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What this Publication 
is About
 
With this publication, we shed light on the topic of inner development. When 
we use the term inner development, we mean the expansion of individual and  
collective capacity to respond to perceived challenges that arise or could arise 
from insufficiently regenerative practices. In particular, we are interested in the 
potential solutions inner development can open up with regard to addressing 
the 17 United Nations Sustainable Development Goals (SDGs) and other 
sustainability concepts. The centre of attention here is on individual skills, but 
they can also be approached from a collective perspective. Exploring the relation 
between individual and collective development and the surrounding system is 
beyond the scope of this publication.

The aim of this publication is to provide an overview of those methods that   – 
according to the knowledge of those involved in this publication – contribute to 
developing the skills and qualities that help us to lead purposeful, sustainable and 
productive lives, individually and collectively.

This publication is primarily based on a survey that we prepared last year and 
which at the date of publication has had over 3000 people participating. In 
addition, we subsequently discussed the results of the survey with researchers 
around the world for several months before summarising the insights of these 
conversations and discussions here.

How to Read this 
Publication
 
We see this publication less as a scientific report (although elements of that are 
included here), than an invitation to deal with inner development and sustainabili-
ty simultaneously, in an integrated way.

With this in mind, we have decided to make this publication freer in its content 
and structure than a strictly scientific publication would require. For example, 
we only work with references in certain sections. We have also deliberately not 
produced a classic executive summary. Instead, we would like to give you a brief 
overview of the topics covered in each chapter so that you can find your way 
around the publication more quickly, depending on your individual 
reading interests.



5

Reading Interests
 
Reading interest: The IDG initiative
In the section "The IDG initiative" you will find more information about the genesis 
and the (so far) planned progress of the IDG project.

Reading interest: The IDG Framework
In the section "The IDG framework" we present the 23 skills and five categories 
that make up the framework. If you are not yet familiar with the framework, we 
recommend that you read this section before moving on to its application, which 
is discussed in the chapter "The Toolkit". The section is rounded off by a small 
self-reflection. It should help you to identify a possible starting point for concrete 
work with the Toolkit for you personally.

Reading interest: Contributors and the collection and handling of data
The section "Collection of data and development of the toolkit" is particularly 
interesting for researchers and  for anyone who is interested in the details: Here 
you will learn more about how we dealt with the collection and processing of data 
and how we came to the selection of those methods that we present in more 
detail in the section "the toolkit". You can also read the names of those we worked 
with to produce this publication.

Reading interest: Application – The Methods  
and how to work to with the IDG framework
In "the toolkit" section, we present a total of 19 methods or groups of methods 
that we believe are relevant for further exploring, learning or deepening the 23 
skills that currently make up the IDG framework. For each method, we have 
provided a quick overview, a more detailed description and references to help 
you find out more.

Reading interest: Limits and Outlook
The Discussion section addresses limitations and blind spots of the content and 
approach presented here. This section was important for us to make clear: we 
cannot offer more than an introduction to inner development and sustainability in 
this framework. One should always be aware of this. The section also addresses 
where future work is needed to build further knowledge on how IDGs and SDGs 
are or could be intertwined.

Click here to read more

Click here to read more

Click here to read more

Click here to read more

Click here to read more
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Who this Publication 
is Written For
 
This publication is aimed in particular at change agents. By change agents we 
mean people who are interested in inner development and/or sustainability and 
who are committed to harnessing the potential of these issues for themselves 
and others. Thus, that can be trainers, people who work in the area of Human 
Resources, Sustainability, leadership development, policy making or other repre-
sentatives of any form of organisation. We also want to address individuals who 
are interested in inner development. However, our main focus is on working with 
organisations. These can be political, private or non-profit organisations, to name 
a few, as well as their stakeholders (in the context of this publication we use the 
term ecosystem). In our view, working with organisations is a very efficient way to 
reach many people and bring about systemic change.

Who Initiated this Publication 
 
The publication is part of the Inner Development Goals (IDG)-Initiative, which was 
initiated in 2020 by the Ekskäret Foundation, 29k Foundation and The New Divi-
sion. More than 50 academic institutions, organisations and (so far) one govern-
ment (of Costa Rica) have officially joined the journey of co-creation and integra-
tion of the IDG framework. The Inner Development Goals (IDGs) is a non-profit, 
open source organisation working to accelerate the work toward achieving United 
Nations’ Sustainable Development Goals (SDGs) through the power of inner 
development. The IDG Initiative researches, collects, and communicates evi-
dence-based personal skills and qualities that help to live purposeful, sustainable, 
and productive lives. The purpose of IDGs is to bring the power of inner devel-
opment to all global challenges faced by humanity. More information about the 
initiative can be found here: innerdevelopmentgoals.org

This report was supported by ERASMUS+ through the CADRA project. The 
project "Cognitive Adult development - from Research to application" involves six 
organisations working together over a three-year period to bring approaches in-
formed by cognitive adult development to a wider audience. In particular, CADRA 
aims to understand how people currently develop their cognitive skills in order to 
derive approaches and formats that enable people in leadership roles to better 
understand and deal with living, complex systems and decisions. More information 
on CADRA can be found here: cadra.li.

It is important for both the IDG initiative and CADRA that the content and data 
generated is publicly available. Not only this publication, but also the survey itself 
as well as all data generated so far (which are of course completely anonymised) 
are therefore available on the IDG Initiative website and can be used for one's 
own research purposes.

https://www.innerdevelopmentgoals.org/
https://cadra.li
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1.1 From Limits to Growth 
to Inner Development
Fifty years ago, in 1972, Donella Meadows and her colleagues authored the report 
The Limits to Growth, where they simulated the long-term global trends in popu-
lation, economics, and the environment using a computer model named World3. 
The simulations took their departure in a holistic perspective on the earth. This 
was in a time of the moon landing and the Apollo project, where the Earthrise 
photography became a symbol for the beginning of the environmental movement 
and the development of a more global awareness.

The World3 model took into consideration factors such as population, food pro-
duction, industrial output, pollution and consumption of non-renewable resources, 
such as fossil fuels. From these factors and simulations, they could make different 
future forecasts. They concluded that the most probable scenarios, should the 
exponential growth continue, would include overshoot and resource depletion, 
at which the human population would collapse.

The conclusions from the report that the Club of Rome commissioned were con-
troversial at that time and dismissed by many. It still is today, and most economic 
and social systems are still based on the assumption of continuing economic 
growth and growth in how we extract finite resources. But the primary purpose of 
the systems dynamics models was, according to Meadows, not to make 
predictions but rather to help human minds to understand interactions. Thus, 
the work was a significant landmark in using systems theory and perspectives to 
understand sustainability challenges.

But why have we, after fifty years, not advanced further in acknowledging the 
results and recognising that growth has limits on a finite planet? In fact, we have 
even created a more complex situation to be solved in the meantime.Because 
compared to the status quo on the basis of which the researchers drew their 
conclusions 50 years ago, the situation has even worsened on other levels, which 
should make it even more difficult to bring things back into balance. For example, 
only one percent of the world’s population currently owns about half of all wealth. 
After the financial crisis in 2008, however, the number of billionaires worldwide 
almost doubled. At the same time, fewer and fewer people manage to lift them-
selves out of extreme poverty.

A study by the development organisation Oxfam (cf. “Public good or private 
wealth”) shows that the rate at which extreme poverty is being reduced has 
halved since 2013. African countries are particularly affected by this develop-
ment: Extreme poverty has even been  increasing again in these countries for 
some time. Why we allow this to happen is something we can only speculate 
about here. If we focus on The Limits to Growth study, we see three reasons 
why this early warning didn’t have a more impact than it did:
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Firstly, system dynamics is a complex subject and tool that one cannot easily 
learn on one’s own. Not only do you need to understand how different factors, 
such as the access to oil, develop due to the extraction and exploitation of new oil 
wells. You also need to take into account how this affects other factors, such as 
economic output and vice versa. This is also a challenge in the university environ-
ment where such courses are offered.

Secondly, the Limits to Growth study results challenged the still widely held 
worldview that growth is essentially based on human ingenuity and technological 
progress and that we will always find  new resources, innovate and develop more 
efficient ways to use them. Even though there are truths to be found in this, a 
worldview is often something we identify with, and when results are not in 
alignment with this, we tend to dismiss them.

Thirdly, the analysis was conducted by the Massachusetts Institute of Technology 
research group without involving external stakeholders who might be affected by 
the conclusions. It is often the case that if you haven’t been involved in a process, 
you are less likely to accept its outcome. Nowadays, the systems dynamics tool 
Causal loop diagram, as the method is called, is applied to involve stakeholders to 
make sense of complex issues collectively.

In 2015, the United Nations General Assembly set up the resolution Transforming 
our world: the 2030 Agenda for Sustainable Development containing the Sustain-
able Development Goals (SDG) to be achieved by 2030. The 17 goals or SDGs 
are: No Poverty, Zero Hunger, Good Health and Well-Being, Quality Education, 
Gender Equality, Clean Water and Sanitation, Affordable and Clean Energy, De-
cent Work and Economic Growth, Industry, Innovation and Infrastructure, Re-
duced Inequality, Sustainable Cities and Communities, Responsible Consumption 
and Production, Climate Action, Life Below Water, Life on Land, Peace, Justice 
and Strong Institutions, and Partnerships for the Goals.

If we look at the three reasons we identified with Limits to Growth report, we can 
say that the SDGs address all three of them: Firstly, the SDGs can be seen as an 
approach to make the complexity of the challenges associated with sustainabil-
ity easier to understand and engage in by dividing them into the 17 goals and a 
total of 169 targets that allows for monitoring of the progress of implementing the 
goals. Significant efforts were made to communicate the goals by means of suc-
cinct descriptions and supporting symbols that most recognise today.

Secondly, the Agenda 2030 framework is more inclusive of different perspectives 
and does not directly challenge any worldview in the sense that the Limits to 
Growth report did. For instance, it includes economic growth as one of the goals.

And finally, the SDGs were the result of a three-year-long collaborative process 
involving affected stakeholders from all 193 participating nations, which ensured 
that the framework would be widely spread and adopted. Instead of trying to sim-
ulate and inform about possible future scenarios, the framework is designed and 
intended to support the action and implementation of the SDGs.
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However, we are now halfway to the deadline in 2030 and the implementation 
progress is too slow. This is the conclusion from the latest Sustainable Develop-
ment Report published annually by Prof. Jeffrey Sachs and colleagues. According 
to this report, the progress of reaching the SDGs has stagnated for the past two 
years.

There seem to be several gaps to bridge to reach the SDGs. One possible per-
spective and conclusion from this could be that the challenges ahead of us are 
simply too complex and overwhelming for us as a collective to grasp and ap-
propriately engage in. This could come from an understanding that we are only 
adapted for solving simple tasks, that we are not capable of understanding expo-
nential growth and that we are simply hard-wired towards engaging only with our 
close groups, tribes and those we can relate to.

In this publication and initiative, we will introduce another perspective. Here we 
will explore inner development as a means of addressing sustainability issues and 
the SDGs. We will argue that it may be possible to develop our ability to under-
stand complex problems, our ways of relating and cooperating with people from 
all around the world, and to come to decisive action from this even when it chal-
lenges our ways of understanding the world and our place in it. If we, on a large 
scale, in organisations and governments, start to prioritise developing relevant 
skills, we can substantially increase our chances of being successful in working 
effectively with complex issues, like the sustainable development goals.

We still believe in continuing growth on a finite planet, but rather in terms of grow-
ing our inner skills and capabilities and without compromising the ability of future 
generations to meet their needs. We consider this inner development to be the 
growth that matters.
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1.2 Introducing the 
IDG Initiative
The Inner Development Goals (IDG) is a non-profit and open-source initiative that 
aims to investigate which skills and capacities are relevant to develop to address 
the SDGs better. We also want to address if and how these skills can be trained 
and developed to support more integrative measures and approaches. In the 
two coming chapters, the IDG initiative and the IDG framework with its skills and 
dimension will be introduced, but before that, we need to discuss more broadly 
what we mean by inner development and why it matters here.

The SDGs are complex and contain many challenges in themselves. Take the 
SDGs Climate Change or Reduced Inequality as two examples. A first gap is 
whether we understand and make sense of these issues as a problem at all. This 
requires skills such as complex thinking and taking different perspectives, includ-
ing long-term perspectives.

The development of these skills is sometimes transmitted in schools and higher 
education but we have historically mainly focused on learning facts and solving 
well-structured problems. However, suppose we only learn about challenges 
such as climate change or inequality, there is no guarantee that we actually care 
about them or have the capacity to relate and collaborate in effective ways to act 
on them. We may be overwhelmed by their complexity or feel that we don’t have 
the time or capacity to engage in them. It may also be that engaging in climate 
change is not in line with our current values and worldview. It seems clear that 
cognitive abilities such as complex thinking are essential to address complex 
challenges. However, here the scope of necessary inner development goes be-
yond this.

We aim to involve more of the human being than our intellects and also involve 
how we relate to our thoughts, feelings, values and bodies in our view of devel-
opment. Cultivating our inner life in how we develop has been the aim of many 
wisdom traditions throughout history as well as modern psychological research 
and practice. But even if we are knowledgeable about climate change or inequal-
ity and are at peace with ourselves as individuals, there is no guarantee that our 
values align with what happens in another part of the world or a distant future.

How we relate with and feel connected with others is also highly relevant here. 
Would we really engage in climate change if we didn’t care about those affect-
ed, even if they are parts of other cultures? Meadows and colleagues wanted 
to promote how we understand interactions. We also argue that we need to see 
ourselves not only as individuals but also in relation to and interaction with each 
other and to see ourselves as larger collectives. Accordingly, we may understand 
the skills that we propose not only from an individual perspective, but also as 
skills we on a collective level need to develop to address the SDGs.
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The complexity of the SDGs also asks us to cooperate and co-create. No chal-
lenge can be addressed by a sole individual. From this perspective, we under-
stand that our collective abilities to cooperate, for instance, in organisations, can 
be more or less inclusive, trusting and productive. We consider the way of cooper-
ating as something we can and need to develop.

Finally, to further close the gap between what we understand, relate to and work 
towards and what we achieve in terms of impact and addressing the SDGs, we 
need to be courageous and empower each other. We need to develop new solu-
tions that we can test and implement.

Our way of approaching inner development is by means of the IDG framework, 
which contains the five dimensions: Being, Thinking, Relating, Collaborating 
and Acting. Each dimension contains 4-5 skills making it a total of 23 skills 
that we need to develop in order to get us significantly closer to fulfilling the 
17 Sustainable Development Goals.

1.3 An Invitation 
to Engage
When you look at the list of inner development goals, you may feel inspired or 
even overwhelmed. We don’t expect that everyone will or can develop all these 
skills. A lifetime of practice wouldn’t suffice for that. And some may not be inter-
ested in developing at all, which is all fine. No one can and should be forced to 
develop. We don’t know enough about inner development to promote that; even if 
we did know, it would be questionable from an ethical perspective. We also don’t 
believe that certain interventions or activities that we will discuss are suitable for 
all individuals and all cultures.

We do, however, believe that our current way of understanding and addressing 
the sustainability issues is insufficient and that many small steps made overtime 
by many change agents, which could be leaders, facilitators, researchers, human 
resources professionals and individuals, may contribute to significant inner devel-
opment on a collective and aggregated level. In particular, we believe that working 
with organisations has great leverage to kick-start the systemic change we need 
at the individual and collective levels. This is the reason why the IDG Initiative fo-
cuses on working with organisations - be they companies, NGOs or governments.

But whether you are dealing with the issue of inner development as an individual 
or as an organisation, always remember this, as Karen O’Brien puts it: 
"You matter more than you think!"

We also believe that by contributing to the conversation around promoting inner 
development, people will take development as something natural and welcomed 
rather than as a surprising exception or something uncomfortable and threatening.



