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The Role of the Leader

Most leaders are hard-pressed reach the 
ideal in today’s workplace.

Leadership is difficult.

What worked yesterday may not work today.
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The Role of the Leader

Some say leaders are 
born, not made.

Others suggest they are 
made, not born.

I think leaders more or 
less emerge…
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The Role of the Leader

A situation presents itself and someone feels 
compelled to act.

There is no manual for this – no consistent 
process.

But there is a blueprint – a bigger picture of 
how things may unfold.
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Becoming a leader is synonymous with 
becoming yourself. 

It’s precisely that simple, and it’s also that 
difficult.

Warren Bennis

Author, On Becoming a Leader



Change

Status quo

Predictability

Certainty

Routine

Same ol’ same ol’

…and reliable

Whoa!

Different

Scary

Disordered

Chaotic

…and exciting
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Change

✓Change is here to stay.

✓Without it, we grow stale, “past-tense.”

✓Change means letting go of “the way it 
was.”

✓Doubt, resistance, uncertainty occur. 

✓Organization’s who handle the change 
process well tend to reduce the time 
required for similar changes in the future. 
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There has never been a better opportunity to make 
desired changes in your place of work than now. 
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Change & Cultural Change
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Change often 
means a shift 
in technology 
or reporting 

relationships.

Major change, 
such as a 

reorganization 
or a crisis, 
results in a 
change in 
culture.

Cultural 
change 

creates a 
major shift in 
the way the 
work gets 

done.



Phases of Change

Resistance Illusion
Exploration/

Chaos

Planning & 
Commitment

Motivation & 
Achievement
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Change Phase:
Resistance

➢ People become 
defensive. 

➢ Angry, frustrated, 
confused.

➢ They’re scared.

➢ They may feel 
betrayed. 

➢ Afraid to take 
risks, try new 
things. 
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Change Phase:
Resistance
➢ They push back, 

rebel, refuse. 

➢ Productivity dips. 

➢ Morale & 
engagement 
suffer.

➢ They stand erect 
to try to block the 
incoming storm of 
change

. 
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Change Phase: Resistance

Standing rigid in a storm will cause you to 
fall down.

Laying low, hoping it blow over, will leave 
you behind.

Embracing change means learning to work in 
the rain. 
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Change Phase:
Illusion

I think we can make it 
work. 

It’s going to be fine!

It’s going to be a 
nightmare.
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Change Phase: Ilusion & 
Perspective
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Change Phase:
Illusion & Perspective

Perspective = Point of View

How you see things.

What you think or feel about them.

Some no longer serve you. 

What other perspective could you choose?
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Change Phase: Illusion & Perspective

What other perspective could 
you choose for these 
emotional triggers?

This perspective stems from 
the same situation but serves 
you better.

Overwhelmed

Anxious

Challenged

Curious

Stupid Learning

Impatient Anticipating



Change Phase: Exploration & Chaos

Confusion.

“Let’s  try this, or that.”

People try to figure out 
new responsibilities

Many things in 
question.

Lots of energy; no 
focus. 
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Change Poll

Please respond to the poll as to what phase 
you think your team will be the most 
challenged or spend the most energy: 

Resistance
Illusion 
Exploration & Chaos 
Order
Motivation 

Achievement
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Change Phase:
Planning & Commitment

Vision for the future.

Staff needs & desires are 
front and center.

As plan unfolds, people 
see  change is beginning 
to take shape.

There’s a sense of relief 
– we may be better off 
now.
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Change Phase:
Motivation

Work environment 
has really improved.

I like it better.

What can we do to 
keep it going?
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Change Phase:
Achievement

This is a refreshing change.

Some of these new ideas are great!

I want to be more engaged than EVER!

Who-hoooo!!!
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Change

PROBLEM CHANGE

Problems are always related to change 
and vice versa.



Change

PROBLEM CHANGE

OPPORTUNITY

Problems & change both bring 
opportunities



Problem-Change-Opportunity

Problem: deadly virus!

Change/Opp: work from home.

Problem: miss colleagues, equipment 

Change/Opp: meetings; connect thru tech

Problem: lack of synergy

Change/Opp: transition back to office :-^
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Transition
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For many, too much has changed to go back 
to the past.

TIME Magazine

December 2021
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Transition Meetings

Here’s an idea…

✓Set up a series of meetings with a transition 
team or focus groups.

✓Using open-ended questions, discover how 
people are feeling, what needs or desires 
they have. 

✓Gather lessons learned.

✓ Identify opportunities for changes and 
improvements at work.
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Transition Meeting Questions
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What worked?

What could we 
eliminate or 
streamline?

What changes are  
needed or desired?



