[image: ]



Operational Coherence Index™
Report Suite Guide
How to Understand OCI Assessment Outputs, Dashboards, and Diagnostic Reports














Prepared for Executive Sponsors and Leadership Teams
Version 1.0 | 2026


Copyright and Use
Copyright © 2026 Stability Edge, LLC. All rights reserved.
Operational Coherence™, Leadership Control Architecture™, Operational Coherence Index™, Decision Spine™, Execution Cadence™, Visibility Layer™, Friction Radar™, Command Core™, Leader System™, Stability Architecture Advisory™, and Stability Operating System™ are trademarks or proprietary intellectual property of Stability Edge unless otherwise noted.
This guide is intended for executive education, assessment orientation, and client planning. It is not intended as legal, regulatory, financial, or clinical advice. Sample reports are illustrative and should be read as examples of the OCI reporting experience. Actual client reports will reflect the assessment data, participation mix, organizational context, and scope of engagement.


Purpose of This Guide
This guide explains what leaders receive through the Operational Coherence Index™ reporting process, when each output becomes available, what each report is designed to do, and how executives should use the findings.
The Operational Coherence™ Executive Guide explains the framework. It defines Operational Coherence, describes Leadership Control Architecture, introduces the six control points, and explains why healthcare organizations need a stronger leadership architecture during continuous transformation.
This guide serves a different purpose. It explains the reporting experience. It helps executive sponsors, leadership teams, and internal project owners understand how to move from individual assessment results to aggregate dashboard findings, then from dashboard findings to Stability Edge diagnostic interpretation and action planning.
The simplest way to read the OCI report suite is this: the individual result creates personal reflection; the dashboard creates aggregate visibility; the diagnostic report creates executive interpretation; and the debrief turns interpretation into focused action.
How This Guide Fits with the Executive Guide
The Executive Guide should be read first by leaders who want to understand the intellectual and practical foundation of Operational Coherence. This Report Suite Guide should be used after that foundation is clear, especially when a prospect or client is reviewing sample outputs or preparing to launch the assessment.
The Executive Guide answers: Why does Operational Coherence matter, and what leadership architecture preserves it?
This Report Suite Guide answers: What will I receive, when will I receive it, why does each output exist, and how should we use it?
The two guides are companion documents. They should not duplicate each other. The Executive Guide teaches the framework. This guide explains the sequence of reports and the way leaders should interpret them.


Executive Overview: The OCI Reporting Experience
The Operational Coherence Index™ Assessment produces several outputs because different users need different views at different points in the client journey. A single executive completing the assessment needs a personal result. An executive sponsor needs an aggregate dashboard once enough participants have completed the assessment. A leadership team needs downloadable summaries and visuals that make the findings discussable. Stability Edge then uses the aggregate evidence to create a diagnostic interpretation that supports a focused executive debrief and advisory roadmap.
The reports should be understood as a connected suite rather than separate products. Each output adds a different level of insight. None should be treated as the entire diagnostic picture by itself.
1. Individual Result: helps one leader reflect on their own perception of operational coherence.
2. Executive Dashboard: shows aggregate results after sufficient participation.
3. Dashboard Downloads: provide summary, narrative, and visual formats for leadership review.
4. OCI Diagnostic Report: translates patterns into architectural interpretation and improvement opportunities.
5. Diagnostic Slide Deck: supports a facilitated executive debrief and next-step planning.


Why There Are Multiple Report Types
The OCI Assessment does not produce multiple outputs to create complexity. This structure allows each output to do its own job. The reporting experience moves from reflection, to visibility, to interpretation, to action.
Early in the process, the goal is individual engagement. The executive or leader taking the assessment should immediately receive enough feedback to understand their own perspective and see why broader participation matters. At that point, the value is reflection and curiosity, not organizational diagnosis.
After at least five participants have completed the assessment, the reporting experience changes. The executive sponsor can begin reviewing aggregate patterns. This threshold matters because Operational Coherence is an organizational condition, not merely an individual opinion. Multiple responses allow the dashboard to show how leaders are experiencing the organization across functions, levels, and control points.
Once aggregate reporting is available, the dashboard outputs help leaders see the organization at several levels of resolution. A one-page summary creates quick orientation. A detailed dashboard report explains the findings in narrative form. A dashboard slide set makes the findings easier to discuss in an executive meeting.
The Stability Edge Diagnostic Report adds another layer. It is not merely a longer version of the dashboard. It is the consultant-grade interpretation of the evidence. It examines how patterns interact, which risks deserve executive attention, and which improvement opportunities are most likely to strengthen Leadership Control Architecture.


