompts

Am I saying what needs to be said?
Am I holding back due to discomfort?
Does the person feel seen and stretched?

Which quadrant do I usually operate from?

Case in Point

A startup senior manager used Radical Candor to have a direct yet
caring talk with a low-performing lead. The lead improved within
weeks.

— VVMS



Try This: “Feedback Quadrant Map”

Recall recent feedback

Map it on Radical Candor matrix

Ask: What would Radical Candor sound like?

Tip: Start with praise, then challenge—both with care.

Watch Outs

e Radical Candor is earned—build trust first
e Don’t confuse rudeness for courage

®  Caring personally means knowing the person, beyond work

Next Step
To deepen feedback culture:

e  Dair with Crucial Conversations for safety
® Use SCARF Model to ease status threats

Suggested Reading:
Radical Candor — Kim Scott

Dare to Lead — Brené Brown

"Great leaders are kind enough to care—and bold enough to challenge."
— Mabesh Sheshadri



Chapter 18: Conversational Intelligence (C-1Q)

Framework Snapshot

Name: Conversational Intelligence (C-1Q)

Creator: Judith E. Glaser

Purpose: Build trust, connection, and collaboration through

transformational convetsations

What It Is

3 Levels of Conversation:

Transactional: Info exchange (“telling & asking”)
Positional: Defending views, persuading
Transformational: Co-creating meaning, mutual learning,

trust

Neuroscience Insight:
High-trust dialogue activates prefrontal cortex (reasoning)

Low-trust triggers cortisol, shutting down openness

What It Means
Conversations create neurochemical cocktails. Leaders who tune

in emotionally shift culture from control — collaboration.

Move from Tell = Ask — Listen — Co-create.



Why It Matters
“Conversations aren’t soft skills. They’re leadership skills.”

Authors’ lens (VVMS POV):
Embed C-IQ in leadership journeys for influence, collaboration, and
trust-building.

Where to Apply | Application Zones

Context Use Case
Team Offsites Shift from advocacy to inquiry
Manager Development — Build active listening, empathy

Strategy Workshops Encourage co-creation, shared ownership

Reflection Prompts

Am I creating safety in this conversation?
Is my tone triggering trust or fear?
Am I telling—or asking and listening?

Are we transactional or transformational?

Case in Point
A project head noticed team shutdowns. She shifted from directives to
generative questions. Engagement and creativity rose.

— VVMS



Try This: “The TRUST Toolkit”
5-part checklist to elevate conversations:

Transparency: Be open about intentions
Relationships: Prioritize connection over position
Understanding: Ask, reflect, paraphrase

Shared Success: Align on common goals

Truth Telling: Speak candidly, not controlling

Goal: Co-create meaning, don’t manipulate.

Watch Outs

® [eading with answers over curiosity
e  Overusing transactional language (“What’s the update?”’)
® Ignoring emotional tone and pacing

Next Step

Deepen mastery:

e  Dair with Radical Candor (trust + challenge)
® Use SCARF Model to reduce conversational threat

Suggested Reading:
Conversational Intelligence — Judith Glaser
Fierce Conversations — Susan Scott

"Leaders shape culture one conversation at a time."

— Vijayashree VVenkat



Chapter 19: Social Styles Model

Framework Snapshot

Name: Social Styles Model

Created by: David Merrill & Roger Reid (Tracom Group)
Purpose: Improve interpersonal effectiveness by understanding

behavior patterns based on assertiveness and responsiveness

What It Is
2X2 Matrix of Assertiveness (X-axis) & Responsiveness (Y-axis):

Quadrant Assertiveness Responsiveness Style
High High Expressive
High Low Driver
Low High Amiable
Low Low Analytical
What It Means

Know your default communication style, recognize others’, and flex to
build stronger relationships.
Not labeling—flexing.



Why It Matters
“The best communicators don’t speak louder—they speak the othet’s
language.”

Authors’ lens (VVMS POV):
Use in leadership, sales, and team workshops to reduce friction and

boost collaboration.

Where to Apply | Application Zones

Context Use Case
Stakeholder Management  Tailor communication to influence
Team Collaboration Reduce misunderstandings

Sales/Client Relations Understand and adapt to buyer styles

Reflection Prompts

What’s my natural style under pressure?

Who do I find hard to work with—and what style might they
be?

Do I flex or default to my style?

How can I adapt to connect better?

Case in Point

An Operations head was too direct with an amiable peer. Softening the
tone and checking in rebuilt trust and sped the delivery times.

— VVMS



Try This: “Style Switch Grid”

® Identify your default style
®  Map 3 stakeholders’ likely styles
® Brainstorm one flex for each this week

Tip: Drivers want results, Amiables value relationships, Expressives
love vision, Analyticals need data.

Watch Outs

e  Over-identifying with your style
®  Judging styles as better/worse
e  Using style as excuse for poor communication

Next Step
Refine people skills:

e  Dair with Conversational Intelligence for trust-building
e Use SCARF Model to avoid triggering defenses

Suggested Reading:
Personal Styles & Effective Performance — Merrill & Reid
Peagple Styles at Work. .. And Beyond — Bolton & Bolton

"Style-flexing isn’t manipulation—it’s mastery of connection."
— Mabesh Sheshadri



Chapter 20: Influence Model (Mckinsey)

Framework Snapshot

Name: McKinsey’s Influence Model

Created by: McKinsey & Company

Purpose: Drive lasting behavior change through 4 powerful levers of

influence

What It Is
Four Key Levers:

Role Modeling — "I see others doing it."
Understanding & Belief — "I know why it matters."

Reinforcing Mechanisms — "Systems support the new way."

Skill Building — "I’'m equipped to do it."

Insight: Sustainable change needs all four aligned—not just

communication or training alone.

What It Means

Influence isn’t manipulation; it creates an environment where new
behaviors feel natural, credible, and supported.

Change what people see, feel, believe, and experience to change

actions.



Why It Matters
"Behavior change isn’t top-down. It’s full-spectrum."

Authors’ lens (VVMS POV):
Use in org transformation and leadership development to make culture

shifts actionable, not just aspirational.

Where to Apply | Application Zones

Context Use Case
Culture Change Embed new values across teams
Leadership Transitions Shape new leadership expectations

Performance Turnarounds  Align mindsets, habits, systems

Reflection Prompts

Am I walking the talk or just talking?
Do people understand why the change matters?
Are systems reinforcing old or new behaviors?

Have we invested enough in upskilling?

Case in Point

In a digital transformation, aligning all 4 levers (modeling, rationale,
KPIs, training) boosted adoption by 60%.

— VVMS



Try This: “4-Point Influence Audit”

® DPick a change initiative
® Score each lever (1-5) on current strength
e Find the weakest lever, prioritize fixing it

Tip: Role modeling often drives momentum. Start with leadership
behavior.

Watch Outs

e  Over-relying on communication without system support
® [eaders who don’t “walk the talk”
e  Underestimating time needed to build habits

Next Step
Reinforce behavior change by:

e  Using Habit Loop to sustain actions
e  Dairing with SCARF Model to reduce resistance

Suggested Reading:
The Psychology of Change — McKinsey Insights
Influencer — Patterson, Grenny & Maxfield

"Real influence isn’t loud. It’s layered."
— Vijayashree VVenkat



Part ITI: Leading the System (Strategic Leadership)

Goal: Build vision, alignment, systems thinking, culture



Chapter 21: The Leadership Pipeline

Framework Snapshot

Name: The Leadership Pipeline

Created by: Ram Charan, Stephen Drotter, James Noel

Purpose: Identify and develop leaders at every level by recognizing key

leadership passages and transition requirements

What It Is
The Six Leadership Passages:

e Managing Self — Managing Others

e Managing Others — Managing Managers

e Managing Managers — Functional Manager
e Functional Manager — Business Manager

e Business Manager — Group Manager

e Group Manager — Enterprise Leader

Each passage requires shifts in skills, time allocation, and work values.

What It Means

Leaders often fail not from incompetence, but from not fully
transitioning to the new level. Each stage is a developmental leap.
Key principle: Success habits at one level may derail you at the next.



Why It Matters

"Succession is not a promotion—it’s a transformation."

Authors’ lens (VVMS POV):

Use this framework for leadership development journeys, succession

planning, and 360° assessments tailored to level-specific expectations.

Where to Apply | Application Zones

Context Use Case
Leadership Development  Build level-specific learning journeys
Talent Reviews Calibrate readiness and growth paths

Succession Planning Identify readiness for next passage

Reflection Prompts

Have I truly let go of old habits from the previous level?
Am I focusing time where it matters now?

What new values must I adopt?

What does success look like at the next level?

Case in Point

A project lead excelled at tasks but stumbled managing people—
coaching helped him shift focus to enabling others, leading to success.
— VVMS



Try This: “Leadership Ladder Map”

® Identify your current leadership level
e  List what to stop, start, continue for success now
® Identify gaps for the next level and begin bridging

Tip: Work values are the hardest shift—don’t overlook them.

Watch Outs

e  Skipping levels or promoting based on past performance
alone
Assuming uniform leadership traits apply everywhere

Underinvesting in transitions during growth phases

Next Step

To deepen succession readiness:

e  Dair with Situational Leadership to tailor support
® Use with Influence Model to reinforce behavioral shifts

Suggested Reading:
The Leadership Pipeline — Charan, Drotter, Noel
The Leadership Engine — Noel Tichy

"Great leaders aren’t born at the top—they’re forged at each passage."
— Vijayashree Venkat



Chapter 22: Theory U

Framework Snapshot

Name: Theory U

Created by: Otto Scharmer (MIT)

Purpose: Guide leaders and organizations through deep systems
transformation by shifting from reactive patterns to co-creative

presence

What It Is
The U-shaped Journey:

Co-Initiating — Listening to others and oneself
Co-Sensing — Observing with fresh eyes
Presencing — Connecting to inner inspiration
Co-Creating — Prototyping from emerging future

Co-Evolving — Scaling transformative impact

Key Insight: You must “go down the U” (let go of old) before
“coming up the U” (letting new emerge).

What It Means

More than a process—it’s a way of being. Theory U invites leaders to
pause, sense the system deeply, suspend habits, and connect to future
possibilities from a deeper consciousness.

Inner awareness matters more than any technique.



Why It Matters

"We cannot transform systems unless we transform ourselves."

Authors’ lens (VVMS POV):
Use Theory U in leadership immersions and cultural transformations,

especially during uncertainty, disruption, or legacy transitions.

Where to Apply | Application Zones

Context Use Case

Leadership Retreats Cultivating deep awareness and visionary
clarity

Systemic Change Shifting from reactive to generative cultures

Initiatives

Innovation Labs Creating from the emerging future, not the
past

Reflection Prompts

Where am I still operating reactively?
What am I called to let go of?

Can I sit with uncertainty without rushing to solve?

What wants to emerge through me?

Case in Point
Post-merger leaders used Theory U to surface deeper fears and co-

create culture, achieving 40% faster alignment than expected.

— VVMS



Try This: “U-Journaling Practice”

Identify a challenge you’re stuck in
Journal without judgment: What am I sensing? What must I
let go? What is emerging?

e  Sit in quiet reflection and capture insights

Tip: Slow down to go deep—insight lives beneath the surface.

Watch Outs

e Rushing without true reflection
® Treating the U as a checklist, not a mindset
e  Overthinking future instead of sensing it

Next Step
To deepen practice:

e  Dair with Emotional Agility for self-regulation in uncertainty

e  Use with Hero’s Journey to frame personal transformation

Suggested Reading:
Theory U — Otto Scharmer
Leading from the Emerging Future — Scharmer & Kaufer

"The future emerges through our deepest presence, not our loudest plans."
— Vijayashree VVenkat



Chapter 23: Kotter’s 8-Step Change Model

Framework Snapshot

Name: Kotter’s 8-Step Change Model

Created by: Dr. John P. Kotter (Harvard Business School)

Purpose: Guide organizations through successful transformation by

creating urgency, building coalitions, and embedding change

What It Is
The 8 Steps:

Create Urgency — Highlight the need for change

Build a Guiding Coalition — Form influential change leaders
Form a Strategic Vision and Initiatives

Enlist a Volunteer Army — Engage many to drive the vision
Enable Action by Removing Barriers

Generate Short-Term Wins — Build momentum

Sustain Acceleration — Keep up the pace

Institute Change — Anchor new behaviors in culture

Key Insight: Change is a journey requiring emotional energy and

structured momentum.