12

We also hope that by raising awareness around inner development, we can con-
tribute to broader discussions around which kind of support the organisations 
can and should offer their employees to develop. We believe that the IDGs can 
be useful in thinking about and planning development support for employees and 
when assigning key roles, such as senior leadership positions. We hope to touch 
more on the theme of measurement and recruitment in the future.

To put it shortly, we want to contribute to and support inner development accord-
ing to the IDG framework. We do this by raising two questions: which skills do 
we need to develop and how do we develop them? With this, we hope to discuss 
inner development as something that is intentional and deliberate where I as an 
individual and we as an organisation take responsibility for our own develop-
ment and try to guide it and support each other in a sound and healthy direction, 
although finding out what a sound and healthy direction means is part of the 
journey.

We see this work and initiative as a way of bringing together two vast discourses 
and fields of sustainability and inner development. Two groups we particularly 
want to bring together here are people working in these communities that rarely 
interact. These could be researchers, activists and change agents engaged in 
sustainability issues, and trainers, facilitators, consultants, HR professionals and 
researchers engaged in understanding and promoting inner development.

This ambitious project is bound to have several limitations and blind spots. We will 
address these in the discussion chapter. The aim here is to start a conversation 
between these two fields and groups and bring them together in different IDG 
Gatherings and Summits over the coming years. If you find a gap that you think 
should be addressed, you may be the one to fill it.

The core of this publication, however, is what we refer to as the IDG Toolkit. This 
is a first collection of methods, practices and activities that you can engage in to 
develop the skills we propose. We intend to bring more versions and methods in 
future, especially in a digital and more dynamic way, as this is the first draft where 
we are learning good ways to select and present a variety of methods in a com-
prehensive way. In that sense, we want you to see this publication as an invitation 
to deliberately engage in your own development and support others.
 
We have aimed to bring a scientific perspective to the proposed methods, but 
bear in mind that no method works all the time and for everyone, or is always 
intrinsically related to sustainability. So more than anything, this is an invitation to 
experiment and engage in a collective journey of inner development.

We hope that this is just the beginning of our conversation and that our paths will 
cross many times going forward.



The IDG 
Initiative

Chapter 2

The IDG Initiative was established two years ago 
and is supported by Inner Development Goals, 
a non-profit, open-source organisation for inner 
development:

We research, collect and communicate science- 
based skills and qualities that help us lead pur-
poseful, sustainable and productive lives. The 
following lines are intended to give you a brief 
overview of what we have done and achieved with-
in the past two years or what will drive us further 
in the future. In particular, we ask you to familiar-
ise yourself with the IDG framework if you are not 
yet familiar with it. This is because it is the central 
element to which all further explanations in this 
publication refer.

The IDGs focus on working with organizations 
since they have a potential to accelerate human 
growth, collective learning and achieve systemic 
change. To help organizations do this we are build-
ing an ecosystem that brings the world’s leading 
practitioners and academics into a dialogue on 
how to scale inner development to accelerate the 
work towards the SDGs.

For more information on the IDG initiative, please 
visit our website: www.innerdevelopmentgoals.org.

Back to Reading Interests

http://www.innerdevelopmentgoals.org.
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2.1 Phase One –  
The IDG Framework
The first phase, which lasted from autumn 2020 to late summer 2021, identified 
what skills we need to develop to meet the challenges of our time. Through two 
surveys in which over 1000 people participated, 23 skills were identified. Common 
interests of all participants were and are the topics of sustainability, inner devel-
opment and leadership. In the survey, deliberate care was taken to ensure that 
the respondents came from very different areas of society: representatives from 
politics, NGOs, businesses, researchers but also individuals.

The 23 skills were then grouped into five categories in a co-creative process led 
by Thomas Jordan of the University of Gothenburg, Sweden. A variety of notable 
institutions, organisations and individuals also participated in this process. If you 
like to know more about phase 1, we invite you again to have a look at our web-
site. There you will find the report and other valuable information.

At the latest since the country of Costa Rica took the decision in December 2021 
to integrate the IDG framework into their entire public sector, the IDG initiative has 
received a lot of attention worldwide. Currently, activities on how to use the IDG 
framework are taking place in at least 100 different locations worldwide, which 
we internally call ‘hubs’.

Everyone who is aligned with our mission can join an existing Hub or Network 
(find one via our website) or start a new one - no permission needed. If you want 
to learn more about Hubs or Networks, take a look at our Hub Information Deck 
you can register be listed on our website.

2.2 Phase Two –
The IDG Toolkit
This publication is about the presentation of the results of this second phase of 
the IDG initiative. After we have dealt with the 'what' in the first phase, the ques-
tion of the 'how' now follows. So how can the skills presented in the IDG frame-
work be developed? Everything you need to know about this can be found here in 
this publication.

In the run-up to this publication, we have already published a research report that 
focuses less on the application and primarily on the analysis of the data we ob-
tained via the survey. If you would like to learn more about this, you can find this 
publication here

ttps://www.innerdevelopmentgoals.org/community
https://docs.google.com/presentation/d/1gkpQam3SukFcIokDVb7aPMOuw3SvrJHB/edit#slide=id.p1]. Here [url: https://docs.google.com/forms/d/e/1FAIpQLSecwJe0Tw4sHUSY-Usmfzi011uUQhoehmOVIjfr7ZQ7zcCr3g/viewform
https://www.innerdevelopmentgoals.org/resources
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2.3 Phase Three –
Widening and Integrating
Phase three of the initiative aims for more global prototyping, input and adjust-
ment of the IDG framework and toolkit. The IDG framework and toolkit will be 
published online to make it more accessible. Prototyping deals with applying the 
IDG framework and toolkit in programmes for inner development that are targeted 
to decision-makers and change agents around the world working with SDGs.

Input and adjustment of the IDG framework and toolkit deals with addressing the 
initiative’s different biases, e.g. being based on a Western or Modern perspective 
in terms of survey respondents and research perspective.

However, views on what inner development is needed and how to support it likely 
vary depending on cultural and regional context. Therefore there is a need to a 
greater extent to include diverse perspectives to complement the existing IDG 
framework and toolkit.

Phase three will last for two years. In the first year, the IDG initiative plans to:
• Create an online version of the IDG toolkit, making it accessible and gathering  
 input on more methods and tools and how to best process and present them  
 in an open library. 

• Create a pilot of the first global IDG's Capacity Development Programme in  
 five countries with a research study exploring how an increased focus on IDGs  
 can support work towards the SDGs, can be found here

• Create a prototype for a global research study that will initiate a second 
 iteration of the IDG framework and tool-kit. The aim here is to widen the   
 scope of the IDG framework to include perspectives from different parts 
 of the world.

In the second year, the IDG initiative will deliver the following:

• Launch of the updated and co-created version of the IDG tool-kit.

• Create an extended BIG research study in 100+ countries with our collaborat-
ing partners, resulting in an updated IDG Framework and tool-kit.

• Develop 300+ local IDG Hubs and five national IDG Nodes to also work on  
 national policy improvement.

If you want to join and engage in the IDG initiative, please start with filling 
this form.

https://global-leadership-programme.confetti.events/
https://www.surveymonkey.com/r/IDGwelcome


The IDG 
Framework

Chapter 3

In the following chapter we will introduce the IDG 
framework. If you are not yet familiar with it, we 
recommend that you read this chapter before 
you start with the toolkit section, as the toolkit 
is based on the IDG framework.

Furthermore, you will find in this chapter a self- 
reflection tool that will help you - both from 
the perspective of an individual and from the 
perspective of an organisation - to ease 
the transition into working with the toolkit.

Back to Reading Interests
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3.1 Status Quo of the 
IDG framework
Below is the summary of the IDG framework. It is the core of the work we refer to 
hereafter. After the overview, you will find descriptions that describe the individu-
al categories and skills. So please take a moment to familiarise yourself with the 
framework if you are not already. 

Please, note: The IDGs and therefore also the framework are a work-in-progress 
and may continue to change as the project develops and new information and input 
comes in. 

The current IDG framework is set out in the following table: 

2 Thinking
Cognitive Skills

5 Acting 
Enabling Change

1 Being
Relationship to Self

3 Relating
Caring for Others &
the World

4 Collaborating
Social Skills

Inner Compass

Integrity and 
Authenticity

Openness and 
Learning Mindset

Self-awareness

Presence 

Communication 
Skills

Co-creation Skills

Inclusive Mindset 
and Intercultural 
Competence

Trust

Mobilization Skills

Critical Thinking

Complexity 
Awareness

Perspective Skills

Sense-making

Long-term 
Orientation and 
Visioning

Appreciation

Connectedness

Humility

Empathy and 
Compassion

Courage

Creativity

Optimism 

Perseverance 
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Cultivating our inner life and developing and deepening our 
relationship to our thoughts, feelings and body help us be 
present, intentional and non-reactive when we face complexity.

Inner compass 
Having a deeply felt sense of responsibility and commitment to 
values and purposes relating to the good of the whole. 

Integrity and Authenticity 
A commitment and ability to act with sincerity, honesty and integrity.

Openness and Learning mindset
Having a basic mindset of curiosity and a willingness to be 
vulnerable and embrace change and grow.

Self-awareness
Ability to be in reflective contact with own thoughts, feelings and  
desires; having a realistic self-image and ability to regulate oneself.

Presence 
Ability to be in the here and now, without judgement and in a state 
of open-ended presence.
 

Being —
Relationship to Self
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Developing our cognitive skills by taking different perspectives, 
evaluating information and making sense of the world as an inter-
connected whole is essential for wise decision-making.

Critical Thinking
Skills in critically reviewing the validity of views, evidence and plans. 

Complexity Awareness
Understanding of and skills in working with complex and systemic 
conditions and causalities.

Perspective Skills
Skills in seeking, understanding and actively making use of insights 
from contrasting perspectives.

Sense-making
Skills in seeing patterns, structuring the unknown and being able  to 
consciously create stories.

Long-term Orientation and Visioning
Long-term orientation and ability to formulate and sustain 
commitment to visions relating to the larger context.

Thinking —
Cognitive Skills
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Appreciating, caring for and feeling connected to others, such as 
neighbors, future generations or the biosphere, helps us create 
more just and sustainable systems and societies for everyone.

Appreciation
Relating to others and to the world with a basic sense of 
appreciation, gratitude and joy.

Connectedness
Having a keen sense of being connected with and/or being a part of 
a larger whole, such as a community, humanity or global ecosystem.

Humility
Being able to act in accordance with the needs of the situation 
without concern for one’s own importance.

Empathy and Compassion
Ability to relate to others, oneself and nature with kindness, 
empathy and compassion and address related suffering.

Relating —
Caring for Others and The World
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To make progress on shared concerns, we need to develop our abil-
ities to include, hold space and communicate with stakeholders with 
different values, skills and competencies.

Communication skills
Ability to really listen to others, to foster genuine dialogue, to 
advocate own views skillfully, to manage conflicts constructively 
and to adapt communication to diverse groups.

Co-creation skills
Skills and motivation to build, develop and facilitate collaborative 
relationships with diverse stakeholders, characterized by 
psychological safety and genuine co-creation.

Inclusive mindset and intercultural competence
Willingness and competence to embrace diversity and include 
people and collectives with different views and backgrounds.

Trust
Ability to show trust and to create and maintain trusting 
relationships.

Mobilization skills
Skills in inspiring and mobilizing others to engage in shared 
purposes. 

Collaborating —
Social Skills





27

Qualities such as courage and optimism help us acquire true agency, 
break old patterns, generate original ideas and act with persistence 
in uncertain times.

Courage
Ability to stand up for values, make decisions, take decisive action 
and, if need be, challenge and disrupt existing structures and views.

Creativity
Ability to generate and develop original ideas, innovate and being 
willing to disrupt conventional patterns.

Optimism
Ability to sustain and communicate a sense of hope, positive 
attitude and confidence in the possibility of meaningful change.

Perseverance
Ability to sustain engagement and remain determined and 
patient even when efforts take a long time to bear fruit.

Acting —
Enabling Change
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"If I were to develop one 
skill from the IDG framework, 

which one would probably 
make the biggest 

difference in my life?"
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3.2 A Tool for 
Self-reflection
There are many ways to work with the IDG framework. One simple way would be 
to ask some of your friends, colleagues or children:

"If I were to develop one skill from the IDG framework, which one would probably 
make the biggest difference in my life?"

With the help of Thomas Jordan from the University of Gothenburg, Sweden, we 
would like to present below a somewhat more comprehensive tool for self-reflec-
tion.

You can use the tool both as an individual and as an organisation. However, the 
questions are basically formulated with a work context in mind and are intended 
to help you discover interesting aspects that you can address as an individual or 
organisation on your development journey.

You do not have to address all the questions. We see the self-reflection tool more 
as a kind of register that you can open to rummage through.

Have you asked your friends, colleagues or children about a skill that could make 
a difference in your life? Then you could, for example, look specifically at this skill 
in the self-reflection tool and deal with the questions stored there.
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Being — 
Relationship to Self
Inner Compass
Individual:
• What are your three most important values?
• In what ways do you want to serve the good of the world?

Organisation:
• What are the three most important values of the organization you work for?
• In what way does the organization you work for serve the good 
 of the world? 

Integrity and Authenticity
Individual:
• In what situations and why do you stop being yourself?
• In what situations do you feel challenged to be true to your values and who  
 you want to be?

Organisation:
• In what situations and why does your organisation stop to act in line with its  
 values?
• In what situations do you feel challenged to act in line with the values of the  
 organization you work for?

Openness and Learning mindset
Individual:
• How do you stay open when you have a different opinion?
• Are you serious about having an inquirying mindset when you encounter views 
 that are very different from your own?

Organisation:
• How does your organisation deal with difficulties that arise in the 
 implementation of work routines or with regard to the adopted strategy?
• Is your organisation serious about adopting an enquiring stance, even if views  
 emerge that are very different from those that are common in your 
 organisation?
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Self-awareness
Individual:
• What are your strengths and weaknesses?
• Are you nurturing your capacity for being aware of the nature of your own  
 thoughts, judgments, reactions and emotions as they happen?

Organisation:
• What do you consider to be the strengths and weaknesses of the organisation  
 you work for?
• Has your organisation developed practices to promote the ability to become  
 aware of judgements, reactions and emotional states as they happen?

Presence
Individual:
• What is most alive in you right now?
• Can you remember moments when you were able to make your self available  
 to someone else in a non-judging way, even when feeling provoked?

Organisation:
• From your point of view, what is currently most alive in the organisation you  
 work for?
• Can you recall moments when the organisational context in which you work  
 has allowed you to express yourself freely without fear of consequences?
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Thinking — 
Cognitive Skills
Critical Thinking
Individual:
• How do you identify the blind spots in your own beliefs?
• Are you nurturing your habit of asking inquiring and critical questions  
 in relation to significant assertions?

Organisation:
• Do you know the blind spots in your organisation?
• Does your organisation maintain a culture where it is possible to ask 
 critical questions in relation to significant assertions?

Complexity Awareness
Individual:
• What helps you think in terms of "both and"?
• Do you look for how issues you are concerned about may be understood in a  
 deeper way: causes, potential consequences, dependencies on other issues?

Organisation:
• Does your organisation invite you to think in terms of "both and"?
• Has your organisation developed practices on how to understand issues in a  
 deeper sense: causes, possible consequences, inter dependencies with other  
 issues?

Perspective Skills
Individual:
• Who has perspectives that challenge you deeply?
• Are you strongly motivated to make use of contrasting perspectives when  
 navigating challenging issues?

Organisation:
• Do you know organisations that take very different perspectives from the  
 ones you work for?
• Has your organisation developed practices to use contrasting perspectives 
 to deal with challenging issues?
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Sense Making
Individual:
• What kind of stories help you feel meaning?
• Do you reflect on how you yourself make up stories about the issues that 
 engage you?

Organisation:
• What kind of stories have meaning in the context of the organisation you 
 work for?
• Has the organisation you work for developed practices for thinking about 
 how stories are made up that engage the organisation?

