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__________________________________ 
The Leadership and Organizational Resilience in Times of Uncertainty Program is organized in the context of the 
project “Black Sea NGO Forum: Building CSO Capacity for Regional Cooperation within the Black Sea Region”, 
implemented by the Romanian NGDO Platform – FOND, with the financial support of the European Union and 
the Black Sea Trust for Regional Cooperation (BST), a project of the German Marshall Fund.  
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The Toolkit intends to continue to accompany the participants at the Leadership and 
Organizational Resilience in Times of Uncertainty (hereafter LOR Program) in their 
journeys to deepen timely conversations about the continuous changes in their civic 
spaces and what they mean to their organizations and communities they serve, and to 
facilitate further reflections about their leadership role in uncertain times.  

 
The Toolkit gathers resources organized along the two training modules delivered 
within LOR program: 

 
I. Resources for Organizational Resilience and Futures, LOR Training Module 1, 

curated by Olivia Baciu, pg. 3-6 
II. Resources for Adaptive Capacity and Planning for Change, LOR Training 

Module 2, curated by Cristina Rigman, 7-15  
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I. RESOURCES FOR ORGANIZATIONAL RESILIENCE AND 
FUTURES  

 
  
 Guiding Note  

The following resources are curated by Olivia Baciu, coach for organizational resilience under LOR 
Program 
 
The resources on organizational resilience are developed by PartnersGlobal. In partnership 
with CIVICUS in 2018, PartnersGlobal developed the Resiliency+ Framework which includes seven 
key factors of organizational resiliency: adaptive capacity, resiliency ethos, situational awareness, 
business acumen, connectedness, narrative competency and legitimacy. The Resiliency+ Framework 
offers a way of thinking about organizational change, including the tools, skills and mindset shift 
needed to prepare for and thrive in moments of crisis, sudden changes and shifts in civic space. Olivia, 
as Senior Advisor and Technical Lead for PartnersGlobal contributed to the development of the R+ 
Framework. She is currently implementing R+ within 9 civil society organizations from Serbia and 
Senegal as Resiliency+ International Coach in a year-long coaching and mentoring accompaniment 
process working with whole of staff in each organization.  

   
The resources on organizations and futures are provided by the coach with the hope that the 
preparedness and anticipation of the futures becomes an integrative part of the practice of the leaders 
of organizations at the Black Sea and beyond.  

 
  

 Organizational Resilience   
 

                            
 
 
 Adaptive Capacity: Preparing for the Unknown 
 https://www.partnersglobal.org/newsroom/adaptive-capacity-preparing-for-the-unknown/ 

Key to resiliency is the ability of an organization’s leadership to mobilize people and 
systems to effectively tackle challenges presented by shifts in their environments. 
Resources are organized around Adaptive Leadership, Flexible Governance and 
Contingency Planning.  

R+ Factors 
of Organizational 

Resiliency
________________

______

Resilience is the capacity and ability to 
adapt to shocks/ impacts 

and recover from threats of the 
changing civil space 
not only to survive, 

but also to thrive in an uncertain 
environment. 

_____________
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 Resiliency Ethos: Embracing Uncertainty 
 https://www.partnersglobal.org/newsroom/resiliency-ethos-embracing-uncertainty/ 

Resiliency is more than just contingency plans and something to be practiced at an 
executive leadership level. It is a way of being, a mindset, a skill set, and a dedicated 
process that allows an organization to embrace uncertainty and endure and recover 
from setbacks. Resiliency ethos requires an organization to foster a culture that not 
only prioritizes but also practices flexibility, continued learning, and self-care across 
all levels and structures. Resources are organized around Institutionalizing Resiliency, 
Practicing a Culture of Resiliency and Staff Readiness and Well-Being.  

  
 Situational Awareness: Systems Thinking  
 https://www.partnersglobal.org/newsroom/situational-awareness-systems-thinking/ 

 
Internally, organizations are complex systems. Simultaneously, they exist within even 
larger societal systems. By maintaining an awareness of the actors and dynamics at 
each of these levels and using that awareness to inform decision-making, 
organizations can address threats and capitalize on opportunities. We call this 
Situational Awareness. Resources are organized around External Threats Awareness, 
Internal Vulnerabilities Awareness and Systems Thinking.  