What It Means

Kotter’s model offers a sequential, people-centric roadmap to
overcome resistance and lead lasting transformation.

People change when involved, empowered, and seeing progress—not
just told.



Why It Matters

"Organizational change fails when urgency is faked or vision is vague.'

Authors’ lens (VVMS POV):

Use Kotter’s model to structure enterprise-wide change

management—cultural, digital, or structural—and help leaders

translate vision into action.

Where to Apply | Application Zones

Context

Organizational
Transformation

Culture Shift

Digital or Agile Transitions

Reflection Prompts

Case in Point

Use Case

Rolling out large-scale change programs

Embedding new values across hierarchies

Redefining processes, mindsets, and

metrics

Is the urgency real, emotional, and understood?
Have I built a cross-functional guiding coalition?
What short-term wins can be celebrated in 30-60 days?

How will I embed this change into systems and culture?

Post-pandemic restructuring used Kotter’s model to communicate

urgency, empower frontline teams, and deliver 3 quick wins.

Engagement rose 35%.
— VVMS



Try This: “8-Step Change Canvas”

® List a change you’re leading
®  Map progress across each step
® Identify stuck steps and prioritize action

Tip: Don’t rush eatly steps. Momentum grows from clarity.

Watch Outs

e  Skipping steps or checklist mindset
e  Over-communicating without listening

®  Declaring victory too early before cultural embedment

Next Step
To deepen change leadership:

e  Dair with Influence Model for behavior alignment
e  Use with Leadership Pipeline to ensure leader readiness

Suggested Reading:
Leading Change — John Kotter
Accelerate (XI.R8) — John Kotter

"Real change doesn’t begin with strategy—it begins with shared urgency and
sustained belief."
— Mabesh Sheshadri



Chapter 24: Competing Values Framework (CVF)

Framework Snapshot

Name: Competing Values Framework (CVF)

Created by: Robert Quinn & Kim Cameron (University of Michigan)
Purpose: Assess and shape organizational culture across four

competing, yet complementary, value quadrants

What It Is

Two axes:

e Internal Focus < External Focus

e  Flexibility © Stability
Four Culture Types:

e Clan Culture (Collaborate — Internal + Flexibility) —
Family-like, mentoring, participative

e Adhocracy Culture (Create — External + Flexibility) —
Innovative, dynamic, risk-taking

e Market Culture (Compete — External + Stability) —
Results-driven, competitive, goal-oriented

e Hierarchy Culture (Control — Internal + Stability) —

Structured, controlled, efficient

What It Means
Organizations embody all four cultures, but one or two dominate.



High performance balances stability with agility, control with creativity.

Culture = behaviors when no one’s watching.

Why It Matters
"The strongest cultures are consciously shaped, not accidentally
inherited."

Authors’ lens (VVMS POV):

Use CVF for culture diagnostics, post-merger integration, and
leadership assessment to identify current and aspirational culture
states.

Where to Apply | Application Zones

Context Use Case

Culture Transformation Diagnose and shift dominant culture types
Leadership Offsites Align on culture vision and strategy

Team Effectiveness Improve cohesion and clarity

Reflection Prompts

Which quadrant best fits my team/organization?
Is there a gap between our stated values and behaviors?
Which culture type do we need more of to succeed?

What behaviors will move us toward that culture?

Case in Point

A tech firm trapped in hierarchy used CVF analysis to foster
Adhocracy culture, boosting innovation speed and cutting attrition by
25%.

— VVMS



Try This: “Culture Mapping Workshop”

® Plot your team on the CVF quadrant map
® Invite members to share observed behaviors
®  Define desired culture and 2-3 anchor behaviors to adopt

Tip: Culture language matters. Notice recurring metaphors.

Watch Outs

e  Assuming one culture type is always best
e TForcing change without leadership alignment

e Confusing aspiration with real behavior

Next Step
To deepen cultural work:

e  Dair with SCARF Model for individual motivation insights
e  Use with Leadership Pipeline to align culture and leadership
behavior

Suggested Reading:
Diagnosing and Changing Organizational Culture — Cameron & Quinn
Competing 1V alues 1 eadership — Quinn, Faerman, Thompson, McGrath

"Culture isn’t soft—it’s the hardest, most strategic lever we have."
— Vjayashree 1 enkat



Chapter 25: Cynefin Framework — Decision-Making In
Complexity

Framework Snapshot

Name: Cynefin Framework

Created by: Dave Snowden (IBM, Cognitive Edge)

Purpose: Help leaders make better decisions by recognizing the system
type—simple, complicated, complex, chaotic, or disordered

What It Is
Five domains of decision-making:

e  Clear (Simple): Best practices; cause & effect obvious
Approach: Sense — Categorize —~ Respond

e Complicated: Expert analysis; multiple right answers
Approach: Sense — Analyze — Respond

e Complex: No obvious answers; patterns emerge
Approach: Probe — Sense — Respond

e  Chaotic: No cause-effect relationship

Approach: Act - Sense — Respond

e Disorder: Unclear domain

Key Insight: Different challenges need different leadership thinking

and action.

What It Means
Avoid one-size-fits-all problem-solving. Match leadership approach to



the system’s nature. Don’t use expert analysis for complexity or

experiments for chaos.

Why It Matters
"Most leadership failures occur not from lack of knowledge, but from

misdiagnosis."

Authors’ lens (VVMS POV):
Use Cynefin for leaders managing volatility

in crises, digital
transformation, innovation—bringing clarity to chaos.

Where to Apply | Application Zones

Context Use Case

Crisis Management Fast-moving, unpredictable events
Strategic Planning Differentiating complex vs complicated
Innovation Projects Safe-to-fail experimentation

Reflection Prompts

Which domain am I operating in now?
Am I using the right approach here?
How do I create safety for experiments in complexity?

Where might I be oversimplifying a problem?

Case in Point

During COVID-19, a global logistics firm used Cynefin to triage
decisions—stabilizing chaos, piloting complex recovery experiments.
Decision cycle time dropped 40%.

— VVMS



Try This: “Context Clarity Canvas”

e  List 3 major decisions
® Diagnose their Cynefin domains

e  Adapt leadership style accordingly

Tip: Complexity needs curiosity, not control.

Watch Outs

e  Using expert judgment where experiments are needed
e  Oversimplifying complexity for ease
® Ignoring disorder, reverting to familiar patterns

Next Step
To enhance situational leadership:

e  Dair with SCARF Model to manage neuro-responses in chaos
e  Use with Theory U to deepen presence and response in

complexity

Suggested Reading:
The Cynefin Framework Primer — Dave Snowden
Complex Acts of Knowing — Snowden (IBM Systems Journal)

"Leadership begins by knowing the system you're in—and shifting how you
think accordingly."
— Mabhesh Sheshadri



Chapter 26: OODA Loop — Decision Agility In Dynamic
Environments

Framework Snapshot

Name: OODA Loop (Observe, Orient, Decide, Act)

Created by: Col. John Boyd (U.S. Air Force strategist)

Purpose: Enable rapid, adaptive decision-making in fast-changing and

competitive environments

What It Is | The OODA Loop Cycle
Four Key Steps:

® Observe: Gather real-time data from environment, people,
systems

e  Orient: Analyze context, challenge assumptions, synthesize
perspectives

e Decide: Select the most viable option based on current
understanding

®  Act: Execute quickly, then feed outcomes back into
observation

Key Insight: Agility is gained by cycling through OODA faster and

more accurately than others.

What It Means
OODA is not just a loop—it’s a system of cognitive agility. It sharpens
situational awareness, speeds up response, and fosters learning in real-

time.



Action without orientation = chaos. Orientation without action =
paralysis.

Why It Matters (Thought Leadership Lens)
"Success in dynamic environments depends more on speed of
adaptation than on strength of strategy."

Authors’ lens (VVMS POV):
We apply OODA in leadership coaching, crisis response, and agile
transformations—helping leaders think on their feet and evolve with

context.

Where to Apply | Application Zones

Context Use Case
Crisis Leadership Fast, informed decisions under pressure
Startups & Innovation  Iterating rapidly to refine fit

Conflict Resolution Real-time sensing and adaptation

Reflection Prompts

What am I observing—and what am I overlooking?
Are my interpretations (orientation) grounded or biased?
Am I delaying decisions due to overanalysis?

Do I close the loop—by learning from action?



Case in Point
A fintech startup applied OODA to respond to unexpected regulatory
shifts. Faster orientation and micro-decisions helped maintain trust

and capture new market share.

— VVMS

Try This: “OODA Map” in Team Reviews

®  Deconstruct your last key decision using the 4 OODA steps
® Identify bottlenecks or blind spots

®  Explore how to cycle faster and smarter in the future

Tip: Orientation is the invisible lever—it frames every decision made.

Watch Outs

e  Endless looping without decisive action
e  Skipping orientation due to urgency
®  Mistaking speed for strategic agility

Next Step
To deepen adaptive decision-making:

e Dair with Cynefin Framework to assess complexity of
situations

e  Use with SCARF Model to manage human reactions during
fast change



Suggested Reading:
Boyd: The Fighter Pilot Who Changed the Art of War — Robert Coram
U.S. Marine Corps Doctrinal Publications on Manenver Warfare

"Agility isn’t about moving fast—it’s about learning faster than the
g g g

wortld changes."
— Mabesh Sheshadri



Chapter 27: VUCA vs. BANI - Leading In Uncertain
Times

Framework Snapshot

Name: VUCA & BANI Frameworks

VUCA Origin: U.S. Army War College (1990s)

BANI Origin: Jamais Cascio (Futurist, resilience thinker)

Purpose: Interpret and lead effectively in turbulent, unpredictable, and
emotionally charged environments

What It Is | VUCA vs. BANI Contrast Table

Frame  Acronym Meaning Leadership
work Response
VUCA  Volatile Unstable and fast- Vision
changing
Uncertain Lack of predictability Understanding
Complex Interconnected variables  Clarity
Ambiguous Multiple meanings, Agility

unclear outcomes

BANI Brittle Seemingly strong but Resilience
fragile
Anxious Overwhelming worry Empathy &

and emotional strain Reassurance



Nonlinear Broken cause-effect Contextual

relationships Intelligence
Incomprehe  Too confusing to Transparency,
nsible understand Narratives, Meaning

What It Means

VUCA challenges leaders to think strategically in uncertain contexts.
BANI goes deeper—spotlighting emotional responses, system fragility,
and human unpredictability.

Modern leadership must shift from control to connection, from
answers to adaptability.

Why It Matters (Thought Leadership Lens)
"If VUCA made leadership hard, BANI makes it deeply human."

Authors’ lens (VVMS POV):

We use both frameworks in leadership journeys, strategy dialogues,
and culture interventions. BANI equips leaders to acknowledge and
navigate emotional terrain—essential in today’s world.

Where to Apply | Application Zones

Context Use Case

Strategy Retreats Framing uncertainty and planning for
disruption



Leadership Building psychological and emotional

Coaching readiness
Organizational Designing adaptive, responsive systems
Agility

Reflection Prompts

Are we reacting—or responding—with vision?
Where are we brittle, and how do we build resilience?
How are we supporting emotional safety in anxious
moments?

®  What new narratives can help us navigate the

incomprehensible?

Case in Point

A global manufacturing firm used BANI to reframe its change fatigue.
By addressing anxiety and embedding stories of meaning, engagement
scores rose by 18%.

— VVMS

Try This: “VUCA vs. BANI Mapping Workshop”

®  List 3-5 current challenges
®  Map cach against both VUCA and BANI dimensions
® Identify leadership responses through both lenses

Tip: VUCA seeks clarity of information; BANI demands clarity of emotion.



