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ABOUT THIS ORIENTATION

The 2026 Election Field Orientation is a public-facing document produced by The Quantum Lens Advisory. It is
written for senior leaders, boards, and leadership teams who need to understand the operating environment
forming around their organizations before election pressure peaks. It draws on the Quantum Lens framework
and the 2026 Election Cycle Leadership Series. The Election Cycle Leadership Series is available at $795

(Individual) and $4,500 (Leadership Team).
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I. OPENING DECLARATION

The Field Has Already Arrived

The Conference Board
puts it plainly.

Concerns around election security, disinformation,

and broader institutional distrust could intensify polarization,
weaken confidence in markets and public institutions, and
increase reputational and operational risks for companies. At the
same time, employers remain among the most trusted institutions
in

society — placing business leaders in a unique position to
reinforce civic confidence and support a more

stable operating environment.

Source: The Conference Board, C-Suite Insights, May 2026

Employers are not outside the field. They are load-
bearing walls inside it. The trust that has eroded
from government, media, and public institutions has
not disappeared. It has migrated — into
organizations, into the employment relationship,
into the implicit contract between leaders and the
people who work for them.

That is not a civic responsibility framing. Itis an
operational one. When trust migrates into your
organization, so does expectation.

So does the risk of getting it wrong in public, in real :
time, before internal alignment is in place. That is - : Wy
where 2026 begins. ; '
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II. PREPARING FOR A NINETIE SELECTION

What Organizations Are Doing —
And Why It’s Not Enough

Most organizations know how to prepare for an election year. They monitor policy change.
They track regulatory risk. They assess market reaction. They listen for workforce sentiment.
They prepare communications. They review legal exposure. Those disciplines still matter.

But they were built for a different kind of social and business environment, one where political conflict
remained largely contained within campaigns, courts, the media, and government.

One in which the institutional process functioned as the referee. One where the boundary between external
conflict and internal organizational life was reasonably well defined.

That boundary is no longer reliable.

The Conference Board’s own data signals what is forming beneath the headline numbers.
US job satisfaction reached a record high in 2026 — nearly 69% of workers reported they are satisfied. The
highest level since tracking began in 1987.

But beneath that headline, the data reveals something leaders cannot afford to miss.

Persistent dissatisfaction with compensation, promotion opportunities, and benefits — especially
among women and lower-income workers. A growing divide between workers who see
opportunity in Al and those who feel uncertain about their future. Satisfaction scores vary
sharply across income, gender, and technological confidence.

Source: The Conference Board, C-Suite Insights, May 2026

Record satisfaction masking workforce fracture. That is not a workforce management problem.

Thatis a field condition — two groups of employees reading the same organizational moment through entirely
different lenses, with entirely different emotional fuel, before a single election result is known. Standard
election-year preparation does not see that. Field readiness does.
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1T . THE DEEPER QUESTION =

From Election Planning to
Field Readiness

Most organizations are asking the right questions. They are just not asking the deepest one.

What happens if the result of the election changes policy? That question has a planning process. Legal models
it. Public Affairs tracks it. Communications prepares for it. Operations adjust to it.

But there is a second question forming underneath it.

What happens if the result changes the operating field itself? Not the regulatory or market environment. The
operating environment — the condition of institutional trust, shared reality, emotional temperature, and social
cohesion inside which your organization functions every day. That is a different question. And most
organizations lack a planning process for it. The shift from the first question to the second is the shift from
election planning to field readiness.

Itis the move from preparing for what a result might change to preparing for what the process itself might
generate, regardless of outcome. Contested legitimacy. Competing claims of authority. Institutional referees
who are no longer trusted as neutral. A public field that does not wait for your internal alignment before
assigning meaning to your organization’s actions, silence, location, relationships, and brand.

In 2026, that second question is not hypothetical. It is the leadership environment already
forming around your organization.
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IV. THE FIELD IS NOT A METAPHOR

Nine Forces Already in Motion

The field is the operating environment that arises when multiple forces act simultaneously. It is not linear.
Pressure does not arrive one issue at a time. It arrives in combination — political, emotional, institutional,
reputational, legal, and operational forces interacting simultaneously, amplifying each other in ways standard
planning models do not anticipate.

