(++), PLANETSPARK

Team Accountability System Design

A practical playbook for managers, consultants, and team leads who want to build cultures where ownership is the default — not the

exception.
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Why Accountability Systems Fail — and What to
Do Instead

Most accountability problems are not people problems. They are system problems. Leaders routinely invest enormous energy trying to
hold individuals accountable through pressure, performance reviews, or motivational speeches — and then wonder why nothing sticks.
The root cause is almost always the same: there is no shared system. Expectations are unclear, ownership is ambiguous, check-ins are ad
hoc, and consequences — positive or negative — are inconsistent. People are not lazy or irresponsible. They are operating inside a system
that was never designed to produce accountability.
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This guidebook flips the script. Instead of asking "how do | make my team more accountable?" it asks a better question: "How do |
design a system where accountability is the natural outcome?" The answer involves four interconnected pillars — Clarity,

Commitment, Cadence, and Consequence — each of which you will build, layer by layer, through the modules ahead.

What This Guidebook Solves How to Use This Guide
e Recurring missed deadlines with no clear ownership Read through once for full context, then return to
e Teams that wait to be told what to do rather than self-directing individual modules as a working reference. Use

. . . . ) the worksheets, checklists, and templates directl
e Leaders spending more time chasing updates than doing strategic work P y

with your team.
e Feedback that feels personal rather than systemic

e High performers frustrated by low accountability around them
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THE FRAMEWORK

The Four Pillars of Team Accountability

Accountability is the invisible infrastructure of every high-performing team. When it works, projects move faster, trust deepens, and
results speak for themselves. When it breaks down, the same problems resurface week after week — missed deadlines, finger-pointing,
and leaders doing work their teams should own. This guidebook gives you a complete system to design, implement, and sustain team
accountability from the ground up. Whether you manage a team of three or thirty, you will find frameworks you can deploy immediately,

templates you can adapt, and checklists that make accountability structural — not personal.

Before diving into step-by-step implementation, it is essential to understand the architecture of a well-designed accountability system.
Think of this as your blueprint. Every tool, template, and action in this guidebook maps back to one or more of these four pillars. Skipping

any one of them is like building a table with three legs — functional perhaps, but inherently unstable.
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Clarity Commitment Cadence
Every person knows exactly what they own, Ownership is actively agreed upon — not Regular, structured touchpoints create
what success looks like, and what the assigned top-down. Team members say "I rhythm. Progress is reviewed consistently
deadline is. No ambiguity, no assumptions. will do this" rather than "I was told to." so problems surface early, not at the
deadline.
Consequence

Outcomes matter. Positive results are
recognised. Gaps are addressed honestly

and constructively — every single time.

The most common mistake leaders make is overinvesting in one pillar while neglecting the others. A team with crystal-clear goals but no
regular check-ins will drift. A team with strong cadence but no real consequences will learn that accountability is optional. The system

works only when all four pillars are active simultaneously.
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Build Clarity: Define What Ownership Actually
Means

Clarity is the foundation of every high-accountability system. Yet it is the most commonly skipped step. Leaders often assume that
because they understand a goal, their team does too. Research and coaching experience consistently show otherwise. Vague instructions
produce vague results. The antidote is radical specificity — specifying not just what needs to be done, but who owns it, how success is
measured, when it is due, and what resources are available.

RACI FRAMEWORK
v

Project  Designer Developer Analyst
Manager

Use the RACI framework to eliminate ownership ambiguity. RACI distinguishes between who is Responsible (does the work),
Accountable (owns the outcome), Consulted (provides input), and Informed (kept in the loop). When everyone on the team can answer

these four questions for every major deliverable, confusion disappears.
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Define Assign RACI Set Metrics Communicate
Outcome

The final step — confirm understanding — is where most systems fall apart. Do not just send a message or update a project board. Have a
brief conversation where the team member restates what they are owning and what success looks like in their own words. This verbal

confirmation transforms passive reception into active commitment, laying the groundwork for the next pillar.

[ Pro Tip: If a team member cannot articulate what they own in one clear sentence, the goal is not yet clear enough. Go back and

sharpen it before moving forward.
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Clarity Toolkit: The Ownership Charter Template

Use this template at the start of every project, sprint, or major deliverable. Complete it collaboratively with the team member — not for
them. The act of co-creating the charter is itself an accountability intervention, as it builds shared understanding, alignment, and
commitment from the very beginning. It ensures that expectations are not just assigned but mutually agreed upon, reducing ambiguity

and increasing ownership throughout the execution phase.