Watch Outs

® Defaulting to control or command-style leadership
® Treating complex emotional responses as tactical issues
e  Avoiding vulnerability in pursuit of false certainty

Next Step
To lead with greater adaptability:

e Dair with Emotional Agility to address internal and team
dynamics
e  Use with OODA Loop for real-time decision shifts under

pressure

Suggested Reading:
Leaders Make the Future — Bob Johansen (VUCA)
Facing the Age of Chaos — Jamais Cascio (BANI)

"Leadership in uncertain times is not about having answers—it’s about
creating clarity, courage, and connection."

— Mabesh Sheshadri



Chapter 28: Mckinsey 7S — Organizational Alighment

Framework Snapshot

Name: McKinsey 7S Framework

Created by: Tom Peters & Robert Waterman (McKinsey & Co.)
Purpose: Diagnose and align internal elements to drive organizational

effectiveness and transformation

What It Is | The 7 Interconnected Elements
At the core: Shared Values — The cultural DNA and guiding beliefs

Surrounding elements:

e Strategy — Game plan to build and sustain competitive
advantage

Structure — Org design, roles, reporting lines

Systems — Day-to-day operations and decision processes
Style — Leadership and management behaviors

Staff — People, talent, demographics

Skills — Capabilities and core competencies

Key Insight: Sustainable transformation demands that all 7 elements

reinforce each other—not work in silos.

What It Means

The 7S model debunks the myth of "org chatt fixes." Structural tweaks
alone fail without changes in leadership behavior, values, and skill
development.

Alignment of hard (strategy, structure, systems) and soft (skills,



staff, style, shared values) elements is the real driver of high
performance.

Why It Matters (Thought Leadership Lens)

"Most organizations change the boxes. Few change the bebaviors inside them."

Authors’ lens (VVMS POV):
We apply the 7S model in post-merger integrations, org design, and
leadership retreats. It helps leaders uncover hidden misalignments—

often in the soft elements—that derail execution and engagement.

Where to Apply | Application Zones

Context Use Case

Post-Merger Aligning culture, leadership, and systems
Integration

Org Redesign Projects ~ Driving holistic transformation beyond structure
Leadership Retreats Strengthening internal coherence and direction

Reflection Prompts

Are our systems enabling or blocking our strategy?
Do leaders live the shared values—or just talk about them?

Where are skills missing for tomorrow’s goals?

Is our style of leadership aligned with who we want to

become?



Case in Point

A tech company struggling with innovation discovered the root cause
through a 7§ audit—not structure, but gaps in staff capability, values
alighment, and leadership style.

Realignment led to a 25% faster product development cycle.

— VVMS

Try This: “7S Alignment Heat Map”

Rate each element (1-5) on alignment with your current goals
Identify low-scoring areas (red zones)
Map how misalighment in one area affects the others

Co-create an action plan with cross-functional teams

Tip: Start with Shared 1V alues. If those are unclear or inconsistent, the rest won’t
hold together.

Watch Outs

e  Overemphasizing structure and strategy
e  Underestimating the power of values and leadership style
® Believing alignment will happen organically over time

Next Step
To strengthen systems thinking and cultural coherence:



®  Pair with Competing Values Framework to explore culture
dynamics

e Use alongside Kotter’s 8-Step Model to execute
transformation with alignment

Suggested Reading:
In Search of Excellence — Tom Peters & Robert Waterman
McKinsey insights on the 7S Framework and transformation strategy

"An aligned organization doesn’t just perform—it adapts, scales, and
inspires."

— Mabhesh Sheshadri



Chapter 29: Business Model Canvas — Strategy Visualization

Framework Snapshot

Name: Business Model Canvas (BMC)

Created by: Alexander Osterwalder (2005)

Purpose: Visualize and design the key building blocks of a business
model—on one page

What It Is | The 9 Building Blocks

Block Focus Area

Customer Segments Who are we creating value for?

Value Propositions What value do we deliver to each segment?
Channels How do we reach our customers?
Customer Relationships How do we engage and retain them?
Revenue Streams How do we earn from value delivered?
Key Resources What assets enable us to deliver our value?
Key Activities What must we do to operate effectively?
Key Partnerships Who helps us succeed?

Cost Structure What are the major costs involved?

Key Insight: The BMC creates a big-picture snapshot of your

business logic—and exposes blind spots fast.



What It Means

The Business Model Canvas replaces static, long-form plans with a
dynamic visual tool. It aligns strategy, execution, and storytelling.

It’s widely used by startups, corporates, and teams exploring pivots or
new offerings.

Why It Matters (Thought Leadership Lens)
"Clarity precedes strategy. The canvas turns complexity into clarity."

Authors’ lens (VVMS POV):
We use BMCs in innovation labs, growth sprints, and transformation
coaching. It builds cross-functional alignment and helps leaders sce the

business as a living system—not a siloed structure.

Where to Apply | Application Zones

Context Use Case

Startup Strategy Designing scalable, investable models
Corporate Exploring new service lines or spin-offs
Innovation

Leadership Retreats  Reimagining customer experience or value

flow



Reflection Prompts

®  What customer needs are we solving—and are they still
relevant today?

e  Which channels or partnerships are underperforming or
underused?

®  Are our key activities and cost structure aligned with our
revenue drivers?

e How frequently are we testing and updating our value

propositions?

Case in Point

A healthcare tech firm used BMC to pivot from selling medical devices
to offering a subscription-based diagnostics platform.

The shift realigned resources, partnerships, and revenue streams—
delivering 3x growth in just 18 months.

— VVMS

Try This: “Team BMC Jam Session”

Form cross-functional teams

Draft or refine a BMC for a product, unit, or new idea
Share across teams to spark insights and find synergies
Tip: Use color-coded sticky notes to track assumptions,

facts, and feedback loops.



Watch Outs

® Treating the BMC as a one-time template rather than a living
tool
Designing in isolation—without real customer input

Failing to connect cost, delivery, and revenue logic

Next Step
To go deeper in business model thinking:

®  Pair with Value Proposition Canvas to clarify customer fit
e Use with Blue Ocean Strategy to explore untapped markets

and needs

Suggested Reading:
Business Model Generation — Alexander Osterwalder & Yves Pigneur
Strategyzer Tools & Templates

"A business model is not 2 document. It’s a shared conversation of how we
create impact—and stay relevant."
— Mabhesh Sheshadri



Chapter 30: Culture Code — Daniel Coyle’s Culture Pillars

Framework Snapshot

Name: Culture Code — 3 Pillars of Strong Culture

Created by: Daniel Coyle (Author of The Culture Code, 2018)
Purpose: Identify and cultivate the elements that drive high-

performing team cultures

What It Is | The 3 Core Pillars of Culture

Pillar What It Means
Build Safety Foster belonging and psychological safety
Share Vulnerability ~ Normalize openness, honesty, and trust

Establish Purpose Define a clear, shared vision and meaning

Key Insight: These pillars reinforce one another to build resilient,

adaptive cultures—especially under pressure.

What It Means

Culture isn’t words—it’s lived behaviors.

Coyle’s research shows that high-performing teams share three
consistent traits: members feel safe, express vulnerability, and align to a
deeper shared purpose.

These aren’t soft concepts—they’re strategic enablers.



Why It Matters (Thought Leadership Lens)
"Great cultures aren’t built—they 're practiced—daily."

Authors’ lens (VVMS POV):

We embed the Culture Code in diagnostics, assimilation coaching, and
team acceleration. It helps leaders decode invisible dynamics and
intentionally shape trust, purpose, and performance.

Where to Apply | Application Zones

Context Use Case
Team Turnarounds Rebuilding trust and cohesion
Leadership Onboarding ~ Modeling authenticity and vision

Culture Transformation ~ Recrafting team rituals and narratives

Reflection Prompts

e Do my team members feel safe to speak up or challenge
ideas?

® When was the last time we shared a failure and learned from
it?

e  Can each team member articulate why our work truly
matters?



Case in Point

A fintech startup with high attrition rates implemented Culture Code
rituals.

Leaders shared personal stories in town halls, teams realigned on
purpose, and trust rituals were embedded.

Result: Employee engagement rose by 40% in six months.

— VVMS

Try This: “Culture Pillar Circles”

® Rate your team 1-5 on each pillar (Safety, Vulnerability,
Purpose)
Ask team members to share examples of each in action
Identify one small behavior to shift per pillar for the next
week
Tip: Anchor with stories, acknowledgments, and visible
modeling by leaders.

Watch Outs
e  Mistaking culture for perks or slogans

e Avoiding difficult conversations in the name of harmony
e Equating alighment with forced agreement (groupthink)

Next Step
To deepen cultural strength:

e Dair with Psychological Safety (Amy Edmondson)



e  Use alongside SCARF Model to understand emotional and

social drivers

Suggested Reading:
The Culture Code — Daniel Coyle
The Five Dysfunctions of a Team — Patrick Lencioni

"The strongest cultures aren’t the ones that talk about it—they’re the
ones where everyone lives it."

— Vijayashree Venkat



Part IV: Leadership in Action (Execution & Growth)

Goal: Apply insights, build systems for continuous growth



Chapter 31: GROW Coaching Model — Structured
Coaching Conversations

Framework Snapshot

Name: GROW Coaching Model

Created by: Sir John Whitmore (1980s)

Purpose: Guide effective coaching conversations that drive clarity,

accountability, and action

What It Is | The 4-Step Coaching Structure

Step Description
G — Goal Define the specific objective or outcome
R — Reality Understand the current situation and challenges

O — Options  Explore possible strategies or paths forward

W — Will Decide on next steps and commit to action

Key Insight: The GROW model moves conversations from

confusion to clarity to commitment.

What It Means
GROW is a foundational framework for coaching, mentoring, and
leadership dialogues.

It empowers the coachee, while structuring the conversation for depth,



ownership, and results.
Coaching is not about giving answers—but about helping people
discover their own.

Why It Matters (Thought Leadership Lens)
" A good question can create more change than a great instruction.”

Authors’ lens (VVMS POV):
We use GROW in leadership labs and manager enablement journeys.
It builds coaching muscle, shifts mindsets from directive to

developmental, and strengthens workplace trust.

Where to Apply | Application Zones

Context Use Case
Performance Coaching  Goal setting, ownership, and growth
Career Conversations Navigating transitions and aspirations

Leadership Check-Ins  Driving focus and individual development

Reflection Prompts

Is the Goal clear, meaningful, and measurable?

What Reality (intetnal/external) might be blocking progress?
What Options have not yet been considered?

What will you Will yourself to do—and by when?



Case in Point

A mid-level manager embedded GROW into her team’s 1:1s.
Within two quarters: increased team ownership, reduced micro-
management, and significantly higher engagement scores.

— VVMS

Try This: “GROW Power Hour”

Block 60 minutes for a 1:1 structured conversation

Walk through each GROW stage intentionally

Close with a Will statement: what, by when, and how success
will be reviewed

Tip: Embrace silence—breakthroughs often emerge in the
pause.

Watch Outs

® Jumping to advice before exploring the real issue
® Treating GROW as a checklist instead of a flexible tool

®  Making the conversation about the coach’s agenda

Next Step

To deepen coaching impact:

e DPair with Emotional Agility (Susan David) to navigate

mindset barriers



e Use alongside Ladder of Inference to uncover and challenge

assumptions

Suggested Reading:
Coaching for Performance — Sir John Whitmore
The Coaching Habit — Michael Bungay Stanier

"The GROW model isn’t a sctipt. It’s a scaffold for transformation—

one powerful question at a time."

— Mabhesh Sheshadri



Chapter 32: SMART Goals & OKRs — Goal Setting With
Clarity & Impact

Framework Snapshot

Name: SMART Goals & OKRs (Objectives and Key Results)
Origin: SMART — George T. Doran (1981); OKRs — Andy Grove
(Intel), popularized by John Doerr

Purpose: Align personal, team, and organizational goals with clarity,
focus, and accountability

What It Is | SMART vs. OKRs — A Quick Comparison

Aspect SMART Goals OKRs

Specific Clear and well- Objective is inspirational; Key Results
defined are specific

Measurable Quantifiable Key Results are metric-driven
outcomes

Achievable Realistic and Intentionally ambitious; 60-70%
within reach success is good

Relevant Aligned to Anchored to team/org mission
priorities

Time-bound Deadline-driven  Follows quarterly or annual cadence

Tip: Use SMART for individual focus. Use OKRs for strategic
stretch and alignment.