The OCI Reporting Pathway
The reporting pathway follows a natural progression. It begins with the individual experience and ends with focused leadership action. The sequence should be explained to prospects before the assessment begins so they understand why participation matters and what will happen after results are available.
1. Individual Result
An executive or leader completes the OCI Assessment and receives immediate personal results. This creates awareness and gives the participant a first view of how they perceive the organization across the six control points.
2. Aggregate Dashboard
Once at least five participants have completed the assessment, aggregate reporting becomes available to the authorized executive contact. The dashboard shows organizational patterns rather than individual answers.
3. Downloadable Dashboard Outputs
The executive contact can download a one-page summary, a detailed dashboard report, and a slide set of graphs. These outputs support internal review and leadership discussion.
4. Stability Edge Diagnostic Report
Stability Edge reviews the aggregate evidence and generates a diagnostic interpretation. This report identifies architectural patterns, risks, and improvement opportunities.
5. Executive Debrief
Stability Edge facilitates a leadership discussion using the diagnostic report and slide deck. The purpose is to create shared understanding and select the first improvement priorities.
6. Advisory Roadmap
The findings inform the next phase of work, which may include Stability Architecture Advisory™, focused 30/60/90-day improvement work, and future remeasurement.



Report Matrix
The following matrix explains each output in the OCI Report Suite. The names are intentionally simple so executives can quickly understand what they will receive and how each item should be used.
	Report / Output
	When Available
	Primary Audience
	Format
	Primary Purpose
	How to Use It

	Individual OCI Result
	Immediately after completion
	Individual participant
	On screen; printable or downloadable
	Provides a personal view of how one leader perceives the organization.
	Use for reflection and to introduce the value of broader team participation.

	Executive Dashboard View
	After 5+ participants complete the assessment
	Executive sponsor or authorized contact
	Online dashboard
	Shows aggregate results, control point performance, perception gaps, profile, and risk patterns.
	Use to orient the sponsor to the organization-level pattern.

	One-Page Executive Summary
	From the dashboard after 5+ responses
	CEO, executive sponsor, senior team, board-facing sponsor
	PDF
	Provides a fast snapshot of overall OCI score, organizational profile, control points, perception gaps, risk heat map, narrative, and top priorities.
	Use as a briefing page or discussion starter.

	Detailed Executive Dashboard Report
	From the dashboard after 5+ responses
	Executive sponsor and senior leadership team
	PDF
	Provides a fuller narrative interpretation of the aggregate dashboard findings.
	Use for internal review before the Stability Edge diagnostic debrief.

	Executive Dashboard Slide Set
	From the dashboard after 5+ responses
	Executive team or transformation leadership group
	Slides / PDF
	Presents graphs and visuals in a meeting-ready format.
	Use to facilitate internal conversation about the data.

	OCI Diagnostic Report
	Generated by Stability Edge after aggregate review
	Executive leadership team
	PDF
	Provides consultant-grade architectural interpretation, risk analysis, priority opportunities, and action guidance.
	Use as the primary document for debrief, prioritization, and advisory planning.

	OCI Diagnostic Slide Deck
	Generated by Stability Edge for debrief
	Executive team in facilitated session
	Slides / PDF
	Presents diagnostic findings in a facilitated executive format.
	Use to align leaders and define the first 30/60/90-day work.






