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For leaders discovering that the skills that built their success no longer guarantee engagement.

I LEADER'S CHECKLIST

Trade answers for context.

Provide purpose and boundaries. Let teams shape the how. This shift from directing to enabling is one of the
highest-leverage moves available to any leader.

Invite perspective early.

Inclusive leadership strengthens motivation and innovation. Involve people before decisions are finalized, not just
after they are made.

Increase autonomy with support.

Autonomy drives engagement and performance when paired with clarity. The goal is not less structure. It is
structure that enables rather than constrains.

Model psychological safety.

Vulnerability and open dialogue expand trust and accelerate learning. When leaders admit uncertainty, employees
feel safer doing the same.

Shift from control to capability-building.

Empowered teams increase adaptability and long-term performance. The role of leadership is to remove barriers,
not reinforce distance.

Name the shift explicitly.

Tell your team you are trying something different. Invite them into the change. Transformation that happens without
explanation often reads as inconsistency.

I CRAFT GUARDRAILS

Avoid suggesting leaders should be passive.
Clarity still matters. Accountability still matters. The shift is in how authority is exercised, not whether it exists.

Do not tighten control under pressure.

The instinct to increase oversight when things go wrong frequently deepens disengagement and reduces
innovation. Pressure is exactly when trust matters most.

Reinforce shared responsibility.

Leadership over control does not transfer all burden to employees. It distributes ownership more intentionally
across the team.



Focus on evolution, not criticism of the past.
Old leadership models built real things. The goal is to build upon them with greater awareness, not to dismiss what
came before.

I REFLECTION PROMPTS

Where are you directing when you could be enabling?
Pick one decision this week and hand it to the team with context instead of instruction. Notice what happens.

What would your team accomplish if they had more space to think?
That is not a rhetorical question. Ask them.

Where does control feel necessary to you right now?
Sit with that honestly. Is the need about outcomes, or about comfort?

I SOURCES AND FURTHER READING
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