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You cannot escape 

the responsibility of 

tomorrow by 

evading it today.

–Abraham Lincoln

‘‘
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A Critical 
Component

Accountability is a critical component of success. Whether in the 

workplace or one’s personal life, accountability is one of the most 

important factors in bridging the gap between commitment and results. 

You can choose to hold yourself accountable by defining personal 

goals or objectives and outlining a pathway to get there. Or, you might 

be in a position where you’re responsible for the success of a team or 

committee, and therefore, need to hold others accountable for 

achieving specific outcomes.

Let me be clear: accountability is not about getting people 

in trouble or policing others’ actions. It is meant to be more 

supportive than discouraging, and more collaborative than 

combative. Accountability is about expectations and goals, 
clear communication, and results. 
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As an experienced leader and executive coach, I have found that the 

most successful methods for holding either yourself or others 

accountable involve mindfulness, clear expectations, and focus. It is also 

helpful for people to feel ownership of their goals and autonomy over 

their goal-achieving methods. Otherwise, the individual will feel stifled, 

controlled or micro-managed—less in control of their outcomes. 

Frankly, that’s discouraging. The type of accountability we’re focusing 

on is motivating and collaborative. And that, I’ve found, is a recipe for 

success.

Accountability: the fact or condition of being 

accountable, responsible 

Factor: a circumstance, fact or influence that 

contributes to a result or outcome

Source: Oxford Languages

https://juligeskepeer.com/


6

Accountability

Factor

n this eBook, we will discuss two types of accountability: self-

accountability and cultural accountability. Though they are different in 

some ways, these two accountability types have quite a bit in common. 

As you read these pages, keep in mind that you can adapt the examples 

to fit either style of accountability.

I

Types of 
Accountability

What is Self-Accountability?

What is Cultural Accountability?

At its core, self-accountability involves following through with personal 

aspirations and goals. No one else needs to know about these 

objectives (although they could!), and these private goals may or may 

not affect others. 

Self-accountability doesn’t have to be secret. It is possible—and 

sometimes even preferrable—to enlist support when it comes to 

achieving personal objectives.

Cultural Accountability is a broad term that can be applied to 

accountability among or between leaders and staff members, 

colleagues, family members, or even one’s community. In this context, 

people are not only answerable to themselves, but to a larger 

collection of individuals. Cultural accountability is not more or less 

important than self-accountability, just different. We work with others 

differently than when we work on our own goal/objective 

achievement. However, the core accountability principles remain the 

same (which we will discuss later in this eBook).
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Have you ever been part of a workplace that lacked accountability? Or, 

have you known a family whose children were never held accountable 

for their actions? It’s possible everything ran smoothly in these 

scenarios, but it’s probable that trouble occasionally (or frequently) 

ensued. 

There are several reasons for emphasizing 

accountability.  A lack of clear accountability can 

lead to…

Why Emphasize 
Accountability?

➢ Unmet or partially completed goals

➢ Sloppy work

➢ Missed deadlines

➢ Misunderstandings

➢ Poor interpersonal dynamics, 

drama, or tension

➢ A culture of blame or distrust

➢ Bad habits becoming engrained 

➢ A feeling of entitlement

➢ A lack of motivation
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On the flipside, successfully implementing a culture 

of accountability can lead to…

➢ Improved goal completion and results

➢ Higher quality standards 

➢ Realized deadlines

➢ Greater clarity and communication

➢ Improved interpersonal dynamics and transparency

➢ A culture of trust

➢ Good habits becoming engrained

➢ Inspiration, productivity, and empowerment

Accountability is the glue that 
bonds commitment to results.

–Bob Proctor
”
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Personal Accountability
True accountability requires a willingness to accept responsibility for 

one’s actions. This applies to both self-accountability and cultural 

accountability, since in both cases, your personal accountability is part of 

the equation (for self-accountability, your personal accountability might 

comprise the entire equation!). 

Renowned leader and former NAACP President, Bruce Gordon, is one of 

the foremost experts in personal accountability. Gordon has defined the 

stages of accountability by creating an eight-rung Accountability Ladder. 

The stages of the ladder can be divided into two main parts: the first part 

embodies a victim mentality and the second part embodies 

accountability. As we climb the ladder, we move from “least accountable” 

to “most accountable.” Below are the eight rungs (descriptions on the 

next page):

https://www.youtube.com/watch?v=-mRcFdqUP_E
https://www.21square.com/2007/07/bruce-gordons-a/
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Accountable People

5. Acknowledge Reality

If someone has messed up, they admit they made a mistake, no matter 

how small their role.