Long-term Orientation and Visioning
Individual:
• What three things are most important in a 5, 10 and 100 years perspective?
• Do you feel motivated to engage in work that addresses issues that will take 
 a long time to resolve?

Organisation:
• What three things are most important from the perspective of the organisation  
 you work for in 5, 10 or 100 years?
• Has your organisation developed practices to deal with issues that will take a  
 long time to resolve?
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Relating — 
Caring for Others and the World
Appreciation
Individual:
• Who has contributed to your success?
• Do you consciously turn your attention to that which is worthy of appreciation,  
 such as people’s efforts and the beauty of the world?

Organisation:
• What and who has contributed to the success of your organization?
• Has your organisation developed practices to appreciate the things that are  
 worth appreciating, such as people's achievements and the beauty of the  
 world?

Connectedness
Individual:
• Who and what would you like to be more involved with?
• Do you nurture and sustain a keen and deeply felt sense of belonging to and  
 being a part of a much larger whole such as humanity and the global 
 ecosystem?

Organisation:
• Who and what could the organisation you work for be more committed to?
• Has the organisation you work for developed practices to  establish and 
 maintain a deeply felt sense of belonging to a much larger whole such as 
 humanity and the global ecosystem?

Humility
Individual:
• What helps you put the "we" over the "I" when the situation calls for it?
• Do you sometimes feel more concerned about looking good than you would  
 like to?

Organisation:
• Has your organisation developed practices for putting the common good   
 above the needs of the organisation as such when the situation demands it?
• Is the organisation you work for sometimes more concerned with looking good  
 to the outside world than you would like?
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Empathy and Compassion
Individual:
• Who and what helps you move into action when you perceive the suffering of  
 others?
• Are you working on your ability to feel empathy and compassion even towards  
 people who are very different from yourself and who may act in ways you 
 disapprove of?

Organisation:
• Has your organisation developed practices for noticing and responding to the  
 suffering of others?
• Does the organisation you work for give you the opportunity to develop skills  
 of empathy and compassion towards people who are very different from you  
 and who may even act in ways you disapprove of?
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Collaborating — 
Social Skills 
Communication Skills
Individual:
• What helps you contribute to a real dialogue?
• What communication skills would you like to develop further?

Organisation:
• Has your organisation developed practices to contribute to genuine dialogue  
 between employees and other stakeholders?
• What communication skills do you think should be promoted in your 
 organisation?

Co-creation Skills
Individual:
• How can you hold the tension between shaping and being shaped?
• How can you become even more creative and constructive in collaborative  
 efforts?

Organisation:
• Is your organisation flexible and robust enough to perceive and respond 
 adequately to change?
• What could your organisation improve to make cooperation even more 
 creative and constructive?

Inclusive Mindset and Intercultural Competence
Individual:
• What helps you include those who think differently?
• Do you feel that you are willing to make an effort to understand and include  
 people and mentalities that are very different from what you are used to?

Organisation:
• Has your organisation developed practices to include dissenters?
• Do you have the impression that your organisation makes a serious effort to  
 be inclusive of those who think differently?
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Trust
Individual:
• How do you consciously build trust?
• Are you working on your skills in building and maintaining trust in relation to  
 different people?

Organisation:
• Do you feel that your organisation has practices in place to build trust 
 consciously?
• Do you work consciously within your organisation to build and maintain trust  
 in relation to different people?

Mobilization Skills
Individual:
• What is the best motivation for achieving common goals?
• Do you attend sufficiently to the task of inviting and energizing other people  
 to work for shared visions?

Organisation:
• From your organisation's point of view, what is the best motivation to achieve  
 common goals?
• Does your organisation have and use practices to invite and motivate other  
 people to work for common goals?
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Acting — 
Enabling Change 
Courage
Individual:
• When did you last do something daring?
• What are some situations where you would like to be able to act in a more  
 courageous way?

Organisation:
• When was the last time your organisation did something daring?
• What are situations in which you wish your organisation would act more boldly?

Creativity
Individual:
• How can you foster more creativity?
• What can be your specific contribution, considering your own personality, to  
 more creativity in your field of work?

Organisation:
• How could your organisation promote more creativity?
• How could your organisation promote more creativity in the context of your  
 stakeholders in relation to common objectives?

Optimism
Individual:
• What good do you think will happen this century?
• Do you have the ability to draw your own and others' attention to hopeful   
 signs and initiatives, something you want to continue to promote?

Organisation:
• Are there ideas within your organisations about what good will happen in this  
 century?
• Does your organisation have practices to draw the attention of others to 
 hopeful signs and initiatives?

Perseverance
Individual: 
• What real challenge has helped you to grow?
• What ideas do you have about how we can strengthen our individual and 
 collective ability to sustain engagement and effort over time?

• Organisation: What challenge has helped your organisation to grow?
• Are there ideas in your organisation on how we can strengthen our individual  
 and collective capacity to sustain our commitment and efforts over a longer  
 period of time?



Collection of data 
and development 
of the Toolkit

Chapter 4

Here we share details about the research process 
leading to the compilation of the toolkit. The pro-
cess was divided into two steps, first we gathered 
data and insights from practitioners around differ-
ent methods they apply to develop themselves or 
support others’ inner development.

Then we made a selection of these methods and 
complemented them with proposals from contrib-
uting researchers.

Back to Reading Interests
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4.1 The survey
As you will soon discover, the toolkit contains several methods that we think offer 
good examples of how to support inner development. But how did we find these 
methods, how did we overview the vast field comprising personal development 
and leadership development and how did we select methods for the toolkit?

First of all, there are a few things we didn’t do. We didn’t perform systematic lit-
erature research on all methods covered in scientific literature. And it would have 
been beyond the scope of this phase of the IDG initiative to test the methods that 
were collected. What we did was to construct an online survey that we sent out 
to our network of people: change agents, consultants, professionals engaged in 
organisational development, activists, students, employees and any individual 
interested in sustainability issues or inner development. That means that the dis-
semination was not guided by scientific-based criteria.

The IDG initiative was founded in Sweden, so that is where our network’s centre 
of gravity is. Therefore, it’s not surprising that we can see a cultural bias in the 
responses, with 30 % coming from Sweden and 87 % coming from the West-
ern world (EU, North America, Australia and New Zealand). This is a bias we are 
aware of. That is why we have tried – through some interviews – to capture other 
perspectives that reflect the views of people with a non-Western socialisation. We 
also intend to further address in the third phase of the IDG initiative, which is to 
focus more on skills and methods from non-Western countries.

In total, over 3000 individuals have participated in the survey so far and it is still 
online. Until February 22, that is when we started to work on this publication, over 
1000 responses on what people do to develop themselves or support the devel-
opment of others and their perspectives on sustainability were collected and thus 
became part of the analysis here. The survey was (and still is) anonymous to take, 
and the collected data is openly shared with researchers or anyone interested 
in performing their own analyses. The survey and data are available at the IDG 
website.

To include more than the researchers’ and experts’ perspectives, we directed the 
questions toward three larger groups representing three different perspectives on 
the survey: individuals, organisational representatives and trainers. Individuals are 
the respondents interested in and want to share their experiences on their own 
inner development. Their perspective is important since we want to treat them 
as subjects rather than objects that trainers, experts and organisations want to 
develop. If we want to promote deliberative and intentional inner development, 
the individuals we aim to support the development of need to be involved and 
engaged in this.

https://sv.surveymonkey.com/r/IDGphase2
http://www.innerdevelopmentgoals.org
http://www.innerdevelopmentgoals.org


41

Organisational representatives included the perspective of the organisation that is 
of particular interest to the IDG-initiative. Here the respondents answer on behalf 
of his/her organisation and what the organisation does to support the employees’ 
inner development. The respondent can be a manager, HR specialist, employee or 
anyone feeling they can answer from the organisation’s perspective.
 
Trainers represent all who see themselves engaging in training or facilitation and 
have expertise on a particular method or intervention they wish to contribute. 
This could also entail experts and researchers from relevant fields. The selection 
of methods of the toolkit is primarily based on the roughly 400 responses from 
this group.

We also interviewed organisational representatives about the challenges they ex-
perience in their roles and how they support their employees’ inner development. 
In addition to the survey, which yielded over 100 different methods for inner devel-
opment, we asked for input from the scientific advisory board associated with the 
IDG initiative and have had – as mentioned before – a variety of other conversa-
tions with third parties to capture other perspectives and knowledge. This will be 
introduced in the following.

4.2 Survey Results in short - 
Views on Sustainability
Inner development is not the only broad field. The same applies to the topic 
of sustainability. What do we actually mean when we use the term? We would 
therefore like to share a few insights that we were able to derive from the data we 
obtained from the survey. Because some interesting results of the survey relate 
to questions we asked about people's ideas about sustainability. We wanted to 
know: Do the Sustainable Development Goals provide a good description of the 
challenges we face and to what extent are we sustainable?

The result of the first question is the following:

Do you think the Sustainable Development Goals, the SDGs, offer a good 
distillation of the challenges around sustainability? (3129 respondents)

Yes       57%

I’m not sufficiently familiar with the SDGs  30% 
to have an opinion on the matter

No       14%
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First, it should be noted that the SDG framework has relatively good support 
among the respondents interested in inner development. The respondents who 
answered ‘No’ were asked to elaborate on what they think is missing or inade-
quate with the SDGs. Common responses addressed opinions that the SDGs do 
not sufficiently consider the interconnectedness between the 17 sustainability 
goals nor do they relate to the inclusion of growth, which some argue is at the 
core of the problems of sustainability.

Another frequent response on limitations related to not considering the inner 
dimension enough. This could entail both inner psychological aspects as well as 
collective and cultural. This is not unexpected since the framing of the survey was 
around inner development. Widening the scope of sustainability to include a psy-
chological perspective also seems to be in line with the ambitions of the Intergov-
ernmental Panel for Climate Change, IPCC, who in their report Climate Change 
2022: Mitigation of Climate Change mentions: “...meditation, yoga or other social 
practices that encourage lower carbon lifestyles”. When we asked about outlooks 
on sustainability questions, we used a straightforward question rather than apply-
ing existing but more elaborate instruments.

How sustainably do you think we are currently living as a global community? 
(3125 responses)

Our current way of life is overall sustainable  <1%

We are currently not sustainable, but it is within 29% 
our reach with available means

A sustainable way of life is still possible, although 59% 
it is not clear how we can reach it

We are permanently beyond a sustainable path 12%

Again it should be noted that the respondents are biased in their interest in 
sustainability and inner development. One detail in this result is that those who 
reported being more knowledgeable about the SDGs had a more positive outlook. 
The younger respondents also responded to be more optimistic. It is still note-
worthy that less than one percent considers our current way of life to be overall 
sustainable.

A majority of the respondents think that we don’t have within our reach to sus-
tain our current ways of life. This can be interpreted as a call for transformative 
perspectives and approaches to our development where ‘transformative’ means 
something that we can’t foresee from our current way of being and understanding 
ourselves and the world. Whether transformative would mean more holistic and 
integrative approaches such as larger technological breakthroughs, new forms 
of governing or changes in skills, values or perspective, it would likely affect our 
ways of seeing the world and our place in it.
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4.3 Survey Results in Short - 
The Individual Perspective
The central part of the survey addressed inner development. Before we dive 
into the toolkit, we will focus on the responses from the individual’s perspective. 
We asked the respondents to describe what they do to develop themselves and 
received almost 600 descriptions. Here is an overview and insights on useful 
approaches and opportunities to inner development from the individual’s perspec-
tive. If you want to dig deeper into the analysis, you can read more in the scientific 
report on the analysis of the survey responses. You can find this report here

The first example is to pick up a practice of some sort. This could be meditation, 
yoga or mindfulness-related practice. Both are included in the toolkit if you want 
to dig deeper. It also involves physical training such as work-out or running, or 
more creatively inclined activities such as engaging in arts, establishing a new 
habit or learning a new skill such as playing an instrument. Besides the positive 
health effects that often follow, having a practice of some sort is a good way of 
intentionally giving yourself recurrent time and space for your own inner 
development.

Self-reflection is another activity for inner development that deserves its own 
category. This means giving yourself time and space to stop, pay attention, reflect 
and question what you think and do instead of only responding habitually to 
what’s around you. This can be done regularly but also after unexpected events. 
Self-reflection can focus on your own behaviours but also be deeper around how 
you understand our world or what you should strive for in life.

“if you listen and reflect - reflection is soooooo important and that’s also some-
thing I try to do regularly. Just stop and think - why did she trigger me, why did 
that hurt, why did I react like that etc.”

Several other responses describe studying in organised courses or just reading 
books or listening to online lectures on various topics, for instance, sustainabil-
ity. Acquiring knowledge is a prerequisite to perspective taking and critical and 
complex thinking. There is a lot you can do with only an internet connection and 
an appropriate device.

“EDUCATION. I have spent the last 10 years, in my free time, trying to educate 
myself. Educate in the broadest sense. Reading, Listening, Watching, Talking with 
people. Sometimes we don’t care about something only because we are ignorant 
about it.”

We can also see relationships as a central source of development. Either with a 
more experienced person that supports as a coach or mentor or just by engaging 
with one’s family, colleagues, network and peers. This can act as a reminder that 
we are always in some sort of social context when we grow and develop.

https://www.innerdevelopmentgoals.org/resources
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“Having dialogues with people with different views and backgrounds than I. 
It helps understand the complexity of the world and the different realities 
people live in.”

Another way of developing is by striving to align one’s lifestyle with values. This 
includes frugality, reducing one’s carbon footprint, recycling at home, reducing 
food waste, being conscious around and reducing travel and shopping, and more 
extreme measures such as dumpster diving. It also involves striving to live ethical-
ly according to one’s ideals.

“…I try to develop mindsight through insight by being very open and observant of 
myself and my interactions. I try to be a whole person.”

Societal engagement can also be an activity for inner development. This could 
entail engaging in sustainability projects, supporting and taking care of others or 
nature, or engaging politically. Although inner development may not be the prime 
cause of engagement, it may follow as a positive side effect. This, together with 
the examples around lifestyle, may also remind us that you don’t need to have de-
veloped enough before engaging in saving the world. You can just do it right away 
with whatever you have at your hands.

From this, we can conclude that although you may not have access to any ex-
pertise around inner development, such as coaching or expensive programs for 
inner development, there are plenty of opportunities for inner development in all 
aspects of our lives.

Here we also want to point out that we include this perspective since we don’t 
want our own inner development to be solely something we leave to experts. We 
want to see individuals as subjects with the prime responsibility for their own 
development. But this is also something that needs to be optional. No one can be 
forced to develop.

And we don’t want this focus on individual inner development to take away focus 
from what we need to do on a collective and systems level. Before we turn over to 
the organisational perspective, we want to remind you of the aim of the IDG initia-
tive: which skills and qualities we need to develop to better address the SDGs.
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4.4 Survey Results in short – 
The Organisational Perspective
The organisational context is central to the IDG-initiative, so here we asked how 
the organisation can support the inner development of their employees. From the 
141 survey responses, we can learn about opportunities aimed at both the individ-
ual, the group, and the organisational level.

The most common way of supporting individual employees’ development is likely 
through leadership training programs and courses. They can range from develop-
ing specific technical skills to identifying strengths to personal development in a 
broader sense. Coaching is also brought up as a common measure. To approach 
inner development more systematically, it’s appropriate to have a developmental 
plan that the employee updates regularly. Feedback was brought up from the indi-
vidual perspective, which is just as central here. This could range from systematic 
performance appraisals to more casual conversations.

“We support all our employees and freelancers in finding out what their core tal-
ents are. Next we aim to customise the role they play in our organisation to their 
strengths and talents as much as possible.”

You may think of the IDGs as skills for the individual to develop, but they may 
also be seen on a collective level. All measures towards the individual employee 
mentioned above may also be applied at the group level, where colleagues may 
support each other on tasks and inner development through buddy systems. 
Feedback can be directed to the individual or the group as a whole, for instance, 
by after action reviews. It should be pointed out that opening up for support and 
feedback between colleagues requires a safe and constructive atmosphere. This 
may be supported by activities aimed at promoting a culture with values such as 
curiosity, openness to learning and respect towards others.