Itis not isolated. What begins as a government action becomes a workforce conversation.

What begins as a public statement becomes a customer loyalty test. What begins as a legal decision becomes
an employee trust issue. What begins as a location becomes symbolic. What begins as silence becomes
interpreted.

It is not optional. These forces move through your organization whether leaders can see them or not. The field
does not wait for an invitation.

In the Quantum Lens framework, the 2026 field is shaped by nine forces already in motion:

POLITICAL POLARIZATION

1
Political conflict is no longer confined to campaigns or elections; it shapes how employees,
customers, public officials, and communities interpret
organizational decisions.

- INSTITUTIONAL DISTRUST
Declining trust in government, media, courts, and other stabilizing institutions means organizations
may be asked to shoulder expectations that those institutions can no longer reliably meet.

- WORKFORCE PRESSURE

Employees are not outside the national emotional climate; they bring anxiety, identity, political
stress, and competing expectations into the workplace.
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STAKEHOLDER FRACTURE

Customers, employees, investors, regulators, communities, and partners may no longer interpret
the same organizational action through a shared frame.

REPUTATIONAL RISK

- -

In a polarized field, ordinary decisions can become symbolic signals before leaders intend them to
be read that way.

REGULATORY EXPOSURE

Organizations may face conflicting legal, policy, or enforcement pressures across federal, state,
and local environments.

INFORMATION VELOCITY

- .

Narratives form quickly, often before facts are settled or internal alignment exists, compressing
the time leaders have to respond.

BOUNDARY COLLAPSE

The separation between public conflict and organizational life has weakened, allowing social and
political pressure to enter through people, places, relationships, and brand.

GOVERNANCE UNCERTAINTY

When authority, legitimacy, or institutional process is contested, leaders may have to make
decisions without the stable external frameworks they normally depend on. The issue is not
whether every organization will experience all nine forces at the same intensity. The issue is that
they are interacting and will become more volatile as the election and its aftermath approach.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 7



V . THE TWO WORLDVIEWS N~

Moving Through Society —
And Into Your Organization

The worldviews shaping the broader society do not stop at the organization’s door. They move through
employees, customers, executives, board members, regulators, suppliers, community partners, and public
officials. They enter through meetings, customer interactions, vendor relationships, public statements, and
moments of organizational silence. By the time leaders experience them as an internal issue, they have already
been active in the larger social field for a long time.

A worldview is not a political opinion. Itis a coherent meaning system — a framework through which a person
interprets signals, assigns emotional weight, and decides what an event means and what it requires. The
Quantum Lens framework identifies six distinct worldviews active in social and organizational life. Two are
among the most visibly in dynamic conflict during the 2026 cycle: the Traditionalist and the Inclusionist. They
are not the only worldviews present, and not necessarily the most important in every organization, sector, or
geography. But they are among those most likely to collide in public and to enter organizational life under
election pressure.

The data is unambiguous about the atmosphere they are moving through. Pew Research finds that Americans
describe politics in overwhelmingly negative emotional terms — exhaustion and anger are dominant. SHRM’s
Civility Index identified political viewpoint differences as the leading contributor to workplace incivility in late
2025.

Sources: Pew Research Center; SHRM Civility Index, 2025

The interaction between worldviews generates the nine forces present in the

THE TRADITIONALIST WORLDVIEW

The Traditionalist worldview tends to read the field through the lens of order, continuity, earned authority,
duty, and institutional stability. Its concern is that too much change, imposed too quickly, can weaken the
structures people depend on. In its healthy form, this worldview protects continuity, responsibility, loyalty,
standards, and the stabilizing role of institutions. It asks: What must be preserved so the nation does not break?

Under pressure, however, the Traditionalist worldview can harden. Concern for order can become rigidity.
Respect for authority can become a test of loyalty. The desire for stability can become punitive control. When
election pressure intensifies, this worldview may interpret organizational hesitation, inclusion language, or
public acknowledgment of harm as weakness, capitulation, or betrayal of established norms.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 8
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THE INCLUSIONIST WORLDVIEW

The Inclusionist worldview tends to read the field through the lens of equity, belonging, lived experience,
systemic accountability, and the need to repair exclusion or harm. Its concern is that neutrality often protects
the status quo and that silence can become complicity when people are already vulnerable. In its healthy form,
this worldview expands the circle of concern, brings overlooked experience into the room, and asks whether
organizational decisions are fair, humane, and accountable. It asks: Who is being left out, harmed, or asked to
absorb the cost of stability?