6. Seek a Solution

After recognizing the situation and their role in it, accountable people will 

actively seek a solution to the problem.

Victims

1. Unawareness

The person is unaware of any type of goal or remains ignorant (whether 

intentionally or not) of problems that need to be solved.

2. Blame Others

The individual is aware of the circumstances, but does not take on any 

responsibility. Instead, they blame others.

3. Defeatism

On this rung of the ladder, the individual gives up and says, “I can’t do 

anything, so why try?”

4. Wait and Hope

Instead of proactively working toward a solution, people with a victim 

mentality wait around and hope things will work themselves out without 

their intervention.
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Accountable People (cont.)

7. Take Ownership

On this rung, an individual takes ownership of the problem. They might 

seek assistance, but they understand that they might have to work 

toward a solution on their own.

8. Make It Happen

Responsible, powerful people take concrete action and actively work 

toward a solution. 

This Accountability Ladder is one way to think about 

accountability. However, I have also researched areas of 

accountability, reflected on my own and observed experiences, 

and determined an Accountability Factor Model I prefer to 

use, which is outlined in the coming pages.
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his Accountability Factor Model was created based on research, as 

well as my observations and experience in leadership, mediation, and in 

both personal and professional environments that required a high 

degree of accountability. Time and again, I identified the three primary 

stages as the most important components of obtaining accountability.

T

The Accountability 
Factor ModelPeer Performance Solutions 

Accountability Factor Model 
 

 
 

Dissolution 

https://juligeskepeer.com/meet-juli/
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➢ The model is designed to be cyclical, since we will likely continue 

moving through it over and over as we set new goals and strive 

to meet them. The only time we leave the circle is if dissolution 

occurs (see bullet point three).

➢ These phases can be applied to ourselves (self-accountability), as 

well as others.

➢ Dissolution occurs when we forgo goals, or when we are working 

with others who fail to meet the stated group objectives and we, 

therefore, decide to dissolve the arrangement. Dissolutions may 

occur if a staff member is let go, if someone goes through a 

divorce, or if a focus or objective changes.

If you’re not quite sure how to interpret the model, don’t panic! We’ll 

discuss each section of the Accountability Factor Model in the following 

chapters. I would, however, like to cover a few model basics:

Who can use the Accountability Factor Model?

This model is flexible and can be used in a variety of circumstances. You 

might use it if you’re…

➢ A manager working on a performance plan with a member of 

your staff

➢ An individual hoping to achieve a certain goal or outcome

➢ A parent who is setting guidelines for your children

➢ A project leader motivating a team of people to complete a 

project

➢ An executive aiming to build a culture of accountability across 

the executive team and the full organization
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Collect and Reflect: When you’re working on an accountability 

plan, it’s a good idea to start by gathering information. I often call this 

“Discovery”—we can have a discovery mindset, ask discovery questions 

and inspire others to help in discovery.

We want to make sure we are gaining others’ perspectives who may be 

involved in the situation. Whether this is a staff member who has a 

performance concern, or an executive team aiming to build a more 

accountable culture, starting with dialogue is a good first step. However, 

if dialogue is to be meaningful, it’s imperative to establish safety and 

trust first, so that others know they can share their experiences and point 

of view without negative consequences. From the very beginning, 

establish a collaborative, supportive space, where you work in tandem to 

define possibilities. 

Identification
What is Identification?

The first part of the Accountability Factor Model is Identification. At its 

core, Identification is all about creating a clear pathway toward a goal. 

This critical step is used early in the process to collect information, gain 

clarity, define objectives, create an action plan, and more. Whether you’re 

quietly reflecting on personal goals OR working collaboratively with 

someone else to create an accountability plan, Identification is a 

necessary step in setting yourself (and others) up for success. 

