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Introduction
Change used to arrive in waves. Today it arrives as a constant current. Technology
cycles compress from years to months. Markets shift on signals that originate halfway
around the world. Teams are distributed across time zones, cultures, and employment
models. Geopolitical events ripple through supply chains and customer expectations in
days. In this context, leadership is no longer about setting a plan and steering
steadily; it’s about moving with purpose while the ground itself shifts. Leadership in
Motion is the discipline of leading while moving—making clear choices at the right
altitude, aligning people in real time, and building mechanisms that convert
uncertainty into learning, without burning out your teams or breaking trust.

This book is for senior managers, new executives, and team leads who cannot wait for
perfect information but must still make good decisions. You’ll find a practical, evidence-
based approach: tools you can use tomorrow, frameworks you can teach to your
teams, and checklists you can print and bring to meetings. We’ll skip long theoretical
digressions and focus on repeatable practices: how to calibrate decision speed, how to
triage priorities, how to design operating rhythms that keep cross-functional work from
turning into chaos, how to run scenario workshops, and how to communicate with
honesty and empathy when the news is hard. The promise is simple: actionable habits
and templates that help you lead through continuous change—not just a single crisis.

Let’s start with a story of motion done well. In the mid-2000s, Netflix was known for
DVDs by mail. It was a clever logistics company with a novel queue and a culture that
prized freedom and responsibility. But the founders believed broadband would
eventually make streaming viable. The problem was timing: streaming too early would
disappoint customers and strain costs; waiting too long would let others define the
market. Netflix ran small bets—limited catalogs, experiments in user experience, and
a relentless focus on personalization—while keeping the core DVD business strong. In
2007 it launched streaming alongside the existing service, treating streaming first as a
complement rather than a replacement. The company made explicit tradeoffs:
accepting lower margins on early streaming deals to learn quickly, investing in
recommendation algorithms to increase engagement, and later, moving into original
content to reduce dependence on studio licensing cycles. That pivot introduced new
capabilities, new talent profiles, and new governance. It also demanded a cultural
shift: from optimizing fulfillment operations to building a technology and content
organization that could adapt weekly. Netflix iterated its rules and rituals—decision
memos, postmortems, and talent density expectations—so that the company’s
operating system matched its strategic direction. It did not “arrive” at the right model
in one leap; it built the muscle to keep moving.
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Now consider a counter-story. Blockbuster dominated video rentals with thousands of
stores, strong brand recognition, and reliable cash flows from late fees. When
customer behavior began to shift, Blockbuster experimented with mail ordering and
dabbled in digital delivery. But the core operating model—real estate–heavy, store-
centric, and financially dependent on fees customers hated—created friction.
Leadership struggled to reconcile short-term revenue optics with longer-term
reinvention. The organization’s governance and incentives favored preserving the
existing model: store managers were evaluated on in-store metrics; capital was tied
up in leases; decision rights and accountability were diffused across layers optimized
for scale, not speed. By the time streaming became unavoidable, the company had
not built the mechanisms for rapid experimentation, cross-functional collaboration, or
decisive resource reallocation. The contrast with Netflix is not one of intelligence or
intent; it’s one of mechanisms, cadence, and courage in the face of imperfect
information. One company built for motion; the other tried to graft change onto a
stationary model.

These stories are not meant to celebrate winners or shame losers. They illustrate the
core pattern that will run through this book: outcomes depend less on a single big bet
than on the operating system leaders build to make many good bets quickly. Leaders
in motion do five things consistently. First, they shape the right mindset—curiosity,
humility, a bias for action, and comfort with partial data. Second, they diagnose
change accurately—what is incremental, what is transformational, and how ambiguous
the path is likely to be. Third, they calibrate decisions—who decides, how fast, and
with what guardrails—so that speed and quality reinforce each other. Fourth, they
design teams and rhythms that turn cross-functional friction into productive energy.
Finally, they communicate narratives that earn trust, embed new norms, and repair
relationships when missteps happen, all while building governance that sustains
adaptability at scale.