What It Means

SMART goals sharpen execution at an individual level.

OKRs drive transparency, agility, and alignhment across the
organization.

When goals are visible, specific, and purpose-led—they activate
both accountability and autonomy.

Why It Matters (Thought Leadership Lens)
"Goals don’t just drive performance—_they shape culture.”

Authors’ lens (VVMS POV):
We embed SMART and OKRs in performance systems to nurture
high-ownership cultures. When well set, goals connect vision to

action—and inspire progress beyond compliance.

Where to Apply | Application Zones

Context Use Case

Individual Tracking personal growth milestones

Development

Team Performance Cascading OKRs for focus and execution

Strategic Alighment Translating vision into measurable impact



Reflection Prompts

Is the goal both clear and aspirational?
Are Key Results measurable outcomes, not to-dos?
What does meaningful success look like—beyond 100%?

How does this goal align to team or organizational priorities?

Case in Point

A digital commerce company replaced KPIs with OKRs.

In two quarters, cross-functional collaboration rose by 50%, and teams
reported higher engagement and clarity.

— VVMS

Try This: “SMART to OKR Shift Exercise”

Choose a SMART goal from your team
Translate it into:
o Obijective (inspiring)
o 2-3 Key Results (measurable, outcome-focused)
®  Test for stretch and alignment
Tip: Check in weekly—progress grows in conversation, not
in silence.

Watch Outs

Writing Key Results as tasks (activity # outcome)
Overloading with too many OKRs (3—5 max per person or
team)

® Ignoring regular reviews—set, track, reflect, adapt



Next Step
To deepen impact:

e  Pair with GROW Coaching for structured follow-through
e  Use alongside Lencioni’s 5 Dysfunctions to build trust-
driven goal accountability

Suggested Reading:
Measure What Matters — John Doerr
Odbyjectives and Key Results — Paul R. Niven & Ben Lamorte

"When we set cleat goals and make them public, we invite
commitment and courage. That’s when growth begins."

— Vijayashree Venkat



Chapter 33: Eisenhower Matrix — Time & Priority

Management

Framework Snapshot

Name: Eisenhower Matrix (Time Management Matrix)

Origin: Inspired by Dwight D. Eisenhower; popularized by Stephen

Covey

Purpose: Distinguish between urgency and importance to prioritize

effectively

What It Is | The 4 Quadrants

Quadrant

Q1 — Urgent &
Important

Q2 — Not Urgent &
Important

Q3 — Urgent & Not
Important

Q4 — Not Urgent & Not

Important

Description

Crises, deadlines,
firefighting

Planning, development,
relationships

Interruptions, some

emails or meetings

Time-wasters,

distractions

Action

Do Now

Schedule / Focus

Delegate

Eliminate

Insight: Urgency acts on us. Importance comes from within.



What It Means

This model shifts focus from reacting to leading.

The secret lies in Q2—investing in what matters most before it
becomes urgent.

Time management is priority management.

Why It Matters (Thought Leadership Lens)
"The most successful leaders are ruthless abont Q2."

Authors’ lens (VVMS POV):
We use this tool in leadership offsites and productivity sprints to
recalibrate how energy is spent. Q2 time becomes sacred space for

strategy, growth, and renewal.

Where to Apply | Application Zones

Context Use Case

Daily Planning Prioritizing tasks and reducing reactivity
Leadership Focus Making space for vision and relationship
Team Workflows Minimizing distraction and firefighting

Reflection Prompts

e  What’s important but not urgent in your week?
e How often do you confuse urgency with value?
®  What’s one Q2 activity you need to protect fiercely?



®  What Q4 task is draining your energy with no return?

Case in Point

A senior executive blocked two hours daily for Q2 tasks—Iike
mentoring and strategic thinking.

Within 3 months, team focus improved, and reactive work reduced by
30%.

— VVMS

Try This: “Priority Audit Week”

Track tasks for 3 days

Classify them into quadrants

Identify Q2 gaps and distractions

Tip: Treat Q2 time like a boardroom meeting—non-

negotiable.

Watch Outs

® Treating every ping as urgent
e [Letting Q1 crises define your calendar
e Forgetting that Q2 time is where growth lives

Next Step
To deepen time and energy alignment:



®  Pair with SMART Goals to link daily actions to long-term

impact
e  Use alongside Growth Mindset to build sustainable focus
habits
Suggested Reading:

The 7 Habits of Highly Efffective Pegple — Stephen R. Covey
Essentialism — Greg McKeown

"You don’t need more time. You need fewer distractions and deeper
priorities."
— Vijayashree Venkat



Chapter 34: Delegation Matrix — Skill Vs. Will

Framework Snapshot

Name: Delegation Matrix (Skill vs. Will Model)

Origin: Max Landsberg, The Tao of Coaching

Purpose: Diagnose performance and tailor leadership style based on
competence and motivation

What It Is | The 4 Quadrants of Delegation

Skill ~ Will  Quadrant Strategy

Low  Low Direct High guidance + motivation
Low High  Guide Build skill through coaching
High  Low  Motivate Inspire and remove blockers
High  High  Delegate Empower and step back

Insight: Match your leadership to where they are—not whete you
wish they were.



What It Means
This matrix is a practical leadership tool for adaptive delegation:

Diagnose team members’ readiness
Adjust your style accordingly

coach, mentor, direct, or
empower
e Skill = Competence, Will = Confidence + Motivation

Why It Matters (Thought Leadership Lens)
"Delegation isn’t about dumping tasks—it’s about building ownership."

Authors’ lens (VVMS POV):
We embed this tool in manager capability programs to deepen self-
awareness, build coaching muscle, and drive empowered execution.

Where to Apply | Application Zones

Context Use Case

People Leadership Tailoring delegation, feedback, stretch
roles

Coaching Diagnosing capability and will gaps

Conversations

Performance Elevating ownership and accountability

Enablement



Reflection Prompts

What quadrant is each team member in today?
Am I underestimating someone’s motivation or capability?

Who needs skill-building vs. confidence-boosting?

How do I evolve them into the 'Delegate’ zone?

Case in Point

A FinTech team leader applied this model during mid-year reviews.
By shifting two team members from “Direct” to “Guide,” they freed
up 20% of their time and increased accountability across the team.

— VVMS

Try This: “Delegation Audit”

List 5 team members

Map each to a quadrant

Adjust your leadership approach

Tip: Reassess every quarter—people grow and shift.

Watch Outs

e  Confusing high will with high skill
® Micromanaging to stay in control
®  Missing signs of burnout or disengagement



Next Step
To elevate adaptive leadership:

®  Pair with Situational Leadership for broader flexibility
e  Use with GROW Coaching to develop high-will/low-skill

team members

Suggested Reading:
The Tao of Coaching — Max Landsberg
Multipliers — Liz Wiseman

"You don’t just grow results—you grow people. Delegation is the lever."
— Mabesh Sheshadri



Chapter 35: Kirkpatrick Model — Learning Impact

Framework Snapshot

Name: Kirkpatrick Model

Origin: Donald Kirkpatrick (1959)

Purpose: Evaluate the effectiveness and impact of learning
interventions

What It Is | The 4 Levels of Learning Evaluation

Level Focus Key Question Example Metric

1 Reaction  How did participants Feedback forms, NPS
respond?

2 Learning ~ What did they learn? Pre/post assessments

3 Behavior  Are they applying it on ~ Manager feedback,
the job? observations

4 Results What impact did it Business KPIs, ROI
have?

Insight: Training is not complete until behavior changes and results

improve.



What It Means
The model guides learning from engagement to impact:

Moves beyond smile sheets and tests

Prioritizes workplace application and business relevance
Helps prove L&D's value to the organization

Don’t just teach—transform.

Why It Matters (Thought Leadership Lens)
"The best 1.&>D leaders are business translators.”

Authors’ lens (VVMS POV):
We embed this model in all leadership and capability-building journeys.
It aligns learning with business outcomes and positions L&D as a

growth catalyst—not an expense.

Where to Apply | Application Zones

Context Use Case
Corporate L&D Evaluating leadership or functional trainings
Coaching & Mentoring Measuring behavioral shifts

HR Strategy Linking learning to performance and ROl



Reflection Prompts

Are we tracking outcomes beyond Level 2?
What behaviors should change post-training?
How do we measure business value from learning?

Are line managers involved in post-training reinforcement?

Case in Point

A HumanAlpha client used this model to evaluate a Leadership Lab.

Tracking Level 3 behavior (collaboration) led to a measurable 18%

productivity increase over six months.

— VVMS

Try This: “Learning Impact Map”

Pick a current training program
Define success metrics for L1-1.4
Plan when and how to measure each level

Tip: Engage stakeholders early—especially for L3 & L4
tracking.
Watch Outs
®  Measuring only satisfaction or test scores
® No follow-through to check application
®  Weak link to real business KPIs



Next Step
To amplify learning impact:

e Pair with GROW Coaching for on-the-job application
e  Use with Leadership Pipeline to ensure longitudinal
tracking

Suggested Reading:
Evalnating Training Programs — Donald Kirkpatrick
The Four Levels of Training Evaluation — Jim & Wendy Kirkpatrick

"Learning is not an event—it’s a lever. Measure what matters."

— Mabhesh Sheshadri



Chapter 36: SBI Feedback Model — Situation, Behavior,
Impact

Framework Snapshot

Name: SBI Feedback Model

Origin: Center for Creative Leadership (CCL)

Purpose: Deliver clear, respectful, and actionable feedback

What It Is | The 3-Part Model

Element  What It Covers Example
Situation ~ Describe the context "During yesterday’s client
meeting..."
Behavior  State the observable "...you interrupted the client
action twice..."
Impact Share effect of that "...which made it harder to build
behavior rapport.”

Insight: Feedback is data, not drama—keep it focused and fair.

What It Means
SBI transforms emotional feedback into constructive dialogue:

e Focuses on clarity and specificity
® Reduces defensiveness



® Increases self-awareness
Describe behavior, don’t diagnose; share impact, not
intent.

Why It Matters (Thought Leadership Lens)
"Feedback is not criticism—it’s contribution."”

Authors’ lens (VVMS POV):
We embed SBI in manager training, coaching, and culture work. It

creates psychological safety where feedback is a growth enabler.

Where to Apply | Application Zones

Context Use Case

Performance Reviews Improve feedback clarity and fairness
Peer Feedback Build trust and collaboration
Leadership Coaching Deliver timely, actionable feedback

Reflection Prompts

Am I focusing on observable behavior or judging intent?
Have I clearly communicated the impact?
How often do I use SBI for positive feedback?

Is feedback flowing both ways in my team?



Case in Point

HumanAlpha integrated SBI in a mid-level leadership program. Within
3 months, managers reported a 35% boost in feedback quality.

— VVMS

Try This: "Feedback Builder"

Identify a recent feedback moment
Frame it with SBI:

S: When/where?

B: What exactly?

I: What impact?

® Deliver with empathy and openness

Watch Outs

® Vague or general feedback
e Targeting personality, not behavior
e  Avoiding tough talks under “being kind”

Next Step
To elevate feedback culture:

®  Pair with Radical Candor to balance care & challenge
e  Use with Emotional Agility for tough conversations



Suggested Reading:
Feedback That Works — CCL
Thanks for the Feedback — Douglas Stone & Sheila Heen

"The shortest distance to growth is honest, caring feedback."

— Vijayashree Venkat



Chapter 37: Learning Zones Model — Comfort —

Learning — Panic

Framework Snapshot

Name: Learning Zones Model

Origin: Based on Lev Vygotsky’s ZPD; populatized in learning and
personal development

Purpose: Understand emotional states during learning and stretch

What It Is | The 3 Zones of Learning

Zone Characteristics Outcomes

Comfort Familiar, low challenge, Safety but little growth
Zone routine

Learning Moderate challenge, new Growth, curiosity,
Zone skills development

Panic Zone Overwhelming, high stress Shutdown, anxiety,

regression

Insight: Growth begins where comfort ends — panic halts progress.

What It Means
The model identifies the optimal “stretch” zone for growth. Leaders

design challenges that energize without overwhelming.
Balance safety with stress.