 
 Business Acumen: Entrepreneurial Mindset  
 https://www.partnersglobal.org/newsroom/business-acumen-entrepreneurial-mindset/ 

Let’s face it. If this crisis moment has shed light on anything for the civil society field, 
it is that as civil society organizations, we must be open to new ways of operating and 
fundraising. The “old” ways of doing things – reliance on certain streams of funding 
with familiar donors – is no longer a viable option if we are to both withstand the 
impacts of the current situation AND come out stronger. We must adopt an 
entrepreneurial mindset. We must capitalize on new opportunities, create value, and 
innovate. We need to more effectively network to access diversified funding, form 
strategic alliances, find innovative ways to deliver services, and recover swiftly from 
external shocks. Resources are organized around Experimentation and Innovation, 
Diversified Revenues Streams and Financial Preparedness.  

 
 Connectedness: Greater than the Sum of the Parts 
 https://www.partnersglobal.org/newsroom/connectedness-greater-than-the-sum-of-the-parts/ 

Strong organizations are purposefully and actively connected internally with staff and 
board members and externally with constituents, within the sector and across sectors. 
This allows organizations to proactively manage change and build communication 
pathways to inform their decision-making and increase preparedness. Resources are 
organized around Network Membership, Active Solidarity and Collaborating to 
Create Shared Value.  
 
Narrative Competency: The Power of Intentional Communication  

 https://www.partnersglobal.org/newsroom/narrative-competency-the-power-of-intentional-communication/ 

Narrative competency represents a key differentiator between organizations that can 
adapt and respond to change, such as the transition to a post-Covid-19 context, and 
those that cannot. Resilient civil society organizations understand the power 
of intentional communications to improve the level of understanding between 
themselves, the public and other actors in the civic space. To communicate more 
effectively with those who think differently, an organization must be willing to 
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explore how others make meaning of complex issues and policies and possess the 
ability to self-reflect on their own cognitive biases that they bring to the table. Only 
then will organizations be equipped to communicate freely without implicitly 
assuming the public understands its issues in the same way that peers in the civil 
society sector do. Resources are organized around Engaging with the Narrative, 
Crisis Communications and Adopting New Technologies.  

 
 Legitimacy: Radical Transparency and Constituent Engagement 
 https://www.partnersglobal.org/newsroom/legitimacy-radical-transparency-and-constituent-engagement/ 

Legitimacy is needed within civil society organizations to ensure both domestic and 
international public support in order to endure sudden or extended changes in times of 
uncertainty. But what grants an organization legitimacy? At the heart of it lies trust – 
this involves establishing a social contract between an organization and its 
constituents on whose behalf it is working.  Legitimacy requires being true to a 
mission through messages and actions. Resources are organized around Prioritizing 
Accountability, Managing Public Image and Credibility with Constituents.  

 

 
 

 Organizations and Futures  
 

2050 Scenarios: Four Plausible Futures. ARUP at 
https://www.arup.com/perspectives/publications/research/section/2050-scenarios-four-plausible-futures 

“What will the world look like in 2050? This report explores four plausible future 
scenarios based on the intersection between our planet’s health and societal 
conditions. The four divergent futures – Humans Inc., Extinction Express, 
Greentocracy and Post Anthropocene – range from the collapse of our society and 
natural systems, to the two living in sustainable harmony. It is our (ARUP) aim, 
through sharing this report, to inform decisions on the design and planning of the built 
environment, and show how progress towards achieving the United Nations’ 
Sustainable Development Goals can drive change for our planet and outlook for 
humanity”. 

 
The Future Role of Civil Society. World Scenario Series. The World Economic 
Forum, 2013 at 
http://www3.weforum.org/docs/WEF_FutureRoleCivilSociety_Report_2013.pdf 

 
“The Future Role of Civil Society project was launched in June 2012 with the desire 
to explore the rapidly evolving space in which civil society actors operate. The project 
focuses on two central questions: − What might the contextual environment for civil 
society look like in 2030? − How might models of engagement for civil society, 
business, government and international organizations evolve in these new contexts?” 
 
Global Trends to 2030. Challenges and Choices for Europe. European Strategy 
and Policy Analysis System, ESPAS at 
https://ec.europa.eu/assets/epsc/pages/espas/index.html 

 
“The ESPAS Global Trends to 2030: Challenges and Choices for Europe report is a 
contribution to support policy- and decision-makers as they navigate the world into 
2030. We may not be able to provide a linear, predetermined chart – from port of 
departure to port of arrival. But what we can do is extrapolate insights from current 
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global trends; explore some of the key uncertainties that will shape Europe’s future; 
and better anticipate some of the choices and decisions that might confront us in the 
coming decade”.  
 