This book is organized to help you build that operating system step by step. Part I
focuses on foundations: your mindset, your team, and your context. You’ll assess your
own habits, learn a matrix for categorizing change, and adopt lightweight decision
protocols you can bring straight into your next meeting. Part II tackles strategy under
uncertainty: how to triage what to protect, pivot, or kill; how to run short, effective
scenario workshops; how to write a one-page Minimal Viable Strategy; how to budget
for flexibility; and how to design metrics that help you learn fast. Part III turns to
execution and team dynamics: assembling for speed and resilience, collaborating
across functions without chaos, running rapid experiments, developing talent in
volatile environments, and making remote and hybrid work actually scale. Part IV
addresses communication, culture, and trust: crafting a leader narrative, mapping
stakeholders, leading hard conversations, embedding new rituals, and measuring and
repairing trust. Part V shows you how to sustain motion: shifting from crisis mode to
continuous adaptation, building governance that enables speed, applying systems
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thinking, balancing ethics with urgency, and consolidating everything into a compact
playbook you can print and use.

By the end of this book, you will be able to:

Diagnose the type and tempo of change your organization faces and match
your leadership approach accordingly.
Make faster, better decisions using clear roles, thresholds, and decision
templates that fit hybrid teams.
Prioritize work with a triage lens—protecting what is core, pivoting what has
potential, and stopping what no longer serves the mission.
Run scenario planning sessions that produce concrete choices, not binders on
a shelf.
Design operating rhythms, rituals, and working agreements that keep cross-
functional work aligned and accountable.
Lead tough conversations with clarity and care, preserving dignity while taking
decisive action.
Build trust deliberately, measure it regularly, and repair it when it’s strained.
Create governance and feedback loops that turn adaptability into a long-term
competitive advantage.

A few promises about style and usefulness. Every chapter opens with a leader’s
moment—a short vignette that makes the ideas concrete. You’ll get named, concise
frameworks that fit on one page. Where research is relevant, we’ll cite it plainly and
translate it into action. You’ll find two practical tools or exercises per chapter: decision
rubrics, one-on-one cadences, meeting agendas, scenario prompts, experiment
trackers, trust audits, and more. Each chapter ends with a printable “Leader’s
Checklist” so you can review the essentials in minutes. The “Leadership in Motion
Playbook” consolidates the most-used templates: a one-page strategy, a meeting
agenda that reduces rework, a decision role chart, a hiring-and-redeployment
checklist, and communication scripts for common situations like shifting priorities or
pausing projects.

What makes leadership in motion different from traditional change management is
cadence. Traditional models often assume a start and end to change. But most
organizations now live in overlapping cycles: product releases, regulatory shifts,
budget revisions, mergers and partnerships, talent transitions, and technology
upgrades. You need mechanisms that work under load: decision rights that scale when
you add teams, rituals that hold when half the team is remote, dashboards that make
leading indicators visible before lagging metrics catch up. You also need cultural
practices that tolerate small failures in service of fast learning—and accountability
systems that keep standards high. Psychological safety and accountability are not
opposites; they are complements when designed well. People speak up when they
believe the system will respond fairly and when goals are clear.

If you’re a mid-level or senior leader in a 50–5,000-person organization, an
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entrepreneur with a growing team, or a consultant helping clients adapt, you will
recognize the dilemmas here. How do you keep the organization aligned when the
plan changes monthly? How do you empower teams to move without creating
conflicting bets? How do you avoid “decision drift,” where important choices linger
because no one knows who owns them? This book gives you concrete answers. We’ll
show you a three-tier decision taxonomy so routine choices don’t clog executive
bandwidth, and critical choices get the right level of debate. We’ll offer a six-step
meeting protocol that shortens cycles and builds safety. We’ll help you design an
escalation ladder that prevents surprises without encouraging delay. We’ll give you
scripts for moments that matter—when targets are missed, when roles change, when
you must say no to a popular project.

The stories we use range from global companies to startups pivoting in fintech and
healthcare. We’ll learn from Netflix’s strategic shifts, Microsoft’s culture
transformation under Satya Nadella, Toyota’s continuous improvement ethos,
Amazon’s decision mechanisms, and Zappos’ culture experiments. We’ll also examine
quieter case studies—mid-market firms that built resilience without fanfare. Each case
is here for what it teaches, not for hero worship. Where interviews are included, they’ll
surface the messy middle: the false starts, the internal debates, the quiet process
changes that made the big moves possible.

You do not need to agree with every example or adopt every template. Treat this book
like a toolkit: take what works, adapt the rest. Start with the chapters that map to your
most pressing challenges. If you’re facing a strategic pivot, begin with strategy triage
and the Minimal Viable Strategy. If cross-functional friction is your pain point, jump to
collaboration rhythms and operating agreements. If trust is fractured, go straight to
the trust audit and repair protocols. Then return to the foundations to strengthen your
mindset and diagnosis muscles.