“As a proponent of self-compassion and mindfulness, we attempt to create a 
culture within our organisation that embodies what we teach to the world.”

Approaches that can be directed towards the organisation as a whole involve 
focusing on having just and healthy working conditions. It may also address the 
purpose, structure and values of the organisation. Some responses mention mov-
ing towards more flexible and non-hierarchical organisational structures to allow 
for autonomy at work, which may give opportunities for inner development.

“We encourage our (and all) workers, especially in the non-profit sector to 
unionise and demand better work conditions. E.g better pay, reasonable 
working hours, good working conditions, good healthcare, etc." 
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Finally, although the direction and way of working typically address the aim and 
tasks of the organisation, they can also function as developmental activities. For 
instance, if the organisation chooses to engage in projects addressing broader 
sustainability concerns rather than only making a profit that is not only relevant to 
the SDGs but they may also contribute to inner development. How we perform our 
work is also important. Good meeting facilitation, rituals such as check-ins and 
ways of collaborating and addressing complex problems may support our inner 
development, primarily in the Collaborate dimension. Here you will find several 
examples in the toolkit.

If inner development is to be approached intentionally and deliberately, the indi-
vidual or the group should take the main part of the responsibility and initiative. 
Here we focus on the organisational support and context, but from the previously 
described individual perspective, we also learn that there are many opportunities 
for inner development in all parts of life. One should bear in mind that individuals 
differ in their need for support and interest in inner development. Typically, we 
need less external support the further we get in our development. Some are not 
at all interested in inner development, which is also fine as it is.

4.5 Survey Results in short – 
The Trainer Perspective
A question we sometimes get is which theory or framework we base our develop-
mental perspective on besides the IDG-framework. What do we mean when we 
say inner development? Suppose we have a certain view of what development is, 
besides that it should lead to developing the IDG skills and addressing the SDGs. 
Aren't we optimising for something very narrow when we know that development 
is typically organic, open-ended and unpredictable? Wouldn't it be hubris to claim 
that we understand inner development and promote such development for 
others?

One way of answering this question comes from the analysis of the survey re-
sponses from the trainer perspective which is the basis of the toolkit. This in-
volved almost 400 descriptions of different methods they apply to promote the 
participants' inner development. We asked about what they are based on, the 
evidence that it works and the intended outcome.

The first question resulted in at least ten different clusters or development ‘direc-
tions’. A developmental direction is based on certain assumptions around what it 
means to develop, how it can be supported and how we function. These will be 
briefly outlined in the following, after which we will address how we have taken 
these into consideration in our toolkit and on answering the questions above.

Mindfulness-based interventions and related methods and practices 
This developmental cluster includes methods or practices such as ‘mindful-
ness-based’ or ‘mindfulness-informed’ interventions and training (like Acceptance 
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and Commitment Therapy (ACT)) that help to develop mindfulness and compas-
sion as a foundation for cultivating other inner qualities that relate to the five clus-
ters of the IDGs. Mindfulness and mindfulness-based practices are well-estab-
lished in psychological research and are widely practised in different fields. They 
involve regulating the attention, developing greater receptivity and awareness, 
and creating some distance to one’s thoughts, emotions and impulses. In this way, 
one will be able to respond to the world more consciously or intentionally, and 
beyond the individual level, rather than reacting blindly or being stuck in habitual 
patterns.

Adult development-based approaches
Several responses mention methods and assessment tools based on the research 
area of adult developmental psychology and include methods such as the Immu-
nity to Change process, Lectica's Virtuous cycle of learning, Polarity management 
and dialectical thinking. The field has influenced these questions due to its strong 
focus on inner development and one of the field's significant areas of interest and 
application is how we address complex sustainability issues.

Leadership development and practice
Leadership development is what we generally associate with inner development in 
organisational settings. Approaches that address sustainability include different 
strands of self-leadership and approaches based on academic studies of lead-
ership, such as transformative leadership, servant leadership, artful leadership, 
systemic leadership, sustainable leadership, regenerative leadership etc.

Group, team or family-based methods
Most of the methods mentioned in the survey are performed in group settings but 
aim primarily at developing the individual. This cluster's methods aim to develop 
the group rather than the individual. This is performed using approaches towards 
collective intelligence, methods for building trust and safe spaces, negotiation 
methods, promoting listening, dialogue and communication, collaborative ap-
proaches and team development. Examples of methods mentioned here are 
systemic constellations, authentic relating and circling.

Organisational or values-based methods
These approaches aim at developing the organisation as a whole or the cul-
ture on a larger scale. Organisational design is by some considered as a way of 
promoting inner development and, more specifically, new ways of self-organisa-
tion with approaches such as Holacracy, Sociocracy, Deliberately developmental 
organisations, and providing feedback by assessing the culture and values in the 
organisation or a country.

Sustainability science-based approaches
This cluster can be found in university or professional courses or other ways of 
disseminating research and knowledge from the sustainability sciences, which is 
largely based on systems thinking. Traditional learning approaches focus primarily 
on transmitting knowledge and perspectives around scientific approaches to sus-
tainability, which are also expressed in the SDGs. University courses or programs 
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(e.g. Master’s level programs) are the most articulated in the survey responses. 
Importantly, they are increasingly combined with transformative learning ap-
proaches and include methods from the other clusters such as coaching, leader-
ship or mindfulness-based approaches.

Systems thinking and complexity theory
This development cluster is based on systems thinking and complexity theory. 
These large fields are often applied in sustainability contexts for sense-making 
around the complexity of the challenges and of systems change. These perspec-
tives are often informed by and contribute to several of the other directions.

Spiritual and transpersonal approaches
Some respondents propose approaches with historical roots in religious or 
wisdom traditions focusing on achieving self-realisation, transcendence or the 
Eastern conception of enlightenment. These influences can also be found in the 
mentioned mindfulness cluster and related methods, and there are similarities 
in their emphasis on developing openness, self-awareness and presence. Here 
we find examples in meditation or contemplative practices, engaging in Buddhist 
philosophy or more contemporary approaches. 

Embodiment-based approaches
These methods and approaches focus on developing the body by physical exer-
cise, with e.g. some forms of Yoga related to body postures, or using the body 
as an instrument, e.g. systems awareness. Body psychotherapy, Drama Therapy, 
various approaches for enhancing body awareness and implicit and tacit knowl-
edge are mentioned here. Embodiment is often used as a component in other 
approaches and methods, such as in different forms of embodied leadership.

Trauma-work
This final developmental cluster contains trauma work and practices to address 
trauma at the individual and collective levels. It was the least represented in terms 
of the number of responses. Development from this perspective means healing 
and reintegrating those parts of oneself that have been disassociated from a 
traumatic experience. This was included in responses with examples of applying 
simple practices such as havening or having sessions in trauma therapy. 

Discussion of the results from the trainer perspective
These ten clusters represent different views and assumptions on how we devel-
op. Several clusters overlap and several methods can be categorised in or are 
relevant to more than one cluster. The clusters are a way of making sense of the 
richness and variety of the survey responses and the proposed methods for inner 
development. However, in addition to the methods proposed in these ten clusters 
we should hold space for the unknown or for methods and practices that don't, 
and shouldn't, have any underlying framework (e.g development through facing 
different life challenges etc). This could also be a reminder of existing practices 
and methods that haven't been mentioned in the survey responses, for instance, 
due to cultural bias, coming from a perspective that is not yet widely recognised 
or discovered by anyone.
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When overviewing these clusters or developmental directions we see that they all 
represent fundamentally different views on what inner development should lead 
to and what it is. So our answer to the question of which theoretical framework we 
use to describe how development takes place is that there are at least ten differ-
ent categories of methods, where we have aimed to include as many as possible 
to give a rich and diverse picture of what inner development might look like.

Development can accordingly be described in many ways: building a healthy and 
stable sense of self, integrating wounded, fragmented or dissociated parts of 
oneself, stage-based development of skills, perspectives, insights and capacities, 
and deepening one’s connection with other humans, nature, or the divine. Thus, 
development could imply either uncovering new aspects of oneself as well as 
reconnecting with aspects we previously lost contact with.

When we take the step from the survey to the toolkit, our intention is to preserve 
the diversity of approaches and developmental directions. In our attempts to 
bridge different IDG skills and methods from the survey, we also see that with 
some exceptions it’s difficult to demonstrate clear relations between a method 
and a certain SDG. So, with this, we argue that we are treating inner development 
as something open-ended and organic rather than something that we can control 
and optimise towards a single goal.

4.6 The Scientific 
Advisory Board
During the autumn of 2021, as the IDG initiative grew in interest, several research-
ers reached out to us and asked if they could contribute to the initiative. In De-
cember, the first meeting was held and thereafter, roughly one meeting per month 
was held. The scientific advisory board consists of 42 researchers whose role has 
been to support and advise the research process concerning the construction 
of the survey, analysis of data, compilation of the toolkit and the writing process. 
Several members have contributed with texts introducing different methods of the 
toolkit.

The scientific advisory board has generously provided wisdom and insights 
around blind spots, biases and pitfalls in relation to the initiative we have aimed 
to include in this publication. They have also given support and holding space for 
the demanding process of developing the toolkit, which we want to acknowledge 
here. You can find the names of the contributing researchers of the scientific ad-
visory board in the appendix.
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4.7 Selecting Methods 
for the Toolkit
The online survey resulted in more than 1000 responses on methods people use 
to develop themselves and support others’ inner development. From these, we se-
lected around ten methods to be included in our first edition of the toolkit. In ad-
dition to the survey responses, we included some methods based on recommen-
dations from our scientific advisory board. But how did we come to the selection? 
On which ground and according to which criteria did we choose methods?
This question may also be relevant for anyone interested in their own inner devel-
opment or maybe for an organisation searching for appropriate support for their 
staff’s development. Leadership development is a multi-billion-dollar market but 
far from everything is of good quality. But what do we mean by good quality and 
how do we assess that? Which questions should you ask when selecting which 
method to engage in?

The first answer is that this is not that easy. Some skills may be measured and 
developed in fairly straightforward ways, whereas other areas are much hard-
er to evaluate. Some should not be scrutinised from the perspective of western 
psychological research. So when we introduce our toolkit it should not be seen 
as we have actively rejected any other methods or practices. Rather, we aimed at 
collecting a number of methods that we consider to be good conversation starters 
around how to further explore the role of inner development in relation to sus-
tainability and the SDGs. In addition, it was important to present in the toolkit a 
diversity of methods by representing as many of the development directions from 
the trainer analysis as possible.

The method for making this selection is by applying a number of criteria or ques-
tions that the methods should be able to answer. The criteria or questions are a 
way of, as transparently we can, selecting methods and interventions to be includ-
ed in the toolkit. It also communicates why a certain method could be regarded 
as working better than others. They should not be regarded as requirements on 
methods in order to apply them. Some methods are likely to be favoured by cer-
tain criteria. The five criteria or questions can be summarised as follows:

Empirical support
This means that there is some sort of evaluation, for instance, an assessment 
before and after the intervention, investigating whether the method leads to the 
desired result. Sometimes this may be difficult to evaluate, for instance, when 
developing presence which is one of the skills of the IDG framework. In more gen-
eral terms, this criterion may point to a discussion that a certain method should 
lead to a specific outcome, which is arguably better than engaging in a practice 
without knowing what it should lead to. Methods that are considered good exam-
ples here are compassion training, where there are various scales that measure 
compassion and examples of interventions that result in a significant increase in 
the participants' compassion that has been published in scientific literature.
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Underlying theory
If empirical support is the way we answer if inner development happens, under-
lying theory points to why it happens and describes the underlying mechanisms 
and assumptions around development. An underlying theory can be a scientific 
theory such as those offered by the constructivist adult development stage theo-
ries (Subject object theory or Fischer skill theory) that are based on clear frame-
works describing what development is and the process leading from one stage 
to the next. In some other cases, this is not as clear. Some meditation traditions 
do not provide an underlying theory or description of the inner landscape, but 
only offer a method of examining the inner self through one’s own direct experi-
ence. These first two criteria may also contribute to a discussion around possible 
outcomes of a method in a similar way as education may be evaluated in terms of 
intended learning outcomes.

Connection to the IDGs and the SDGs
This criterion points to the method's relevance in the context of the IDG-frame-
work. The framework, in turn, needs to be relevant in relation to the SDGs. 
Therefore, a method that contributes to making these connections and that helps 
strengthen the case of the IDG-framework and its relation to reaching the SDGs 
should be viewed as favourable in the evaluation. For instance, systems theo-
ry-based methods that are intended to promote the participants' ability for sys-
tems thinking should be favoured due to their connection to the thinking category 
or dimension and the complexity awareness in particular. It may also be argued 
that systems thinking is relevant in addressing the SDGs since it is often argued 
that sustainability is caused by a lack of awareness of the larger ecological and 
social contexts we are situated in.

Community of practice
A method, practice or intervention always starts somewhere and with someone. 
It is also possible that the best and most effective method has not yet been invent-
ed. The criterion of having a community of practice should therefore not exclude 
brilliant individuals and pioneers coming up with original ideas and practices but 
is rather a way of promoting more mature methods where there is a community 
where discussions and learning happen at this early stage of the IDG process. 
This could entail training and even conferences around a certain method but 
could, in a smaller context, be limited to someone to discuss and share experi-
ences with. Again, the research fields around ACT and compassion training are 
considered as well established with a vast body of published studies.

Context
Although this should not be considered as a criterion for assessing the viability of 
a particular method, we consider it a relevant question to ask with regard to the 
application of any method to determine when and under what circumstances it 
works. This is meant to promote a critical discussion around the contextual valid-
ity of different methods. Some practices, such as mindfulness, may be argued to 
work in most contexts, whereas others, such as trauma therapy or transpersonal 
approaches, could be ill-suited in organisational settings, although they may offer 
valuable insights.
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Concluding thoughts
The purpose of the criteria has been to function as guiding questions rather than 
ways to exclude any method. They are a way of making the selection process 
more transparent and contributing to a discussion of how we evaluate methods 
from many cultural backgrounds and development directions. Of the hundreds of 
methods that have been available to us through the survey and the contributions 
from the scientific advisory board, we haven’t had enough information to exclude 
any method. You can find a list of all methods mentioned in the survey in the 
appendix.

It should thus be noted that besides these guiding questions, the selection of the 
methods has not been made in a very systematic way. The time and resources ha-
ven’t allowed for a process where solid criteria for evaluating methods have been 
applied and, at the same time, including as many of the development directions 
as possible and addressing all the IDG dimensions. The methods included in the 
toolkit should thus not be seen as equally valid in terms of scientific support. This 
holds particularly for the shorter exercises that are included lastly in each dimen-
sion and that don’t require any facilitation.

One final thought refers to trauma-work, which is one of the development di-
rections. Since trauma and mental health are relevant in most contexts in our 
assessment, it would be important to include methods in an upcoming edition of 
the toolkit. However, since we have obtained the methods presented here mainly 
through the survey's generated data and such methods are underrepresented in 
it, they are not yet included in this first edition of the toolkit.

The fact that those methods are underrepresented in the survey may hint at a 
blind spot for organisations. This aspect should be looked at more closely in the 
next phase of the IDG.



The IDG Toolkit
Chapter 5

In this section we want to introduce you to the 
methods that we think are particularly useful for 
learning the skills that can help you live a more 
purposeful, productive and sustainable life. 

We call this part toolkit because we hope you will 
use it not only as a pilot, but also as a companion.