Scenario Building: The 2X2 Matrix Technique. Alun Rhydderch, University of 
Cambridge, June 2017 at  
https://www.researchgate.net/publication/331564544_Scenario_Building_The_2x2_Matrix_Technique 

 
“This collective scenario generation technique pairs the two drivers of the highest 
importance and the greatest uncertainty for the topic under study as axes creating a 
2x2 matrix which forms the basis for possible scenarios. The 2x2 matrix approach is 
often used for testing medium- to long-term policy because it ensures that policy 
direction is robust within a range of environments. Group diversity, flexibility, and 
rapidity are other hallmarks of this technique. Used around the globe, the 2x2 matrix 
technique helps create scenario narratives. Its success may be explained by how easy 
it is to implement and generate highly contrasted scenarios in a short period of time. 
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II. RESOURCES FOR ADAPTIVE CAPACITY AND PLANNING 

FOR CHANGE 

 
   
 Guiding Note  

The following resources are curated by Cristina Rigman, trainer & coach for adaptive governance and 
change planning under LOR Program 
 

Unlocking the Flexible Organization. Organizational Design for an Uncertain 
Future. Deloitte. 2016.  
https://www2.deloitte.com/content/dam/Deloitte/global/Documents/HumanCapital/gx-hc-unlocking-
flexible-%20organization.pdf 
 

“As the drumbeat of business disruption grows, organizations can become more 
adaptable by unlocking the power of networked teams. Today’s global operating 

environment is too unpredictable to rely on organizational structures devised over a 
century ago in order to adapt and respond to new challenges.” This report introduces a 
model of a flexible organization and explains the conditions for a flexible 
organization to function.  
 
Results Delivery®: Busting Three Common Myths of Change Management. Five 
guiding principles can help leadership teams steer change more effectively. 
https://www.bain.com/insights/results-delivery-busting-3-common-change-management-myths/ 
 

“To learn more about the breakdowns, we analyzed the barriers to successful change 
management at 184 global companies. The study enabled us to identify predictable 
patterns of risks in a broad cross-section of change efforts. We found, for example, 
that about 65% of initiatives required significant behavioral change on the part of 
employees—something that managers often fail to consider and plan for in advance. 
Nearly 60% of the companies we analyzed lacked the right capabilities to deliver on 
their change plans. The same percentage of companies didn’t have the appropriate 
individuals, structures and decision-making processes to drive the change initiatives. 
In addition, about 60% lacked the right metrics and incentives to make change efforts 
successful. And more than 63% of the companies faced high risks to their change 
efforts because of significant communications gaps between the leaders of the effort 
and the employees most affected by it.” 

 

Strategic Foresight Toolkit – making better decisions. 

https://resourcecentre.savethechildren.net/node/16327/pdf/strategic_foresight_toolkit_online.pdf  

“Strategic foresight is an approach used to enable organisations to react quickly to 
changes in their operating environment and to manage uncertainty systematically. It 
was first used by the military around the Second World War and pioneered in the 
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private sector by Royal Dutch Shell during the 1970s oil crisis. The approach is now 
extensively used in the private and public sectors to support strategising or planning.  

The central idea of strategic foresight is to avoid making perfect predictions of the 
future but instead to consider a range of potential scenarios or possible futures.  
This toolkit offers a set of 12 techniques to help teams navigate the present and shape 
the future. Working with the School of International Futures, we have selected 
foresight tools widely used in the public and private sectors, and adapted them to 
serve the particular needs of Save the Children and our partner organisations. The 
tools can be used separately or in combination, to help you explore drivers of change, 
visualise alternative future scenarios, and understand the implications of your thinking 
and how you can prepare for and influence the future. If we can learn to deal 
systematically with uncertainty, we have the chance to deliver a better future for 
children, and for us all.” 

 

Welcome to Peak Uncertainty. Population: You (and Your Team). 
https://medium.com/@dalgoso/welcome-to-peak-uncertainty-population-you-and-your-team-

7e05fc729493 

“How does one think—let alone plan, or act—during a global crisis? The future will 
never be less clear than it is now. Responding in the now, the next, and the later. It 
seems most of us in the social change sectors have just barely made the personal-level 
adjustments (working from home, switching to virtual meetings, balancing childcare, 
etc.). And now we’re turning our attention to adjusting our work. The two 
dimensions are: # Three planning levels: strategy, programs, operations and #Three 
time horizons: now (this week), next (this month), later (2-6 months).” 