Why It Matters (Thought Leadership Lens)
"The best leaders stretch people—not stress them."

Authors’ lens (VVMS POV):
We apply this model in development programs and growth culture to

keep learning energizing, not exhausting.

Where to Apply | Application Zones

Context Use Case

Leadership Development Designing stretch assignments
Learning Programs Creating psychological safety
Coaching & Facilitation Pacing discomfort for growth

Reflection Prompts

Where do I spend most time: comfort, learning, or panic?
What action will stretch me today?
How can I keep my team in the learning zone longer?

Who might be stuck in a panic zone?

Case in Point

At a high-growth startup, coaching helped a first-time manager move
from panic to learning zone in 3 weeks, boosting confidence.

— VVMS



Try This: ""Zone Mapping"

Reflect on last week’s activities

Label tasks as Comfort, Learning, or Panic

Plan one action to stay longer in Learning Zone
Tip: Growth needs slight discomfort but feels safe.

Watch Outs

e  Confusing busyness with growth
e  Mistaking panic for peak performance

e Staying too long in comfort causes stagnation

Next Step
To sharpen learning design:

e Combine with Kirkpatrick Model to measure impact
e  Dair with GROW Coaching for stepwise growth

Suggested Reading:
Mindset — Carol Dweck
The Art of Learning — Josh Waitzkin

"The learning zone is the gym of the mind—stretch often, rest wisely."
— Mabesh Sheshadri



Chapter 38: Leadership Operating System (LOS)

Framework Snapshot

Name: Leadership Operating System (LOS)

Origin: Evolved in org leadership literature; used by Google, Netflix
Purpose: Define mindset, behaviors & rituals that drive consistent
effective leadership

What It Is | Components of a Leadership OS

Pillar Focus Area Example Element

Mindset Core beliefs and Growth mindset,
perspectives accountability

Behaviors Observable daily Listening, feedback,
actions decisions

Practices & Consistent thythms &  1:1s, stand-ups, coaching

Rituals habits checks

Systems & Enablers supporting OKRs, dashboards,
Tools leadership feedback loops

Insight: Leadership is not just who you are—it’s how you operate
every day.



What It Means

LOS is the leadership “operating manual” that ensures clarity,
consistency, and culture at all levels.

Your leadership DNA lives in your operating system.

Why It Matters (Thought Leadership Lens)
"Great leaders don’t improvise every day—rthey gperate with design."”

Authors’ lens (VVMS POV):
We help organizations design LLOS to align leadership development,

performance, and culture—anchoring leadership at scale.

Where to Apply | Application Zones

Context Use Case

Leadership Development Define a consistent leadership brand
Cultural Transformation Reinforce values via rituals & behaviors
Performance Enablement Link leadership habits to business results

Reflection Prompts

What are my core leadership beliefs?
What daily actions reflect these beliefs?
Which leadership habits do I practice consistently?

Do team rituals build alignment and trust?



Case in Point

HumanAlpha co-designed LOS for a scale-up with weekly leadership
huddles, coaching prompts, and behavior scorecards; engagement rose
28%.

— VVMS

Try This: "Design Your LOS Canvas"

Identify 3 core leadership beliefs

Translate into behaviors and rituals

Define 2 supporting systems (e.g., OKRs, journaling)
Tip: Keep LOS simple, scalable, and soul-aligned.

Watch Outs

e  Confusing LOS with just a competency model
e  Overloading tools without behavior change
® Lack of leadership buy-in to live the OS

Next Step
To evolve leadership DNA:

®  Dair with Leadership Pipeline for embedding across levels
e Integrate SCARF or Trust Equation for culture shaping



Suggested Reading:
What Yon Do Is Who Yon Are — Ben Horowitz
Trillion Dollar Coach — Eric Schmidt et al.

"Your Leadership OS is yout brand, your method, your movement."
— Mabhesh S heshadri



Chapter 39: Habit Loop — Cue, Routine, Reward

Framework Snapshot

Name: Habit Loop

Origin: Popularized by Charles Duhigg in The Power of Habit
Purpose: Understand and redesign habits by decoding their structure

What It Is | Anatomy of the Habit Loop

Element Description Example

Cue Trigger that starts habit ~ Phone buzz, stress, meeting end

Routine Action or behavior Check social media, snack, walk

Reward Positive outcome/relief ~ Dopamine hit, energy, control
Insight:

"Every babit follows the same formula. Change the routine, change the outconme."

What It Means

The model builds self-awareness about behavior drivers and enables
effective habit redesign.

Habits aren’t broken—they’re replaced.



Why It Matters (Thought Leadership Lens)
"We don’t rise to the level of our goals, we fall to the level of our habits." —
James Clear

Authors’ lens (VVMS POV):
We apply Habit Loop in leadership coaching, behavioral change, and

team culture to drive big results through micro-behaviors.

Where to Apply | Application Zones

Context Use Case
Leadership Development  Build reflection, listening, decision habits
Health & Wellbeing Embed fitness or mindfulness routines

Team Effectiveness Replace reactive habits with intentional ones

Reflection Prompts

What habit do I want to shift?
What triggers it (cue)?

What’s the current routine?
What reward am I seeking?

What new routine can deliver the same reward?

Case in Point

An exec habitually checked email in meetings. Coaching identified
boredom as cue, scrolling as routine, and replaced it with active note-
taking. Team trust improved in weeks.

— VVMS



Try This: ""Habit Hack Canvas"

Pick one unproductive habit

Break it into cue, routine, reward

Redesign routine to serve the same reward positively
Tip: Start small, stay consistent.

Watch Outs

® Ignoring the cue causes relapse
e Forcing change without understanding reward

e Trying to change too many habits at once

Next Step
To deepen behavioral change:

e Combine with Emotional Agility to manage inner narratives
e Use Growth Mindset principles to embrace setbacks

Suggested Reading:
The Power of Habit — Charles Duhigg
Atomic Habits — James Clear

"Change happens not by willpower—but by rewiring the loop."
— Vijayashree V'enkat



Chapter 40: Reflective Practice Cycle — Kolb's Learning
Cycle

Framework Snapshot

Name: Reflective Practice Cycle (Kolb's Learning Cycle)
Origin: David A. Kolb’s Experiential Learning Theory (1984)
Purpose: Embed deep learning and growth by cycling through

experience and reflection

What It Is | The Learning Cycle Explained

Phase Key Question Example

Concrete Experience ~ What happened? Led a tough feedback

conversation

Reflective What did T notice I felt nervous; team
Observation and feel? disengaged

Abstract What did I learn? Need to ask more open
Conceptualization questions

Active What will I try next Prepare with reflective
Experimentation time? prompts

"We do not learn from experience. .. we learn from reflecting on experience.” —
John Dewey



What It Means

Kolb’s cycle turns leadership moments into lifelong learning by
slowing down to reflect and reapply insights intentionally.
Reflection turns experience into insight.

Why It Matters (Thought Leadership Lens)
"In bigh-performance environments, reflective practice separates good from great."

Authors’ lens (VVMS POV):
We embed Kolb’s cycle in leadership labs, coaching, and feedback

training to foster a feedback-rich learning culture.

Where to Apply | Application Zones

Context Use Case

Coaching & Mentoring Deepen insights from leadership moments
Team Development Group reflection after key projects
Learning Interventions Integrate action learning in L&D programs

Reflection Prompts

What key moment did I experience this week?
What thoughts and emotions arose?

What patterns or lessons emerge?

What will I do differently next time?



Case in Point

A senior leader used Kolb’s cycle weekly on performance reviews,
redesigning them to be empowering, doubling employee satisfaction
over time.

— VVMS

Try This: "The Weekly Reflection Practice"

Journal every Friday using Kolb’s four stages

Focus on one leadership moment or decision

Track awareness and strategy shifts over time

Tip: Schedule it like a meeting—ryour future self will thank
you.

Watch Outs

e Acting without reflection
®  Reflecting only on negatives
e  Skipping experimentation

Next Step

To deepen learning:

e Combine with GROW Model for coaching integration
e Link with Emotional Agility for processing internal reactions



Suggested Reading:
Experiential 1.earning — David Kolb
The Reflective Practitioner — Donald Schon

"Every experience holds a hidden lesson. Your reflection is
the key that unlocks it."
— Mabhesh Sheshadri



Part V: Future-Ready Leader (Evolving with the Times)

Goal: Thrive in transformation, ambiguity, and innovation



Chapter 41: Design Thinking - Empathy — Ideate —
Prototype

Framework Snapshot

Name: Design Thinking

Origin: IDEO, Stanford d.school

Purpose: Solve problems creatively with a human-centered approach

What It Is | The Design Thinking Flow

Phase Core Question Example

Empathize What do users truly Interview employees on
need or feel? onboarding pain

Define What’s the real Lack of clarity, not just paperwork
problem?

Ideate What are creative Brainstorm welcome kits, buddy
solutions? systems

Prototype What can we test Create mock welcome kit and role
quickly? guides

Test What did feedback Adjust tone and delivery
teach us? accordingly

"Design Thinking turns empathy into innovation."



What It Means

Design Thinking brings curiosity, experimentation, and rapid learning
to leadership and organizational challenges.

It’s less about perfection, more about progress through empathy.

Why It Matters (Thought Leadership Lens)
"When leaders think like designers, they unlock new possibilities."

Authors’ lens (VVMS POV):
We use Design Thinking to redesign performance reviews, culture
rituals, and leadership expetiences—fueling innovation in how people

experience work.

Where to Apply | Application Zones

Context Use Case

Employee Experience Redesign onboarding and career journeys
Leadership Reimagine leadership journeys as learning
Development sprints

Team Innovation Solve complex, human-first challenges



Reflection Prompts

Who is impacted by this challenge?
Have I truly understood their needs?

What assumptions am I making?

What small prototype can I test this week?

Case in Point

HumanAlpha helped a tech client reimagine high-potential leadership
transitions via a co-created 90-day accelerator that doubled retention
and boosted confidence.

— VVMS

Try This: "Design Day Sprint"

Pick one employee or leadership friction point
Map user experience (Empathize + Define)
Brainstorm 5 ideas (Ideate)

Prototype and test one in 5 days

Tip: Involve end-users at every step.

Watch Outs

e  Skipping empathy, jumping to solutions
e Talling in love with the first idea
® Not testing fast enough



Next Step
To deepen creative problem solving:

e Link with Conversational Intelligence for co-creation

e Use with Culture Code to embed experimentation into values

Suggested Reading:
Change by Design — Tim Brown
Creative Confidence — Tom & David Kelley

"Design Thinking doesn’t just solve problems — it reshapes how we
think about people, work, and possibility."
— Mabesh Sheshadri



Chapter 42: Agile Leadership Principles

Framework Snapshot

Name: Agile Leadership Principles

Origin: Agile Manifesto, Scrum Alliance, Leadership Circle

interpretations

Purpose: Foster adaptability, collaboration, and continuous learning in

leaders

What It Is | Core Agile Leadership Principles

Principle

Embrace
Change

Empower
Teams

Customer

Focus

Fail Fast,
Learn Faster

Continuous

Improvement

What It Means

See change as opportunity,
not threat

Decentralize control and
build trust

Put end-users at the heart
of decisions

Encourage
experimentation and safe

failure

Iterate and reflect regulatly

Application Example

Shift strategy mid-year
based on new data

Let teams decide how to

solve customer pain

Prioritize internal
stakeholder feedback

Run pilots before full

rollouts

Use retrospectives after
major decisions

" Agile leaders grow cultnres where curiosity, humility, and responsiveness thrive."



What It Means

Agile leadership is not about speed—it’s about responsiveness and
value creation.

It means leading with clarity, flexibility, and shared purpose.
Adaptability is the new certainty.

Why It Matters (Thought Leadership Lens)
"In VUCA and BANI worlds, Agile 1 eadership isn’t optional—it’s
foundational."

Authors’ lens (VVMS POV):
We embed agile mindsets in leadership pipelines, especially in fast-
scaling organizations. It shifts leadership from command-and-control

to sense-and-respond.