How to Read the Individual OCI Result
The individual result is the first output a participant sees. It is designed to create immediate insight without pretending to diagnose the whole organization from one person’s perspective. It shows how that participant perceives the current condition of the organization across the six control points.
The individual result is useful because it gives executives a personal experience of the assessment. A sponsor who completes the assessment can immediately see the logic of the framework and understand why broader participation is necessary. The result should help the participant ask better questions, not draw premature conclusions.
Individual results should not be used to evaluate a leader, compare individuals, or infer organizational truth from one response. The assessment becomes more powerful when multiple leaders participate and the system can identify aggregate patterns, perception gaps, and recurring evidence across the leadership group.
• Use the individual result as a personal reflection tool.
• Do not treat one individual result as an organizational diagnosis.
• Use the result to invite broader participation from leaders who hold different views of the organization. 
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How to Read the Executive Dashboard Outputs
The executive dashboard becomes available after sufficient participation. At that point, the assessment shifts from individual reflection to aggregate visibility. The dashboard is designed to help the executive sponsor see the organization as a system, not as a collection of isolated responses.
The dashboard view should answer several questions quickly: What is the overall OCI score? Which control points appear stronger or weaker? Are different leadership levels seeing the organization differently? What profile best summarizes the current operating pattern? Which risks appear most acute? Which priorities should leadership discuss first?
The dashboard outputs should be read as a structured baseline. They are strong enough to begin an executive conversation, but they are not the final interpretation of the work. The diagnostic report and executive debrief add context, architectural reasoning, and prioritization.
The One-Page Executive Summary
The one-page executive summary is designed for fast orientation. It should allow a CEO, sponsor, board-facing executive, or leadership team member to understand the basic picture in a few minutes.
This output typically includes the overall OCI score, organizational profile, six control point scores, perception gaps, risk heat map, executive narrative, and top improvement priorities. Its value is compression. It does not explain everything. It shows enough to focus attention.
Use the one-page summary when a leader needs a quick briefing or when the sponsor wants to introduce the findings before a deeper discussion.






The Detailed Executive Dashboard Report
The detailed executive dashboard report provides a fuller narrative summary of the aggregate dashboard findings. It gives more context than the one-page summary while still remaining an automated dashboard output.
This report is useful for executive sponsors and internal owners who need time to review the findings before a facilitated debrief. It should help them understand the basic pattern, the risk landscape, and the likely areas requiring leadership attention.
This report should not be confused with the Stability Edge Diagnostic Report. The dashboard report summarizes the aggregate findings. The diagnostic report interprets the findings architecturally and connects them to improvement work. 
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The Executive Dashboard Slide Set
The dashboard slide set provides a visual version of the aggregate findings. It is designed for meetings where leaders need to see the patterns together. The slide set can include score visuals, control point comparisons, perception gap displays, risk heat maps, and other charts drawn from the dashboard.
Use the dashboard slide set to begin internal discussion. It is especially useful when the sponsor wants to socialize the findings with a leadership group before the Stability Edge diagnostic debrief.
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How to Interpret Scores Without Over-Focusing on Numbers
The OCI score matters. It creates a baseline, gives executives a common reference point, and allows future reassessment. It also helps leaders understand whether the organization is generally coherent, resilient with friction, strained, structurally weak, or at critical risk.
But the score is not the diagnosis. The score is a signal. The pattern is the diagnosis.
A health system can have the same overall OCI score as another organization while facing a very different architectural problem. One may be constrained by decision congestion. Another may be struggling with visibility gaps. Another may have a strong executive team but weak operating cadence. Another may show wide perception gaps between senior leaders and managers. The number helps locate the organization on a scale; it does not explain why the organization is there.
The strongest reading of OCI results moves in this order: evidence, scores, patterns, profile, narrative, priorities. Leaders should resist the temptation to jump from score directly to solution. A low score in one control point may not be the best place to begin if another pattern is creating greater system-wide drag.
• Use the overall score as a baseline, not a grade.
• Use the control point scores to identify where architecture may be under strain.
• Use perception gaps and variability to understand where leaders experience the organization differently.
• Use the narrative and diagnostic interpretation to understand how the patterns interact.
• Use priority recommendations to decide where leadership action should begin.
How to Read Performance Bands
Performance bands are intended to make the score easier to interpret. They describe the current condition of operational coherence at a broad level. They should not be used as labels placed permanently on the organization.
	Score Band
	Interpretive Label
	How to Read It

	80-95
	Coherent
	The leadership architecture appears to preserve coordinated action effectively under pressure.

	65-79
	Resilient with Friction
	The organization is generally holding together, but important friction or strain is visible.

	50-64
	Strained
	The organization remains functional, but coherence requires increasing effort and leadership attention.

	35-49
	Significant Structural Weakness
	Leadership architecture is not reliably preserving coordination, visibility, and execution.

