Developmental Leadership
Through Choice and Agency

Program Proposal (Example Based on the Story from the Homepage) rernahaiDAIT st s lnor

An experiential program that helps professionals speak up, take initiative, and create the conditions

fU THE STORY IN BRIEF
O

: : A team learned to shift from waiting for
one person to lead, to a culture where
people choose to speak up, take

forward together.

for others to do the same—so leaders gain time and energy for what matters most.
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WHAT FITS YOUR CONSTRAINTS

The practical details organizations need.

PROGRAM CATEGORY

Leadership Development + Teaming
Communication Skills + Organizational Development

PARTICIPANTS

« Any level manager is welcome.

* The higher up the better—it creates a healthy
tension that can be experienced and talked about.

FORMAT & DURATION

+ 10 sessions

¢ 2 hours each

* |In-person + Hybrid (most in person,
others join virtually)

+ Program period: approximately 10 months

PARTICIPANT COMMITMENT

« Voluntary participation in the program
* Bring real experiences for analysis / reflection
* Choose your own timing to speak
and let others do the same
* Mo requirement to engage in activities
* Mo homework, No preparation.

PROGRAM PURPOSE

To strengthen self-leadership by helping professionals
make their own choices, speak up even under
uncertainty, and take initiative—while learning to
handle silence without taking contral and manage
their own internal safety.

This is a complementary program. It supports areas
often untouched by traditional psychological safety
training by building internal safety and self-trust,
not by managing others” behavior.

COMMON THEMES PARTICIPANTS EXPLORE
* Speaking up and beaing heard

* [nitiative and ownership

* Helping vs. rescuing

* Leading discussions and handling silence

* Decision-making under uncertainty

* Recovery after fear or setback

* Creating space for others to contribute

WHAT ORGANIZATIONS CAN EXPECT

* Leaders gain time and energy for big-picture work
Teams act more independently

* Concerns surface sooner

* More ideas are voiced, built on, and lead to
better or faster solutions

+ Stronger collaboration and mutual accountability

EVIDENCE OF DEVELOPMENT
Progress is observed through stories about real work—
shared in sessions and weekly reflection emails.
Common indicators include:
* Speaking up more earlier
+ Taking initiative without being asked
* Handling uncomfortable moments
+ Others contributing more
* MNew solutions emerging

ADAPTATION

Context, projects, and emphasis evolve based on what
emearges through dialegue. The structure holds; the

conversation adapts.

THE IMPACT FOR LEADERS AND THE ORGANIZATION
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Human Development for
a Changing World of Work
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THE HUMAN CONSTRAINTS WE WILL ENCOUNTER

We design for these realities, not around them.

CHANGE IS NOT LINEAR
Growth happens in small, uneven steps.
Some participants move guickly, others slowly.

Both are normal.

SILENCE WILL FEEL UNCOMFORTABLE—AT FIRST
When people are not used to choosing when to speak,
silence can feel uneasy. It is part of the learning.

We will not rush it.

OLD HABITS RETURN
People will slip back into old patterns, especially

under pressure. Our job is to notice, reflect,

and try again. That is how change sticks.

INTERNAL SAFETY TAKES TIME TO BUILD

Participants learn to trust themselves—that they can
handle it if they speak up and it falls flat or doesn't work.

@ O & W

This self-trust is the foundation for sustainable agency.

REAL WORK CONTINUES
Deadlines and priorities do not disappear.
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The program is designed to fit alongside real work,

not separate from it.

OUR APPROACH

« Ho Experiential projects create real situations that surface leadership
2 choices and team dynamics.

Structured reflection and dialogue help participants examine

their experience and learn from one another.

Stories and observations—shared voluntarily—are our primary
evidence of development.

more frequently. Sometimes they act on those realizations;
sometimes not. Consistent noticing is what leads to lasting shift.
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q Between sessions, participants naturally notice their habits
CONTENT WE DRAW FROM

|

—— We introduce a wide range of concepts and tools—about the mind,
human behavior, relationships, and recovery strategies.
Participants share what resonates, challenge what doesn't,

and choose what they want to use.

What lands is different for each person—that is normal.

E BETWEEN-SESSION REFLECTION EMAILS
Short weekly reflections are sent to participants.
They are voluntary and do not require replies.
They suppert personal reflection, not reporting.

Stranger Culture = NEXT STEP
.

:E:;Tmﬂﬂ:r;him, Let's discuss your goals, your context,
and collaboration Eﬁ and how this program can be tailored

across the bram.
y to your team,

Sustainable B E M
performance.
(c) 2026 BEMi Consulting, Inc. I
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