Under pressure, however, the Inclusionist worldview can also harden. Concern for justice can become moral
absolutism. The demand for accountability can become a refusal to tolerate dissent. The need to protect
vulnerable groups can lead to the escalation of grievances or to the exclusion of those who do not use the right
language quickly enough. When election pressure intensifies, this worldview may interpret organizational
caution, delay, procedural language, or silence as abandonment, cowardice, or complicity.

WHAT BOTH WORLDVIEWS SHARE

Both worldviews have a healthy form. Both have a shadow form. Neither shadow is inevitable.

But election pressure — contested legitimacy, institutional distrust, emotional volatility, narrative
fragmentation. is precisely the condition that pulls individuals, teams, and entire organizations toward the
shadow.

The shadow does not announce itself. It arrives as a hardened tone in a leadership meeting.

A loyalty test disguised as a values conversation. A moral frame that closes off dissent before

the room has finished thinking. A silence that becomes interpreted as complicity before the organization has
decided what it believes.

Field Signal: The same organizational moment — a public statement, a policy change, a vendor
decision, a security decision, an executive silence — may be read through both worldviews

simultaneously, with different emotional fuel, different atmospheric conditions, and different

shadow risks active at the same time.

And it does not stop at the organization’s walls. The same two worldviews that move through your workforce
also move through your customer base, vendor relationships, regulatory environment, community
partnerships, government contracts, supply chain, and public narrative.

Thatis the field condition. Two coherent meaning systems. Moving through society,

entering the organization, and operating inside and around it. Before you have called a meeting, issued a
statement, or made a single decision. Leaders cannot message or massage their way through a field they cannot
see. They need a map of whatis present — inside and outside — before they act inside it.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 9
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VI. WHY ORGANIZATIONS ARE NOT OUTSIDE THE FIELD

Every Organization Has a Lobby

Many leaders still operate under the working assumption that political conflict lies outside the organization
unless the organization chooses to enter it. That assumption is no longer reliable.

It was built for a different field condition — one where institutional boundaries held, where political conflict
remained largely contained inside campaigns, courts, legislatures, and media, and where the separation
between public life and organizational life was reasonably stable. That separation has weakened. In some
sectors and some geographies, it has effectively collapsed.

Edelman’s 2025 Trust Barometer frames the current environment as a “crisis of grievance” —
linking institutional failure, polarization, and distrust to a measurable increase in the public's
willingness to take more aggressive action. When people feel institutions have failed them,they
become less patient, less trusting, and more willing to interpret neutral organizational actions as

betrayal, complicity, or alignment.

Source: Edelman Trust Barometer, 2025

Neutral is no longer guaranteed to be safe, not because organizations must take sides, but because meaning is
assigned before intention is clarified. A routine vendor decision can become a political signal. A sponsorship can
become a loyalty test. Silence can be interpreted. A delay for accuracy can be read as evasion. A statement
meant to reassure can be received as alignment.

The field enters through multiple doors at once: place, person, relationship, workforce, and brand.

It may begin in a literal place — a hotel lobby, hospital waiting room, campus, store, office, factory, distribution
center, or public-facing branch — or through a person before any policy is involved.

A front desk worker is confronting an angry customer. A nurse or patient caught in a public confrontation. A
student protest that becomes a reputational event. A customer complaint that turns viral.

It may enter through a relationship — a government contract, franchise agreement, public partnership,
supplier, technology platform, sponsorship, or community affiliation that suddenly carries more political
meaning than anyone intended.

It may enter through the workforce — employees who are also parents, neighbors, immigrants, veterans,
activists, customers, voters, and caregivers — bringing the country’s emotional atmosphere into meetings and
every moment of organizational silence or speech.

It may enter through the brand, a silence, a donation, a meeting, a statement, or an association that carries
more meaning than leaders intended, in a media environment where local decisions become national
narratives before internal alignmentis in place.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 10



O\

By the time senior leadership recognizes the moment, the field may already be moving. Social and political pressure rarely
enters through the front door of strategy. It enters first where the outside world touches the organization — through its
people, places, relationships, workforce, and brand.

