Internal Accountability & Development Framework
Consciousness First. Performance Second. Longevity Always.

Core Principle

At 4Honeth and SHS, alignment with values and mission takes precedence over
short-term performance.

Performance can be trained, redirected, or supported.

Value misalignment, if left unaddressed, corrodes individuals, teams, and the system itself.

Our accountability model is therefore developmental, not punitive, and conscious, not
metric-obsessed.

What counts as a breach of trust is whoever doesn’t put Consciousness first. The
consciousness of our organisation is to invest in the Consciousness of our existence, you take
advantage of it and you take advantage of self and other selves.

1. Two Categories of Accountability

We distinguish clearly between two situations:
A. High Performance + Value Misalignment

B. Value Alignment + Underperformance

These are treated very differently, because they require different interventions.

2. The Nine-Month Development Cycle

(Inspired by the human gestation cycle: development before judgment)

No formal accountability cycle begins without an initial conversation to understand why
misalignment or underperformance exists.

e |If an individual refuses alignment or acts in bad faith - immediate removal



If an individual chooses development — the cycle begins

Phase 1: Education & Reorientation (Months 1-6)

For high performers who violate values:

Primary focus: values, mission, consciousness, impact
Individual is paired with a values-aligned peer or mentor
Actions and decisions are “proofread” in real time for alignment
Education includes:

o how misalignment harms the company

o how it harms collective consciousnhess

o how it ultimately harms the individual themselves

For aligned individuals who underperform:

Primary focus: skills, support, training, resources
Development plan is role-specific and case-by-case
May include:

o retraining

o demotion into a better-aligned role

o role redesign to match strengths

This phase is about investment, not evaluation.

Phase 2: Embodiment & Practice (Months 7-9)

This phase tests integration, not intention.



e Individual must demonstrate:
o sustained value alignment in action
o accountability without supervision

o coherence between role, behaviour, and responsibility

Performance and alignment are observed in lived practice, not reported metrics.

3. Decision Outcomes After Nine Months

Outcome 1: Alighment + Performance Achieved

- Individual continues and gains expanded opportunity

Outcome 2: Values Achieved, Performance Still Misaligned

- Individual is repositioned into a role where alignment is preserved
- Growth continues without harming the system

Outcome 3: Performance Achieved, Values Still Violated
- Exit from the organisation

No exceptions.
Longevity requires coherence.

4. Accountability Without KPIs

We deliberately reject KPI-based micromanagement as a primary accountability tool.
Instead, accountability is based on:

e the role the individual agreed to embody

e the responsibilities inherent in that role



e the behaviours required for that role to succeed

e the consciousness the role demands

People are held accountable to:

e who they said they would be
e what the role requires them to embody

e how their actions affect others and the system

This keeps the organisation conscious, adaptive, and human.

5. Forgiveness, Responsibility, and Removal

Forgiveness is available only where responsibility is taken.

e We invest deeply in those who choose growth
e \We support those who align but struggle

e \We remove those who perform but corrode values

Removal is not punishment.
It is system protection.

6. Why This Works

This framework:

e prevents culture rot
e rewards integrity over ego

e preserves knowledge and people



e avoids burnout and silent resentment
e creates leaders, not performers

e keeps the organisation ahead of the curve

Most importantly, it ensures that consciousness is not a slogan, but a living operating
principle.

Raw Answer:

Okay, chat, so we've covered up until internal accountability framework. Well, we touched on
what counts as a breach of trust. Now we're going to dive in more in terms of what happens
when someone either violates our values or underperforms. So when it comes to how | choose
to hold people accountable in my business is that | want to make sure that we utilise the, and I'll
take the illustration from the nine months pregnancy cycle where we're going to give six months
for them to really focus on developing and educating themselves on what they need to focus on,
obviously in the two this year, because one, it's great that they perform well, but because they
violate our values on the long run, that can be detrimental to both their performance and also
the performance of the company and the and the coherence of the company, whereas one that
aligns with the value will always have more opportunity within the company because
underperformance can be fixed with training and support and resources, or even demotion. We
can place them in a different role where we see their skills being more aligned to as we want to
preserve and prioritise those individuals who do align with our mission, who do align with our
values and the ways in which we do things. So... For those who perform well but value our
values, the six months will be to focus on the company's values and mission, so, and that will be
placed next to someone that does a line so that they can almost like proofread their actions and
show them how their action and how their well performance is in alignment with our mission, if is
there. And also, it will be important for us to show them how them not aligning can be
detrimental both to us, to consciousness, and to themselves individually as an individual,
because our whole system is built upon the understanding of human behavior and what benefits
a human to then benefit the larger humanity. So we will be educating them and they'll have three
months after that to put in practice, well, to preserve and maintain not just their high
performance, but also their alignment with our values. If after those nine months, if during those
three months, they don't align with our values and whatnot, and this is also this period, this
nine-month period will only start after conversations to understand why, because if we don't
understand why someone doesn't align with our values, we cannot understand nor really invest
into their development because it will be misplaced in the sense of if someone chooses not to
align to our values, then they will be removed in like immediately, but if they choose to give
themselves the opportunity to align, that's when then we'll be able to invest in them. And the



same goes for that which, on the The performance, if they are available and they decide to want
to develop their skills, then we will invest in them everything that we have in order to then
elevate them to the position where during those last three months, they get to really put
themselves, prove themselves and practice everything that's been learned within the six
months. And that also means that we will have specific training for both cases, so both for those
who aren't in alignment with our values and those who will have a specific training style for
those who want to perform, because obviously it depends on what they underperform on. So
that is more of a case-to-case, but for that which performs well and just violates our values, we
will have a structure that's quite clear to re-onboard them into our mission and to refocus their
attention onto what matters. And really, the focus is consciousness first, really.l also believe that
KPIs are the micromanagement part of things, so if everyone has KPIs, we will hold people
accountable to the role that they've agreed to be part of and to the responsibility of both who
they need to embody in order to be successful within the role and also the embodiments that the
role requires, the responsibilities that the role requires, and what needs to be done in order for
that role to be successful. This is how we stay conscious. This is how we prevent things, and
this is how we stay ahead of the curve, stay ahead of everything. And that's how we'll
understand whether to remove someone or not, and how we also provide forgiveness. The
responsibility and accountability are our priorities. For those who are underperforming even after
the nine months, we will move them into a different role, and if they're happy within that role,
then great. If they want to use that role as just like a way to develop wider skills and then see if
they will be in alignment with the role that they initially applied for and they initially started with
the company, then it would just be a matter of re-onboarding them on the role, on the initial role,
but at the same time, they will already have the values to back them up. So that's how we also
help our team, and that's how we make sure that we value knowledge.