Field What to Write

Deliverable Name One clear noun phrase — e.g., "Q3 Client Onboarding Report"

Owner (Accountable) One person only — the buck stops here

Success Definition Specific, measurable outcome — e.g., "Delivered by Sept 30, reviewed by 3 stakeholders,

final version approved"

Key Milestones 3-5intermediate checkpoints with dates
Dependencies [ Resources What the owner needs from others to succeed
Escalation Protocol When and how to flag if things go off-track
Reviewed & Confirmed Date of verbal confirmation conversation

[JJ Worksheet Prompt: Think of a current project where ownership feels unclear. Fill in the Ownership Charter above for that

project today. Notice which fields are hardest to complete — those are your blind spots.
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Build Commitment: Turn Assignment Into
Agreement

There is a fundamental difference between being assigned a task and committingto it. Assignment is positional — someone with
authority allocates work. Commitment is psychological — a person chooses to own an outcome. High-accountability systems are built on
commitment, not assignment. This distinction sounds subtle, but it drives dramatically different behaviour, especially when things get
hard.

When team members feel that goals were done to them rather than withthem, they comply rather than commit. They do the minimum,
wait for direction, and deflect when things go wrong. When they have co-created the goal, had input into the approach, and publicly

stated their commitment, they behave like owners — proactively solving problems and bringing energy to their work.

Assignment Culture (Low Accountability) Commitment Culture (High Accountability)

e "Your jobisto get this done by Friday." e "What do you need to make this happen by Friday?"

* Goals cascade top-down without dialogue e Goals are co-created with dialogue and input

e Team waits to be told next steps e Team self-directs and proactively updates

e When things go wrong: "No one told me that was changing." e When things go wrong: "Here is what | am doing to course-
correct."

Building commitment requires three practical habits: ask before you tell (involve team members in defining how goals will be met),
make commitments public (shared commitments are stickier than private ones — use team meetings, shared docs, or project boards),
and create psychological safety (people commit more deeply when they know that raising a problem will not be punished). None of

these require a personality change. They require a system change.
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Commitment-Building: The Team Agreement

Canvas

Run this exercise at the start of a new team project, quarter kickoff, or when rebuilding team culture. It takes 60-90 minutes and produces

a living document that the team returns to throughout the engagement.

SHARED GOAL -
(what and why)

INDIVIDUAL
COMMITMENTS -
(who owns what)

O
C

HOW WE WORK -

R Eady
(norms, comms) OR©

OO

HANDLE
(missed commitments) &

(recognition)

CELEBRATE WINS -

;\ox‘az o

o

The Team Agreement Canvas is not a document you create and file away. It is a living artefact. Post it where the team can see it — a

shared drive, a project board, or a team wall. Revisit it at the start of each major phase and update it when circumstances change. The act

of revisiting signals to the team that the agreement is real, not ceremonial. Over time, the canvas becomes the team's shared language

for accountability.

S

TEAM AGREEMENT CANVAS A
| sHARED GOALS  [ff| iNowiDuaL commitmeNTs |l WORK NORMS |
' . Our Common _ My Personal - Our Team 2
E Objectives Actions E Guidelines | S:

| BREAKDOWN PROTOCOLS |

e e
| CELEBRATION PRACTICES ||

e

Handling
Challenges

I

- How We
. Celebrate Success '

et
-

not, what norm is operating by default — and is it serving you?
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Reflection Question: Does your team currently have an explicit agreement about how you handle missed commitments? If
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Build Cadence: Design Your Rhythm of
Accountability

Accountability without cadence is wishful thinking. You can have the clearest goals and the strongest commitments in the world, but if
there is no structured rhythm of check-ins, progress reviews, and feedback, accountability will erode within weeks. Cadence is what

transforms accountability from an intention into a practice. It is the heartbeat of your system.

Most teams get cadence wrong in one of two ways. Some have too few touchpoints — quarterly reviews that come too late to course-
correct, or weekly standups so surface-level they catch no real issues. Others swing to the opposite extreme — daily micro-management
disguised as check-ins, which signals distrust and kills ownership. The goal is a layered cadence: a deliberate combination of daily

pulses, weekly reviews, and monthly or quarterly deep dives, each with a distinct purpose.