Administation
HUB

Current projections & Expected targets

Field Signal: In the Minneapolis Field Map examined in Briefing 4, a hotel franchise experienced
what began as a routine operational situation and became a live public field involving government
authority, community emotion, workers, brand perception, public trust, media, and organizational
decision-making — simultaneously, in real time, before any single function had a complete picture
of what was happening. The lobby was not just a physical space. It became the doorway through
which a larger public conflict entered organizational life.

Every organization has a lobby. The question is not, could this happen to usin the same way?

The question is: in 2026 and beyond, where is our doorway into the field, and can we map it before pressure arrives?
Briefing four examines the Minneapolis case in full, tracing how each organizational function was triggered simultaneously,
what the perceptual sequence looked like from inside each role, and what field readiness would have changed about the

outcome.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 11



VII. THE THREE POSSIBLE ENVIRONMENTS -

Preparing for the Range,
Not Just One Outcome

The purpose of field readiness is not to predict the future. Prediction assumes a knowable outcome. But in an
environment shaped by contested reality, narrative volatility, institutional distrust, and emotional pressure
already running at an elevated level, prediction can become a false comfort, a reason to prepare for one
scenario while remaining exposed to two others.

Scenario thinking is different. It asks leaders to prepare for a range of possible field conditions before pressure
peaks. Not to be right about what happens. To be ready for what might.

Gallup’s 2025 confidence data establishes the baseline: only three U.S. institutions earned majority-level public
confidence — small business, the military, and science — while Congress and television news registered near
the bottom.

Source: Gallup, Confidence in Institutions, 2025

When the institutions that normally resolve public conflict have little inherent credibility, the range of possible
environments widens. The stabilizing assumption that formal authority will be accepted because it is formal
cannot be made in advance. For 2026 and beyond, three broad environments define the range leaders must be
ready to navigate.

ENVIRONMENT ONE: THE STABILIZED CYCLE

The election is bitter, emotional, and contested in public discourse. But the core institutional
process holds. Courts adjudicate. Results are certified.

Public emotion remains real but contained within recognizable democratic norms. The system
absorbs the conflict. Many organizations are implicitly prepared for this environment, and only this
environment.

Leadership requirement: Calibrated restraint, operational focus, clear internal boundaries, and

disciplined avoidance of reactive overreach during the peak
emotional period.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 12



v ENVIRONMENT TWO: THE CONTESTED CYCLE -

The conflict does not remain contained inside formal institutions. The outcome is challenged
legally, narrated publicly, disputed emotionally, and experienced differently across stakeholder
groups. Public conflict is beginning to move through workplaces, communities, customer
relationships, state and local politics, and organizational decision-making. Routine decisions
acquire political meaning before leaders intend them to. Delay becomes consequential. Action and
inaction are read as loyalty, betrayal, courage, evasion, or complicity.

The two worldviews mapped in Section V do not remain background conditions. They become
active, mobilized, and increasingly unwilling to accept organizational neutrality as a legitimate
posture.

Leadership requirement: Pre-built decisions, communication discipline, workforce coherence,

and clear ownership of escalation before the field gets hot, to ensure readiness for senior
organizational leaders and crisis preparedness.

ENVIRONMENT THREE: THE SYSTEMIC CRISIS

The institutions that would normally settle the field are no longer trusted as referees because they
are perceived as players. Competing claims of legitimate authority begin to harden. Legal guidance
grows unclear or contradictory. Federal, state, and local actors send conflicting signals. Some

stakeholders no longer contest only the outcome; they contest the legitimacy of the process itself.

For some organizations, especially those with significant government relationships, public-facing
operations, or high brand visibility, exposure in this environment may become existential.

Leadership requirement: Values-based judgment, continuity under deep ambiguity, active

protection of core relationships, and the capacity to act coherently when external frameworks
no longer hold.

The risk is not that leaders fail to predict the correct environment, but that they prepare for only one,
underscoring the importance of comprehensive risk awareness for senior decision-makers.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 13
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VIII. THE C-SUITE, BOARD, AND CORE FUNCTIONS

Eight Doors. Eight Exposures.
One Entangled Field.