	0-34
	Critical Risk
	The organization shows severe architectural weakness that may threaten sustained performance.



How Perception Gaps Should Be Read
Perception gaps are among the most important elements of the OCI report suite. They show whether leaders at different levels, functions, or locations are experiencing the organization in the same way.
A perception gap does not prove that one group is right and another group is wrong. Executives may see enterprise priorities and governance structures more clearly. Managers may see workflow friction, workaround patterns, and operational drag earlier. Clinical leaders may see adoption strain that does not yet appear in formal reporting. Technology leaders may see system constraints that operational leaders experience only as delay.
The value of a perception gap is not accusation. The value is inquiry. When senior leaders rate a control point much stronger than managers, the leadership team should ask what senior leaders may not be seeing. When managers rate an area more positively than executives, the organization should ask whether local adaptation is stronger than enterprise reporting suggests.
Perception gaps help leaders find where reality may be moving unevenly through the organization. In that sense, they are often early warning signals. A large gap may indicate visibility problems, truth flow barriers, inconsistent operating conditions, or differences between formal design and lived experience.
• Do not use perception gaps to blame a group.
• Use perception gaps to ask where the organization is seeing itself unevenly.
• Look for repeated gaps across several control points rather than overreacting to one difference.
• Ask whether the gap reflects different information, different incentives, different exposure, or different levels of operational strain.
What the OCI Diagnostic Report Adds
The OCI Diagnostic Report is the premium interpretive artifact in the report suite. It is generated by Stability Edge after reviewing the aggregate evidence and is intended to support an executive debrief, priority selection, and advisory roadmap.
The diagnostic report adds value because it moves beyond describing the data. It explains what the data suggests about the organization’s Leadership Control Architecture. It identifies the architectural issue underneath the symptoms, the risks that may follow if the pattern continues, and the highest-value opportunities for improvement.
For example, a dashboard may show weak scores in Decision Spine and Execution Cadence. The diagnostic report may interpret that combination as a pattern of aligned senior intent trapped inside slow-moving decision pathways and status-heavy meeting structures. That interpretation is more useful than the scores alone because it helps leaders understand what must change in the architecture.
The diagnostic report may include an executive summary, what was observed, key organizational patterns, architectural interpretation, organizational profile, organizational risks, risk heat map, priority improvement opportunities, trajectory, assessment confidence, and detailed scoring appendix.
Architectural Interpretation
Architectural interpretation is the central contribution of the diagnostic report. It answers: what does this evidence suggest about how the leadership system is functioning?
This interpretation connects the six control points rather than treating them separately. Decision Spine, Execution Cadence, Visibility Layer, Friction Radar, Command Core, and Leader System operate as a system. Weakness in one area often affects the others. The diagnostic report explains those interactions.
Prioritization
The diagnostic report helps leaders avoid the common mistake of fixing the lowest score first. The lowest score may be important, but it may not be the highest-leverage starting point. Stability Edge prioritizes improvement opportunities based on system effect, urgency, feasibility, dependencies, and leadership readiness.
A first priority should create movement. It should reduce strain, improve visibility, clarify decisions, or strengthen cadence in a way that makes additional improvements easier.
30/60/90-Day Action Planning