Design each layer with intention. For the weekly review, use a consistent agenda so the meeting itself becomes a ritual — not something
that gets cancelled when things get busy. In fact, the busier things get, the more important the cadence becomes. High-pressure periods

are exactly when teams most need structure to prevent individual firefighting from replacing collective accountability.
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The Weekly Accountability Review: Meeting
Template

This 30-minute weekly structure is the engine of your accountability system. Run it consistently, protect it from cancellation, and keep it

tight. The goal is not a status report — it is a shared commitment renewal.

Time

0-5 min

5-15min

15-25 min

25-30 min

Agenda Item

Check-in round

Commitment review

Blocker triage

Next week's commitments

Purpose

Each person shares one word or phrase for
how they are showing up. Humanises the

meeting.

Each person states last week's
commitment and whether it was met,
partially met, or not met. No justification

required — just honesty.

Surface the top 1-2 blockers across the
team. Decide: solve now, assign to owner,

or escalate.

Each person states one to three specific
commitments for the coming week.

Written in shared tracker.

Owner

Facilitator

Each member

Team

Each member

[ Facilitator's Rule: The Weekly Review is not a reporting meeting — it is a commitment renewal ritual. If someone says "not

met," the response is curiosity, not judgment. Ask: "What got in the way, and what do you need this week to get back on track?"
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Build Consequence: Close the Loop Every Single
Time

Consequence is the most misunderstood and most avoided pillar of accountability. Many leaders associate consequence with
punishment — a negative event triggered by failure. This misunderstanding is what kills accountability systems. In a well-designed
system, consequence means simply that outcomes are noticed and responded to — every time. That means recognising wins as

consistently and specifically as you address gaps. Without consequence, accountability becomes voluntary, and voluntary systems
always drift toward the path of least resistance.

The two sides of consequence must be in balance. If your team only ever hears about what went wrong, they will become defensive, risk-
averse, and demoralised. If your team only ever receives vague praise with no honest conversation about gaps, they will lose confidence
in the system's integrity. High-accountability leaders hold both simultaneously: they celebrate genuinely and correct directly, and they do

it consistently enough that the team trusts the pattern.

Recognising Wins — Effectively Addressing Gaps — Directly
e Be specific: name the exact behaviour or outcome e Start with curiosity: "What happened?" before "Why didn't
e Be timely: recognise within 24-48 hours of the win you?"
e Be public: team-level recognition amplifies the signal * Focuson the commitment, not the person
e Connect to impact: explain why it mattered to the team or * Co-create arecovery plan — do not just express
client disappointment

e Follow up specifically on the recovery — do not let it

disappear

The most important thing about consequence is consistency. An accountability system that responds strongly to gaps in some situations
and ignores them in others teaches the team that accountability is selective. Selective accountability is worse than no accountability,
because it introduces unpredictability and favouritism. Commit to closing the loop — every time, with every person, at every level of the
team.
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The Accountability Conversation Framework

One of the most feared leadership moments is addressing a missed commitment directly. This framework gives you a reliable, respectful
structure for that conversation — so it does not feel like a confrontation, and so it always produces a clear next step.

State the Commitment

"We had agreed that [specific deliverable] would be completed

by [date]. | want to check in on that."

Why: Grounds the conversation in fact, not feeling. No drama,

no accusation.

Listen First

"What happened? Walk me through where things are."

Why: Creates safety for honesty. You might learn something

that changes your perspective entirely.

Acknowledge the Impact

"Here is how this affected the team / client / project: [specific

impact]."

Why: Connects the gap to real consequences without making it

personal or punitive.

Invite a Recovery Plan

"What can you commit to doing to get this back on track? What
support do you need?"

Why: Returns ownership to the team member. You are a

support resource, not the rescuer.

Confirm and Schedule Follow-Up

"Let's agree on [new commitment] by [new date]. | will check in

with you on [specific date]."

Why: Closes the loop with a specific next step. The follow-up is

non-negotiable.
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Sustain the System: Make Accountability Self-
Reinforcing

The hardest part of building an accountability system is not designing it — it is sustaining it. Most well-intentioned accountability
initiatives last three to six weeks before business-as-usual reclaims the space. The leaders who build lasting systems understand
something important: accountability must be embedded into the culture, not bolted on top of it. This means making accountability
visible, rewarded, and structurally unavoidable — not something that depends on the leader's personal energy and follow-through.