The same election field will not reach every part of the organization in the same way.

That is one of the most operationally significant facts about 2026, and one of the least discussed. Organizations
often treat election preparedness as a communications issue, a public affairs issue,

or at most a legal and compliance issue. The field does not observe those boundaries. It spans governance,
leadership, workforce, operations, brand, and external relationships simultaneously.

When it does, each leadership group and function sees a different part of the same field —
with different information, exposure, instincts, and definitions of what constitutes an
appropriate response.

Thatis where leadership fragmentation begins: not from bad intentions, but from incomplete perception.

Y“THE BOARD

The field arrives here as afiduciary question, a question of legitimacy, and a reputational exposure issue.
Boards will face pressure to clarify oversight posture, assess leadership readiness, and make governance
decisions in an environment where the normal markers of institutional legitimacy may be contested.

The question that cannot be deferred: Are we prepared to govern through a period when the

external framework itself is unstable?

“2.THE C-SUITE

The field does not usually enter the organization through the C-Suite first. It converges here.

Signals arrive from across the organization —from Legal, HR, Operations, Communications,

Public Affairs, and the business itself—each carrying a different part of the same field. Without a shared map,
competing functional instincts collide. Legal sees one risk. Communications sees another. HR sees a third.
Operations a fourth. Public Affairs is a fifth. Building a shared map fosters confidence that the organization is
prepared to respond coherently.

The question that cannot be deferred: Do we have a shared map of the field before competing

functional instincts force a response? Proactively mapping risks ensures the organization feels in
control and ready for emerging challenges.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 14
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93 LEGAL

The field arrives as a contradictory authority. Federal, state, and local actors may send conflicting signals or
impose conflicting demands. Regulatory certainty that once anchored legal guidance may not hold. The
question shifts from what the law is to which authority’s version of the law governs this moment.

The question that cannot be deferred: Which authority governs this moment,

and what happens if those authorities conflict?

“HUMAN RESOURCES

The field arrives as a workforce fracture. The SHRM Civility Index finding — political viewpoint differences as
the leading driver of workplace incivility, is the HR condition in operational terms. Employee activism, political
conflict, exhaustion, safety concerns, declining trust in leadership, and demands for institutional response will
arrive through HR before most other functions have registered that the field is hot.

Source: SHRM Civility Index, 2025

The question that cannot be deferred: What will it take to preserve trust, safety, and workable

cohesion inside a workforce already under strain?

%> OPERATIONS

The field poses continuity risks, including disruptions to facilities, travel, suppliers, frontline safety, customer
flow, and organizational continuity. Operations leaders will manage physical and logistical exposure in an
environment where the surrounding community's emotional atmosphere directly affects operations.

The question that cannot be deferred: What must continue, what could fail, and what do we

need to protect first if the field turns physical?

%5 COMMUNICATIONS

The field arrives as collapsed timing—forty-five minutes to respond to a story that has already formed. A
narrative is already assigned before internal alighnment exists. The question is not what to say. It is whether the
organization has decided what it believes before it is forced to say something.

The question that cannot be deferred: Have we decided what we believe before the field forces

us to say something?

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 15
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07-PUBLIC AFFAIRS
The field arrives as competing demands. Federal, state, local, community, and advocacy actors — each with
their own worldview, emotional temperature, and definition of appropriate organizational behavior — pulling
the organization in different directions simultaneously.
The question that cannot be deferred: Which relationships matter most if public, political, and
community demands begin pulling the organization in opposite directions?
U5 BRAND
The field arrives as involuntary meaning-making. A boycott, a counter-boycott, a symbolic association, a
sponsorship controversy, a public silence — the brand becomes a signal in the field before the organization has
decided what signal it intends to send.
Edelman’s crisis of grievance framework clarifies the mechanism: when institutional trust is low and emotional
intensity is high, ordinary organizational decisions carry extraordinary interpretive weight.
Source: Edelman Trust Barometer, 2025
The question that cannot be deferred: what meaning is the organization already sending, and how will divergent
stakeholdersinterpret it in a heated environment?
No single function can perceive the whole field alone. That is not a failure of any function.
Itis a structural feature of an entangled field. Each function sees its own slice of the operating environment
clearly, while remaining partially blind to what the others see.
Thatis why field readiness is a leadership discipline, not a communications tactic. One of the most important
contributions this series makes is helping senior teams build that shared map before pressure peaks — rather
than convening a coordination meeting after the pressure peaks. This approach reassures leaders that they can
maintain coherence under pressure.
COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 16
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[X . PRE-BUILT COHERENCE

The Leadership Requirement
Before Pressure Peaks

When the field heats up, leaders quickly lose three things.