Back to Reading Interests
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In Latin there is a word for this that is still used today: vademecum. The expression 
was created by contracting the Latin injunction vade mecum! (= ‘go with me!’). The 
term refers to a handy book that is carried in a pocket as a useful companion when 
working, travelling or in other situations in life. We do not mean to imply that no 
other methods can be used to learn the skills of the IDG framework, there are in fact 
many more. In the report's appendix there is a list of over 200 methods that have 
been mentioned in the survey. We have been assisted by many researchers and 
other experts in the field on our way. You will find the names of these people in the 
appendix as well. We have marked the specific contributions of third parties as such 
here as well. Choosing methods has been a challenging task and if you are inter-
ested in the criteria we used to select the methods presented in the toolkit, you will 
find information on this in the chapter 'Selection of methods for the toolkit'. Please 
note that the toolkit, that should be considered as a first draft, contains a mixture of 
methods from well-established research fields that require facilitation by a trained 
expert along with simpler exercises you can engage in by yourself. Although the 
amount of scientific support and descriptions may vary in style, all methods have 
been given a similar amount of space.

If you are particularly interested in the question of which methods are suitable for 
learning the skills we advocate, where you can find further information on this and 
how you can – quite concretely and thus practically – get started working with the 
methods, then this part of the publication is the decisive one for you. If you want to 
go deeper into the topic of inner development, however, we recommend that you 
take the time to read the other parts of this publication as well.

Whatever your personal focus or where your personal interest lies, there are a few 
things we would like to point out to you before we delve into the methods. We see 
inner development as something organic. In particular, we are concerned with open-
ing up new worlds, possibilities and potentials for who we are and what we do as 
human beings. We have therefore tried to make the selection of methods presented 
here as broad as possible and to include several scientific fields, approaches and 
traditions. In this way, we consciously try to avoid optimization of inner development 
with regard to a specific perspective and thus narrow inner development itself down. 
At the same time, inner development is addressed in the context of the IDG initiative 
with regard to the implementation of the SDGs and other sustainability concepts, 
which limits or could limit the notion of inner development that is entirely free.

We will address this tension in the following chapter "How to engage with the tool-
kit". However, we would like to point out this aspect at this point.

Although many of the methods are scientifically underpinned in various ways and 
at different levels (personal, collective, system), there is never a guarantee that 
they will bring the desired result. Sometimes – at least outwardly – nothing tangible 
seems to happen after practising a method for a certain amount of time, and some-
times even completely unexpected results can occur. It is important to be aware of 
this and to have patience with oneself and the process. One should also know that 
more subtle changes may happen over time that build up to a momentum of real 
and noticeable change later on.
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Due to the effort and discipline that is often needed to bring about inner develop-
ment and change, we encourage you to form groups with colleagues or friends 
with whom you embark on the journey together. Such a learning context or 
community is very valuable. Those communities may help to make sense of the 
experiences that arise. Especially in the case of unexpected events, this can be of 
great benefit to those who are part of the journey.

This publication is particularly aimed at people we call change agents. These can 
be any type of individuals, such as trainers or employees or any other person that 
engages in the topic of sustainability. But above all, we have leaders in organisa-
tions in both the public and private sectors in mind. In our opinion, organisations 
have a particularly large lever not only to initiate processes of change but also to 
make them tangible, i.e. to implement them. It is also precisely those people who 
have a special responsibility in these contexts, especially when they themselves 
initiate these processes and get them underway.

Because in the context of inner development, tensions can always arise that need 
to be dealt with – as mindfully and appreciatively as possible. It is important to be 
aware of this when putting together trainers and people who want to develop (or 
who should develop in the context of an organisation): Because ultimately, the 
space created between the learners decides which path the inner development 
takes. Inner development is always reciprocal, so it also includes trainers, coach-
es or leaders themselves.

Certainly, we can say, even if we cannot and do not want to make any concrete 
findings with regard to your personal inner development: Inner development best 
takes place playfully and in spaces characterised by mutual trust. What we do 
want, however, is for you to maintain joy in inner development and explore its 
linkages to collective and system change without disregarding the seriousness 
and discipline that is necessary for it. In the case of inner development, the latter 
is documented in particular by the fact that you understand inner development as 
a journey and handle it as such: For inner development is a lifelong task whose 
potential can only be realised and thus experienced through repetition.

5.1  How to engage 
with the IDG Toolkit
If we are honest, we would actually prefer it if you answered this question for 
yourself. Because that is always the best way if you want to promote inner devel-
opment – no matter if you do it for yourself or in the context of the organisation 
you work for. At the same time, however, we also want to give people who are just 
beginning to deal with this topic suggestions to find a possible starting point.
So here is what you could do, for example (we refer to a group as a starting point 
here, as the IDG initiative is primarily aimed at organisations, but you could also 
use the approach as an individual):
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1. Define in advance a common goal that you want to achieve as a group. This 
goal should relate to the implementation of the SDGs or other sustainable con-
cepts that serve the greater good.

2. Try to become aware of the situational contexts in which you are working: What 
are the underlying assumptions? What are the opportunities and limitations? 
Where might the limits of the sphere lie that you can - for the moment - influence? 

3. Stay playful. Experiment with the methods presented in the toolkit, repeat them 
and check together if you are making progress as a group towards the common 
goal.

4. If you do not achieve the desired results, try to develop a sense of whether 
hidden aspects might be playing a role. Talking to an expert in that field might be 
of help here.

In short, we invite you to become a researcher yourselves to find out under which 
conditions you can achieve a collectively desired outcome in a given situation. 

The "collectively desired" should always be the guiding star on your way.
To help you get started with the toolkit, you will also find a tool for self-reflection 
in the chapter "The IDG-framework".

Before you begin, allow us to make a few concluding remarks: There is no short-
cut to inner development - whether it is on an individual or collective level. What 
we can do, however, is focus our energies on exploring the space of possibilities 
that inner development opens up for us. Anyone who engages with different 
methods or practices in this process should do so of their own choice.

Although we relate skills and methods to the SDGs and other sustainability 
concepts, no one should be used as a means to achieve another one's greater 
good. Earlier in the publication, we discuss, among other things, the potential 
conflicts between the individual and the organisation in this respect. To enable 
inner development, trust is a key factor.

Therefore, share your experiences with the people you trust because like any 
other framework, the IDG framework can be abused. And always remember: 
this toolkit is not primarily an answer to the question of how to develop, but 
an invitation to find out!
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5.2 Being —
Relationship to Self

Cultivating our inner life and developing and deepening our 
relationship to our thoughts, feelings and body help us be 
present, intentional and non-reactive when we face complexity.

The Being dimension, consisting of the skills: Inner compass, Integ-
rity and authenticity, Openness and learning mindset, Self-aware-
ness and Presence, captures how we cultivate our inner life with at-
tention and direction. Here we are not only interested in establishing 
a direction in our lives and what we choose to engage in, but also 
how we show up in life and approach different issues, both in our 
personal life and our work life. It regards the quality of our presence 
and if we are grounded in ourselves, our values and direction when  
we engage.

As with all other IDG dimensions, the Being and Thinking dimen-
sions are to a great extent intertwined and it is hard to draw any 
clear line between them.  For instance, articulating your inner com-
pass requires thinking about it and defusion, which is an element of 
Acceptance Commitment Therapy, involves how we can differenti-
ate ourselves from certain thought patterns that don’t serve us. This 
also exemplifies how some, if not most, methods address more than 
one of the IDG skills and span several dimensions.

The methods presented here come from modern psychological 
practices and research, although they are also addressed in many 
spiritual and religious traditions.



58

Mindfulness is the capacity to attend intention-
ally to present-moment experience, with 
an attitude of openness, curiosity, and care. 

It can help the practitioner establish a more 
conscious way of living, as well as improve fo-
cus and productivity,mental health and well-be-
ing,body awareness and emotional processing.

Primarily builds the following skills: 
Presence, Self-awareness, Inner Compass
Also develops these dimensions:

DIY Facilitated

Being — Mindfulness Practices

RelatingThinking

Overview
Mindfulness is an inherent human capacity that enables people to attend intentionally to pres-
ent-moment experience, inside themselves as well as in their environment, with an attitude of 
openness, curiosity, and care. Mindfulness is not about emptying one’s mind or trying to control 
one’s thoughts or emotions, but it does involve paying attention in a particular way in order to 
become more in conscious charge of one’s attentional faculties. Mindfulness can be developed 
through practice.

Developing mindfulness or mindful presence has been a central practice in many spiritual and 
religious traditions for millennia. During the last decades, it has been brought to the Western world 
at a bigger scale through clinical health care in the form of standardised programs called mindful-
ness-based interventions (MBIs), which have been adapted to educational and workplace con-
texts. These typically include formal practices, such as sitting meditation, mindful movement and 
the ‘body scan’, as well as informal practices that bring awareness to everyday activities – pausing 
and responding mindfully where one might otherwise act through habit or impulse. Increasingly, 
explicit kindness and compassion-related exercises may also be included.

How it can help: Cultivating mindfulness helps increase awareness of one’s inner life, as well as 
the way one interacts with other people and the world. As such it may help the practitioner to 
establish a more conscious way of living on a day-to-day basis. For leaders and employees, the 
evidence-based effects of practising mindfulness on a regular basis are improved focus and 
productivity, mental health and well-being, emotional processing, communication, connection 
with self, others, and nature, and support of collective and systems change

How to get started
When starting a mindfulness practice for the first time, try the following:

1. Choose an object, either internally like the sensation of breathing or externally such as a   
thing or sound in the environment, and begin with directing and resting the attention there. 

2. As one notices the mind wander, one gently redirects the attention back to observing the  
object – without judgement and while allowing whatever is observed or felt to be as it is in that 
moment. Over time one can develop the ability to be with the totality of one’s experience   
in this way, even thoughts or difficult emotions, without getting swept away or overwhelmed.
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Mindfulness is an inherent human capacity that can be developed through prac-
tice. This capacity enables people to attend intentionally to present-moment 
experience, inside themselves as well as in their environment, with an attitude of 
openness, curiosity, and care. Cultivating mindfulness helps increase awareness 
of one’s inner life, as well as the way one interacts with other people and the 
world. As such it may help the practitioner to establish a more conscious way of 
living on a day-to-day basis, and support collective and systems change.

Mindfulness practice has an important role in Buddhism, although developing 
‘mindful presence’ or just ‘presence’ has also been a central practice in many 
spiritual and religious traditions for millennia. During the last decades, it has been 
brought to the Western world at a bigger scale through clinical health care in the 
form of standardised programs called mindfulness-based interventions (MBIs), 
which have been adapted to educational and workplace contexts. These have 
been well-researched during the last decades, and now have a considerable 
evidence-base behind them. Theory and techniques from MBIs are also now an 
integrated part of a range of Cognitive-Behavioural Therapy (CBT) approaches, 
compassion training and personal development programs and courses.

MBIs typically include a range of different formal mindfulness meditation prac-
tices, such as sitting meditation, mindful movement and the ‘body scan’ practice. 
Increasingly, explicit kindness and compassion-related exercises may also be 
included. Practices are generally taught over 6-12 weekly sessions and assigned 
as daily home practice between classes. Throughout the program participants 
are also encouraged to integrate learning through informal practice by bringing 
awareness in particular ways to everyday activities – pausing and responding 
mindfully where they might otherwise act through habit or impulse.

These exercises develop attention regulation skills, including both the ability to fo-
cus on one thing at a time and the ability to open the awareness wide to rest with-
in the flow of life. They also foster greater awareness of thoughts, emotions and 
body sensations and allow crucial foundational attitudes to arise (e.g openness, 
curiosity and care) that make mindfulness much more than just attention training 
or relaxation. Teacher-led inquiry and education content also helps participants 
develop a better understanding of their minds and a more skilful relationship to 
various forms of distress.

Mindfulness is not about emptying one’s mind or trying to control one’s thoughts 
or emotions, but it does involve paying attention in a particular way in order to be-
come more in conscious charge of one’s attentional faculties. For instance, when 
learning mindfulness practice for the first time, it can be helpful to choose an ob-
ject, either internally like the sensation of breathing or externally such as a thing 
or sound in the environment, and begin with directing and resting the attention 
there. As one notices the mind wander, one gently redirects the attention back to 
observing the object – without judgement and while allowing whatever is observed 
or felt to be as it is in that moment.
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Over time one can develop the ability to be with the totality of one’s experience 
in this way, even thoughts or difficult emotions, without getting swept away or 
overwhelmed. This might be quite challenging in the beginning, as it is easy to get 
entangled in or annoyed by the different distractions in one’s life. However, it is 
easier with practice and as it becomes a more integral part of one’s life and way 
of being.

In an organisational context, mindfulness-based interventions and practices can 
support both leaders and employees in their personal and professional devel-
opment, as well as in their daily work tasks and operations. Among the evi-
dence-based effects of practising mindfulness on a regular basis are improved 
focus and productivity, mental health and well-being, emotional processing, com-
munication and connection with others, and connection with nature.

Mindfulness practices have also been shown to increase and support transfor-
mative qualities and capacities (i.e. awareness, insight, connection, purpose, and 
agency that are related to the five IDG categories) as well as sustainability activ-
ities and outcomes (particularly related to SDG 3 - Good Health and Well-being) 
that support changes at individual, organisational, societal and system levels

Click here to read References

Contributors: Lene Søvold, 

Christine Wamsler, Jamie 

Bristow
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Acceptance commitment therapy / training 
(ACT) is a psychotherapeutic intervention 
that mediates improvements in individuals’ 
psychological flexibility. 

It can help the practitioner increase psycholog-
ical flexibility and have a more stable identity 
and sense of self.

Primarily builds the following skills: 
Inner Compass, Self-awareness, Presence
Also develops these dimensions:

DIY Facilitated

Being — ACT (Acceptance Commitment Therapy/Training)

RelatingThinking

Overview
ACT is an evidence-based psychotherapeutic intervention that improves psychological flexibili-
ty, which consists of six core processes: acceptance, cognitive defusion, being present, self as 
context, values and committed action. Part of psychological flexibility can be seen as increasing 
your inner space. The other half is directed towards committed action, which comes from working 
with identifying one’s values and building new behaviour towards goals that are aligned with these 
values.

Although the connection to individuals’ engagement in sustainability issues is not that direct, 
nothing in the practice says that the values you identify shouldn’t align with e.g. the planetary 
boundaries.

ACT is a non-profit, co-created open source initiative. One can take ACT therapy or ACT training, 
but evidence shows that the practitioner can achieve equal effects from learning through both 
books and face-to-face counseling. 

How it can help: ACT and improving psychological flexibility has been demonstrated to have a num-
ber of positive effects, such as higher performance at cognitive tasks, increased quality in relations, 
decreased levels of stress and depression and decreased tendencies to get caught up in conspira-
cy theories. There are also exercises for developing long-term perspectives and orientation.

How to get started
When starting ACT for the first time, try the following:

1. Begin with differentiating one’s self from one’s thoughts. For example, there is a big difference 
between thinking “I don’t matter to anyone” and “I am having the thought that I don’t matter.”

2. Explore digital resources where you can learn ACT or train ACT. For example, the non-profit 
platform 29k.org that has several free ACT courses and exercises.

3. The official site for resources for ACT can be found here: https://contextualscience.org/  Here 
you can explore ACT-self-help books, TEDTalks on ACT, Free ACT Articles, Podcasts, Interviews, 
find a therapist and much more. 
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The skill named Inner Compass means having a deeply felt sense of responsibility 
and commitment to values and purposes relating to the good of the whole. Ac-
ceptance and Commitment Therapy (ACT) is an evidence-based psychotherapeu-
tic intervention coming out of the cognitive-behavioural tradition. A core concern 
in ACT is to increase individuals’ psychological flexibility. Psychological flexibility 
consists of six core processes: acceptance, cognitive defusion, being present, 
self as context, values and committed action. Being present is very much an act 
of mindfulness, but to put it simply, we can also see psychological flexibility as 
increasing your inner space. Cognitive defusion means how we can differentiate 
ourselves from our thoughts. There is a big difference between thinking “I don’t 
matter to anyone” and “I am having the thought that I don’t matter”. Self as con-
text means that ACT assumes that you have a self that is able to do this defusion 
and see your thoughts as objects and accept them rather than being stuck in 
them or trying to fight them or get rid of them. Presence helps us in this process 
but is also a result of it. In this term, we can see ACT as a psychological interven-
tion that applies mindfulness and acceptance.