Where to Apply | Application Zones

Context Use Case

Leadership Teach adaptive strategy and iterative decision-
Development making

Team Culture Build psychological safety and self-management

Organizational Change  Accelerate transformation via agile roadmaps



Reflection Prompts

e How do I respond when plans don’t go as expected?
e Am I empowering or micromanaging my team?
®  Where can I introduce small experiments this quarter?

Case in Point

HumanAlpha led a BFSI client to adopt Agile Leadership, reframing
product development—resulting in 40% faster launches and a surge in
internal engagement.

— VVMS

Try This: "Leadership Sprint Ritual"

e  Secta sprint goal for your leadership (e.g., strengthen
delegation)
Review what worked and what didn’t weekly
Involve feedback loops from your team
Tip: Treat your leadership like a product—always evolving.

Watch Outs

e  Confusing agility with chaos
® Saying "yes" to every change without priotitization
e Not building in time for reflection and alignment



Next Step
To deepen agility:

e Link with Growth Mindset for adaptive learning
e  Use with Reflective Practice Cycle for continual improvement

Suggested Reading:
The Age of Agile — Stephen Denning
Doing Agile Right — Bain & Co.

"Agile Leadership isn’t a skill—it’s a stance. It’s about being
ready for what’s next, always."

— Mabhesh Sheshadri



Chapter 43: Antifragility — Benefit From Shock

Framework Snapshot

Name: Antifragility

Origin: Nassim Nicholas Taleb, Antifragite (2012)

Purpose: Thrive and grow stronger in the face of volatility, stress, and
disorder

What It Is | Fragile - Robust — Antifragile

Type Response to Example
Stress

Fragile Breaks under A rigid plan disrupted by market
pressure changes

Robust Resists pressure A backup system that maintains
without change function

Antifragile  Improves through A team that innovates after setbacks
pressure

" Antifragile systems don't just survive shocks—they improve because of them."

What It Means

Antifragility is the leadership quality of bouncing forward—not just
back. It’s about leveraging volatility to evolve stronger strategies,
teams, and mindsets.

Leaders who embrace disorder discover resilience in action.



Why It Matters (Thought Leadership Lens)
"The 21st century leader doesn’t just mitigate risk—they harness it."

Authors’ lens (VVMS POV):
We help leaders and organizations build antifragile practices—through

decentralization, experimentation, and adaptive design. It’s core to
thriving in VUCA and BANI environments.

Where to Apply | Application Zones

Context Use Case

Leadership Strategy ~ Build flexible, scenario-based planning

Talent Develop resilience through stretch roles and
Development feedback

Innovation Culture ~ Reward smart failures and rapid learning

Reflection Prompts

®  Where do I avoid risk unnecessarily?
e How do I currently respond to disorder?
®  What past setbacks made me better as a leader?



Case in Point

A fast-scaling retail client worked with HumanAlpha to embed
antifragility in their growth culture. By redesigning decision-making
and team rituals, they turned a market shock into a 15% revenue gain
through agile pivots.

— VVMS

Try This: "Antifragility Inventory"

Identify 3 areas in your work where stress is recurring
Ask: Can I decentralize? Can I prototype? Can I benefit from
this tension?

e Introduce one small system tweak that allows for better
response under pressure
Tip: Build systems that reward iteration and flexibility.

Watch Outs

e  Over-engineering for every shock
e Confusing chaos with growth
® Ignoring emotional and cultural fragility while scaling

Next Step
To enhance resilience:

e  Dair with Growth Mindset for adaptive learning
e  Use with Agile Leadership for responsiveness at scale



Suggested Reading:
Abntifragile: Things That Gain from Disorder — Nassim Nicholas Taleb
The Black Swan — Nassim Nicholas Taleb

"Antifragility is the art of leading not despite change, but through it."
— Mabesh Sheshadri



Chapter 44: Spiral Dynamics — Stages Of Consciousness

Framework Snapshot

Name: Spiral Dynamics
Origin: Clare W. Graves, developed by Don Beck & Christopher

Cowan

Purpose: Understand human development through evolving value

systems and worldviews

What It Is | Spiral Dynamics Value Memes (vMEMEs)

Color

Beige

Purple

Red

Blue

Orange

Green

Worldview
Description

Sutvival-driven,
instinctive

Tribal, magical,
protective

Power-driven, ego-
centric

Otdet, control,
stability

Achievement, rational,
strategic

Human-centtic,
consensus-based

Typical Behavior

Basic needs, no structure

Rituals, traditions, group loyalty

Dominance, assertiveness, heroic

leadership

Rules, discipline, hierarchy

Innovation, results, individual

success

Equality, empathy, collaboration



Yellow Integrative, systems Flexibility, complexity-embracing

thinking leadership
Turquoise  Holistic, spiritual, Collective consciousness,
planetary interconnectedness

"As consciousness evolves, so do leadership styles, cultures, and systems."

What It Means

Spiral Dynamics helps leaders understand not just what people do—
but why.

It’s about aligning strategy with value systems at different growth
stages.

You can’t lead a Yellow organization with a Blue mindset.

Why It Matters (Thought Leadership Lens)
"Great leaders meet people where they are—and help them move upward."

Authors’ lens (VVMS POV):
We apply Spiral Dynamics to assess leadership maturity, culture
readiness, and transformation roadmaps. It enables conscious, layered

interventions.



Where to Apply | Application Zones

Context Use Case

Leadership Align leadership styles with team/stakeholder
Coaching worldviews

Culture Diagnose and elevate cultural consciousness

Transformation

Team Dynamics Reduce conflict through values awareness

Reflection Prompts

Which value system dominates my leadership approach?
Where do I feel internal conflict between different
wotldviews?

e How can I lead from a higher level of integration?

Case in Point

At a HumanAlpha leadership retreat, Spiral Dynamics decoded hidden
team friction. Understanding vVMEMESs reframed blame to
appreciation, boosting cohesion within 2 weeks.

— VVMS



Try This: " Cultural Altitude Mapping"

Reflect on your team’s dominant value meme

Identify mismatches in communication or expectations
Create rituals or language that bridge the value gap

Tip: Growth isn’t linear—value systems coexist. Lead with

nuance.

Watch Outs

e  Using Spiral Dynamics to label or judge people
e  Assuming higher stages are always better in every context
® Ignoring cultural diversity and context

Next Step

To deepen transformation:

e Combine with Theory U for deep listening and sensing
e  Use with Leadership Pipeline to align stage-wise readiness

Suggested Reading:
Spiral Dynamics — Don Beck & Christopher Cowan
Reinventing Organizations — Frederic Laloux

"To lead transformation, you must first understand the evolution of thought."
— Mabesh Sheshadri



Chapter 45: Integral Leadership — Ken Wilber's AQAL
Model

Framework Snapshot

Name: Integral Leadership / AQAL Framework

Origin: Ken Wilber (Integral Theory)

Purpose: Lead holistically by integrating multiple dimensions of

human experience and development

What It Is | The AQAL Framework

Quadrant Focus Example Application
I — Interior- Mindset, Self-awareness, beliefs,
Individual thoughts, motivation
values
IT — Exterior- Behavior, KPIs, competencies, habits
Individual petformance,
actions
WE — Interior- Culture, Team dynamics, trust,
Collective shared psychological safety
meaning
ITS — Exterior- Systems, Strategy, org charts, policies
Collective structures,
processes

"Integral leaders work on all fronts—inner and outer, individual and collective.”



What It Means

Integral Leadership means developing oneself and leading others
through a multidimensional lens—embracing full human-system
complexity.

It integrates soft skills and hard outcomes, not choosing between
them.

Why It Matters (Thought Leadership Lens)
"Most leadership models address one guadrant. Integral leaders embrace all
guadrants.”

Authors’ lens (VVMS POV):
We design leadership journeys using the Integral lens—ensuring

growth is measurable (I'T/ITS) and meaningful (I/WE).

Where to Apply | Application Zones

Context Use Case

Executive Coaching Work across mindset, behavior, culture, and
systems

Change Leadership Map resistance in each quadrant to drive true
change

Organization Design initiatives engaging inner/outer systems

Development



Reflection Prompts

e Am I giving attention to all four quadrants in my leadership?
®  Which quadrant do I neglect most, and why?
e How can I use this model to coach others more holistically?

Case in Point

HumanAlpha used the AQAL lens with a global tech firm to build a

leadership accelerator. Balanced skill-building (IT), mindset coaching
(D, cultural rituals (WE), and process redesign (ITS) enabled scalable,
integrated growth.

— VVMS

Try This: "Quadrant Mapping Tool"

Pick a leadership challenge

Map root causes or leverage points in all four quadrants
Design one intervention per quadrant

Tip: Sustainable transformation touches all quadrants.

Watch Outs

®  Over-complicating interventions with theory
Using the model intellectually but ignoring embodied practice
Assuming balance means equal focus (adapt based on

context)



Next Step
To lead holistically:

®  Pair with Spiral Dynamics for developmental depth
e Use alongside Theory U for deeper sensing and

transformation

Suggested Reading:
A Theory of Everything — Ken Wilber
Integral Life Practice — Wilber, Patten, Leonard & Morelli

"Integral leadership is about evolving your inner game as much as

mastering the outer game."
— Mabesh Sheshadri



Chapter 46: 4 Levels Of Listening — Theory U

Framework Snapshot

Name: 4 Levels of Listening

Origin: Otto Scharmer, Theory U (MIT Presencing Institute)
Purpose: Deepen awareness and quality of communication to enable
transformation

What It Is | The 4 Listening Levels

Level Listening What Happens

Quality
1. Listening from Confirms existing opinions; little
Downloading  habit learning
2. Factual Listening with an ~ Notices differences; gathers new data
Listening open mind objectively

3. Empathic Listening with an ~ Feels what the other feels; deeper

Listening open heart connection
4. Generative  Listening with Senses emerging future possibilities;
Listening open will co-creates new reality

""The success of an intervention depends on the interior condition of the intervenor."
— Otto Scharmer



What It Means

This model invites leaders to notice how they listen, not just what they
hear. Deepening attention unlocks new insight and co-creation.
Leadership is a listening practice—you can’t change a system without

changing how you hear it.

Why It Matters (Thought Leadership Lens)
"Most leadership failures stem from listening at Level 1."

Authors’ lens (VVMS POV):

We build leaders to become conscious listeners. Shifting from reacting
to sensing amplifies presence, reduces noise, and fosters
transformation.

Where to Apply | Application Zones

Context Use Case

Leadership Cultivate deep awareness and empathy

Coaching

Team Enable dialogue that moves from debate to co-
Facilitation creation

Change Sense emerging needs instead of imposing solutions

Management



Reflection Prompts

What level of listening do I default to in tough conversations?
When was the last time I truly listened without judgment or
agendar

e How can I hold space for Level 4 listening today?

Case in Point

At a HumanAlpha strategy offsite, leaders practiced Level 4 Listening,
creating breakthroughs not in strategy but in trust. Real conversations
transformed decision-making.

— VVMS

Try This: "Listening Ladder Journal"

Recall three key conversations this week

Identify your listening level in each

Reflect: What would shift if you moved up one level?
Tip: Your presence is your greatest leadership tool.

Watch Outs

e TFaking empathy while still judging
Assuming listening ends with hearing words
Skipping inner stillness—Generative Listening requires

presence



Next Step
To deepen listening:

® Use with Theory U for full-cycle sensing and action
e Combine with Conversational Intelligence for relational trust

building

Suggested Reading:
Theory U — Otto Scharmer
Leading from the Emerging Future — Scharmer & Kaufer

"The future emerges through the quality of our attention. Listen like a
leader who creates."
— Vijayashree 1V enkat



Chapter 47: Polarity Mapping — Barry Johnson

Framework Snapshot

Name: Polarity Mapping

Origin: Dr. Barry Johnson

Purpose: Manage enduring tensions by leveraging both/and thinking

rather than either/or decisions

What It Is | The Polarity Map

Pole A (e.g., Stability) Pole B (e.g., Change)
Positive of A Positive of B

Overuse of A (Downside) Overuse of B (Downside)
Action Steps to Leverage A Action Steps to Leverage B
Early Warning Signs (A) Early Warning Signs (B)

"Polarities are not problems to solve—but tensions to manage."

What It Means

Some leadership challenges are ongoing tensions—not solvable
problems—Iike centralization vs. decentralization, or candor vs.
diplomacy.