TIME. TRUST.
INTERPRETIVE CONTROL.

Decisions that once took weeks may need to be made in hours.
Stakeholders may not grant the benefit of the doubt. Different
audiences assign meaning before leaders have finished aligning
internally.

The two worldviews already active in the organizational
ecosystem will read every action, delay, statement, and silence
through their own emotional fuel and shadow forms —
simultaneously, in real time, without waiting for the organization
to decide what it intended.

This is the condition pre-built coherence is designed for.

Itis not acrisis plan. Crisis plans assume a knowable event with a
beginning, middle, and resolution. The 2026 field may not offer
that structure. Instead, it may bring a sustained period of
elevated pressure, contested legitimacy, competing demands,
and interpretive volatility, in which organizations are called upon
to make consequential decisions repeatedly across multiple
functions, without the clarity that normally precedes high-stakes
action.

Pre-built coherence is the leadership architecture that holds
under those conditions. It is built before pressure peaks, which
means it is built now. It begins with four questions that every
senior leadership team needs to answer before September.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM
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WHAT IS TRUE ENOUGH TO ACT ON?

“We have confirmed that the state’s new voting regulations will impact our operations in three key
markets. While some details remain unclear, this information is sufficient for us to begin scenario
planning and stakeholder communications.”

@ WHAT VALUES AND STANDARDS WILL HOLD
REGARDLESS OF OUTCOME?

“Regardless of how the external environment shifts, we will uphold our commitment to
nonpartisan service, transparent communication, and the safety of our employees and customers.
These standards will guide every decision, even under pressure.”

WHO AND WHAT ARE WE PROTECTING?

“In every scenario, our priority is the physical safety and psychological well-being of our
employees. We are also committed to protecting the integrity of our customer relationships and
the trust of our community partners.”

® WHAT WILL WE NOT ALLOW THIS FIELD TO TURN US INTO?

“We will not allow the intensity of the election environment to push us into reactive
postures, public partisanship, or silence that could be misread as complicity. We will remain
principled, measured, and true to our organizational identity, even when under pressure.”

These are not abstract questions. They are operational ones. They determine who speaks and who decides.
What gets escalated and what gets held. What gets named publicly and what gets protected internally. How the
organization moves when external frameworks are unstable and internal alignment is the only reliable
foundation available.

In a polarized national field, shared meaning may not be achievable. But inside a leadership team, shared
meaning is possible. It does not require agreement on everything. It requires a shared map of what is present
and what must be navigated, built before the field demands an answer in public.

Thatis pre-built coherence. Not rigidity. Not a script. Not a prediction. A foundation leaders can stand on when
the field begins moving faster than normal decision systems can handle.

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM 18



A Hypothetical Field Read for 2026

THE SCENARIO

The earlier sections establish the leadership
problem: pressure is no longer moving through one
channel at a time. It is moving through actors,
functions, worldviews, institutions, narratives, and
operational spaces simultaneously.

The Five-Zone Field Assessment is one

of the practical tools the series offers for reading
that condition. It gives leadership teams a shared
operating picture before pressure peaks.

The example below is a hypothetical field

read designed to show how the tool works.

Every organization’s map will look different.

A hospital in a politically divided state,

a national retailer with public-facing stores,

a university in a protest-active city,

a manufacturer with government contracts — none
will experience the same field in the same way.
Geography, workforce composition, public visibility,
regulatory exposure, and physical location all shape
the map.

A public-facing organization operates a major facility near a ballot-counting site, a government building, a
protest route, or a certification location in a politically divided suburban/metro area.
After a disputed election-related decision, a local confrontation forms nearby. Video circulates online before

the organization has a complete internal picture. Employees begin asking whether it is safe to come to work.
Customers start calling. Local officials issue conflicting messages. The media asks whether major employers are
prepared. Online actors begin assigning divergent meaning to the organization’s silence, location, security
posture, or public statement. The organization did not create the conflict. But the conflict has entered its field.