One final thought before we begin. Leading in motion requires courage, but not
bravado. It asks you to replace certainty theater with clarity: what we know, what
we’re testing, what would change our minds. It asks you to be explicit about decision
rights, constraints, and timelines. It asks you to protect energy—yours and your
team’s—so that urgency does not become panic. It asks you to model learning, to say
“We tried X, we learned Y, here’s what’s next.” Done well, this approach does not only
help you survive volatility; it helps you build a reputation for steady hands in dynamic
conditions.

If you’re ready to move from reacting to designing—if you want an operating system
for continuous adaptation—turn the page. Begin with the mindset of adaptive leaders,
then learn to diagnose the rate and type of change. From there, we’ll calibrate
decisions, build your situational toolkit, and start practicing the habits that keep teams
aligned and energized. The ground will keep shifting. Your job is not to stop the
motion. It is to lead through it with purpose.
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CHAPTER ONE: The Mindset of Adaptive Leaders
On a Wednesday morning in early 2020, Priya, a VP of customer experience at a mid-
sized e-commerce company, walked into her office expecting to review a standard
quarterly plan. By lunch, her world had tilted. A global health crisis was accelerating,
supply chains were seizing, and the company’s stores were about to close. The
roadmap she had signed off on two weeks earlier looked like a relic. Her team had
projects in motion, hiring plans approved, and a launch scheduled for April. The board
wanted reassurance; frontline managers wanted guidance; customers were flooding
support with questions. Nothing in Priya’s career had truly prepared her for this pace
of change, yet the decision she made that afternoon would set the tone for the next
twelve months.

Priya did not panic. Instead, she called a stop to all work that was not tied to
immediate customer impact. She gathered her leadership team and asked three
questions: What do we know today? What are we assuming? What would make us
change our minds again? She reassigned two designers to customer support to reduce
wait times, slowed a product rollout that required retail staff, and started daily
15-minute briefings with a rotating cast of leaders. She admitted in the meeting, “We
will likely be wrong about some of this, and that’s okay. Let’s design for learning.” It
was a small moment of candor that calmed nerves. Over the next few weeks, Priya’s
team ran micro-experiments: they tested email vs. SMS for delivery updates, tried a
simplified return process, and A/B tested messaging about safety. By the time the next
board meeting arrived, she didn’t bring a perfect plan. She brought a clear stance, a
rhythm, and a set of observations that informed the next decision.

Adaptive leadership starts with a stance. It is not a personality type or a secret recipe
reserved for CEOs. It is a set of observable habits that lower the cost of change and
raise the odds of good choices. The adaptive leader’s stance is defined by four
anchors: curiosity, humility, a bias for action, and comfort with imperfect information.
Curiosity is the commitment to ask better questions before rushing to answers.
Humility is the willingness to update your beliefs when reality contradicts them. A bias
for action favors small, reversible steps over prolonged debate. Comfort with imperfect
information means accepting that you will rarely have full visibility and that waiting for
it is often the riskiest choice.

These anchors are not slogans; they are daily behaviors. Curiosity shows up in
meetings as “What signals are we missing?” rather than “Are we on track?” Humility is
visible when leaders share what they got wrong and what they learned. A bias for
action is not recklessness; it’s a preference for experiments that reduce uncertainty
quickly. Comfort with imperfect information is visible in how leaders frame decisions:
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“We know X, we assume Y, we will measure Z.” Teams can work with that. They freeze
when leaders pretend certainty where none exists.

The adaptive mindset has an opposite, which is worth naming because it is common. It
looks like certainty theater: projecting confidence, announcing plans that will not
bend, and punishing deviation. In stable times, certainty theater can feel like
leadership. In volatile times, it becomes a liability. It discourages questions, slows
feedback, and encourages teams to hide bad news. It also creates decision debt,
where leaders defer hard choices until the constraints compound. Adaptive leaders
invert this. They treat plans as hypotheses, treat anomalies as valuable data, and treat
speed as a discipline to be trained, not a burst of adrenaline.

Most leaders are not born with a natural tolerance for ambiguity. They are trained into
it by practice. Priya’s response is instructive because it did not require a new strategy;
it required a new cadence and a new set of questions. She replaced a quarterly review
cycle with daily signals, replaced a rigid roadmap with a prioritized backlog, and
replaced confidence theater with transparency. She also recognized that her team’s
cognitive load was rising. She cut nonessential meetings, clarified what good looked
like for the next two weeks, and built an early warning system based on customer
feedback. None of these moves were heroic; they were repeatable.