The diagnostic report should lead to a practical improvement sequence. The first 30 days typically focus on clarifying the highest-leverage architectural issue and creating immediate leadership discipline. The first 60 days should begin redesigning selected routines, pathways, or forums. The first 90 days should establish enough repetition that the new discipline can become part of the leadership operating rhythm.
• 30 days: clarify the priority, name owners, define the operating change, and remove obvious friction.
• 60 days: redesign the selected leadership routine, pathway, or visibility mechanism and begin disciplined use.
• 90 days: evaluate whether the change is improving coherence and decide what should be sustained, adjusted, or expanded.
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How to Use the OCI Diagnostic Slide Deck
The diagnostic slide deck is the facilitated presentation version of the diagnostic report. Its purpose is not simply to display charts. Its purpose is to help an executive team build shared understanding and make decisions about where to begin.
The best debriefs do not turn into debates about whether a score is perfect. They use the evidence to ask better leadership questions. Where are we stronger than expected? Where are we relying on personal effort instead of architecture? Which risks are being detected late? Which decisions are reopening? Which handoffs are creating rework? Which leadership routines should change first?
The slide deck should be used in a structured executive conversation. The goal is alignment around the pattern, not agreement with every phrase. Once the leadership team agrees on the pattern that matters most, the work can move to priority selection and advisory planning.
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How Confidentiality Works
The OCI Assessment depends on candor. Participants need to know that the purpose of the assessment is to identify organizational patterns, not evaluate individual performance.
Individual responses should not be used to criticize, score, or compare individual leaders. Aggregate reporting is designed to show patterns across groups, functions, levels, and control points. When results are shared, they should be discussed as system signals rather than personal judgments.
For small executive groups, absolute anonymity may be difficult to guarantee because participants may represent distinct roles or functions. The stronger and more accurate promise is disciplined confidentiality. That means individual responses are not used as personal performance evidence, and findings are reported in ways that support organizational learning rather than blame.
Sponsors should explain confidentiality before the assessment begins. They should emphasize that honest input is necessary because leadership teams cannot strengthen what they cannot see. The assessment creates value only when participants describe operational reality as accurately as possible.
• The assessment is designed to evaluate leadership architecture, not individual performance.
• Reports should focus on aggregate patterns and perception differences, not individual answers.
• Comments and examples should be handled carefully, especially in small groups.
• The executive sponsor should set expectations about candor, confidentiality, and constructive use before launch.
What Happens After the Reports
The report suite is valuable only if it leads to better executive conversation and focused architecture improvement. The intended sequence is: OCI debrief, priority selection, Stability Architecture Advisory™, and possible remeasurement.
OCI Debrief
Stability Edge reviews the findings with the executive team, explains the strongest patterns, and helps leaders understand the architectural interpretation.
Priority Selection
The leadership team selects the first improvement priority based on leverage, risk, feasibility, and readiness. The priority should be specific enough to act on within 30 days.
Stability Architecture Advisory™
Stability Edge supports leaders as they strengthen the relevant control points. Advisory work may involve decision architecture, operating cadence, visibility mechanisms, friction detection routines, escalation pathways, Command Core design, or Leader System support.
Remeasurement
A follow-up OCI Assessment may be used to determine whether coherence is improving, stable, or deteriorating. Remeasurement is most useful after enough time has passed for new leadership routines to take hold.
Suggested Use by Audience
	Audience
	What They Should Review
	Best Use