Transition Meeting Questions
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What made us 
more productive?

How can we 
maintain that 
productivity?   

Where & how can 
we improve morale 
and increase 
engagement?



Transition Meeting Questions

What other question could you ask staff as 
they migrate back to the workplace?

Please share your thoughts with us.



Creating Organizational Change:
Hybrid Culture

✓A hybrid culture 
encompasses both 
onsite and virtual 
employees.

✓Communication occurs 
regularly among two 
disparate groups.

✓Purpose, vision, and 
values consistent over 
both groups
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Hybrid Workplace Models

Mandated or selected:

• 2 days/week @ office.

• 3 days/week @ office.

• All offsite or all virtual

Employees choose where they work 
depending on task/need. 
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Creating Organizational Change: 
Hybrid Culture

Staffing

Planning

Purpose, 
Values, 

Trust

Train, 
Coach

Inclusion



Creating Organizational Change:
Staffing

I. Content of job
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What are 
the tasks?

How well are 
they doing 

them?

What 
training do 
they need?

How 
experienced 

are they?

What tasks 
can be 

virtual?



Creating Organizational Change:
Staffing Options

1. Analysis: Analyze tasks and percentage of 
job they take up.

Determine which can be accomplished 
virtually and which are best done at the 
office.

2. Pilot: set up temporary schedules to see 
how they work.

3.Open choice: people select where they 
prefer to work. 
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Creating Organizational Change:
Staffing

II. Psychological & behavioral aspects
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Are they self-
motivated?

Are they 
disciplined, 

self-directed?

Do they have 
flexibility?

Can they 
adapt to new 

situations?

Are they 
innovative?

Do you trust 
them?



Engagement in a Hybrid Workplace

People are used 
to working alone 
from home

Many are 
reluctant to 
return to the 
office.

Many do not 
need to.
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They’ve adapted!

Safety issues

Anxiety in crowds, socializing

Draining commutes 

Often not necessary

Loss of flexibility, freedom



Free Range Employees
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Engagement in a Hybrid Workplace

What challenges will 
your team face to keep 
employees engaged as 
they return to the 
workplace?

Please share your 
thoughts.
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Engagement in a Hybrid Workplace
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Employee 
engagement is the 

emotional 
commitment the 

employee has to the 
organization.

It means people are 
involved, 

enthusiastic and 
committed to their 
work & workplace.



Autonomy, Flexibility & 
Accountability

– 61% of employees prefer to 
choose when they work from home or office.

– 59% said flexibility was more 
important than salary or work environment. 

- 85% of leaders do not clearly 
define expectations; an equal number of 
employees wish they would.

Harvard Business Review, October 2021; “The Trouble with 
Accountability,” 2020.
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Autonomy, Flexibility & 
Accountability

– the ability to direct our 
own lives; freedom, independence.

– adapting new, different or 
changing requirements

– the willingness to  
account for one's actions.
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Autonomy and 
Flexibility
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Autonomy must be balanced with 
collaboration and accountability.

Autonomy leads to greater job 
satisfaction, engagement.

Mandates go against autonomy. 
They are more at control.  

Desire for flexibility translates to 
desire for autonomy. 



Levels of Autonomy and Flexibility 
in Hybrid Workplace

1 Low autonomy, low flexibility: Mandated to 
work in office full time.

2 Medium autonomy, medium flexibility: 
work from both home and office; organization tells 
which days to be in which place.

3 Medium autonomy, high flexibility: 
Mandated to work remotely full time, but can 
choose where.

4 High autonomy, high flexibility: I can work 
wherever, whenever, with full access to office.
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Levels of Autonomy – POLL

The levels of autonomy and flexibility are 
included in a poll.

Please select the one that you think would 
work best for your team or organization.

We’ll share results when poll is completed.
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Benefits to Autonomy & Flexibility

Job 
Satisfaction

Higher 
productivity

Engagement, 
ownership

Outcomes 
tied to their 

abilities

Intrinsic 
Motivation
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Benefits to Autonomy & 
Flexibility 

What other benefits do you see for yourself?

Please share with the class.
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The best way to predict the future is to invent 
it. 

Price Pritchett & Ron Pound
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Action Plans

• What thoughts or ideas do you want to 
initiate or put in place?

• When would you have the opportunity to 
do that?

• What would stop you?
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Evaluation Survey

Please go to the Chat box and click on the Evaluation 
Survey for this session.  We’d appreciate your thoughts.

Course Title: 

A Leader’s Blueprint for a Changing Workplace 
Instructor: Terri Bianco

Date:  August 17, 2022

https://surveys.cpshr.us/s3/Virtual-Training-Evaluation-
Survey
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