Let’s discuss some of the components of Identification:
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If you’d like a deeper discussion on active listening, empathy, and 

compassion, you’ll find that information (and much more) in my book, 

5 Senses for Success.

After you’ve worked through a comprehensive collection process, it’s 

important to take time to think about what you’ve learned. Reflect on 

what is going well, and what isn’t. Consider the ideas surfaced. Weigh the 

options with organizational or departmental (or family or community) 

strategies in mind. Incorporate others into the reflection process, as may 

be appropriate (e.g., call upon HR expertise when a performance issue is 

at hand; check with the executive leader when a department goal is 

potentially going to shift; brainstorm with the other parent when a child’s 

behavior is an issue). After collecting and reflecting, you’ll ultimately need 

to prioritize specific desired outcomes and create an action plan through 

using the subsequent steps outlined in this Identification section. 

Whenever possible, incorporate those who will be responsible for 

achieving goals into the establishing of goals.

Keys to Gathering Information:

➢ Practice active listening

➢ Be inquisitive—ask the other person(s) about their experiences

➢ Try not to pass judgment or shut down others’ opinions

➢ Show support 

➢ Be transparent and candid

https://juligeskepeer.com/5-senses-for-success/
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Communicate Goals: It may seem obvious, but it is essential to discuss 

goals, desired outcomes, and/or performance expectations. Too often, people 

assume everyone is on the same page when, in reality, one person might have 

one set of expectations, while another person has a much different set of 

expectations. 

Have you ever played the game 

telephone, where one person whispers 

a phrase to someone, and that person 

passes along the message to another 

person, and so on? The phrase is often 

distorted and downright silly once it’s 

been passed between several 

individuals. In the same way, our 

words—or the meaning of our words—

can easily be misinterpreted or 

distorted by others. 

To bridge any gaps and ensure that 

goals and expectations are clear, it is 

necessary to communicate directly and 

succinctly. Ask good follow-up 

questions and repeat back what you’ve 

heard, to clarify meaning and ensure 

understanding.

If you have already set goals with an 

individual or group during a prior 

meeting, communicating observations 

on progress and developing a plan of 

action to address remaining gaps is 

critical, as well. (See more on gaps in 

the next section.)
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Identify Gaps: What does the existing state of affairs look like? And what is the 

desired goal or outcome? Sometimes, it might feel like the gap between these two 

points is quite wide. 

Once you’ve identified both points, start thinking about what you (if practicing self-

accountability) or the other person or people might need to bridge the gap.

Is there a knowledge gap?

This type of gap requires additional resources, such as online classes, access 

to information, training, or mentoring. Some of these resources might be free, 

and others could require an investment of time or money.

Is there a behavior gap?

If the goal is to modify actions or behaviors, a little more information is 

required. Why was that action performed in the first place? And what needs to 

happen to modify that behavior. For instance, if someone has a habit of 

missing deadlines, why might that be? Are they unaware of the deadlines? Or 

disorganized? Do they think someone else will pick up the slack? Do they 

struggle with procrastination? Or, are they possibly coping with a family crisis 

and having difficulties focusing?

Whatever the case, it’s prudent to understand the root cause(s) of the 

individual’s behavior. Only after gaining this understanding can you begin to 

identify a path forward to modify the behavior. 

NOTE: If prior attempts to address gaps have failed, it’s possible you 

haven’t quite pinpointed the issue. Attempt to dig deeper to identify the 

root cause and develop an action plan accordingly.
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Develop an Action Plan: Let’s say you’re a project leader who is 

working with one of your team members who chronically turns in sloppy work, 

riddled with errors. You’ve already had a discussion about the issue, pinpointed 

a clear goal (writing an error-free report next month), and discussed the root 

causes of their troubles (two young kids at home, plus a lack of confidence to 

ask for help or seek additional resources).

That’s a great start, but don’t send your team member on their way yet! The 

last component in the Identification stage is developing a thorough action 

plan.

In my experience, the best action plans have several common features. When 

you’re beginning to define a plan, keep the following best practices in 

mind:

Define deadlines

By listing specific dates for the completion of specific actions, you create clear 

expectations. Be sure to outline the consequences if the deadline is not met.

Make it clear

Make sure the objectives and expectations are precise, communicated in clear 

and direct language, and that everyone is on the same page regarding goals 

and expected results.

Create SMART goals

SMART is an acronym for Specific, Measurable, Achievable, Relevant, and Time-

Bound.  Following these guidelines is a great rule of thumb. The acronym is 

fairly self-explanatory, but keep in mind that “Measurable” does not necessarily 

mean gauging someone’s performance with a number (although it certainly 

could!). More on this in the Traction section…

Keep it simple

Don’t overcomplicate things by adding in extra goals, setting too many 

deadlines, or assigning an objective that requires multiple, complex steps.