	Executive Sponsor
	Individual result, dashboard view, all downloadable outputs, diagnostic report.
	Understand the full reporting pathway and prepare the leadership team for debrief.

	CEO / Senior Executive Team
	One-page summary, diagnostic report, diagnostic slide deck.
	Focus on the dominant pattern, priority risks, and first leadership actions.

	Transformation / PMO Leader
	Detailed dashboard report, dashboard slide set, diagnostic report.
	Connect findings to initiative governance, cadence, escalation, and execution routines.

	Clinical / Operational Leaders
	One-page summary, perception gaps, diagnostic findings.
	Discuss how operational reality is moving through the leadership system.

	Board-Facing Sponsor
	One-page summary and selected diagnostic themes.
	Brief governance stakeholders without overloading them with assessment mechanics.


Common Misreadings to Avoid
Treating the OCI score as a grade: The score is a baseline and signal. It should focus attention, not create defensiveness.
Assuming the lowest score is automatically the first priority: The highest-leverage priority may be the issue that most strongly affects several control points.
Using perception gaps to identify who is wrong: Perception gaps show differences in experience and visibility. They should prompt inquiry.
Confusing the dashboard report with the diagnostic report: Dashboard outputs summarize aggregate results. The diagnostic report provides architectural interpretation and prioritization.
Expecting one assessment to prove trajectory: Trajectory requires repeated measurement or strong time-based evidence. A first assessment establishes a baseline.
Treating the assessment as an employee engagement survey: The OCI Assessment is an executive diagnostic of leadership control architecture, not a general engagement survey.
Executive Questions for Reading the Report Suite
The most productive executive teams use the OCI Report Suite to ask better questions. The following questions can guide review of the sample reports and actual client findings.
• What pattern appears repeatedly across several outputs?
• Where do scores, narratives, and perception gaps reinforce one another?
• Where do senior leaders and managers appear to experience the organization differently?
• Which control point weakness is creating the greatest drag on the others?
• Where are we relying on executive effort instead of leadership architecture?
• Which finding, if addressed in the next 30 days, would create the most useful movement?
• What leadership routine should we redesign first?
• What evidence would tell us that Operational Coherence is improving?
Recommended Sample Report Packet
When sharing sample materials with prospects, Stability Edge should present the reports as a suite rather than as unrelated documents. A recommended sample packet includes:
• Operational Coherence™ Executive Guide
• Operational Coherence Index™ Report Suite Guide
• Sample Individual OCI Result
• Sample One-Page Executive Summary
• Sample Detailed Executive Dashboard Report
• Sample Executive Dashboard Slide Set
• Sample OCI Diagnostic Report
• Sample OCI Diagnostic Slide Deck
• Summary of OCI Assessment Design and Validity
The packet should be introduced simply: the Executive Guide explains the framework; the Report Suite Guide explains the reporting experience; the sample reports show what leaders receive; the methodology summary explains why the assessment produces useful data.
Closing Perspective
The OCI Report Suite is designed to help healthcare leaders move from intuition to evidence, from evidence to pattern recognition, and from pattern recognition to focused architecture improvement.
The reports should not be used to label an organization or judge individual leaders. They should be used to create a better leadership conversation about how the organization sees reality, makes decisions, coordinates action, detects friction, aligns leadership, and sustains leadership capacity under pressure.
The ultimate value of the report suite is not the number on the first page. The value is the executive clarity that follows: where coherence is strong, where strain is accumulating, what pattern matters most, and what leadership architecture must be strengthened next.
The score opens the conversation. The pattern focuses it. The diagnostic report interprets it. The debrief turns it into action.
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Operational Coherence Index™ — Aggregate Analysis — Cresta

EXECUTIVE SUMMARY

Cresta appears to be an organization with generally aigned senior leadership intent but uneven operafing
mechanics beneath it Leaders report recognizable strengths in shared priorities and consistent top-level
messaging, vet the decision system is congested, execution throughputis low, and visiilty into performance is
fragmented. Decision Integrity is weakened by committee-driven decisions, re-worked choices, and unclear
closure. Truth Flow and Visbilty are strained by conlflicting data and disconnected systems that surface issues late,
often through complaint. Learning Capacityis undercut by limited rootcause discipline and inconsistent responses
to fatigue. Coordinated Action i hindered by cross-functional handofffiction and a mesting architecture that
favors status over action. The gap between executive perceptions and those closer 1o operations is material
signalingris that leadership confidence outpaces operational reaiity.
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WHAT WE OBSERVED

Decision making often sits with committes, with reported delays tied to committae reviews and executive
avalability. Decisions are revisited due to leadership changing direction, partial acceptance, and missed
stakeholder engagement, Different leaders make different cals and topics are rehashed across meetings.

“The operating rhythm is overioaded with status meetings and insufficient decision authority, producing variable
follow through and slow cycle times. Priorities are seen as unclear by some, and action confirmation occurs
only occasionally

Visibiity s inconsistent and contested. Data lives in disconnected systems; metrics conflict; information is
Somerimes selectively presented; and issues are discovered via complaints, audits, o crises as often as through
routine reporting. Early warning lead time varies widely.

Structural friction s detected late. There s no systematic identification process; frontline concerns may not
escalate; and manual workarounds persist, The most problematic seams are strategy-loexecution, IT-o-
operations, clinical-to-administrative, and finance-to-departments.

Senior leaders report aligned prioriies and consistent messaging; however, conflicts are frequently resolved
outside formal forums or escalated, with cultural avoidance and unclear expectations allowing relationship,
considerations to override performance.

Leader capacityis mixed. Fatigue indicators include reactive behavior and vithdrawal from collaboration. These
signals are often acknowledged without action. Onboarding is unevern; development and succession practices
are present but not robust.

Perception gaps are significant. Executives consistently rate condiions stronger than managers, and functional
variance s wide {e.g., Quality and Finance more negative; IT and Medical staff more positive in select areas).

PERCEPTION GAPS BY LEADERSHIP LEVEL

o, E
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KEY ORGANIZATIONAL PATTERNS.