Research supports the value of this stance. A 2020 McKinsey survey of executives
during the early phase of the pandemic found that companies that accelerated
decision-making and experimented rapidly were more likely to report positive financial
outcomes than those that moved slowly. In a widely cited study of 3,000 firms,
McKinsey showed that fast-decision organizations were more profitable and grew
faster over time. The key was not speed alone, but speed matched to learning.
Separately, Harvard Business Review’s analysis of agile transformations found that
firms that paired adaptive practices with psychological safety saw improvements in
both productivity and employee engagement. The data is consistent: organizations
that move fast with learning outperform those that wait for certainty.

Another lens on the mindset comes from the concept of a learning organization,
popularized by Peter Senge. Organizations that excel in dynamic environments build
systems that surface assumptions and test them. Chris Argyris’s distinction between
single-loop and double-loop learning clarifies the behavior. Single-loop fixes problems
without questioning underlying assumptions. Double-loop learning challenges the
assumptions themselves. Adaptive leaders encourage double-loop habits: when a
metric drifts, they ask whether the metric still matters, not just how to move it. This
prevents teams from optimizing for yesterday’s goal while the context has changed.

Consider a counterpoint that shows why the mindset matters. A retailer we will call
Northwind, in anonymized interviews with former leaders, described a seasonal
planning process locked in twelve months before the year began. When demand
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patterns shifted mid-year due to an online competitor’s aggressive pricing, the
planning team detected it early. However, leadership had defined success as
“delivering against the plan,” and signals of deviation were treated as noise. The
analytics team was asked to re-run the model with “more accurate inputs,” rather
than question the strategy. By the time the board confronted the reality six months
later, inventory misalignment had snowballed, and layoffs followed. The root cause
was not poor data. It was a mindset that prioritized sticking to a plan over responding
to evidence. Adaptive leadership would have treated the deviation as the first-order
signal and launched small tests—pricing experiments, targeted promotions, micro-
assortment changes—while rethinking the plan.

To make the mindset tangible, we can distill it into four questions you can ask daily.
What am I assuming right now that I haven’t tested? What small action can I take this
week to reduce uncertainty? What information would change my decision, and how
will I get it quickly? Who on my team has a different view that I need to hear? These
questions are deceptively simple. They shift a meeting from status reporting to sense-
making. They encourage teams to bring problems forward, not just progress. They
prompt leaders to seek leading indicators, not just lagging outcomes.

You can also translate the four anchors into a personal audit. Rate yourself on a one-to-
five scale for each anchor. Curiosity: do you spend more time in meetings asking or
telling? Humility: when did you last update a belief in public? Bias for action: do your
teams leave meetings with clear next steps and owners? Comfort with ambiguity: do
you give clear direction even when the path is fuzzy, or do you create safety for
exploration? There is no scoring threshold. The audit is a mirror, not a verdict. Use it to
pick one behavior to practice for the next two weeks.

A useful frame for practice is “direction, alignment, and adaptation.” Adaptive leaders
define direction tightly enough to guide action but loosely enough to allow course
corrections. They invest in alignment so teams know how their work connects to
intent. They create feedback loops that make adaptation routine. They do not try to
eliminate uncertainty; they reduce its cost by moving in small, observable steps. This
is the essence of leadership in motion: the stance that enables agility without chaos.

A common pitfall is confusing agility with speed. Agility is the ability to move in small
steps that keep you oriented toward a valuable destination. Speed without orientation
is thrash. Adaptive leaders guard against thrash by naming the bets. They are explicit
about what they are optimizing for in the next week, month, or quarter. They
differentiate between reversible and irreversible decisions. They invest debate in the
irreversible and speed in the reversible. This discipline prevents the team from
sprinting in circles.

Consider a technology company that had built its reputation on a predictable release
cycle. When the market shifted to continuous delivery, leadership issued a top-down
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mandate: deploy daily. The team scrambled. Bugs spiked; morale dropped. The
mandate treated a cultural problem as a process problem. The adaptive leader would
have started with a question: what enables safe, small releases? They would have
invested in automated testing, clarified what “ready” meant, and piloted daily releases
on one service. They would have used early data to build trust, not demand it. The
outcome would have been slower at the outset but faster and safer in the long run.