The other aspect of ACT is the part being directed outwards and that is commit-
ted action, which comes from working with identifying one’s values. ACT uses 
different exercises to help a client choose life directions in different domains, 
such as having a family, career or environment. Then the diffusion can be direct-
ed towards thoughts that are in contrast to those: “no one wants to be with me”, 
“I’m a failure at my work” or “I really don’t matter when it comes to sustainability”. 
These values can then guide our new behaviour towards goals that are aligned 
with these values.Effects of working with ACT in e.g. coaching sessions are to in-
crease psychological flexibility and have a more stable identity and sense of self. 
This has been demonstrated to have a number of positive effects, such as higher 
performance at cognitive tasks, increased quality in relations, decreased levels of 
stress and depression and decreased tendencies to get caught up in conspiracy 
theories. There are also exercises for developing the ability for perspective taking 
and long-term orientation, such as imagining what your guests might say about 
you at your 90-year birthday party.

There is a large and growing research interest alongside a large community of 
practitioners. ACT has been shown to contribute to human flourishing in a general 
sense, although the connection to individuals’ engagement in sustainability issues 
is not that direct since ACT hasn’t been developed in and primarily for this con-
text. Nothing in the practice says that the values you identify should align with e.g. 
the planetary boundaries. Nevertheless, ACT offers valuable insights and tools 
that are relevant for sustainability in a broader sense, and which may also facil-
itate more sustainable perspectives and actions. ACT is here seen as primarily 
addressing the Being category with particular focus on the skills inner compass, 
self-awareness and presence. However, it also targets skills in other categories, 
such as perspective-skills, sense-making, long-term orientation and visioning, 
empathy and compassion, courage and perseverance.

Click here to read References

Contributor: 

Fredrik Livheim
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Meet Yourself at 90 is a guided exercise that 
helps you be present with your hopes, dreams, 
priorities, and values by envisioning yourself at 
your 90 year old birthday party. 

It can help the practitioner increase awareness 
of what is important to you, and identify if there 
are things you’d like to do more (or less) of.

Primarily builds the following skills: 
Inner Compass, Self-awareness, Presence
Also develops these dimensions:

DIY Facilitated

Being — Meet Yourself at 90

RelatingThinking

Overview
Meet Yourself at 90 is a guided exercise that helps you be present with your hopes, dreams, prior-
ities, and values by envisioning yourself at your 90 year old birthday party. This is an exercise that 
sometimes causes strong feelings and sometimes tears. And whatever appears, it's all right. 
You are big enough to hold all your emotions.

How it can help: This exercise can help increase awareness of what is important to you, and 
identify if there are things you’d like to do more (or less) of.

How to get started
When starting the Meet Yourself at 90 exercise for the first time, try the following:

1. Sit yourself comfortably on the chair with a straight yet relaxed back. Let the body rest in itself.

2. Be aware of where you are right now. Gently shut your eyes. Feel that you are completely pres-
ent in your body. Be aware of the touch of the feet against the ground, the arms touching the legs.

3. Now focus your consciousness on breathing. See how your breath enters your body and then 
leaves your body. Do not change how you breathe. Just follow the breath, breath for breath.

4. Imagine that you have managed to move forward in time and become yourself when you are 
90 years old. You can freely decide where you are. Are you in a room? Are you outdoors? Decide 
how you want it to look where you are. Imagine that you are there, really place you there.

5. You will soon be visited by a friend or relative who has meant or means a lot to you. In this future, 
everyone lives so anyone can come, even people who are already dead or who may not live when 
you are 90. Now decide what you want these important people in your life to remember you for. 

6. Choose one person. Let this person come up to you. What do you want this person to say 
about you as a friend, partner, son / daughter or colleague? Imagine that the person says it. 
Be courageous imagine this person says what you most of all want them to say. Even if you do 
not think you lived up to what you want them to say, let them say it anyway. Do not hold back 
anything.
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Here is an invitation to do a guided exercise. 
 
Sit yourself comfortably on the chair. Let the body rest in itself. Sit comfortably 
with straight yet relaxed back.

Be aware of where you are right now. Gently shut your eyes. Feel that you are 
completely present in your body. Be aware of the touch of the feet against the 
ground, your bottom seated in the chair, the arms touching the legs.

Become aware of what you feel right now in your body and in your consciousness. 
What do you have for sensations or feelings in the body? Where are they? What 
thoughts passes in your consciousness?

Allow yourself to feel everything you are feeling right now at this moment.

Now focus your consciousness on breathing. See how your breath enters your 
body and then leaves your body. Do not change how you breathe. Just note how 
to breathe. Follow breath, breath for breath. Moment to moment.

(Let the participants follow the breath for about 40 seconds)

Allow yourself to feel everything you know right now at this moment.

This is an exercise that sometimes causes strong feelings and sometimes tears.

And whatever appears, it's all right. You are big enough to hold all your emotions.

If strong feelings arise, see if you can open up and prepare space for all that you 
are experiencing.

Imagine that, in a strange way, you have managed to move forward in time and 
become yourself when you are 90 years old.

You can freely decide where you are.

See where you are. Are you in a room? Are you outdoors? Decide how you want it 
to look where you are.

Imagine that you are there, really place yourself there.

(Short break)

You will soon be visited by a friend or relative who has meant, or means a lot 
to you.
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In this future, everyone lives so anyone can come, even people who are already 
dead or people who may not live when you are 90 years old.

Now decide what you want these people who are important in your life to 
remember you for. Choose one person.

Now let this person come up to you.

What do you want this person to say about you as a friend, partner, son / 
daughter or colleague?

Imagine that the person says it. Be courageous now and imagine that this person 
just says what you most of all want him or her to say if you could choose com-
pletely.

What do you want this other person to tell you? What do you want the person to 
tell you about you? What were you like a person? What has your life been about? 
Even if you do not think you lived up to what you want them to say, let them say it 
anyway. Do not hold back anything.

Then make a small note in your memory of what the person says.

This exercise is now coming to its end. In a little while, I will ask you to open 
your eyes.

When you are back and ready, I suggest you take a few moments to write down 
what was said on your 90th Birthday.

Was there anything that was said that reminded you of what is important to you? 
If so, are there things you’d like to do more (or less of)?

No one will ever have to see what you have written so be completely honest with 
what you are writing. 

Feel that you are completely present in the room, that you are completely present 
in your body.

Now open your eyes and stretch a little bit on you if you want.

Click here to read References

Contributor: 

Fredrik Livheim
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5.3 Thinking —
Cognitive Skills

Developing our cognitive skills by taking different perspectives, 
evaluating information and making sense of the world as an 
interconnected whole is essential for wise decision-making.

The Thinking dimension, consisting of the skills: critical thinking, 
complexity awareness, perspective skills, sense-making and long-
term orientation and visioning, relates to how we take in and pro-
cess information, primarily from our surroundings but also to some 
extent from our inner world. Most sustainability issues are complex 
as they are interconnected with each other and require taking in 
and coordinating several perspectives, interests and stakeholders. 
Before engaging in them, we need not only to recognise the com-
plexity but also to ask the right questions.

The skills in this dimension can be seen as the most apparent out-
puts from academy and studies in general. Engaging in theories, 
methods and frameworks, such as the IDG framework, doesn’t only 
convey useful facts about the world, they may also help us think and 
open up new perspectives to us.

Most methods included here originate from the field of adult devel-
opmental psychology where theories describe how we may develop 
abilities beyond linear and formal logical thinking. Several methods 
build on theories that give a clear description on how, for instance, 
complexity-awareness is built up in distinct steps. Others are more 
directed towards recognising that several problems and phenomena 
cannot be fully understood.

A separate section placed after the five dimensions gives examples 
of university courses, which are likely the most common ways of 
building skills such as complexity awareness, perspective-skills 
and critical thinking, in addition to their purpose of conveying 
appropriate knowledge around topics such as sustainability.
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The dialectical thought form framework (DTF) 
offers insights into reality’s messiness and 
complexity beyond our attempts to categorise 
it.

It can help the practitioner see how things de-
pend on each other rather than existing 
in isolation.

Primarily builds the following skills: 
Complexity Awareness, Sense-making
Also develops these dimensions:

DIY Facilitated

Thinking — Dialectical thought form framework

RelatingBeing

Overview
Categorising skills and methods into different boxes is commonly associated with formal logical 
and linear thinking. DTF offers insights that unlock our thought habits to see reality’s messiness 
and complexity beyond our attempts to categorise it. From a dialectical standpoint, it is more 
natural to find good questions and ask what’s missing than to provide answers. The framework is 
a collection of thought forms ordered in the four moments: structure, process, relation and trans-
formation. 

How it can help: It can help the practitioner begin to see reality more as a process of evolving and 
developing, as phenomena in a larger, integral, interdependent context rather than as discrete 
things. This helps the practitioner see how things fit together and depend on each other for their 
existence rather than being isolated, building complexity awareness for the challenges we are 
solving.

How to get started
When starting with DTF for the first time, try the following:

1. Start by applying the dialectical framework to yourself, by thinking of yourself not as a static 
being but as an evolving and learning being that is in a development process. Consider yourself 
more as a part of the larger context, your organisation, your culture and your lineage. And rather 
than seeing yourself as an individual having relations, you may acknowledge more how the rela-
tions you have define who you are.

2. Identify a coach who can assess your individual ability for dialectical thinking through an inter-
view. One’s thought patterns are identified and mind-opening exercises can support the develop-
ment where needed.
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Maybe you react against how the IDG framework seems to categorise things into 
different boxes, being and relating etc, when these aspects are in reality inter-
twined. Can we really differentiate our thoughts from who we are, and see our-
selves as individuals rather than relational aspects? Do certain schools of leader-
ship or coaching really fit into a certain category or shouldn’t they be illustrated 
by bubbles stretching over several categories and in the interaction between 
trainer, individual and organisation?

Categorising skills and methods as mentioned in the former paragraph is com-
monly associated with formal logical and linear thinking. It is commonly and 
traditionally used in the natural sciences, organising academic research into fields 
and faculties, organisations into departments and the challenges of sustainable 
development into the 17 SDGs. It’s not wrong to do this, but we may delude our-
selves that things are neatly dealt with one at a time

The dialectical thought form framework, DTF, developed by Otto Laske building 
on Michael Basseches’ work, offers insights on how we can loosen our habits of 
grasping at phenomena as separate to see reality’s complexity and phenomena’s 
interdependence. From a dialectical standpoint, we look for what is excluded by 
our concepts and systems and use those excluded aspects to find the commonal-
ities between things thus forming more inclusive thoughts.

If you think of reality as static and individual, what happens if you apply the dia-
lectical framework? You might begin to see reality more as a process of evolving 
and developing. You would also likely see phenomena in a larger, integral, inter-
dependent context. And rather than seeing phenomena as discrete things, you 
might begin to see that all things fit together. You might start to see how things 
depend on each other for their existence rather than being isolate

From a dialectical perspective, the IDG framework could be seen as something 
temporary that may be updated, a framework with permeable boundaries, that ex-
ists in the context of challenges of sustainability and because of these challeng-
es. The IDG categories may from this mindset work as windows or perspectives to 
dive deeper into inner development

There is a strong theoretical foundation to the DTF framework and through an 
interview, a person’s ability for dialectical thinking can be assessed. During the 
assessments, the person’s patterns of thought are identified and mind-opening 
exercises can support the development where needed. It is then often used in 
coaching and counselling so the participant or client may, hopefully, improve their 
ability for dialectical thinking.

Click here to read References
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The Immunity to Change (ITC) process 
addresses the foundation of how we make 
sense of the world and our place in it, by 
accessing our hidden assumptions.

It can help the practitioner to gain insights 
into emotional reactions and assumptions.

Primarily builds the following skills: 
Complexity Awareness, Sense-making
Also develops these dimensions:

DIY Facilitated

Thinking — Immunity to Change (ITC) Process

ActingRelating

Overview
The ITC process came out of Robert Kegan’s Subject object theory, which addresses how we may 
differentiate ourselves from what we are stuck and embedded in. The ITC process starts with an 
individual development goal, and explores our emotional reactions and assumptions when we try 
to pursue this goal. 

How it can help: ITC can help put our assumption into words and take them as an object, resulting 
in us no longer being owned by the assumption and it losing control over us. That will then give us 
greater freedom and allow us to harbour more complexity in our inner space.

How to get started
When starting the ITC process for the first time, try the following:

1. Begin by setting an individual development goal, which could be to exercise more or set 
boundaries and say no to others’ expectations and wishes.

2. When we try to pursue these goals and try to make a significant change in our lives, often 
something in us seems to resist the change and prevents us from changing our behaviour to 
something that is unfamiliar to us. According to the process, this happens since this new be-
haviour challenges assumptions we have about ourselves that we may not be aware of. Try to 
identify the assumptions that are preventing behaviour change. For example, if I want to be better 
at saying no to others’ wishes, it may challenge my assumption that I see myself as someone that 
is needed by others.
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One theory that addresses how we may differentiate ourselves from what we are 
stuck and embedded in, be it our emotional responses, our thoughts, our relations 
or on ourselves, is the Subject object theory, developed by Robert Kegan. Devel-
opment according to Kegan takes place as we step out of embeddedness so that 
we can take our previous self as an object. The Subject object theory describes 
development in stages, but here the mechanisms around development and what 
happens inside of us as we transform are of most interest. This is where our as-
sumptions and ways of seeing the world become visible for us. This gave rise to a 
method called the Immunity to change process (ITC)

The ITC process is performed by individuals or in group sessions and starts 
with the participants setting an individual developmental goal, which could be to 
exercise more or set boundaries and say no to others’ expectations and wishes. 
When we try to pursue these goals and try to make a significant change in our 
lives, often something in us seems to resist the change. There seems to be some 
sort of emotional reaction, some sort of immune system that gets triggered, that 
prevents us from changing our behaviour to something that is unfamiliar to us.

We may even start self-sabotaging our own development. According to the pro-
cess, this happens since this new behaviour challenges assumptions we have 
about ourselves that we may not be aware of. If I want to be better at saying no to 
others’ wishes, it may challenge my assumption that I see myself as someone that 
is needed by others

The intended outcome of the ITC process is not primarily to reach the develop-
mental goal we set in the beginning, but rather to get an insight into our emotional 
reactions and assumptions about this. When we can put this assumption into 
words and take it as an object, we are no longer owned by it and it loses control 
over us. That will then give us greater freedom and allow us to harbour more com-
plexity in our inner space.

The ITC process addresses the foundation of how we make sense of the world 
and our place in it. But it also facilitates our ability for complex thinking around 
our own emotions and meaning-making by using language as a tool to access 
what was previously hidden from us. This demonstrates how language and being 
are intertwined and how hard it is to place a method in a certain category. 

The Subject-object theory has a measurement instrument called Subject-object 
interview, where you can assess a participant’s stage of development in how they 
make meaning. The more you are able to see yourself and what you previously 
took for granted, the more complex your meaning making becomes.

Click here to read References
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The Polarity Map organizes wisdom around 
your Greater Purpose Statement and your 
Deeper Fear.  

It can help the practitioner to identify and 
manage seemingly unsolvable or paradoxical 
problems.

Primarily builds the following skills: 
Complexity Awareness, Sense-making
Also develops these dimensions:

DIY Facilitated

Thinking — Personal Growth through a Polarity Lens

RelatingBeing

Overview
The Polarity Map is a wisdom organizer. The wisdom is in you. At the top of the map is your GPS 
– Greater Purpose Statement, for example “personal growth.” At the bottom is the Deeper Fear 
of what will happen if you do not leverage this polarity well, for example “stuck” which indicates a 
lack of personal growth.

How it can help: The 8 sections of the map help you identify and manage seemingly unsolvable or 
paradoxical problems.

How to get started

When starting the Polarity Map for the first time, try the following:
1. On a blank piece of paper, copy the Polarity Map with just the numbers (1-8) in the spaces 
without any of the print.

