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Read through each scenario and consider the leader’s intentions and choices. Then imagine 
how the leader’s signals could be interpreted by the audience, what type of gap might occur 
between intent and impact, and how that gap could be resolved. 
 
 

Scenario 1B:            
Darius is leading a team that is about to undergo a major change in organization, roles, and processes. 
The team has been informed of the department-wide plan and the reasons behind the changes via 
written communication from his boss. Darius is meeting with his team to present the specific changes 
that they will face and answer any questions that they may have. He knows that there is concern 
growing about staffing changes and workload. He wants to motivate the team and get them excited 
about the changes, so he prepares a 30-minute presentation that is focused on benefits – to the 
organization, the department, the customers, and the team. 
 
What possible gap might occur between intent and impact? How could the leader resolve that gap? 

 
 
 

Scenario 2B:            
Layal is passionate and brings great energy and commitment to her work. She is highly successful at 
rallying her team around collaborative efforts. She brings this same passion to senior leadership 
meetings and is proud to be a strong advocate for her department and team. However, when she 
presents her ideas in these meetings, she often senses resistance from her peers in the room; they have 
argued, at times, that her solutions would negatively impact their departments. She feels confident 
communicating with direct reports but would like to feel more comfortable communicating at other 
levels of the organization.  
 
What possible gap might occur between intent and impact? How could the leader resolve that gap? 

 
 
 

Scenario 3B:            
Maria is an experienced leader whose team has grown gradually underneath her, from five to 21 direct 
reports in the last six years. She is very results-oriented and has maintained a consistently strong track 
record of KPIs – one of the best in the organization. Her workload has grown proportionally to her team, 
yet she wants to avoid overloading her top talent and risk a change in performance and is, thus, 
reluctant to pass along certain responsibilities.  
 
What possible gap might occur between intent and impact? How could the leader resolve that gap? 
 