Recap the discussion 

I’m a big believer in recapping conversations in a follow-up email. The email 

can be short, but should contain a few key elements: The main discussion 

topics, the stated goal(s), the deadline, and specific action items. 
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Conviction
You might do everything right in the Identification phase of the 

Accountability Factor Model, but if you—or the individual with whom 

you’re working—lacks conviction, the plan will likely fail. 

Some of the core components of developing conviction include adopting 

the proper mindset, building trust, and motivating/influencing.
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Adopting an Encouraging Mindset: When you enter into a conversation 

with another person and begin to co-create or co-develop an accountability plan, it’s 

wise to seek a connection. What are your commonalities—the reasons you both 

want this plan to succeed? You might also think about connection in terms of 

“rapport.” How easily can you communicate with the person across the table, and 

how might you improve your rapport? 

Having the proper mindset also involves being compassionate. Make it clear that 

you genuinely care about the other person (or yourself, if you’re practicing self-

accountability) and you want them to succeed. (Learn more about developing your 

Emotional Intelligence, or EQ, in my book, 5 Senses for Success.)

Do not blame the other person—or yourself—for mistakes or pitfalls. In 

my mediation work, I’ve witnessed time and again how blaming 

someone can spur defensiveness or cause them to completely shut 

down. Instead of assigning blame, discuss the issues at hand using facts, 

as well as neutral or compassionate language. For instance, instead of 

saying, “Turning in your work late is causing a lot of stress among the 

team,” try saying, “Your assignments have been late recently. Let’s talk 

about why that’s the case and what I can do to help.”

https://juligeskepeer.com/5-senses-for-success/
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Lastly, you need to believe in the individual’s capacity to make the 

change or get the job done. When you wholeheartedly buy in to 

someone’s abilities and demonstrate your belief in them, they will have 

encouragement to begin believing in themselves. 

Building Trust: To rework an old adage: The best time to build 

trust was yesterday; the second-best time is now. Developing trust is a 

process that often requires a good deal of time and attention. Some 

people are naturally trusting, while others need a good long while to 

develop trust. Either way, you can begin to foster a trusting relationship 

with others by engaging in some of the following activities:

➢ Follow through with commitments

➢ Respect confidential information 

➢ Avoid gossip

➢ Listen carefully to what others have to say, even if it’s difficult to 

hear

➢ Give others credit whenever it’s deserved

➢ Encourage conversation, but don’t press for private information

When trust is established, conversations involving accountability will go 

smoother and become more relaxed than if the trust isn’t there in the 

first place.

If you can create safety, you can talk with 
almost anyone about almost anything — even 

about failed promises.

–from Crucial Accountability by Patterson, 

Grenny, Maxfield, and Switzler

”
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Motivating/Influencing:

Motivating goes beyond cheerleading. 

Influencing can occur within a direct 

reporting line or outside of it. Motivation 

involves inspiring someone’s internal 

motives, while influencing involves 

having an influence or impact on 

something. These concepts are closely 

tied together, and can be applied both 

to yourself and to others. Effectively 

motivating or influencing involves 

regularly delivering encouraging 

truths (people can see through lies or 

exaggerations!) and lending support. 

Make sure you are specific in your 

interactions (or self-talk) and give 

reasons for why you believe in the other 

person and trust in their abilities. 

Find a few examples on the next page…
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➢ I know you can succeed because you demonstrated your capabilities 

during [insert example].

➢ We’re halfway to the deadline in our accountability plan! I’m 

confident you’ll succeed because I’ve already noticed progress in 

[insert example].

➢ I know this plan is realistic for you because you have the tenacity 

and willpower to succeed. I’ve seen it time and again with [insert 

example].

➢ I’m excited about your progress, specifically [insert example].

Remember: modeling is one of the best motivating or influencing 

strategies there is. When we model what we want to see—we follow 

through, we put in the extra time, we demonstrate how much we care—

it often inspires others to duplicate the behaviors or actions.
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Specificity: Imagine you’re on a running track, but all the lines have 

disappeared and the track is no longer shaped like an oval, but stretches 

in a straight line with a number of offshoots and no signage. You’re 

asked to run 400 meters, but you have no idea where the 400-meter 

mark is, or which exact pathway will lead to your destination. The 

absence of such markers would be disorienting, and you would likely 

struggle to determine exactly where to go and when to stop. You also 

would have little sense of your progress (Have I passed the 100-meter 

mark yet? Am I on the correct trajectory?).