2. Write your Greater Purpose Statement at the top and Deeper Fear at the bottom

3. Write one word answers or simple statements to fill in the sections numbered 1-8 in order.
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On a blank piece of paper, please draw the Polarity Map® above with just the 
numbers (1-8) in the spaces without any of the print. The Polarity Map, above, is 
a wisdom organizer. The wisdom is in you. At the top of the map is your GPS – 
Greater Purpose Statement. In this case I have entered: Personal Growth.
This answers the question, “Why bother to leverage this map?” At the bottom is 
the Deeper Fear of what will happen if you do not leverage this polarity well. I have 
entered the word “Stuck” to indicate a lack of personal growth. The rest is for you 
to fill out in 8 steps with my personal example to help you fill out your map. We 
often experience personal growth as stemming from something about ourselves 
that we would like to change:

1) Sometimes I think I am too Ambiguous (put your word(s) in your map).
2) At those times, I would like to be more Clear. 3) While holding on to a historical 
value or strength which when used to the neglect of being Clear resulted in me 
being Ambiguous. My historical value/strength is: Being Flexible. 4) A fear I have 
of what would happen if I over-focused on being Clear to the neglect of being 
Flexible is that I would be experienced as Rigid. It is the fear of being seen as Rig-
id and losing my Flexibility that was keeping me from being as  Clear as I wanted 
to be in my personal development. We can now fill in the two poles names 5) & 6)
by taking a word or words from the two upsides of the polarity map. In this case, I 
have taken Flexible from 3 and put it in 5 and taken Clear from 2 and put it in 6. 

The question becomes: “How do I hold on to my value of Flexibility And pursue 
my personal development desire to become more Clear?” 

The answer is to: 7) Identify Action Steps first to hold on to my Flexibility:Listen 
to others’ ideas and be open to altering my thinking and. 8) Action Steps to gain 
the benefits of being Clear. Be clear with others about my ideas, values and fears. 
Paradoxically, effectively holding on to whatever you have in “3” will help you get 
to “2.” You can do the same with your map.

Click here to read References

Contributor: 
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5.4 Relating —
Caring for Others & the World

Appreciating, caring for and feeling connected to others, such as 
neighbours, future generations or the biosphere, helps us create 
more just and sustainable systems and societies for everyone.

If Thinking regards how we understand different challenges, the 
Relating dimension addresses why we should care. We care if we 
feel connected to and identify with a larger context, with people of 
other families, organisations and cultures, those who have passed 
away as well as those not yet born, and with other species and na-
ture. The Relating dimension involves appreciation, connectedness, 
humility and empathy and compassion.

Methods involved here focus to a great extent on supporting con-
nectedness, by training our ability for compassion and empathy 
towards other people and by spending time in close contact with 
nature. It’s also about cultivating listening, not only to words and 
texts but also to more subtle messages from what’s behind the 
words and trying to uncover the deeper mechanisms of our sur-
rounding social context and nature. Therefore a good portion of 
intellectual humility is a good starting point when listening. 
To allocate space or a buffer zone for the unknown.

This dimension intersects with Being since you need to have a rela-
tionship to yourself and also with Collaborating since it’s hard to do 
just that without first being in a relationship. We imagine the distinc-
tion between Relating and Collaborating by asking if something is to 
be achieved.
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Compassion training can help build empathy and 
compassion, described as an ability to relate to 
others, oneself and nature with kindness and 
the intention to address related suffering.
 
It can help the practitioner increase their well- 
being and have a higher quality of relations, 
as well improve leadership qualities.

Primarily builds the following skills: 
Empathy and Compassion, Appreciation
Also develops these dimensions:

DIY Facilitated

Relating — Compassion Training

CollaboratingBeing

Overview
We are generally considered to be born with an inherent ability for empathy and compassion 
towards those we are in close contact with, and this can be expanded to wider circles, such as 
organisations and cultures. Our ability for compassion can also temporarily decrease, such as in 
stressful or hostile situations or if we get stuck in our own judgements or unhealthy self-criticisms 
or even shame. The ability for compassion and self-compassion is an asset, and fortunately, it can 
be trained and developed. Compassion training that we will focus on here can be performed by 
different exercises such as meditation training. A common way of doing this exercise is to start 
with mindful awareness - connecting to oneself, one’s body and breath. Compassion training often 
aims to address one’s own suffering, which is self-compassion, but here we will address relations 
and others’ suffering. Voluntary work helping disadvantaged people and being conscious about 
one’s consumption of different resources are examples of supporting and connecting with other 
people and nature to develop oneself. 

How it can help: Several studies point towards increased well-being and higher quality of relations 
of the individual who engages in compassion training. In the professional life, our leadership qual-
ities improve if we understand the suffering of our colleagues and work towards alleviating it so 
that they can do their job properly.

How to get started
When starting with compassion training for the first time, try the following:

1. Start with connecting to yourself, your inner, your body and your breath. You can then relate 
to yourself without judgement and self-criticism (self-compassion), meaning that you are not 
attached to your thoughts or feelings in this situation. We do the best we can with our available 
means.

2. You can then direct your compassion towards another person that is close and relate to him or 
her the same way without judgement. After this, you can direct compassion to someone not that 
close, or someone you have a conflict with and wish that they are well, happy and in peace.

3. Exercises can be added where you engage in alleviating others from suffering by practising 
acts of generosity, hospitality or kindness towards the ones of your concern.
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One of the 23 skills is Empathy and Compassion, which we describe as an ability 
to relate to others, oneself and nature with kindness, empathy and compassion 
and the intention to address related suffering. We define empathy as the capacity 
to understand and feel what other people feel and compassion adds the wish to 
ease that suffering. But why is it needed and how can you train it?

We are generally considered to be born with an inherent ability for empathy and 
compassion towards those we are in close contact with, which we see in studies 
on small children and primates. Adult developmental perspectives also demon-
strate that this ability may be expanded from close relations to wider circles, such 
as organisations, cultures and wider. We may also experience that our ability for 
compassion temporarily decreases, such as in stressful or hostile situations or 
if we get stuck in our own judgements, unhealthy self-criticisms or even shame. 
Then the ability for compassion and self-compassion is an asset, and fortunately, 
it can be trained and developed.

Compassion training that we will focus on here can be performed by different 
exercises such as meditation training. A common way of doing this exercise is to 
start with mindful awareness - connecting to oneself, one’s body and breath. Then 
the attention and compassion can be directed and related to oneself without 
judgement and self-criticism. Striving not to be judgemental means that we are 
not attached to our thoughts or feelings in this situation. We do the best we can 
with our available means. Compassion training often aims to address one’s own 
suffering, which is self-compassion, but here we will address relations and others’ 
suffering.

After grounding oneself, the compassion can be directed towards another per-
son that is close and relate to him or her the same way without judgement. After 
this, one can direct the same compassion to someone not that close, and then 
someone one has a conflict with and wish that they are well, happy and in peace. 
The compassion can then be extended further to all living beings. Training is also 
practised in courses or classes, for instance, in Compassion mind training that is 
commonly used in leadership development. Here exercises can be added where 
one engages in alleviating others from suffering by practising generosity, hospi-
tality or kindness towards the ones of one’s concern, close ones, people not that 
close and someone with whom one has a conflict.

From our survey results, we can see several examples of supporting and con-
necting with other people and nature to develop themselves. For instance, this 
can occur through voluntary work and helping disadvantaged people, hosting a 
refugee family, having a vegetarian diet and being conscious about one’s con-
sumption of different resources. Although one’s own development may not be the 
prime motive for engaging this way, the ability for compassion is likely to follow as 
an outcome.
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What does different forms of compassion-training lead to and how can you mea-
sure its effect to make sure that a course or practice gives the intended results? 
Compassion is generally measured using different self-report scales where the 
individuals rate themselves in relation to different statements such as “Sometimes 
when people talk about their problems, I feel like I don’t care.” or other questions 
that focus on practical aspects such as what you actually do when someone else 
suffers. Several studies demonstrate that practices and interventions such as 
those described above increase the self-reported compassion of the participants.

Then, why would we be interested in developing our ability for compassion? First, 
several studies point towards increased well-being and higher quality of relations 
of the individual who engages in compassion training. Another argument for 
increasing our ability for compassion is that our leadership qualities improve if we 
understand the suffering of our colleagues and work towards alleviating it so that 
they can do their job properly

Recently, compassion has been also shown to support transformative qualities 
and capacities i.e. awareness, insight, connection, purpose, and agency that are 
related to the five IDG dimensions as well as sustainability outcomes across 
individual, collective and system levels.

Click here to read References
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Connections with nature have the potential to 
leverage deep societal change toward respect 
and care for our environment.

It can help the practitioner recognize that we do 
not exist independently and that our sense of 
self includes nature, fostering pro-environmen-
tal behavior.

Primarily builds the following skills: 
Appreciation, Connectedness
Also develops these dimensions:

DIY Facilitated

Relating — Nature Quest

ActingBeing

Overview
People mainly protect and restore the natural world for the sake of relational values: due to at-
tachment to a special place in nature and in general due to the feeling of being connected with 
nature. Our level of connection to nature increases with time spent outdoors, especially with time 
spent in wild nature. Nature quests further develop emotional connection to the natural word, and 
deepen our awareness towards the environment and the relationship between humankind and the 
natural world. 

How it can help: Expanding our sense of self so that it includes the natural world can fostering 
pro-environmental behaviour, as we will be less likely to harm it because harming the natural world 
would then be experienced like self-destruction.

How to get started
If you want to do it yourself, a short or a longer stay, try the following:

1. Find a sit spot that's “calling you,” a place in a forest, a park, or by the water where you want to 
be. Focus and relate and relax into your surroundings; Observe what is already there and let the 
beauty guide you.

2. Profoundly connect Inner Nature with Outer Nature and follow it to True Source Nature by 
listening to the sounds around you, feeling the ground that is carrying you, smelling the air, tasting 
it, and sinking into your visual field. The aim is to leave everyday habits and patterns behind so 
something new can emerge.

3. Explore the sensations that may come to mind on the sit spot and let your thinking mind wan-
der; observe your thoughts move like clouds in the blue sky. Notice, and let go.
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As disconnection is one of the main root-causes of the social-ecological crisis we 
are in, reconnection is one of the key processes required to make our world more 
sustainable. We need to reconnect both to ourselves as well as to the natural world. 
Research shows that we mainly protect and restore the natural world for the sake 
of relational values: due to attachment to a special place in nature and in general 
due to the feeling of being connected with nature. The assumption is that if we feel 
connected to nature, we will be less likely to harm it because harming the natural 
world would then be experienced like self-destruction. Accordingly, one way of fos-
tering pro-environmental behaviour would be through expanding our sense of self, 
so that it includes the natural world. Furthermore, nature connectedness supports 
us in listening to ourselves and tuning into what we actually want from our lives.

But how can we get there? What can we do to strengthen our inner connections to 
the natural world? As research shows, our level of connection to nature increases 
with time spent outdoors, especially with time spent in wild nature. Studies have 
shown that the more time children spend outdoors, the more environmentally re-
sponsible young adults they become later in life. However, access and interaction 
with nature do not only have a significant impact during childhood but also later in 
life. People across time and of all ages have gone into nature to seek guidance and 
wisdom. One approach to doing that nowadays is a so-called nature quest. With 
the purpose of slowing down and cultivating qualities such as awareness and one-
ness, you go to a special place in nature where you can be completely by yourself. 
The power of solitude in nature arises from the balanced harmony which is inherent 
in wild nature.

The decision of actively wanting to reconnect with ourselves and nature is the start 
of the process of a nature quest. Then what follows is the preparation of the nature 
quest time: taking care of practical questions, addressing our worries concerning 
the time in nature and creating inner space for new transformative experiences. 
Once we get to the step of leaving our everyday life behind and going into solitude 
in nature, we connect with our non-distracted self and the mutual interconnected-
ness of all living beings. Guiding teachings with regard to reconnection as well as 
practices such as meditation and Tai Chi can support this process. The so-called 
re-entry phase is directed towards cultivating a post-nature quest process to inter-
nalise the new awareness in everyday life.

By participating in an organized nature quest retreat, you get support and can 
surrender to just being in the flow. Still, you can make your exploratory journey into 
nature on your own, with inspiration from podcasts and books, and by talking to 
experienced nature quests facilitators. However, one must understand that deep 
levels and traumas can show up during the quest that requires professional sup-
port.  Wherever you go, in the end, it is always about reconnecting with the web 
of life, with our sense of belonging and oneness. We experience that nature is not 
only around us but that we are nature inside and recognize that we as humans are 
inseparable from the natural world.

Click here to read References
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Pausing on what we just heard is an inner skill 
that enables connecting to “what the person 
just said” and “how those words landed on 
oneself.” 

It can help the practitioner act from a
more conscious state of being.

Primarily builds the following skills: 
Appreciation, Connectedness
Also develops these dimensions:

DIY Facilitated

Relating — Listening to Pause

ActingCollaborating

Overview
The importance of pausing to listen has been highlighted without methodological steps in ancient
wisdom and the western literature describing the listening process for discernment. It is a state 
in which one gathers information in quiet observation and deep listening, building knowledge by 
becoming aware. In this space of contemplation, the invisible inner qualities are working, which 
informs action. Allowing the time to pause is as important as the quality of the space created for 
that pause to happen.

Pausing to reflect is embodying what we just heard, and developing that inner quality of being 
more conscious during the process that has the capability to change the outcome. When practic-
ing in teams, pausing can also help us notice from which level of listening we are operating from.
Otto Scharmer’s four levels of listening are: “downloading” (reconfirming what we know), “factual” 
(what is different from what we know), “empathic” (allows us to connect with the experience of the 
other), and “generative” (connects us with who we are and whom we want to be).

Practicing listening more deeply to sense a deeper connection with the environment enables us to
relate with our surroundings. Elder Miriam Rose Ungunmerr said we learn by watching and listen-
ing, waiting and then acting.

How it can help: The awareness gained in pausing forms the quality to act from a more conscious
state of being.

How to get started
When starting with listening to pause for the first time, try the following:

1. In teams, each person can be given the same amount of time for communicating, e.g. 
5 minutes.

2. Around 1 minute (more or less) is given to pause between each person's interaction.

3. During the pause is space for awareness to know from which level of listening you are 
operating, and to discern the quality of how to continue the dynamic.
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Pausing is key to consider what we just heard. It is an inner skill that enables con-
necting to “what the person just said” and “how those words landed on oneself”. 
Allowing the time to pause is as important as the quality of the space created for 
that pause to happen. The importance of this quality has been highlighted without 
methodological steps in ancient wisdom and the western literature describing the 
listening process for discernment.

The invitation to pause lies in evidence-based sources to understand the aware-
ness gained in pausing.

Indigenous knowledge, Dadirri for example, is to listen deeply and connect, said 
Aboriginal Elder Miriam Rose Ungunmerr from the Northern Territory in Australia. 
It means contemplation, and it is a way of life. It is about living versus conceptual-
ising. Miriam listens to Nature, she pauses to be in-form from other living systems 
and relate with them and within. For Judy Atkinson, Dadirri means the state in 
which one gathers information in quiet observation and deep listening, building 
knowledge by becoming aware. In this space of contemplation, the invisible inner 
qualities are working, which informs action.

The inner movement gives the quality of the action. In Dadirri, learning is an em-
bodied experience, Ungunmerr reminds us that listening and waiting is key and 
enables us to act. With this action, we give a different quality of relating with the 
environment.

Deep listening can also be viewed as a process. In the three key elements used 
in Theory U to open the mind, open the heart and open the will. Otto Scharmer 
highlights listening as the most important and underrated skill.

The 4 levels of listening are: “downloading” (reconfirming what we know), “factu-
al” (what is different from what we know), “empathic” (allows us to connect with 
the experience of the other), and “generative” (connects us with who we are and 
whom we want to be). It is doable to be with others and inwardly, pausing in order 
to notice from which level of listening we are operating —downloading, factual, 
empathic, or generative.

