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Real Habits. Real Results. 
Which leadership behaviours, if your managers truly lived them 
every day, would change your results most?

Habits and trust decide  
whether transformation happens
Companies are asked to transform faster, with 
tighter budgets and less certainty. That pressure 
lands on managers. Two things decide whether 
they convert it into business and human 
performance: the trust they generate, and 
whether the behaviours that matter are actually 
lived in daily work.

Both are usually invisible. Annual surveys measure 
sentiment once a year; classroom programmes 
produce satisfaction scores, not different behaviour 
in the moment that counts.

This is not a parallel track. Your strategy, your 
organisation, your culture and your leadership 
model are the starting point — translated into 
observable behaviours in the flow of work.

Why managers? Because change 
spreads by example
Every successful transformation rests on one lever 
above all: the example managers set. From the 
executive committee to the field, managers are the 
behaviour the rest of the organisation reads. When 
managers visibly move, the organisation moves. 
That is why this journey addresses managers — all 
of them, not a selected few.

What we do
1.	 �Identify the habits that make the difference 

for the results you want — drawn from your 
strategy, your culture, your leadership model, 
your challenge.

2.	� Make them visible. Trust and behaviours, 
measured continuously and lightly, in the flow  
of work.

3.	� Strengthen them where they happen — in 
the daily work of your managers, with practical 
support through their day.

4.	� Give leadership a live habit & trust dashboard — 
per cluster and for the organisation as a whole. 
Individual results stay personal; clusters are  
sized to protect anonymity. Confidentiality is 
what makes it safe — and what drives adoption.

Who this is for
Company leaders who need strategy to show up in 
daily behaviour and in business results — and who 
want culture movement they can demonstrate, 
without pulling managers out of work.

Success shows up in two places at once: better  
sales and profit, better engagement and 
collaboration — and managers who feel clearer, 
better supported and stronger in their day.



An ally through the manager’s day —  
not a 360° for the happy few
The Habit Builder is an AI-driven digital tool that sits in the 
manager’s pocket. It works in the here and now: preparing a 
difficult conversation, landing a meeting, turning a bad morning 
around — and going home with energy left.

For every target behaviour, it offers short five-minute modules 
the manager can use in the moment: how to give difficult feedback, 
how to share a vision, how to connect tasks to strategy. A manager 
can tell it when the next difficult moment is coming, and receive 
exactly the preparation they chose, timed to arrive just before.

That is what makes it an ally, not an obligation: practical support, 
clarity and confidence through the day — good for performance, 
and good for the manager’s own well-being and loyalty.

02

Up to ~60 habits  
in the daily routine, 
grouped under  
a handful of 
core capabilities.

Around that daily help runs a light feedback loop: short, fully anonymous input from 
colleagues the manager appoints — on the selected behaviours and on trust. Seven 
minutes per respondent, not an hour. The feedback is personal; nobody else sees it, 
and all data handling is GDPR-compliant. That mirror builds self-awareness — and in 
practice, managers ask for more feedback than the journey requires.

Classic 360° feedback is heavy and expensive, so companies reserve it for a small 
group of senior executives — once every few years. Why would you limit the benefit 
of feedback to the happy few? Here, every manager gets it — continuously, and 
with in-the-moment support on top. That is what makes behaviour move at the scale 
of an organisation rather than at the scale of a committee.

Classic 360° Habit Builder

Reserved for a few senior executives Available to every manager, at scale

Looks at the past Helps in the present — and feeds back continuously

Administered centrally, once Triggered by the manager, in one click, in the flow of work

45–60 min per respondent 7 minutes

Abstract leadership model Observable behaviours in real work

A report, filed A personal mirror — nobody else sees it

The journey
The Effective Leadership Habits Journey runs  
in three phases:

Design — 2 to 6 weeks. Interviews and insight 
gathering. Shape the context: why the change, where 
the company is heading. Define where behaviour 
needs to move — from today’s habits to the ones 
your strategy requires — and how success will  
be measured, in relation to your culture, your 
leadership model and the references you already use.

Develop — 2 to 6 weeks. Configure the Habit 
Builder. Design the initial development journey  
and plan the cohorts.

Deploy & steer — 6 to 9 months. Two distinct 
strands run in parallel:

•	� The Habit Builder (AI, digital): daily help —  
five-minute modules and continuous feedback 
for each manager.

•	� The development journey (human): deliberately 
minimal at the start — onboarding, learning, 
coaching, and where needed, fixing the processes 
or signals that work against the desired behaviours.

Steering connects them: the data shows which 
habits are taking root and which are not, so every 
development action is targeted. You invest where 
the data says it matters — nowhere else.

The user’s interface  
of the Habit Builder.



Large-scale evidence: Ahlsell Group
A deployment across 800 managers, sustained through  
three budget cycles on the strength of the results.

The company
A Nordic B2B distributor: €4.5 billion revenue, 
7,500 employees, with a community of roughly  
800 managers in scope.

Renewed when budgets tightened
The strongest test of value is what survives  
a downturn. Leadership development is usually  
the first line cut when conditions harden. Here it 
was renewed — through successive budget cycles, 
including a period of company-wide cost discipline, 
and reconfirmed at board level each time.

“ That decision was not taken on satisfaction 
scores. It was taken on the same basis as any 
other capital allocation ”.

The results
800 managers in scope; 530 have graduated as 
Future Ready Leaders.

•	 �5.7x ROI estimate on total cost of ownership 
from the first 320 graduates (2024 - 2026), 
through more effective leadership

•	 �+ 3.72 per person higher engagement in 
teams led by graduated managers

•	 �74% of managers consistently exhibit key 
strategic habits in the flow of work

•	� Top 3 finalist for the transformation of the 
year 2026 by the Swedish Learning Association

“ To be better today than yesterday, our 
leaders need to continuously improve  
by developing themselves, their teams, 
and the business. In a time of complexity 
and volatility, leadership is how we win.”

Claes Seldeby  
Ahlsell Group CEO 

“ To succeed with our sustainability 
agenda, we need to lead change — from 
the inside out. It starts with our leaders. ”

Monica Aune 
Chief People & Culture Officer
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Management view over a sample of 40 senior managers 
between Jun 2024 to Feb 2026
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Proven technology, 
proven at scale
Ahlsell is a very documented journey. 

The technology beneath it, built by our technology 
partner, is deployed at scale in organisations 
including Volvo Cars and PwC.

Precise, adaptable —  
and deployed with care
The system is precise: every habit is followed and 
reinforced individually. And it evolves with you — 
if your strategy shifts, a new priority emerges or 
AI changes the way you work, behaviours can be 
refined or added along the way, without restarting 
the journey.

This is a powerful tool, and adoption depends on 
trust. We build that trust by designing the journey 
together with your people — so that managers 
understand the why, see what’s in it for them,  
and trust that personal data remains personal  
and protected. Getting this right is a large part  
of our role.

What the data reveals sometimes points to a next 
step — deeper culture work, team effectiveness, 
organisational design. That is your choice, when  
and if the data makes the case.

Visibility per cluster
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Individual pre and post habit and trust data

The first step is a conversation. Forty-five minutes 
to look at your strategy and name the handful of 
behaviours that would move it. No obligation — and 
useful either way.

Collective power for transformation — built one 
behaviour at a time.

Detailed view of 40 senior 
managers habit and trust 
evolution over their 9-month 
journey. The same visibility 
exists for any cluster or for 
the organisation as a whole — 
always anonymised.
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