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Abstract 

Business growth is often discussed in terms of revenues, market share, technological capability 

and strategic advantage of the company. Yet these priorities depend on people who must 

understand the direction, execute plans and adapt when circumstances change. Leadership and 

management help create the environment and conditions in which people can execute that work 

well. This article describes how leaders and managers should accomplish their responsibilities 

including Giving People Clarity and Purpose, Balance Trust with Accountability, Making 

Communication a 2-way process, Turning Feedback into Development, Building Teams that 

Learn and Grow, and Measuring Outcomes.  
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1. Introduction 

Leadership provides direction, purpose and influence; management turns that direction into 

action through planning, coordination, resources and accountability. Organisations need both. 

Inspiration without execution can leave goals unmet, while processes without commitment can 

limit innovation and long-term growth. McKinsey describes organisational health in terms of 

aligning around a shared vision, executing strategy and renewing over time; and capabilities 

that help organisations sustain the performance  

 

2. Give People Clarity and Purpose 

Employees need to understand not only what they are expected to do, but why the work matters. 

A target such as “increase sales by 12%” gives a measurable outcome, but little context. 

Explaining that the target supports expansion into a new customer segment helps the team 

connect daily decisions with the wider business objective. At the start of a project, leaders can 

clarify three things such as the intended outcome, why it matters and what success will look 

like. Asking team members to describe their responsibilities in their own words can reveal 

misunderstandings early and reduce avoidable rework. Clarity is not about giving instructions 

for every step; it is about giving people enough context to make sound decisions. 

 

3. Balance Trust with Accountability 

Managers must balance employee autonomy with the need to meet commitments. Excessive 

control can become micromanagement, while too little guidance can leave people unsure of 

priorities. Empowerment does not mean stepping away from responsibility. It means agreeing 

on the result and constraints, then giving employees appropriate freedom to decide how to 

achieve it. When delegating, managers should clarify the expected outcome, deadline and 

important limits. Purposeful check-ins can then keep work visible without demanding constant 

updates. This approach supports ownership while allowing managers to identify obstacles 

early. McKinsey's research on organisational health highlights the value of empowering 

leadership alongside decisive leadership.  



Intelligent Management Vol.4 (2026) 

 

2 

 

4. Make Communication a Two-Way Practice 

Communication is especially important when plans change or problems emerge. Employees 

who work directly with customers, suppliers or operational processes may notice risks before 

senior leaders do. If they do not feel safe raising concerns, an organisation can miss useful 

information until a small issue becomes a larger one. Here, employee participative safety is 

important. Managers should listen as carefully as they explain. What could prevent us from 

achieving this, and What are we missing kind of questions invite people to identify risks and 

suggest improvements. During a change in technology, structure or responsibilities, explaining 

what is changing, why it is changing and what support is available can reduce uncertainty. This 

is part of change management in any organization. A practical habit is to reserve part of team 

meetings for one concern, one improvement idea or one obstacle raised by the people closest 

to the work. The important step is to close the loop: explain what will happen next, even when 

every suggestion cannot be adopted. This depends on leadership’s vision and communicating 

the vision to employees.  

 

5. Turn Feedback into Development 

Feedback is most useful when it is specific, timely, constructive and actionable. Telling an 

employee to communicate better gives little direction. Explaining that a client presentation 

contained useful information but addressed the client's main concern too late identifies a 

concrete change; lead with the customer's problem, then present the solution. Regular one-to-

one conversations can focus on what is going well, what could improve and one action to take 

before the next discussion. This makes feedback a tool for learning rather than something 

employees experience only as criticism. Gallup's workplace guidance also emphasises manager 

development, coaching and the connection between employees' experience of work and 

engagement.  

 

6. Build Teams That Learn and Grow 

Strong teams do more than combine individual talent. They share knowledge, challenge ideas 

respectfully and learn from experience. A marketing employee may understand customer 

behaviour while a sales colleague hears objections directly. Bringing those perspectives 

together can produce a more useful solution than keeping the teams separate.  

 

Consider Illustrative Situations:  

i) A team repeatedly misses a delivery deadline. A blame-focused response might single 

out the person who completed the final task. A learning-focused review would trace the 

whole process: Were responsibilities clear? Did a supplier delay go unreported? Were 

approvals taking too long? This wider view helps the team address the cause rather than 

only the visible symptom. 

ii) After a project, a short review of what worked, what did not and what should change 

can turn experience into organisational knowledge. The discussion should focus on 

decisions and processes rather than blame, and it should result in one or two changes to 

test next time. 

iii) People development should also extend beyond immediate performance. Employees 

can practise new skills by leading a small project, mentoring a colleague, presenting to 

another department or solving a recurring problem. Managers can ask each employee 

which skill they want to develop over the next six months and identify a real work 

opportunity to practice it. 
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7. Measure What Matters 

Performance measures should help teams understand progress, not distract them with numbers 

that do not support decisions. Depending on the organisation's goals, useful indicators may 

include sales growth, customer satisfaction, project completion, quality, productivity or 

employee retention. If customer complaints rise, the first question should not simply be who is 

responsible. Managers should investigate what changed: training, workload, product quality, 

communication or process design may all be relevant. For each major objective, teams should 

select two or three meaningful measures, review them regularly and use changes as a starting 

point for discussion. Numbers are most useful when they prompt better questions and lead to 

action. 

 

8. Conclusion: Make Sustainable Performance a Daily Practice 

People and performance are not competing priorities. A team may deliver strong results in the 

short term, but poor communication, exhausted employees and knowledge held by only a few 

individuals can weaken future performance. Sustainable growth requires organisations to 

deliver today while building the capability to perform tomorrow. 

 

Effective leaders provide direction without creating unnecessary dependence. Effective 

managers create accountability without relying on micromanagement. Both communicate 

clearly, listen peacefully, give useful feedback and invest in people. These practices are visible 

in everyday choices: how work is explained, responsibility is shared, concerns are heard and 

employees are supported. When these foundations are strong, business strategy has a better 

chance of giving long lasting performance. 
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