Executive Confidence, Frontline Skepticism

Senior leaders rate Decision Spine, Execution Cadence, Friction Radar, and Leader System notably higher than
managers. Vice president and manager ratings diverge sharply on Visibility and Command Core.

Evidence: Large cross-level gaps across five of six control points; extreme 44-point swing on Visibility between
manager and VP; 16-20+ point gaps on several others.

Evidence strength: Strong
Decision Reversal and Committee Drag

Decision ownership skews to commiltees; delays and repeated discussions are common; decisions are later
reversed or reopened due to shifting leadership direction and incomplete stakeholder buy-in.
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Fuidence: Committee ownership dominant; causes of delay include committes raview; racuent rehash;
reasons for reversal cite leadership changes, acceptance deficits

Fuidence strength: Strong
MeetingCentric Cadence with Low Throughput

Leadership time is consumed by status updates with imited authority to decide; preparation is inconsistent;
priority carity varies; action closure cycles are slow and irregular

Evidence: Majority describe meetings as status-focused with “too many meetings, too ltle action;lack of
decision authority; follow-through varies significantly

Evidence strength: Strong
Fragmented Visibility and Contested Data

Disconnected systems, conflicting metrics, and selective information flows undermine trust. Problems are:
discovered late, often through complaints, audits, or crises rather than routine detection.

Evidence: Disconnected systems most-cited barrier; reasons for low trust include conflicting/inaccurate data
‘and selective presentation; discovery via escalationy/crisis

Evidence strength: Strong
Cross-Functional Handoff Friction with Persistent Workarounds

Sea falures at linical-administrative, IT-operations, and strategy-execution interfaces lead to manual
workarounds and delays that last weeks to months.

Evidence: Handoffissues concentrated at these seams; per
until rediscoverecd.

tence of manual processes; friction often persists

Evidence strength: Moderate

ARCHITECTURAL INTERPRETATION

We see a leadership team that appears aligned at the top (Command Core relatively strong) but constrained by a
weak D

ision Spine and Execution Cadence. This creates awareness without decisive, durable action: priorities are
consistent in message, yet responsibility to decide i diffuse, closure is unstable, and operating time is consumed
by status forums with uncertain authority. That combination erodes Decision Integrity and slows Coordinated

Action,

Simultaneously,a ragile Visbilty Layer weakens Truth Flow. Disconnected data sources and conflicting metrics

mean leadership discourse risks being consistent but not consistently grounded in trusted facts

“The Friction Radar shows capacity to resolve structural problems once escalated, but detection mechanisms are

weak and ad hoc. This produces blind spots and late discovery, undarmining Visibility and Learning Capaciry.

Cross-functional seams amplify the problem. Srategy-to-execution and IT-to-operations handoffs fal o ranslate

intent into integrated plans with clear acceptance criteria. Leaders report cultural avoidance and relationship-first

tendancies that divert conflct resolurion from formal mechanisms infa informal channels and escalations. The.

result: execution drag rework, and rising fatigue signals that are acknowledged more often than acted upon.

In aggregate: Stronger Command Core without a commensurately strong Decision Spine and Visibility Layer yields
alignment without throughput, truth that travels slowily, and 2 cadence that strugles to convert ntent into
coordinated, timely execution

‘ORGANIZATIONAL PROFILE

Decision Congested

Justification: Predominance of committe ownership, recurrent rehashing across meetings, nstabilty of
decision closure, and lack of decision authority in operating forums point to congestion in the decision
pathways. The comparatively stronger Command Core and weaker Visibility Layer and Execution Cadence
supporta pattern where aligned intentis tapped in slow-moving, reversal-prone decision and meeting
structures. Cross-level perceprion gaps further suggest tha congestion effects are more acute closer o
operations.

‘ORGANIZATIONAL RISKS

Prolonged cycle fimes and dsferred value capture.

With committee-driven rework and unclear decision rights, niiatives stal or expand in scope without closure.
Opportunity costs ise and strategic timing windows narrow.

Quality and compliance blind spots.

Disconnected systems and conflicting metrics impair early detection. ssues discovered via complaints or audits
increase the lielihood of externally visible failures and corrective action burden.

Cross functional rework and cost escalation

Handoft failures and manual workarounds generate duplication, delays, and error risk, increasing
nonproductive labor and technology debt while elevating burnout risk.