Make It Visible Structural Processes

Reward Reduce Leader
Consistency Reliance

There are three levers for making an accountability system self-reinforcing. First, make progress visible through shared dashboards,
project boards, or team scorecards that everyone can see — not just the manager. Visibility creates peer accountability, which is far more
powerful than top-down oversight. Second, recognise accountability behaviours, not just outcomes. Celebrate the person who raised a
problem early, the one who proactively updated the team when plans changed, the one who asked for help before it was too late. Third,
review the system itself quarterly. Ask: is the cadence working? Are commitments specific enough? Is the consequence loop closing?

Systems need maintenance.

1. MAKE PROGRESS VISIBLE
(shared dashboards, public commitments)

O=
5. RETURN TO A
CLARITY

(renew ownership
charters)

4. ADJUST AND

2. RECOGNISE
ACCOUNTABILITY

BEHAVIOURS
(not just outcomes)

AND RESET

(update agreements, -

cadence, tools) 3. REVIEW THE SYSTEM

QUARTERLY

(is it working?)

Remember that sustainability also requires leader modelling. If you, as the manager or team lead, miss your own commitments without
acknowledgment, speak vaguely about goals, or cancel the weekly review when things get busy, your team will take these as signals that

accountability is optional at the top. The system you build will only be as strong as the accountability you demonstrate personally.
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Team Accountability Health Check: Diagnostic
Tool

Use this diagnostic at the start of your implementation journey and again every quarter. It will reveal where your system is strong and

where the gaps are. Be honest — the value is in the diagnosis, not the score.

Rate each statement from 1 (not at all true) to 5 (completely true) for your current team.

Statement 1 2 3 4 5

Every team member can name exactly what they O O O O O

own and the success criteria

Commitments are co-created, not just assigned O O O dJ OdJ
We have a regular, protected rhythm of check-ins O O O O O
Missed commitments are always addressed — not O O O O O
ignored

Wins are recognised specifically and consistently O O O O O
Progress is visible to the whole team, not just the O O O O O
manager

Team members proactively flag problems before O O O O O

they become crises

The leader models accountability as visibly as they O O O O O

expect it from others

[J Scoring Guide: 32-40 = Strong system, focus on fine-tuning | 20-31 = Functional but fragile, prioritise your lowest-scoring

pillars | Below 20 = Significant gaps — start with Clarity and Commitment before adding Cadence

https://www.planetspark.in/resources 12
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Common Mistakes and How to Fix Them

Even experienced leaders make predictable mistakes when building accountability systems. Knowing these patterns in advance

dramatically increases your chances of building something that lasts. The mistakes below are drawn from real team dynamics — you will
likely recognise one or more of them in your own experience.

Accountability as Blame

One-Size-Fits-All Check-Ins Rewarding Effort, Not
What it looks like: When something goes

What it looks like: Every team member Outcomes

wrong, the conversation centres on who is gets the same weekly 30-minute check-in,

What it looks like: Team members who
at fault rather than what broke down in the

regardless of their experience level, role, or

work hard but miss their goals receive the
system and how to recover.

current project complexity. same recognition as those who deliver

The fix: Separate analysis from The fix: Calibrate your cadence to the results. Over time, outcomes stop

accountability. Ask "what can we learn?" person and the project. A new team mattering.
member may need daily brief touchpoints.
A senior team member on a routine task

may need a fortnightly review.

before asking "who missed it?" Then make The fix: Acknowledge effort and

commitment genuinely, but be explicit that

the accountability system tracks outcomes.

a recovery commitment.

Both things can be true simultaneously.

Letting the System Lapse Under
Pressure

What it looks like: The weekly review gets
cancelled during a busy sprint. The
accountability conversation gets delayed.

Gradually, the system disappears.

The fix: Treat your cadence meetings as
non-negotiable. If the full meeting cannot
happen, run a 10-minute version. Presence

matters more than perfection.
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Real-World Application: The Consulting Team
Case Study

Consider a consulting team of seven people working on a large-scale digital transformation engagement for a manufacturing client. The
team had strong individual talent, but accountability was breaking down: deliverables were arriving late, the team lead was spending
40% of their time chasing updates, and two senior consultants were quietly frustrated that their contributions were not being recognised
while others drifted.