Polarity thinking asks: How do we honor both sides for sustained

success?



Why It Matters (Thought Leadership Lens)
"eaders get stuck when they try to solve polarities lie problems."

Authors’ lens (VVMS POV):

We help leaders identify hidden polarities disguised as conflicts and
build dynamic balance using this visual, practical tool.

Where to Apply | Application Zones

Context Use Case

Executive Alignment  Balance autonomy with accountability

Team Culture Balance empathy with performance focus
Organizational Navigate innovation vs. operational
Strategy efficiency

Reflection Prompts

What key tension am I treating as a problem to fix?
How can I honor both poles more consciously?
What’s the cost of overemphasizing one side in my
leadership?



Case in Point

A HumanAlpha client in energy struggled with process rigor vs. agility.
Using Polarity Mapping, we created a shared language to balance both,
reducing conflict and improving results.

— VVMS

Try This: "Map a Key Polarity"

Identify a chronic tension (e.g., control vs. trust)

Create a polarity map with your team

Agree on action steps and early warnings for both poles
Tip: Great leaders don’t eliminate polarities—they leverage

them.

Watch Outs

e  Confusing a polarity with a simple problem
e TFavoring one pole due to personal or organizational bias
e Tailing to involve diverse stakeholders in mapping

Next Step

To navigate dynamic tension:

e  Dair with VUCA/BANI Thinking for complexity awareness
e Combine with Integral Leadership for multi-perspective
insight



Suggested Reading:

Polarity Management — Barry Johnson

Making a Difference by 1 everaging Polarity, Paradox, and Dilenma — Johnson
& Jones

"Mastering leadership is mastering polarities. Greatness lies in the
tension between truths."
— Mabesh Sheshadri



Chapter 48: Systems Thinking Loops — Leverage Points

Framework Snapshot

Name: Systems Thinking Loops & Leverage Points

Origin: Donella Meadows (MIT), Peter Senge (The Fifth Discipline)
Purpose: Understand patterns, feedback loops, and points of

intervention in complex systems

What It Is | The Core Loops

Loop Type Description Example
Reinforcing Amplifies change over time — Word-of-mouth
Loop (R) growth or decline increases adoption
Balancing Seeks stability; counteracts Thermostat regulates
Loop (B) change temperature

"Systems produce exactly what they're designed to produce.”” — Donella

Meadows

What It Means

Organizations are systems full of loops, patterns, and hidden dynamics.
Leaders often react to symptoms, not root causes.

Systems Thinking helps pause, map, and intervene wisely. Seeing loops

is seeing leadership with x-ray vision.

Why It Matters (Thought Leadership Lens)
"Quick fixes often feed back into the problem."



Authors’ lens (VVMS POV):
We help leaders map behavior over time, identify leverage points, and
design interventions that shift the system—not just symptoms.

Where to Apply | Application Zones

Context Use Case

Organizational Identify why initiatives stall or backfire

Change

Strategy Design Shift from reactive to systemic thinking

Team Dynamics Understand reinforcing or balancing team
behaviors

Reflection Prompts

®  What pattern keeps repeating in my organization?
e  What might be reinforcing this pattern?
®  Where could a small change create a big shift?

Case in Point

A client team faced mid-project burnout. Mapping loops
revealed under-planning — heroics — burnout — recovery -
under-planning cycle. Adding buffers and debriefs broke the
cycle.

— VVMS



Try This: "Behavior Over Time Graphs'

Identify a recurring issue (e.g., attrition)

Sketch its behavior over 12—-24 months

Look for reinforcing or balancing loops

Tip: Shift from “What’s wrong?” to “What’s the system
producing?”’

Watch Outs

® Treating events as isolated incidents
e  Oversimplifying complex feedback dynamics
® Ignoring time delays in cause and effect

Next Step
To go deeper:

e  Use with The Fifth Discipline tools and archetypes
e Combine with Ladder of Inference to examine mental
models

Suggested Reading:
Thinking in Systems — Donella Meadows
The Fifth Discipline — Peter Senge

"Leaders are designers of the system. Change the structure, and yon change the ontcome."
— Mahesh Sheshadri



Chapter 49: Immunity To Change — Kegan & Lahey

Framework Snapshot

Name: Immunity to Change

Origin: Robert Kegan & Lisa Lahey, Harvard University

Purpose: Reveal unconscious resistance patterns blocking meaningful

change

What It Is | The 4-Column Exercise

Column 1 Column 2 Column 3 Column 4

Commitment Doing/Not Hidden Competing ~ Big

to Improve Doing Instead ~ Commitments Assumptions
e.g., Speak up Stay silent or Avoid being seen as  If I speak up, I'll
in meetings defer disrespectful be disliked

"It’s not lack of willpower—it’s your system protecting itself.""

What It Means

Real change is hard. People commit but sabotage progress due to
unexamined commitments and assumptions—an internal immune
system that protects old patterns. This framework exposes those
invisible loyalties holding us back.

Why It Matters (Thought Leadership Lens)
""The greater the goal, the stronger the hidden resistance."



Authors’ lens (VVMS POV):

Use this framework to help leaders achieve deep, sustainable shifts by
rewiring beliefs, not just behaviors. Change sticks when it’s conscious
and chosen.

Where to Apply | Application Zones

Context Use Case

Executive Coaching Break through leadership plateaus

Team Transformation Surface shared limiting assumptions
Organizational Change Build awareness of cultural immune systems

Reflection Prompts

®  What goal have I struggled to achieve despite real effort?
®  What fears or assumptions drive my resistance?
e  What would I need to believe to let go of that assumption?

Case in Point

A CXO wanted to delegate more but micromanaged. Through this
process, he uncovered a fear of irrelevance. Naming it allowed him to
lead with trust and shift culture.

— VVMS



Try This: "4-Column Immunity Map"

Choose a real developmental goal
List what you’re doing instead
Surface hidden competing commitments

Name the big assumption behind it
Tip: Test assumptions gently in real life. Change follows
insight.

Watch Outs

® Treating resistance as laziness or lack of will
e Fixing behavior without surfacing beliefs
e  Doing it solo—best done in dialogue

Next Step

For deeper transformation:

e  Pair with The Identity Iceberg for belief-level shifts
e Combine with Emotional Agility to handle discomfort in
change

Suggested Reading:

Inmmunity to Change — Robert Kegan & Lisa Lahey

An Everyone Culture — Kegan & Lahey (on Deliberately Developmental
Organizations)

"Change isn’t about adding new behavior—it's abont releasing what holds yon back."
— Vijayashree Venkat



Chapter 50: Adaptive Leadership — Heifetz & Linsky

Framework Snapshot

Name: Adaptive Leadership

Origin: Ronald Heifetz & Marty Linsky, Harvard Kennedy School
Purpose: Mobilize people to tackle tough challenges and thrive in
changing environments

What It Is | Key Distinctions

Core Concept Description

Technical vs. Technical = known solutions; Adaptive = new
Adaptive learning required

Get on the Gain perspective above the action

Balcony

Regulate Keep tension productive without overwhelming
Distress

Give the Work Empower others to own the challenge
Back

Hold Steady Stay calm amid uncertainty

"The most common leadership failure is treating adaptive challenges life technical
problems."”



What It Means
Adaptive Leadership is leading through uncertainty, ambiguity, and
resistance—not by having answers, but by orchestrating discovery. It’s

about mobilizing systems, not wielding authority.

Why It Matters (Thought Leadership Lens)
"Leadership isn’t about position—it’s abont practice."

Authors’ lens (VVMS POV):

We help leaders become heat managers, not firefighters. This approach
builds leadership at every level, enabling organizations to thrive amid
complexity.

Where to Apply | Application Zones

Context Use Case
Organizational Transformation Lead mindset, behavior, culture shifts
Leadership Development Navigate resistance and ambiguity

Policy and Social Change Mobilize diverse stakeholders



Reflection Prompts

e Am I solving a technical or adaptive challenge?
®  Where am I stepping in too quickly with answers?

®  What’s the work my team must own?

Case in Point

At a fast-scaling fintech startup, founders struggled to delegate.
Introducing “give the work back” helped them ask questions instead
of giving answers, strengthening middle management and
accountability culture.

— VVMS

Tty This: "Balcony and Dance Floot"

®  After key events, take 30 minutes to reflect from the
“balcony”
Ask: What dynamics and resistance surfaced?
Plan next moves from observation, not reaction
Tip: Adaptive leaders don’t avoid heat—they manage it.

Watch Outs

® Treating adaptive challenges like technical problems
e Trying to protect everyone from discomfort
e  Assuming authority equals influence



Next Step
To deepen practice:

®  Pair with Immunity to Change for internal resistance work
o  Use with Systemzs Thinking to map complexity

Suggested Reading:
Leadership on the ine — Ronald Heifetz & Marty Linsky
The Practice of Adaptive I eadership — Heifetz, Linsky, Grashow

"Leadership isn’t about answers—it’s about holding space for hard questions."
— Mahesh Sheshadri



Chapter 51: Intentional Change Theory — Richard Boyatzis

Framework Snapshot

Name: Intentional Change Theory (ICT)
Origin: Richard Boyatzis, Case Western Reserve University

Purpose: Explain how sustainable, desired change occurs in

individuals and organizations

What It Is | The 5 Discoveries of Change

Stage

1. Ideal Self

2. Real Self

3. Learning Agenda

4. Experimentation

& Practice

5. Resonant
Relationships

Description

Who do I want to be? Vision, hope, core

values

Who am I now? Strengths, gaps, 360-
feedback

Personal, meaningful goals—not just
performance gaps

Try new behaviors in a low-risk setting

Positive, trusting relationships that support
change

"Change begins with vision, not guilt."



What It Means
Lasting change starts with purpose. ICT highlights that sustainable
transformation is driven by positive emotional attractors—hope,

compassion, curiosity—not fear or deficit.

Why It Matters (Thought Leadership Lens)
"We don’t grow by fixing—uwe grow by imagining."

Authors’ lens (VVMS POV):
In coaching and leadership, people ignite when connected to their

Ideal Self. Change becomes aspirational, not transactional.

Where to Apply | Application Zones

Context Use Case

Executive Coaching Help leaders reconnect with purpose
Leadership Development Guide vision-driven growth

Team Visioning Align team goals with positive ideals

Reflection Prompts

®  When was I at my best? What values did I live by then?
®  What legacy do I want to leave?
®  What energizes me most right now?



Case in Point

A senior leader facing burnout reconnected with her Ideal Self—
leading with empathy and inclusion. She redesigned her team culture
and structure around these values, re-energizing herself and her people.

— VVMS

Try This: "Ideal Self Visualization"

Imagine yourself thriving 3 years from now
What are you doing? Who are you with? What values guide
you?

®  Write a letter from your future self to your present self
Tip: Focus on what pulls you forward, not what holds you
back.

Watch Outs

® Reducing coaching to performance improvement only
® Ignoring emotional resonance in change

® Relying on fear-based motivators

Next Step
For deeper insight:

o  Dair with Immunity to Change to address internal blockers
® Integrate with Emotional Agility for navigating change



Suggested Reading:
Resonant Leadership — Richard Boyatzis & Annie McKee
Helping People Change — Boyatzis, Smith, & Van Oosten

"Vision fuels transformation. Emotion sustains it."

— Vijayashree 1 enkat



Chapter 52: Three Horizons Model — Futures Thinking

Framework Snapshot

Name: Three Horizons Model

Origin: Bill Sharpe, International Futures Forum

Purpose: Explore how systems evolve over time and how to lead

change navigating today, tomorrow, and the future

What It Is | The Three Horizons

Horizon Focus Mindset

H1 Current system and operations  Efficiency, performance

H2 Emerging innovations & Experimentation, transition
tensions

H3 Future vision and Visionary, possibility-driven
transformation

"The future is already here—it’s just not evenly distributed."

What It Means
Each horizon represents a timeframe and mindset. Leaders must

operate across all three:

e HI: Deliver performance today
e  H2: Build bridges with innovation



e H3: Champion the long-term vision
Change is layered, not lineat.

Why It Matters (Thought Leadership Lens)

"Leadership is balancing the now and the next."