Leadership capacity erosion

Meeting overload, unresolved conflicts, and fatigue signals acknowledged but not addressed reduce Leader
System resilience,risking turnover in pivotal roles and diminished Learning Capacity.
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Executive Summary

Cresta appearst be an ogarizationuith genarally aligned senior leadersipinent bt uneven operaing mecharics beneath .
Leaders report recogrizable strengths nshared prcetesand conistent topevel messaging, vt the decision rter s
congested,exccuton throughput s ows and sty into erformance i ragmented. Decision

Integity b weakened b commitee-dive deciions,re worked cholces, and unciear closure. Truth iow and

Vilily acesrlned by conficting data and tsconnected systernstht surfaceses e, often through complats.

Learning Capacity s undercut by limitd rootcause discpline and inconsisten responses o fatigue. Coordinated Actionis
Hindered by cros funciona hancof Fricton and  meeting archiectur that fovorssotus ove action. The gap btween
ecutive perception and those coser to perations s matertal sgnalng ik tha leadersip confidance outpaces operatonal
realy.

‘What We Observed

- Deciionmaking often is withcommitass, with raported delay e t commitea revieus and sxecutive avallailty.
Desiionsar revisited de 1o eadershipchangin direction, partlacceptance, and missod takeholde cngagerment
Oifferent eaders ke iferent cal and ogic are rehashed across mestings.

- The operting thythmisoverloaded with status meetings and insufficent decision authorty, podudng varabl follon-
hrough andsow cyce imes. Pririte ae zeen s unclear by some, and acton confirmation occurs ly occssonaly.

+ Visity s nconsistent and contested. Dta s in disconnected systerms; metrics confict informtion s someties.
sleciely prasentec and ssues ae discovered via complaints, audis, or eriss s often a through routine reporting. Eary
waring o tme ares widly.

. Structural Ficton’s detected e, Theref o systematcdentficaton pocess ronlin concerns may ot esclate;and
manualviorkarounds prsc. The most problematc seams are sregy-t-esecuton,T-ggaraess, dincabt-
adminisratve, and finance.1o-departments.

- Seioreaders report allgned piores and consisent messaging; howeve,conflets e frequently resohed outside formal
forums or esalted, with clturalavidance and unclear expectaionsallowing relationship considertions to overide
performance

- Leadercapacity i< mise.Fage ndcators include resctive behavior and uithdraval from collaboratio, These dgnas sre
ofen acknowiedged ithout actio. Oniboading is uneven; development and succession practice ae present but ot

ignificant, Exscutives consistently rate condltions stronger than managers, and functional varlance ks
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Your Directional Read

 

Participant · Cresta · July 2, 2026

 

These reflect your perspective, based on your responses over the past six months. They are directional 

—

 

a read on 

where you sense strength and strain in your organization's operating architecture. They are not a score, and they 

are not an organizational d

iagnosis. That comes from your full team.

 

CONTROL POINT

 

YOUR READ

 

PROFILE

 

Decision Spine

™

 

Resilient with Friction

 

Authority Diffusion

 

Execution Cadence

™

 

Significant Structural Weakness

 

Cadence Breakdown

 

Visibility Layer

™

 

Significant Structural Weakness

 

Filtered Truth

 

Friction Radar

™

 

Significant Structural Weakness

 

Friction Normalized

 

Command Core

™

 

Resilient with Friction

 

Accountability Deficit

 

Leader System

™

 

Significant Structural Weakness

 

Burnout Risk

 

WHAT STANDS OUT IN YOUR RESPONSES

 

 

 

Your responses suggest a leadership system where authority is diffused and decision rights may be unclear, 

contributing to a weakened operating rhythm and greater risk that core decisions don’t consistently translate 

into coordinated action.

 

 

The combination of filtered truth in the Visibility Layer and friction being normalized in your Friction Radar 

indicates that leadership may not have reliable forward visibility on emerging issues, increasing the risk that 

strains or risks remain undetect

ed until they escalate.

 

 

You appear to see significant weaknesses in both execution and leader sustainability, suggesting that existing 

architectural supports may not be enabling the system to effectively manage pressure or reset team energy, 

potentially amplifying burnout risks 

over time.

 