Remote and hybrid work adds another layer. Adaptive leaders notice that the medium
changes behavior. In video meetings, silence is not consensus. In chat, a rapid reply
can signal urgency that isn’t warranted. They compensate with clarity: documenting
decisions, setting norms for asynchronous contributions, and distinguishing between
opinions and commitments. They also watch for burnout, which is an invisible tax on
adaptive capacity. When people are exhausted, curiosity drops and certainty theater
rises. Adaptive leaders pace sprints, protect recovery time, and model healthy
boundaries. They know that a tired team cannot learn fast.

The mindset also shows up in hiring and development. Adaptive teams seek people
who are comfortable with ambiguity and strong communicators. They prize learning
agility as much as domain expertise. They promote leaders who have updated their
beliefs based on evidence, not just leaders who hit their numbers in stable times. They
invest in onboarding that builds judgment, not just competence. And they design
performance conversations to reward the quality of learning, not just the certainty of
execution.

Let’s make this concrete with a simple heuristic: ship, sense, and shift. Ship a small
change to a narrow audience or an internal process. Sense the feedback via metrics
and conversation. Shift the next iteration based on what you learned. A product team
might ship a feature to five percent of users and watch drop-off points. A sales team
might test a new call script on ten calls and track conversion. An operations team
might pilot a new intake process with one team and measure cycle time. The adaptive
leader does not ask, “Will this work perfectly?” They ask, “How quickly will we know
what needs fixing?”

There is a tension that leaders must manage: the human desire for stability with the
market demand for change. People want clear goals and a steady routine. Markets
require evolution. Adaptive leaders resolve this by setting stable principles and
variable tactics. The principle might be “customer trust is non-negotiable.” The tactic
might change monthly based on what the team learns about delivery promises.
Principles provide coherence; tactics provide flexibility. When principles are explicit,
people can make tradeoffs without escalating every decision.

Here is a practical exercise to embed the mindset in your next team meeting. Before
discussing solutions, spend five minutes on anomaly mapping. Ask the team: what has
surprised us in the last week? List the surprises. Then ask: which of these are signals
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of a bigger shift, and which are noise? For each signal, decide on one micro-action to
test the hypothesis. End the meeting by assigning owners and a date to review
results. This simple ritual trains the team to see the environment as a set of
hypotheses rather than a fixed plan. Over time, it builds the habits of curiosity and
bias for action.

Another exercise is the “What would change our minds?” drill. When debating a
decision, ask each stakeholder to write down the one piece of information that would
cause them to change their position. Then, map how you might get that information in
the next week. If you cannot identify a path to get that information, treat the decision
as a risk to be hedged, not a commitment to be locked. This exercise exposes hidden
assumptions and accelerates learning. It also signals to the team that the leader is not
married to their opinion, which increases psychological safety.

A personal practice that works at any level is the weekly humility log. Write down one
belief you held that was challenged by evidence, and what you did about it. Share it
with your team or a peer. This sounds simple, but it normalizes updating beliefs. It
counters the social pressure to look certain. It also creates a personal track record of
learning that your team can see. Over months, this log becomes evidence that you
practice what you preach. That is how trust is built in motion.

There is a common mistake that leaders make when trying to adopt this mindset: they
add process before changing behavior. They install a new tool, mandate daily
standups, or create a dashboard. The mindset, however, is behavioral. It starts with
the questions you ask and the pace at which you test. Tools and processes can
support the behavior, but they cannot substitute for it. If you have a daily standup
where people report status without surfacing assumptions or deciding experiments,
you have a meeting, not a learning loop.

When you are tempted to issue a directive, try a “direction plus autonomy” approach
instead. State the objective and the constraints. Describe the desired outcome and the
guardrails. Then ask the team to propose the next two steps and how they will learn
from them. This builds a bias for action while avoiding chaos. It also creates
ownership. Teams that move fast without constant escalation do so because they
know what good looks like and feel trusted to figure it out.

The adaptive mindset also changes how you handle setbacks. When something fails,
the default is often to ask “Who is to blame?” The adaptive leader asks “What did we
assume, and what will we test next?” They separate the person from the system. They
run postmortems that focus on decisions and information flow, not scapegoats. They
reward transparent reporting of problems. They know that the cost of hiding issues in
motion is catastrophic. Speed requires high-quality information. Information requires
safety.

Sample from MixCache.com - The Online eBook Marketplace



SHARING STRICTLY PROHIBITED - For personal use of the licensed account only - See MixCache.com Terms of Use.