Authors’ lens (VVMS POV):
We guide organizations to optimize the present (H1), nurture bold
futures (H3), and enable courageous experimentation (H2).

Where to Apply | Application Zones

Context Use Case

Strategic Planning Map current, emerging, and future states
Leadership Shift mindset from firefighting to future-
Development building

Culture Transformation ~ Encourage coexistence of legacy and innovation

Reflection Prompts

®  What parts of our system are becoming obsolete (H1)?
®  Where are seeds of the future already visible (H2)?
®  What would transformation look like in our space (H3)?



Case in Point

A manufacturing firm used Three Horizons to digitize operations. H1
focused on lean processes, H2 piloted smart-factory tech, and H3
envisioned autonomous plants. Result: aligned transformation without
chaos.

— VVMS

Try This: "Three Hotizons Mapping"

®  Draw 3 parallel curves: H1 (declining), H2 (emerging), H3
(ascending)
Identify initiatives, mindsets, or trends for each horizon
Discuss: What needs support to move forward?
Tip: Apply with senior leaders to spatk strategic dialogue.

Watch Outs

®  Over-focusing on H1, missing emerging change
® Treating H2 as threat, not bridge

®  Neglecting visionary thinking in decisions

Next Step
To deepen futures thinking:

e Combine with Scenario Planning for multiple futures
® Integrate with Adaptive Leadership to lead transitions



Suggested Reading:
Three Horizons: The Patterning of Hope — Bill Sharpe
Leading from the Emerging Future — Otto Scharmer

"Future-fit leaders build tomorrow while managing today.'
— Mabhesh Sheshadri



Chapter 53: Peak-End Rule — Daniel Kahneman

Framework Snapshot

Name: Peak-End Rule

Origin: Daniel Kahneman & Barbara Fredrickson

Purpose: Understand how people remember experiences based on
emotional peaks and endings

What It Is
People judge experiences mainly by:

The most intense moment (peak)
The final moment (end)
Not by the total or average of all moments.

Memory # actual expetience.

What It Means
In meetings, workshops, or customer journeys, what sticks most is:

® The emotional high or low point
® The ending

These shape satisfaction, loyalty, and future actions.

Why It Matters (Thought Leadership Lens)
"Leadership isn’t just what we do—it’s what people remenber."



Authors’ lens (VVMS POV):
We design leadership journeys, coaching, and events to create
memorable peaks and powerful closes. That’s what endures.

Where to Apply | Application Zones

Context Use Case

Employee Craft onboarding, feedback, exits with
Experience emotional moments

Workshops & Design peak learning + inspirational closes
Offsites

Customer Journey  End with delight, not just delivery
Design

Reflection Prompts

®  What’s the most emotionally charged moment in our
uset/team expetience?
How do we close meetings or journeys?
What lasting memory do we leave behind?

Case in Point

A tech firm revamped onboarding with a surprise CEO welcome
(peak) and a Day 5 team lunch (end). Result: feedback scores soared.
— VVMS



Try This: "Design Your Peak & End"

List the journey you’re curating
Pinpoint where to add a high-impact emotional moment
(peak)

e  Script a meaningful, thoughtful closing moment (end)
Tip: Small gestures leave big impressions.

Watch Outs

® Neglecting endings, leaving ambiguity or flatness
e  Assuming all moments carry equal weight in memory

e  Underestimating emotional impact in leadership experiences

Next Step

To deepen expetience design:

e  Dair with Emotional Agility to meet people where they are
e Combine with GROW Model to close coaching with clarity

Suggested Reading:
Thinking, Fast and Slow — Daniel Kahneman
The Power of Moments — Chip Heath & Dan Heath

"We lead through emotion—and people remember the moments we make."
— Mabhesh Sheshadri



Chapter 54: The Four Rooms Of Change — Claes Janssen

Framework Snapshot

Name: Four Rooms of Change

Origin: Claes Janssen, Swedish psychologist

Purpose: Understand emotional stages people cycle through during

change

What It Is | The Four Rooms

Room Description

Contentment  Comfort zone; stable but complacent

Denial Resistance; unwilling to acknowledge change
Confusion Uncertainty; inner conflict and doubt
Renewal Growth; acceptance, innovation, fresh energy

People and organizations often cycle repeatedly through these rooms

during transitions.

What It Means
Change isn’t linear—it's emotional. Effective leadership means:

e From Contentment - Trigger wake-up call

e From Denial - Foster open dialogue



e From Confusion - Provide support and clarity

e Into Renewal — Encourage ownership and purpose

Why It Matters (Thought Leadership Lens)

"Every transformation has emotional roots."
Authors’ lens (VVMS POV):

We coach leaders in empathy-led change—helping people feel seen
and supported, not pushed.

Where to Apply | Application Zones

Context Use Case

Organizational Change  Diagnose team sentiment in transitions

Leadership Coaching Reflect on personal change journeys
Culture Evolution Enable conversations on emotional reality in
change

Reflection Prompts

®  Which room am I in during this change?
®  Where are my team members emotionally?

e How can I help move us toward Renewal?



Case in Point

During a merger, an HR team stuck in Denial shifted to Renewal
through open listening circles, fear acknowledgment, and clear
roadmaps.

— VVMS

Try This: "Team Change Mapping"

List team members or stakeholders
Place them in the Four Rooms
Discuss supportive actions toward Renewal

Tip: Lead with compassion, not correction.

Watch Outs

Rushing people through emotional stages
Viewing Denial or Confusion as purely negative (they’re
necessary)

®  Expecting one-time linear progression—it's cyclical

Next Step
To deepen transition management:

e  Dair with SCARF Model for threat response awareness
e Combine with Adaptive Leadership to navigate complexity



Suggested Reading:
The Four Rooms of Change — Claes Janssen
Managing Transitions — William Bridges

"Real change is not about steps—it’s about space and grace."

— Mabhesh Sheshadri



Chapter 55: HumanAlpha Leadership Model

A Level-Wise Blueprint for Building Scalable Leadership in
Agile Organizations

Framework Snapshot

Name: HumanAlpha Leadership Model
Origin: Developed by HumanAlpha Strategic Solutions
Purpose: To systematically build leadership effectiveness at
scale—aligned to the growth trajectories of individuals and
organizations.

e Design Principle: Role-specific, level-aligned, gender-

conscious, and transformation-driven.

What It Is | HumanAlpha Leadership Model Architecture: Five
Developmental Lenses

Lens Core Objective

Universal Competencies Anchor foundational leadership
strengths that evolve with
experience

First-Time Managers Build self-confidence, team
leadership, and feedback muscle

Mid-Level Managers Strengthen strategic influence and
functional alignment



Senior Leaders Shape enterprise vision and deliver
systemic outcomes

Women in Leadership Cultivate authentic influence,
visibility, and advocacy in leadership

What It Means

The HumanAlpha Leadership Model is grounded in the idea that
leadership is both contextual and developmental. As leaders
progress, their sphere of influence, decision complexity, and
stakeholder scope all evolve. This model equips leaders at each level
with the specific competencies needed to thrive and scale.

It is not a flat grid of behaviors—it’s a leadership acceleration map
that integrates:

Capability maturity
Organizational design thinking
Inclusion and identity

Excecntion and reflection

Why It Matters (Thought Leadership Lens)

“Leaders don’t fail because they lack talent. They stumble when they
apply the wrong playbook for the level they're at.”

At HumanAlpha, we’ve seen high-potential talent to plateau not due to
lack of capability

but due to lack of alignment between role,
mindset, and maturity.



This model solves that misalignment.

It supports succession readiness
It nurtures enterprise leaders, not just functional heads
It enables scalable growth across startups, mid-sized firms,

and agile businesses

Where to Apply | Application Zone | The Leadership Levels

A. Universal Competencies: Anchor Competencies Across All
Levels

These 5 competencies ate non-negotiables—regardless of level:

® Decision-Making & Problem-Solving — From structured
analysis to intuition-based judgment

® Resilience & Adaptability — Navigating personal, team, and
business disruptions

e Strategic Thinking & Business Acumen — From tactical
awareness to enterprise insight

e Influencing & Stakeholder Management — Building
partnerships, trust, and coalitions

e Effective Communication — From message clarity to
compelling executive storytelling

— Insight: These are the bedrock capabilities for future-ready leadership

and form the spine of all HumanAlpha development journeys.
B. First-Time Managers: Building from Self to Team

Focus: Transitioning from doer to people enabler



® Delegation & Empowerment — Trusting others while
creating growth opportunities

e (Clarifying Expectations & Accountability — Driving
clarity and follow-through

® Asking for Feedback & Building Self-Awareness —
Creating a feedback-positive culture

® Motivating & Inspiring Teams — Engaging hearts and

minds early

— Insight: This is the make-or-break level—where future leadership

potential is either built or blocked.
C. Mid-Level Managers: Bridging Strategy and Execution
Focus: From managing tasks to shaping functions

e Complex Problem Solving & Decision-Making Under
Uncertainty — Leading without full information

® Leading Change & Innovation — Translating strategy into
practical transformation

® Mentoring & Talent Development — Being a growth
amplifier for others

® Negotiation & Persuasion — Influencing across matrixed

teams and senior stakeholders

— Insight: Mid-levels must navigate ambiguity, drive alighment, and

stretch beyond their function.
D. Senior Leaders: Scaling Vision and Systemic Impact
Focus: From function ownership to enterprise leadership

® Visionary Thinking & Entrepreneurship — Shaping

direction, driving transformation



® Crisis Management & Risk Mitigation — Making calm,
bold decisions amid chaos

e Executive Presence & Gravitas — Commanding credibility
in high-stakes rooms

® Cross-Functional Alignment & Board Engagement —
Building consensus at scale

® Performance Management & Business Outcome

Delivery — Owning results, not just initiatives

— Insight: This level is about becoming the steward of the business,

not just a leader of a vertical.
E. Women in Leadership: Enabling Visibility, Voice, and Value
Focus: Authentic influence in complex environments

e Authentic Self-Advocacy & Confidence — Owning the
table, not just earning a seat

e Personal Branding & Leadership Presence — Crafting a
visible, credible narrative

® Managing Bias & Perceptions — Navigating organizational
dynamics with strength

® Negotiation & Influence — Breaking ceilings through

strategic conversations

— Insight: Women leaders benefit when organizations enable

visibility, not just access.

Reflection Prompts

®  Which set of competencies resonates most with my current
role?



e  What stretch competencies lie in the next band of
leadership for me?

®  Where do I feel strongest, and where do I experience
resistance or gaps?

e Am I consciously evolving toward enterprise thinking?

Case in Point

A digital health scale-up used the HumanAlpha Leadership Model to
define level-based competencies for 50+ leaders. With structured
coaching and a custom-built learning track:

Role clarity improved by 40%

3 internal succession moves were fast-tracked
Cross-functional collaboration jumped in effectiveness (as
rated in 360 feedback)

Tty This: “Leadership Growth Tracker”

1. Choose 2 competencies from your level and self-rate on a
scale of 1-5

2. Choose 1 from the next level and list one way to stretch in
that area

3. Create a growth action plan with one feedback conversation
and one real-world application

4. For HR/OD teams: Run a leadership lab using these five

levels as tracks



Watch Outs

Avoid flat leadership programs that ignore level maturity
Don’t assume technical high-pertformers are leadership-
ready

® Leadership is not linear—lateral growth, reflection, and
reinvention are crucial

e For women leaders, beware of offering “confidence”

solutions without addressing systemic bias

Next Step
To operationalize the HumanAlpha Leadership Model:

Use it to anchor assessment and development centers
Pair with Kirkpatrick Model to track L&D ROI

Integrate with Leadership Operating System (LOS) for
team-level application

e Combine with Feedback SBI Model for behavior shaping

Suggested Reading:

® [ cadership Pipeline — Ram Charan
®  Quiet Leadership — David Rock
®  Playing Big — Tara Mohr (for women in leadership)



“Leadership is the ability to expand your circle of impact while
staying anchored in purpose.”

— Vijayashree VVenkat

“Every level of leadership requires a new version of you—
more aware, more courageous, more connected.”

— Mabhesh Sheshadri
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