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Responsible Disruption: How are we managing responsible 

disruption from AI—balancing opportunity, ethics, and workforce 

impacts with clear guardrails? 

Answer 

Responsible disruption means using AI boldly but not blindly. Companies should pursue AI for innovation, 

better decisions, productivity, and new capability while setting clear guardrails around ethics, privacy, security, 

bias, workforce impact, and risk appetite. Boards should insist that management keep human judgment in the 

loop, understand vendor-embedded AI, and govern AI as a strategic enterprise issue — not a loose collection 

of experiments or a blunt cost-cutting campaign. 

Practical Example 

A company implements AI to support customer service operations, enabling faster responses and better 

recommendations. However, it establishes guardrails requiring human review for high-impact decisions (e.g., 

escalations, compliance-sensitive responses). At the board level, a quarterly AI governance review is 

instituted, covering vendor AI disclosures, bias testing, data use policies, and workforce implications—ensuring 

both innovation and accountability advance together. 

Key Points from Breakouts 

● Use AI to improve recommendations, decisions, productivity, and innovation 

● Do not treat AI merely as a cost-cutting device 

● Set clear guardrails around privacy, security, ethics, bias, employee impact, and risk appetite 

● Keep human judgment in the loop 

● Boards need better understanding of embedded AI in vendor tools 

● AI governance should connect strategy, risk, workforce, and innovation 

● Future teams may include both humans and AI agents 

● Responsible disruption requires moving fast, but with disciplined oversight 

Most Provocative / Impactful Points 

● Cost savings are the easy win; innovation is the real prize 

● The risk is not only that AI moves too fast — it is that boards move too slowly 

● Human judgment is not optional — it is the control system 
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ROI & Priorities: How are we measuring ROI on AI investments—and 

how do we decide what to prioritize, scale, or stop? 

Answer 

AI ROI should be measured by whether it improves the work that matters: faster cycle times, better decisions, 

fewer errors, stronger customer outcomes, higher productivity, and measurable business impact. Companies 

should prioritize high-friction pain points, fund experiments with clear success measures, scale what proves 

valuable, and stop what produces activity without results. Boards should push management to avoid AI theater 

and include not only financial returns, but also cultural and ethical costs when AI creates fear, disengagement, 

or workforce instability. 

Practical Example 

A legal department deploys AI to streamline contract review. Rather than measuring success solely by cost 

reduction, it tracks cycle time, error rates, and deal velocity. Projects that demonstrate measurable business 

impact are scaled, while others are discontinued. Leadership also tracks employee workload and engagement 

to ensure productivity gains are sustainable. 

Key Points from Breakouts 

● Measure AI ROI beyond cost savings 

● Track productivity, quality, turnaround time, error reduction, customer satisfaction, and business 

outcomes 

● Prioritize real business pain points 

● Scale what works; stop what does not 

● Current systems may not measure where AI creates value 

● Use milestones, peer comparisons, risk tolerance, and strategic fit 

● Avoid “AI whitewashing” 

● Consider a light, cross-functional AI governance committee 

● Include HR, IT, risk, strategy, and business leadership in prioritization 

● AI ROI should include hidden cultural costs, including fear, disengagement, sabotage, fraud, and 

ethical shortcuts 

Most Provocative / Impactful Points 

● Measuring usage is not measuring value 

● AI theater may become a major boardroom risk 

● The true ROI of AI must include the cost of frightened employees 

● The better question is not “What did we save?” but “Did we improve the work that matters?” 
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Trust & Culture: How are we addressing employee fear of job loss 

from AI while preserving trust, engagement, and culture? 

Answer 

Preserving trust requires direct, honest leadership. Employees need to hear what AI will change, what it may 

threaten, and how the organization will invest in their future. The strongest message is that AI is a helper to 

human capability, not a quiet replacement strategy. Trust will come from transparent communication, visible 

training, practical examples, manager readiness, redeployment options, and a credible commitment to help 

people move into higher-value work as AI changes the shape of jobs. 

Practical Example 

A company announces AI adoption in customer support but pairs it with a clear commitment: no immediate 

layoffs due to AI. It retrains call center agents into higher-value roles such as customer advisory or consulting 

support. Leadership hosts open forums to address concerns, shares success stories internally, and equips 

managers with guidance to support their teams through the transition. 

Key Points from Breakouts 

● Employee fear is real and must be addressed directly 
● Leaders should not pretend people are not worried 

● Use frank conversations and clear communication 

● Build trust from the bottom up 

● Position AI as a helper, intern, or team member — not a replacement 

● Explain that the company is investing in employees to make them more valuable 

● Provide broad and role-specific education 

● Use internal examples, practical use cases, and incremental adoption 

● Middle managers are critical because they carry culture 

● Define what AI does well and what humans do well 

● Reinforce that human judgment, emotional intelligence, and nuance still matter 

● Help employees see their future place in the organization 

● Consider hiring freezes, redeployment, and internal talent pools instead of layoffs 

● Explore project-based internal work models where displaced employees have new roles 

● Recognize that fear can drive sabotage, corner-cutting, fraud, disengagement, and loss of trust 

Most Provocative / Impactful Points 

● The best way to reduce fear is to stop pretending employees are not afraid 

● AI should be introduced as a helper, not a threat 

● The trust message is not “your job will not change,” but “we will help you change with it” 

● A company perceived as disloyal may create the very ethical risks it fears 
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Upskilling & Productivity: How are we enabling employees to use AI 

effectively—what training, roles, and development are we providing, 

and how will we measure impact? 

Answer 

Upskilling must move beyond generic AI literacy into practical, role-specific capability building. Employees 
need to understand how AI applies to their actual work, how to prompt effectively, how to evaluate outputs, and 
how to combine AI speed with human judgment. The best model is workflow-based and peer-led, supported by 
clear policies and internal champions. At the same time, work must be redesigned so employees can 
supervise, validate, and amplify AI-enabled processes. Measurement should include productivity, quality, 
customer outcomes, engagement, adoption, and skill progression. 

Practical Example 

A marketing organization integrates AI into live campaign development. Teams use AI tools during actual work, 

guided by internal AI champions, refining prompts and evaluating outputs collaboratively. Performance is 

measured through campaign speed, engagement, and conversion metrics, demonstrating both productivity 

gains and improved outcomes. 

Key Points from Breakouts 

● Generic training is insufficient 
● Training must be role-specific and tied to daily workflows 
● Prompting and evaluation skills are critical 
● Learning must be continuous as tools evolve 
● Peer-to-peer learning accelerates adoption 
● Early adopters should be embedded across teams 
● Clear policies and boundaries are required 
● Employees will hesitate without guardrails 
● Roles will evolve toward supervising AI outputs 
● Jobs will be redesigned, not simply eliminated 
● Redeploy employees into higher-value roles 
● Human judgment remains essential 
● Managers and leaders drive adoption success 
● Measure productivity, quality, engagement, and skill progression 

Most Provocative / Impactful Points 

● Part of everyone’s job may become managing AI agents 

● AI will not just change tools — it will redesign jobs 

● Training disconnected from real work will fail 

● The productivity gain is not speed — it is better judgment at scale 

● Boards must assess whether the workforce is evolving fast enough 