Traction
At this point, you have a solid plan and the conviction to achieve it, but 

there’s still one missing ingredient: Traction. Traction involves taking 

action and maintaining that action. It’s easy to run out of steam or feel 

rudderless if you’re unsure of your progress or trajectory. 

To gain Traction and make clear advancements toward one’s objectives, 

it’s a good idea to keep the following components in mind.
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This example is meant to illustrate a simple fact: 

Guideposts and metrics are important for Traction.

Some objectives are easy to measure. If one’s goal is to increase 

customer sales by 15% during the next quarter, it’s simple to look at the 

sales numbers and figure out if the individual is on track. However, so-

called “soft skills” are more difficult to measure. How do you gauge 

whether a person has improved their communication, for example, or 

enhanced their team dynamics? In these instances, regular discussion and 

documentation of specific desired behaviors and observations is 

necessary to determine if progress is being made. For example, if 

someone is tasked with listening better during meetings, goals may 

include actively engaging in listening (not using the phone, good eye 

contact), asking good questions (questions are meaningful to 

conversation), and summarizing what is being heard (summaries are on 

point). All of these examples are specific soft-skill items that can be 

observed by a manager or other key stakeholder to provide guideposts 

that allow us to ensure progress is being made. 

The bottom line is this: The more specific the goals, the 

easier they are to track. Get specific with your objectives and 

determine which milestones to look for as the individual progresses.
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Responsible Parties: When determining action steps, it’s prudent to 

clarify which parties will be involved in an individual’s or group’s 

accountability plan. Is this something that only involves yourself? Does it 

involve a leader and a staff member? Or a broader group of individuals? Does 

HR need to be involved (which often occurs if an individual is going through a 

performance improvement plan)?

If the responsible parties—and their roles—are not clarified, people can end 

up feeling confused or disoriented. If an individual needs to regularly report 

their progress, make sure they know who will receive the report and by what 

means. If regular meetings are necessary, be sure to clarify who will schedule 

these and who will attend. I have experienced holding performance meetings 

with multiple people in the room, and it can get confusing and frustrating for 

the individual if they do not know where they should direct their comments or 

concerns.

Remember: The whole system works best when roles are clear 

and actions are documented. 
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DWYSYWD: This acronym stands for “Do 

what you say you will do.” 

Tying into the trust section (discussed in the 

Conviction chapter), it is critical to follow through 

with promises and commitments. It’s how we 

demonstrate our reliability and trustworthiness. If 

you’re a leader working with someone on your 

team and you do not fulfill an obligation, that 

conveys strong messages: “I don’t care enough to 

follow through,” or worse, “You’re not worth my 

time and effort.” These, of course, are exactly the 

wrong types of messages you want to send to 

others.

If for some reason you can’t get something done 

by the timeframe expected, get ahead of things 

by communicating what’s happening ahead of 

time, along with the new timeframe by which you 

will get the item completed. These failures should 

be rare. If you’ve demonstrated credibility over 

time, others will be understanding of the rare 

situations in which you may need additional time 

to accomplish your task.

Bottom line: Show you care. 

Demonstrate others’ value. Follow 

through.
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Status Checks: Regular check-ins are essential for keeping momentum 

and ensuring that everything is on track to achieve stated goals. Even if you 

are only responsible for keeping yourself accountable, it is a good idea to 

occasionally set aside time, reflect, and assess your progress. Questions you 

might consider include:

➢ What metrics need to be met? Which ones have already been met?

➢ Have activities progressed according to plan? Why or why not?

➢ What relevant information has been documented? What does it reveal?

➢ Does the original plan need to be reassessed or reworked? If so, can it be 

done now? What will the new plan—and new metrics—look like?

➢ What roadblocks or barriers have cropped up, and how have they been 

addressed?

Check-ins should be focused, motivating, and clarifying. It is crucial to stay on 

point and not wander into tangential topics or focus on unrelated goals. 