SA
MPL

E 
CO

PY

We can also frame this mindset as a set of micro-skills you can practice daily. Ask a
question before offering a solution in your next meeting. Share one assumption you
are testing this week in an email to your team. Replace “I’m confident” with “We know
X and we’re testing Y” in your next update. Assign a reversible decision to the lowest
appropriate level and state the guardrails. Create an experiment template for a small
change and set a review date. These are small moves, but they add up to a different
posture.

One more observation is worth making. In uncertain times, leaders often retreat to
what they can control: their calendar, their inbox, their direct reports. That instinct is
understandable but limiting. Adaptive leaders extend their attention to the edges of
the organization: the customer support calls that reveal new pain points, the front-line
managers who see demand shifts first, the engineers who notice friction in
deployment. They build channels that bring the edges to the center quickly. They
listen more widely, not more narrowly. They resist the urge to centralize decisions and
instead invest in shared context so decentralized decisions are safe.

To cement this in your practice, here is a small set of meeting norms that encourage
the adaptive stance. Start every meeting with a one-sentence framing: “What are we
trying to learn or decide?” Ban status updates that could be an email. End every
meeting with an explicit decision or experiment, an owner, and a review time. When
uncertainty is high, ask: “What would make us pivot in the next week?” If the answer
is unclear, agree on a signal to watch. Over time, these norms change the texture of
conversation from reporting to sense-making.

Let’s revisit Priya. Her early move—cutting nonessential work and launching daily
briefings—looked tactical, but it was rooted in the adaptive stance. She prioritized
curiosity and humility, asked for signals rather than assurances, and bias for action by
launching small experiments. She did not pretend to know the answer to every
question from the board or her team. Instead, she offered a way to find answers
quickly. She turned uncertainty into a series of manageable bets. That is the mindset
in motion.

At this point, you may wonder whether this approach requires a special kind of
courage. It does. But courage here is not fearlessness. It is the practice of taking
small, reversible steps in the face of fear. It is the choice to speak plainly when it
would be easier to obfuscate. It is the willingness to change your mind publicly and
bring your team with you. Adaptive leaders practice courage daily, in small,
observable ways. The cumulative effect is a team that moves with you, not because
they are told to, but because they trust the way you move.

One more exercise to try this week. Choose a decision you are currently delaying. Map
what you know, what you assume, and what you fear. Then design a two-week test
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that reduces the fear or validates the assumption. Set a review. Share the plan with
your team and ask, “What would make you more confident in this test?” The goal is
not to be right immediately. The goal is to be less wrong, faster. That is the essence of
adaptive leadership.

Now that we have established the stance, the next chapter will show you how to
diagnose the rate and type of change you are facing. Curiosity and bias for action are
most useful when matched to the nature of the environment. Not all change is equal.
Leaders need a simple way to classify the ground under their feet so they can choose
the right altitude and cadence. That is where we turn next.

Leader’s Checklist

Start meetings by asking “What are we trying to learn or decide?” to frame the
purpose.
Share one assumption you are testing this week and the signal that will
confirm or deny it.
Use the ship-sense-shift loop for any new idea; ship small, sense feedback,
shift fast.
Prefer reversible decisions at lower levels; escalate only what is irreversible or
high risk.
Run a weekly anomaly map: list surprises, separate signals from noise, assign
a micro-test.
Practice the “What would change our minds?” drill to expose assumptions
before deciding.
Keep a personal humility log: note one belief updated by evidence and what
you did.
Build channels from the edges (frontline, support, engineering) to the center
quickly.
Add guardrails, not just goals; state constraints and decision rules with clear
ownership.
End meetings with a clear experiment or decision, an owner, and a review
date.

Suggested Interview Prompts

Tell me about a time your team had to change direction in a week. What
stance did you take, and how did you communicate it?
When have you intentionally updated a belief or strategy in public? What made
it safe for your team to follow?

Recommended Resources

“The Right Speed for Decision-Making,” McKinsey Quarterly, 2020.
“The Traits of Adaptive Leadership,” Harvard Business Review, 2020.
Chris Argyris, “Teaching Smart People How to Learn,” Harvard Business
Review, 1991.
Peter Senge, The Fifth Discipline: The Art and Practice of the Learning
Organization.
Amy Edmondson, “Psychological Safety and Learning Behavior in Work
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Teams,” Administrative Science Quarterly, 1999.
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