— Digital Transformation ——

A+0'°' il

-

Before the System

Goals assigned via email with no ownership conversation

e No structured weekly review — informal updates only

e Missed deadlines handled inconsistently (sometimes addressed, sometimes ignored)
e No shared visibility of who owned what

e Team morale declining, leader burning out

After the System (8 Weeks)

e Ownership Charter completed for all 12 active workstreams
e Weekly 30-min review established and protected

e Shared project board visible to all — updated daily

e Accountability conversations held within 48 hours of any gap

e Winsrecognised at team level weekly

Results at eight weeks: On-time delivery improved from 54% to 87%. The team lead reclaimed approximately 12 hours per week
previously spent chasing updates. Two team members who had been considering leaving reported significantly higher job satisfaction in

a pulse survey. The system did not require new tools or additional headcount. It required clarity, structure, and consistency.

"Before we built the system, | felt like | was the only one who cared about deadlines. After eight weeks, the team was holding each

other accountable before | even got involved. That is the shift | did not think was possible." — Senior Consultant, Technology Practice
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Action Checklists: Your 30-Day Implementation
Plan

Sustainable change happens in small, consistent actions. This 30-day plan breaks your accountability system implementation into four

weekly sprints. Complete each week before moving to the next. You do not need to be perfect — you need to be consistent.

Week 1: Clarity Sprint

e Complete Ownership Charters for all

Week 2: Commitment Sprint

Facilitate Team Agreement Canvas

active workstreams session

® Run one RACI mapping session e Post shared commitments visibly

e Confirm understanding with each team e Introduce the language of "l commit
member verbally to..."

Week 3: Cadence Sprint Week 4: Consequence Sprint

e Launch the Weekly Accountability e Recognise three specific wins publicly

Review e Have one accountability conversation

Set up async daily pulse format

Schedule monthly 1:1 check-ins for the

quarter

using the framework

Run the Health Check diagnostic with

your team

[JJ Week 5 onward: You are now in maintenance mode. Your job is to protect the cadence, close the consequence loop

consistently, and run the quarterly deep dive. Review the Health Check every 90 days and update the Team Agreement Canvas

when team membership or project context changes.
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Reflection Worksheet: Design Your Team's
Accountability System

Use the prompts below to design your own accountability system from scratch. This is a personal planning document — there are no right

answers, only honest ones. Set aside 30-45 minutes, preferably at the start of a new quarter or project phase.

Pillar 1: Clarity

Pillar 1: Clarity (continued)

Pillar 2: Commitment

Pillar 2: Commitment (continued)

Pillar 3: Cadence

Pillar 4: Consequence

System Design

List the top 3 deliverables your team currently owns. For each one, write the owner's

name and the success definition in one sentence. Can you do it? If not, start here.

Where is ownership currently ambiguous on your team? What is the cost of that

ambiguity? What one action would resolve it this week?

On a scale of 1-10, how much input do your team members have in setting their

own goals? What would it look like to increase that number by two points?

How does your team currently handle a missed commitment? Is the norm explicit or

implicit? Does everyone know it?

Map out your current check-in rhythm. Where are the gaps? What touchpoint, if

added, would most improve your team's accountability?

In the last 30 days, how many times did you specifically recognise a team member's
accountability behaviour (not just their output)? How many accountability

conversations did you have?

If you were to design your ideal accountability system from scratch, what would be
different from what you have today? What is the single most important change to

make first?
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Accountability Metrics

Establishing a robust team accountability system is only half the battle; the other half involves continuously monitoring its effectiveness.
Measuring accountability provides tangible insights into system health, identifies areas for improvement, and demonstrates the return on
investment for your efforts. These metrics help move accountability from an abstract concept to a data-driven reality, enabling proactive

adjustments and fostering a culture of continuous improvement.

On-time Delivery & Quality
Track the percentage of tasks, projects, or deliverables completed by their agreed-upon deadlines. Complement this with a

measure of quality, such as error rates or client satisfaction scores, to ensure accountability isn't just about speed, but also
about excellence.

participation in Weekly Accountability Reviews, or the consistent application of the Team Agreement Canvas. High adoption
indicates strong system integration.

> System Adoption Rate
Monitor the consistent usage of your accountability tools and processes, such as the completion rate of Ownership Charters,

ownership. A well-functioning accountability system should significantly reduce this overhead, freeing up leadership for
strategic tasks.

|

By regularly tracking these metrics, organisations can move beyond anecdotal evidence and build a data-driven case for the success of
their accountability initiatives. This data also serves as a crucial feedback loop, guiding continuous refinement of the system to ensure it
remains effective and relevant to team needs.