Sometimes, individuals will either go on the offensive, or attempt distractions, 

when confronted with evidence of poor performance. Or they might attempt 

to seize the conversation and focus on their perceived “injustices.” To deal 

with any derailing topics that may surface, acknowledge what the individual is 

saying and indicate it will be tabled either for later discussion in the group or 

for a separate conversation. Then, forge ahead with whatever you need to 

convey and address.

https://leadershipfromthearena.wordpress.com/2021/08/18/guest-post-the-hidden-power-of-intentional-reflection/
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Momentum and Trajectory: I’ve already mentioned these two 

words in this section, but they deserve a separate call-out. When thinking 

about Traction and measuring progress, consider both momentum and 

trajectory.

Momentum has to do with progress and motion. Is the individual moving 

forward toward that desired state? Are they doing so in a way that will allow 

them to achieve their goal on time? Or are they too slow or stalled out for 

some reason? If they are too slow or stalled out, how might they regain their 

Traction and begin moving forward appropriately once more?

Trajectory has to do with an individual’s path. Are they headed in the right 

direction? Or do they need to course correct? One might make progress of 

some type…but could be progressing in the wrong direction. Use regular 

check-ins to determine if the trajectory is moving toward the goal.

Another essential component of effective status checks is completing 

subsequent recaps. What has occurred? And how has that either helped or 

hindered your traction? To aid with recaps, it’s smart to document progress 

along the way (against initial goals) and take regular notes. These notes are 

immensely useful for the average, busy individual who might recognize 

something related to their progress, but forget it the next day.

If you are helping someone else with their accountability plan, try keeping a 

digital file on that person. Write relevant notes, keep progress markers (this 

could come in the form of Word documents, Excel spreadsheets, or calendars 

which mark the days the individual met their deadlines).
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Dissolution
While Identification, Conviction, and Traction are the primary avenues for 

ensuring accountability, occasionally accountability simply falters for 

some reason, and we need to move into Dissolution. Dissolution is the 

off-shoot pathway on the model depicted earlier, and it typically occurs 

for two primary reasons:

1. Change of goals or focus areas 
2. Failure to meet the agreed-upon 
objectives 

Dissolution does not have to be a tension-

filled, touchy process. If objectives and 

expectations were clear from the start, and 

status checks have occurred along the way, 

no one will be surprised if dissolution needs 

to occur. Whether we’re talking about a work 

arrangement or a marriage, dissolution might 

be the logical best path forward for all 

involved. A discontented employee (in my 

experience poor performers are also 

discontented) or spouse may find much 

greater happiness and success elsewhere, 

while allowing others to move in a more 

positive direction, as well.
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Addressing Failure: Keep in mind that just because someone fails once 

or does not completely follow through with an accountability plan, it doesn’t 

mean dissolution is the logical next step. In some cases, you’ll want to rework 

the original plan and try a different approach. However, if it becomes clear 

that the individual is not interested in making necessary changes—or you 

have reworked the plan several times, to no avail—it is probably time for 

dissolution.

In my experience, those who are uninterested in changing or improving or 

growing will often move to dissolve the relationship on their own once 

accountability practices are being employed. The simple act of taking away 

their “wiggle room” and holding them accountable for modifying unfavorable 

actions is enough for some people to say, “See ya.” Even though this reaction 

may sting (we typically hope things will improve), it is ultimately for the best 

when people make the autonomous choice to opt out.

Remember: Keep compassion and care at the center of every 

conversation and every action. It is possible to maintain positive 

relationships with individuals, even if dissolution occurs.
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Consequential Actions:

Consequences should always be clear when laying out an accountability plan or 

a performance improvement plan. As a leader, it is up to you to convey exactly 

what will happen if certain outcomes or results are NOT achieved.

Consequences might include involving HR, creating a performance 

improvement plan, implementing a demotion or role change, or even letting 

someone go. It is never easy to deliver consequences, but it is absolutely 

necessary to draw a firm line in the sand.

A word about failure to employ consequences: When we fail to hold 
others accountable, we risk losing respect and motivation from our top 
performers. To retain drive and inspiration in your topmost employees, it 
is critical to address lagging performance appropriately.

The concept of consequences is also important as a parent, articulating and 

employing consequences when needed to help youth learn. Failure to employ 

consequences can lead to young people facing struggles as an adult, when 

society places natural consequences on them. 

Enforcing consequences is more complex when working with peers, such as in 

a marriage relationship, amidst volunteer groups, and other situations where 

there are not direct lines of authority. However, the ideas can be stated as 

boundaries or what you are willing to live with or not. Consequences in any 
situation could simply mean re-addressing the topics and coming up with 
adjusted plans.