 

PRACTICAL TOOLS 

The next section includes several practical tools and exercises that have been used 
during the training and can be further replicated in the organization and/or team of the 
participants.  

 



 

 

PRIORITIZATION of Tasks 
 
Many tasks move around the four quadrants based on your priority choices which are not always based on 
objective criteria. The aim is to have as few as possible tasks in the top right quadrant. Guide all your 
choices by this aim.   
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PARETO Principle:  
 
Prioritize the 20% tasks that will produce 80% results over the 80% tasks that will produce 20% results. 
Match this scheme with the Prioritization tool above.  
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REDEFINE/ VALIDATE the ORGANIZATIONAL VALUES – Team Exercise 
 
Gather your team in a nice environment, preferably outside the office and far from work computers and 
phones.  
 
If the organization has an agreed set of values post it visible somewhere on the flipchart/board.  
 
If the organization does not have an agreed set of values, ask each member of the team to write down the 
values of the organization.  
 
Post all the values visible on a flipchart/board. Analyse the qualities with the team and validate a common 
selection. 
 
When the list of current values is agreed, ask each person to write down the name of one person from the 
team who, if ‘cloned’, would ensure a visible progress / improved performance in the organization. Ask 
each person to write down the reasons/arguments for which ‘cloning’ this person would bring about visible 
progress / improved performance and make a list of the qualities that enable this person to be as they are.  
 
List all the qualities visible on a flipchart/board. Analyse the qualities with the team and validate a 
common selection. That will bring you to a list of values that you need in the organization to achieve 
visible progress / improved performance.  
 
Compare the original list with the list of values with the result of the cloning exercise, discuss the 
differences and agree on an updated set of values.  
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INVEST in PEOPLE: The Choice of the Leader 
 
In real life ‘cloning’ is not a valid option. But the leader always has the option of investing in people with 
potential and grows more people with the set of qualities that the team identified in the exercise above. 
Here is a list of criteria for selecting the people to invest in.  
 
Cloning Recipe: CHOOSE the RIGHT people & INVEST in them 
 
Influence: Are they influencing others? 
 
Capacity: Do they have potential to grow and evolve? 
 
Attitude: Do they wish to grow and evolve? 
 
Chemistry:  Do we like each other? 
 
Passion: Are they motivated? 
 
Character: Are they realistic? 
 
Values: Are their values compatible with ours? 
 
Team: Are they team-players? 
 
Support: Do they offer value? 
 
Creativity: Do they find a way when it seems impossible? 
 
Choice: Do they provide options? 
 
Results: Are they among the top10% of the team? 
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GOOD GOVERNANCE BASICS 
Excerpts from the Governance Manual of ChildPact – Regional Coalition for Child Protection (2017) 
 
Make sure everyone in the organization understands why good governance is so important for any CSO 
based on the scheme below. This can be done in group discussions, introductory training or during staff 
retreats.  
 

 
 
  



 

 14

GOOD GOVERNANCE CHECKLIST 
Excerpts from the Governance Manual of ChildPact – Regional Coalition for Child Protection (2017) 
 
Gather the board of directors and top management people in your organization. Ask each of them to score 
each of the following 8 dimensions of good governance on a scale from 1 to 10 where 1 is low and 10 is 
high. Ask them to write down 3 arguments explaining the score they have allocated to each dimension. 
Discuss each dimension at a time. List all the scores and arguments visibly on a flipchart / board. 
Calculate an average score and agree with the team the level you wish to reach starting from this average 
within the next 2 years. Make a list of the strengths and the changes you need to implement on each 
dimension starting from the arguments listed by the participants. When each of the 8 dimensions have been 
assessed you should have in place an image of your governance strengths and also a list of changes to be 
implemented in the next years in the organization.  
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CHANGE PLANNING Template 
 
Based on an agreed list of changes you may use the template below to detail the specific actions and 
timeline for implementation. It is critical to pay due attention to the potential resistance items and the 
prevention / overcoming measures to ensure the successful implementation of the changes proposed. Please 
remember TIME and PEOPLE are the most important resources you need for a successful change to take 
place in your organization.  
 
 

Organization:   

Mission:  

 

PROPOSED 
CHANGE 

Departments 
/ People 
Directly 
Involved 

Expected 
Results 

Actions 
Needed 

Potential 
Resistance 

Measures 
to Prevent 

/ 
Overcome 
Resistance 

Timeline 
(start – 

end 
date) 

Lead 
Responsible 

Resources  
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