In a scenario like this, a leadership team would map six actors across five questions: Temperature (emotional
charge), Activation Level (mobilization), Access Boundary (reachability), Strategy (what they want), and Power

(ability to shape outcomes).

COPYRIGHT © 2026 QUANTUMLENSADVISORY.COM
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. The The Customers/ Media/ Hyperpatts
Indicators - Govemment . .
Organization Workforce Public Narrative an Actors
Field Research basis Most orgs are 69% Only 3institutions  Crisis of Fragmented media  Organized
Evidence per actor prepared only for hold majority grievance: low accelerates pressure
the Stabilized satisfaction masks confidence. trust + high narrative networks on both
Cycle. Limited pre- ¢+ ire across Federal/state/| emotion =neutral  formation before  sides.
built decision income, gender ocal actors sending  decisions read as internal alignment
architecture for and Al confidence. conflicting signals.  betrayal or exists.
Contested or Political viewpoint  (Gallup, 2025) alignment. Strategic interestis
Systemic — #1 driver of (Edelman, 2025) escalation, not
conditions. workplace resolution.
(Conference Board, incivility. (SHRM
2026) 2025)
Temp-erature Severe / High / Elevated —rising Elevated High Elevated —volatile  High Severe
Elevated / Low to High
ActivationLevel Mobilized / Alert Alert Alert to Mobilized Watching to Alert Mobilized Mobilized
/ Watching / Mo bilized
Quiet
Access Open / Conditional ~ Open internally; Conditional Limited Conditional Open — Closed to
Boundary conditional fast-moving engage
/ Limited / Closed externally ment
Strategy Stabilize / Stabilize Safety, voice, clarity Control and Reassurance and Frame and amplify  Escalate
Influence / project authority pressure and assign
Pressure / meaning
Comply / Disrupt
Power High / Moderate Moderate Moderate High Moderate High Emerging to
/ Limited / Moderate
Emerging
Read the map in two directions.
Read across to see the condition of the whole field at once. The organization is not dealing with a single
audience, a single pressure point, or a single decision environment. It operates among multiple actors with
different temperatures, strategies, and forms of power — simultaneously.
Read down to see each actor’s profile — how emotionally intense they are, how mobilized, how reachable,
what kind of response they are likely to demand, and how much power they have to shape outcomes.
The most important signal in the chartis not any single actor’s rating. It is the interaction pattern.
The danger is not simply that one actor is hot. The danger is that two or more hot actors interact within the
organization at the same time, each interpreting the same action through a different worldview, emotional
atmosphere, and definition of what leadership requires.
That is when organizations lose time, trust, and interpretive control.
Field Signal: The most dangerous moment in this map is not when one actor turns hot. It is when
two or more hot actors interact through your organization simultaneously — each reading your
response through a different worldview, a different emotional atmosphere, and a different
definition of what your action or silence means. That is the entangled field condition.
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The Readiness Window Is Open

Navigating 2026 and beyond effectively is not a matter of rapid
response. It is a matter of proactive positioning.

The organizations successfully managing this landscape are
already reading the field before pressure peaks.
They are operationalizing four practices:

:v' MAPPING THE FORCES

Identifying active environmental dynamics and
pinpointing exactly where external pressure will
intersect with operations.

a;\ EVALUATING THE ACTORS

Assessing which groups and stakeholders are
currently mobilized, strategic, reachable,
and capable of exercising power.

e ESTABLISHING THRESHOLDS

Isolating the critical, high-stakes decisions that must
remain at the executive level and cannot be
delegated during a disruption.

@ ANCHORING IDENTITY

Defining the absolute boundaries of what the
organization will not allow external pressures to
turn it into.

The Quantum Lens Field Report and Playbook is designed to facilitate this specific operational clarity. It does
not attempt to forecast elections, dictate political stances, or serve as a crisis communications manual.

Its singular function is structural visibility: equipping leaders to clearly see the field before they are forced to
maneuver within it.
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The field doesn’t wait.
Neither should you.
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