No matter the relationship, it’s about being clear and forthright in stating the 

plan and expectations.
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Forgoing/Altering Originally Planned Course: At times, an 

individual’s or group’s goals or trajectory change. Perhaps an individual is 

attempting to switch roles within a company, or maybe their role can be 

redefined to focus on the individual’s strengths, while offloading the weaker 

areas to someone else who excels in those. When handling a group project, it 

is possible to reprioritize or identify new goals by using what you’ve learned 

during status checks or in completing an environmental scan. Whatever the 

case, it is sometimes necessary to either adjust or completely forgo the 

originally planned course. 

If this happens, understand that the original work was not for “nothing.” It was 

vital to undergo this work to determine that the path was not quite right and 

needed to be altered. As always, try to approach a course change from a place 

of compassion. If a shift is what’s best for the individual or group, it is up to 

you to offer support and encourage the change. Be clear with what is 

remaining, what is shifting, and what the new expected outcomes and 

measurables are. This is where we can find ourselves looping back through 

the cycle of Accountability, as depicted earlier.
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Wrapping Up
Enforcing accountability for yourself or others is no easy task! As you’ve 

discovered through the Accountability Factor Model, it is a multi-faceted and 

often time-consuming process. But, is it worth it? Absolutely.

Your accountability efforts today will pay dividends tomorrow. Workplaces, teams, 

relationships, and personal goals can all benefit tremendously from intentionally 

creating an accountability plan.

Use the Accountability Factor Model and these chapters as a guide. Start by 

employing Identification practices to create a clear pathway toward your goal. 

Then, reframe your thinking by using the steps outlined in the Conviction
section. After that, plot your guideposts and measurables with Traction.

In certain circumstances, you will also need to engage in Dissolution. 

Fortunately, this is a rare course of action that can often be avoided.

Though managing this process takes time and effort, it is hugely rewarding and 

feels GREAT to fulfill your own goals or to help others’ reach theirs. How could 

improved accountability benefit YOUR personal or professional life?
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Meet Juli
Juli Geske-Peer is the founder and president of 

Peer Performance Solutions. As a visionary and 

leader, Juli's particular expertise is in 

facilitating exceptional leadership, guiding 

successful relationship practices, and fostering 

accountability and goal achievement. Her work 

has garnered praise from clients and 

colleagues.

Peer Performance Solutions
Peer Performance Solutions has one 

unified goal: Enhancing individual and 

organizational performance. We offer a 

unique blend of business services 

centered on strategizing to build 

organizational success, enhancing 

leadership and communications, and 

improving processes and operations.

Juli has formal degrees in Communications (BA) and Organizational Leadership 

(MA). Additionally, she is certified as both an Executive Coach and an Emotional 

Intelligence Coach, is a Qualified Neutral for the State of Minnesota (conflict 

mediator), and has obtained additional certifications in Conversational 

Intelligence (CreateWe Institute), Extreme Leadership (Extreme Leadership 

Institute) and Train-the-Trainer techniques (University of Minnesota).

Juli is the author of the Amazon Bestseller, 5 Senses for Success: Strategies to 
Thrive in Any Arena.

Find more success-building tips in my book!

Kirkhouse Publishing

Amazon

Barnes & Noble

More from PPS:

• PPS Blog

• Articles

• LinkedIn

• Instagram

• Twitter

• Facebook

https://juligeskepeer.com/5-senses-for-success/
https://www.kirkhousepublishers.com/product-page/5-senses-for-success-by-juli-geske-peer
https://www.amazon.com/gp/product/B093XRPBG3?pf_rd_r=4JS1JP32QH835WYRCTT7&pf_rd_p=5ae2c7f8-e0c6-4f35-9071-dc3240e894a8&pd_rd_r=adf8ab9b-7380-4160-84bf-9c50cffb4573&pd_rd_w=7u8jI&pd_rd_wg=lce3F&ref_=pd_gw_unk
https://www.barnesandnoble.com/w/5-senses-for-success-juli-geske-peer/1139526599?ean=9781952976131
http://peerperformancesolutions.com/blog/
https://juligeskepeer.com/articles/
http://www.linkedin.com/in/
https://www.instagram.com/juligeskepeer/?hl=en
https://twitter.com/JGeskePeer
https://www.facebook.com/peerperformancesolutions/
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Thank you 
for reading.