Leadership Burden Reduction
Measure the time managers and team leads spend on 'chasing updates' or resolving inter-team conflicts related to

Team Engagement & Satisfaction

Utilise pulse surveys or team feedback sessions to gauge how accountable team members feel to each other, the
clarity of expectations, and the fairness of consequence. Look for improvements in psychological safety and job

satisfaction related to transparency.
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Self-Evaluation: The Accountable Leader Profile

Accountability systems are only as credible as the leaders who run them. This self-evaluation asks you to assess your own accountability

behaviours — the ones your team is watching whether you realise it or not. Be honest. This sheet is for you.

0% 0% 0%

Rate Yourself Rate Yourself Rate Yourself
| consistently meet the commitments | When | miss a commitment, | acknowledge | give specific, timely recognition to
make to my team it explicitly and make a new one accountability behaviours — not just results

0% 0%

Rate Yourself Rate Yourself
| address gaps directly and constructively | protect the team's cadence meetings even
within 48 hours when things get busy

Fill in these bars honestly — shade them from left (0%) to right (100%) to reflect your actual behaviour, not your intention. Then identify
your lowest bar and make that your personal development focus for the next 30 days. Share this sheet with a trusted peer or mentor for

accountability on your own accountability journey.

[ Leader's Commitment: Write one specific commitment you will make to your team this week that demonstrates the
accountability you want to see from them. State it publicly at your next team meeting.
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Quick Reference: Your Accountability System at a
Glance

Pin this page, screenshot it, or share it with your team. It captures the complete system on a single page for easy reference at any stage of
implementation.

The Four Pillars

e Clarity: Every person owns one outcome with a clear success definition
e Commitment: Goals are co-created, not assigned; stated publicly
e Cadence: Daily pulse + Weekly review + Monthly 1:1 + Quarterly deep dive

e Consequence: Wins recognised specifically; gaps addressed consistently

Key Tools in This Guidebook

Ownership Charter Template (Step 1)

e Team Agreement Canvas (Step 2)

e Weekly Review Meeting Template (Step 3)

e Accountability Conversation Framework (Step 4)
e Team Health Check Diagnostic

e 30-Day Implementation Plan

o Reflection Worksheet & Self-Evaluation

) 30

Pillars Minutes/Week
Clarity, Commitment, Cadence, Consequence — all four must be The minimum weekly investment to sustain a functioning
active accountability system
8 1
Weeks to Build Owner Per Goal
Average time from system launch to measurable improvementin Never assign shared ownership without designating a single
on-time delivery accountable lead

https://www.planetspark.in/resources 19



(). PLANETSPARK

SUMMARY

Key Takeaways: What to Remember and What to
Do Next

You now have everything you need to design, launch, and sustain a team accountability system that works. The journey from intention to
embedded culture takes time — typically two to three months of consistent practice. But the compounding return on that investment is
significant: faster delivery, higher team morale, more strategic time for leaders, and a culture where people want to bring their best. Here

is what to carry forward.

Accountability is a system, not a personality trait

Stop trying to change people. Design the environment so that ownership, clarity, and follow-through are structurally inevitable.

All four pillars must be active simultaneously

Clarity without cadence drifts. Commitment without consequence fades. Build all four or plan to rebuild them.

Start with Clarity — it unlocks everything else

If you take only one action today, complete the Ownership Charter for your most important current deliverable. That single act of
specificity will produce immediate results.

. Your behaviour is the system's loudest signal

Model the accountability you want to see. Meet your commitments, acknowledge when you miss them, and recognise the

behaviours you want more of — starting this week.

Protect the cadence especially when things get hard

The weekly review is most valuable precisely when you feel too busy to run it. Pressure is not a reason to pause the system — it is

areason torely onit.

Review the system itself every quarter

Accountability systems need maintenance. Run the Health Check, revisit the Team Agreement Canvas, and ask your team what is
working and what needs to change.

You can do this — and so can your team

Accountability is not a character virtue reserved for elite performers. It is a set of learnable behaviours, supported by a well-

designed system. You have the system. Now go build it.

PlanetSpark Professional Guidebook Series | Team Accountability System Design | For working professionals across all industries and

experience levels. Save this guide, share it with a colleague, and return to it every quarter as your team evolves.
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