For example, in teams, each person can be given the same amount of time for 
communicating (E.g., 5 minutes), followed by one (more or less) minute of paus-
ing. The time of pausing depends on the time given for each person to communi-
cate. Then the next person can speak for the same amount of time, and so on. In 
that pause, before it is the next person's turn to talk, is when the magic happens. 
It shifts from reaction to being able to respond.

Pausing to reflect is embodying what we just heard, and developing that inner 
quality of being more conscious during the process has the capability to change 
the outcome.

Click here to read References
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Imagination activism is a new kind of activism 
that pairs imagination exercises with calls to 
action in community to enact the better world
we envision. It can help the practitioner create
connections to the Earth and nature, explore 
future world possibilities, and inspire hope that 
fuels their activism.

Primarily builds the following skills: 
Appreciation, Connectedness
Also develops these dimensions:

DIY Facilitated

Relating — Imagination Activism & the Symbiosis Meditation

ActingBeing

Overview
Imagination activism is a new kind of activism that pairs imagination exercises with calls to action 
in community to enact the better world we envision. By imagining a different future, fueled by a 
deep sense of connection to self, others and planet, activists can sustain themselves through 
hope and inspire others to create the kind of flourishing world they imagine. The Symbiosis 
Meditation is a short (8 minute) example of an imagination activism meditation that invites you to 
explore your experience being alive through the vibrant material, energy, atoms, living beings and 
connections your experience of being a “human being” is made up of.
 
How it can help: Imagination activism can help create connection to the Earth, establish intercon-
nectedness with nature, bring alive the concept of future generations, and foster an expanded
sense of time. It also enables the exploration of alternative worlds and possibilities and allow the
visioning of the future, inspiring hope and helping the practitioner find the steps to put vision into 
action.

How to get started
When starting with the Symbiosis Meditation for the first time, try the following:

1. Start by visualising all parts of your body that are made up of elements of solid material, or 
“Earth element” - bones, skin, teeth, hair, and the physical sensation of their weight. Then visual-
ise all of the solidity and Earth element present in the world, and imagine the connections to you.

2. Move on to visualising water and all of the liquid elements in your body, and then again visualis-
ing the rivers, storms, waterfalls and oceans of the world outside.

3. Move on to visualising air and the breath, focusing on the air and oxygen bubbles inside the 
body and projecting out to the air and its sounds and sensations out in the world.

4. Move on to visualising the “fire element” of heat and energy which also guides listeners to 
imagine the mitochondria in the body that were once bacteria, but now live in our bodies.

5. Finish by imagining the chain of unbroken relationships and cooperation, embodied through the
chain of heartbeats that have supported them to be alive at this time.
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Imagination Activism is a new kind of activism that pairs imagination exercis-
es with calls to action in community to enact the better world we envision. It is 
a movement born out of hope for the future and imagination of a better world. 
Rather than despair, it focuses on hope. Rather than fighting the old, it invites us 
to build the new. Imagination exercises: create connection to the Earth, establish 
interconnectedness with nature, bring alive the concept of future generations, 
and foster an expanded sense of time. They also enable the exploration of alter-
native worlds and possibilities and allow the visioning of the future. Activists need 
hope and positive imagination to fuel their actions and inspiration. By imagining a 
different future, fuelled by a deep sense of connection to self, others and planet, 
they can sustain themselves and inspire others to create the kind of flourishing 
world they imagine - a world without poverty, no pollution, free high quality educa-
tion for all, clean water, and good health and well-being for all. Finding the steps 
to put vision into action is at the heart of imagination activism.

Imagination Activism uses imagination, creative methods and visioning to ex-
pand empathy, cultivate a stronger sense of self and connection to values, and 
promote new perspectives, sense-making and cognitive flexibility. It primarily 
addresses the Relating category with particular focus on the skills Inner com-
pass, Empathy and Compassion, Perspective-skills and Long-term orientation 
and Visioning. It also targets skills in other categories such as Self-awareness, 
Presence, Sense-making, Courage and Perseverance. The Symbiosis Meditation 
is a short (8 minute) meditation that invites you to explore your experience being 
live through the vibrant material, energy, atoms, living beings and connections 
your experience of being a “human being” is made up of. You are guided through 
the process of visualising and feeling experientially all parts of your body that are 
made up of elements of solid material, or “Earth element” - bones, skin, teeth, 
hair, and the physical sensation of their weight. Then you are guided to visualise 
all of the solidity and Earth element present in the world and Universe externally 
to you, and to visualise and imagine the connections between the two.

The same is done for water and all of the liquid elements in your body, and then 
again visualising the rivers, storms, waterfalls and oceans of the world outside 
- and the continuum that exists between the two. Then the same is done with 
air and the breath, focusing on the air and oxygen bubbles inside the body and 
projecting out to the air and its sounds and sensations out in the world. Lastly, the 
meditation focuses on the “fire element” of heat and energy which also guides lis-
teners to imagine the mitochondria in the body that were once bacteria, but now 
live in our bodies through the process of endosymbiosis.

The listener finishes by imagining the chain of unbroken relationships and coop-
eration, embodied through the chain of heartbeats that have supported them to 
be alive at this time The meditation mixes using cognitive ideas, concepts and 
visualisations from the sciences which are then brought alive by experiential prac-
tice, breath, contemplation, and embodied cognition to create a rigorous, feel-
ing-based experience and intelligence of our interdependency with all Life.

Click here to read References

Contributor: 
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5.5 Collaborating —
Social Skills

To make progress on shared concerns, we need to develop our abil-
ities to include, hold space and communicate with stakeholders with 
different values, skills and competencies.

Collaborating involves communication skills, co-creating skills, inclu-
sive mindset and intercultural competence, trust and skills of mobil-
isation. This dimension is a good reminder that we need to develop 
skills on a collective level as well as the individual. SDG goal no 17 
regards partnerships for the goals and stresses how we need to 
cooperate over boundaries to address the sustainable 
development goals.

There is a vast number of methods for supporting groups in ad-
dressing complex issues. Some will be addressed here. This in-
volves both cognitive focus, how to support and scaffold collective 
understanding of complexity, and how to build trust and safe spaces 
where different seemingly opposing views can coexist. The starting 
point in this dimension of the toolkit is to focus on how we commu-
nicate in a way that is mindful of reducing violence and unnecessary 
conflicts.

The dimension and the methods presented in them intersect with 
most others and, also with the Acting dimension, since most meth-
ods aim at producing some sort of action towards addressing the 
issues at hand.



84

Nonviolent communication (NVC) aims at going 
beyond what people are saying and doing to 
make explicit people’s internal feelings and 
needs. It can help the practitioner open a room 
for shared understanding, discover needs that 
they were unaware of, and facilitate a solution in 
line with everyone’s needs that solves a conflict.

Primarily builds the following skills: 
Communication Skills, co-creation Skills
Also develops these dimensions:

DIY Facilitated

Collaborating — Nonviolent Communication

ActingRelating

Overview
When we listen to another person, there is always a risk that we draw conclusions about what the 
person is expressing that are not accurate and lead to misunderstandings. These conclusions are 
often just our own interpretations, which are coloured by our own thoughts, emotions and as-
sumptions around this person as well as by our own (unfulfilled) needs in the situation. A nonvi-
olent communication (NVC) approach asks of us to go beyond our first interpretation of what is 
being expressed and try to listen deeper. 

How it can help: NVC can establish contact and conversation between all parties in cooperation or 
a conflict by identifying and expressing everyone’s needs, and then developing a shared strategy 
that leads to a solution to the tension as a next step. Acknowledge that there are different needs 
and that no strategy has yet been found to meet them amicably makes it easier to solve a conflict. 
NVC supports us to express what we want and ask for things in a way that is more transparent 
with our needs and feelings and in line with the needs of the other people in the situation.

How to get started
When starting with NVC for the first time, try the following:

1. When listening to another, hold space within you for the other person’s view and emotions with-
out subsuming your own needs and emotions. Go beyond your first interpretation of what is being 
expressed and try to listen deeper.

2. Instead of instinctually responding as if you were being attacked, ask further questions on how 
this person feels and about needs that are not being met.
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After the relating category, we will turn our focus to the interaction between 
individuals and different actors, where communication is at the core. In the IDG 
framework, we define communication skills as the ability to really listen to others, 
foster genuine dialogue, advocate own views skillfully, manage conflicts construc-
tively and adapt communication to diverse groups. What do we mean by “really 
listen to others” in this context?

When we listen to another person, there is always a risk that we draw conclusions 
about what the person is expressing that are not accurate and lead to misunder-
standings. We may think that he or she may be misinformed, have unreasonable 
demands or is just plain wrong. But these are often just our own interpretations, 
which are coloured by our own thoughts, emotions and assumptions around this 
person as well as by our own (unfulfilled) needs in the situation.

Nonviolent communication, NVC, is a method that is suitable here since it aims at 
going beyond what people are saying and doing to make explicit people’s interiors 
in terms of feelings and needs.  Not only the interior of the one you are commu-
nicating with but also of yourself. As individuals, an NVC approach asks us to go 
beyond our first interpretation of what is being expressed and try to listen deeper. 
We can do this by, instead of instinctually responding as we were being attacked, 
asking further questions on how this person feels and about needs that are not 
being met.

Opening ourselves up like this to welcome the perspective, and possibly suffering, 
of the other person or group may be more demanding for us than just reacting 
and defending ourselves. It requires that we can hold space within ourselves for 
the other person’s view and emotions without subsuming our own needs and 
emotions. But practising doing this in different situations may also contribute to 
the development of our inner space and capacity to harbour different emotions 
and perspectives. NVC opens a room for shared understanding and a deep sense 
of connectedness

Applying tools such as NVC in a situation may help us establish contact and 
conversation between all parties in cooperation or a conflict by identifying and ex-
pressing everyone’s needs to then, as a next step, develop a shared strategy that 
leads to a solution to the tension.  The basic assumption of NVC is that all human 
behaviour is motivated by needs. Accordingly, anger and reproaches can be seen 
as unhappy expressions of unfulfilled needs. It makes it easier to solve a conflict 
if we acknowledge that there are different needs and no strategy has yet been 
found to meet them amicably.

NVC supports us to express what we want and ask for things in a way that is 
more transparent with our needs and feelings and in line with the needs of the 
other people in the situation.  It may also help us discover needs that we previous-
ly weren’t aware of, such as a need for freedom or respect. 

Click here to read References
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Structured methods for facilitating collabora-
tion on complex issues can scaffold productive 
collaboration and overcome interest conflicts 
among diverse stakeholders. It can help the 
practitioner facilitate collaboration and prob-
lem-solving on a specific issue, as well as long 
term openness to diverging perspectives and 
co-creation skills.

Primarily builds the following skills: 
Co-creation Skills, Inclusive Mindset
Also develops these dimensions:

DIY Facilitated

Collaborating — Methods for Scaffolding Collaboration

ActingRelating

Overview
When issues are very complex, no single actor possesses the knowledge and competences that 
have to be weighed in and used when developing action plans. Over the last five decades or so, a 
very large number of methods have been developed in order to scaffold productive collaboration 
and overcome interest conflicts among diverse stakeholders. 

Some examples (of very many) of such methods are: 
• TIP, The Integral Process for Working on Complex Issues
• Soft Systems Methodology
• Open Space Technology
• Future Search
• the Strategic Choice Approach
• WorkOut
• the Consensus-Based Approach
• the Inquiry-Based Approach
• Deep Democracy 
• Future Workshops

How it can help: These structured methods facilitate collaboration, problem-solving and strategy 
development in relation to specific issues. They also support long-term learning among partici-
pants regarding awareness of complexity, openness to explore diverging perspectives and con-
crete co-creation skills.

How to get started
When starting with methods for scaffolding collaboration on complex issues for the first time, try 
the following:

1. Identify the complex issues and high level purpose for which you would like to use the method.

2. Seek out structured facilitation, either using an established method, or a bespoke design by a 
skilled facilitator. A trained facilitator can adapt the design of a group process to the specific con-
ditions in the particular case, and can facilitate each phase of the process in order to mobilize the 
competencies of the participants and ensure productive collaboration.
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When issues are very complex, no single actor possesses the knowledge and 
competencies that have to be weighed in and used when developing action plans. 
In particular when stakeholders with quite different interests, perspectives, roles 
and knowledge base are involved, there is also a considerable potential for mis-
communication, lack of trust, lack of shared focus and outright conflict. Over the 
last five decades or so, a very large number of methods have been developed in 
order to scaffold productive collaboration and overcome interest conflicts among 
diverse stakeholders.

Some examples (of very many) of such methods are: TIP, The Integral Process 
for Working on Complex Issues; Soft Systems Methodology; Open Space; Future 
Search; the Strategic Choice Approach, WorkOut, the Consensus-Based Ap-
proach, the Inquiry-Based Approach, Deep Democracy and Future Workshops. 
Picking one method from the diverse field of methods is problematic, since 
different methods have been developed for different purposes and have different 
profiles regarding what functions they perform (see Jordan, 2014). Some of these 
methods are specifically designed to support participants to develop more com-
plexity awareness; to creatively make use of tensions between different perspec-
tives; to be able to collaborate even when there is a considerable conflict poten-
tial; to facilitate trust and creativity, and so on.

Using structured facilitation (either using an established method, or a bespoke 
design by a skilled facilitator) might be necessary in order to find consensus on 
purpose and delimitation, create trust and openness, mobilize creativity, explore 
complex conditions and causal relationships, make use of different perspectives, 
defuse conflicts, and other functions. These methods do not only facilitate collab-
oration, problem-solving and strategy development in relation to specific issues, 
but also support long-term learning among participants regarding awareness of 
complexity, openness to explore diverging perspectives and concrete co-creation 
skills. There is a very large literature on methods for collaborating on complex 
issues and also a large community of experienced facilitators. Much of the liter-
ature is practically oriented, such as methods and facilitation manuals and text-
books. However, there is also a body of research on methods, not least among 
British scholars in the field of operational research and systems engineering, and 
in the field of deliberative democracy.

One argument for including references to this family of methods is that the IDG 
framework really needs to evolve from a focus on individual skills and qualities to-
ward collective capacities. Methods for complex issues are designed to build col-
lective capacities for enabling strategy development and implementation that go 
far beyond what an individual can hope to accomplish. In order to fully realize the 
potential of using methods for complex issues, it might be necessary to involve 
a trained and experienced facilitator. Such a facilitator can adapt the design of a 
group process to the specific conditions in the particular case, and can facilitate 
each phase of the process in order to mobilize the competences of the partici-
pants and ensure productive collaboration.

Click here to read References
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Training in intercultural competence can include 
learning about common dimensions of cultural 
differences in endeavors involving participants 
with different cultural backgrounds. It can help 
the practitioner reduce the risk of misunder-
standings, frictions and outright conflict.

Primarily builds the following skills: 
Co-creation Skills, Inclusive Mindset
Also develops these dimensions:

DIY Facilitated

Collaborating — Training in Intercultural Competence

ActingRelating

Overview
When working with people with different cultural backgrounds, such as international collabora-
tion on the SDGs, cultural differences may constitute a considerable conflict potential. The most 
well-known and relevant dimensions for cultural differences are power distance, individualism/col-
lectivism, femininity/masculinity and uncertainty avoidance, which can influence communication 
and collaboration practices, relationship building, leadership and followership and attitudes toward 
gender roles.

Training in intercultural competence can include learning about common dimensions for cultural 
differences through lectures and reading, reflecting on others’ or own experiences with intercul-
tural conflict, and conducting group simulations and communication exercises. 

A more open-ended approach to training in intercultural awareness can help reduce the risk of 
stereotyping, while offering clear examples of how cultural differences potentially can be problem-
atic, and providing guidance on insights and skills that increase the capacity for creative collabo-
ration across cultural differences.

How it can help: Training in intercultural awareness can reduce the risk of misunderstandings, fric-
tions and outright conflict in endeavors involving participants with different cultural backgrounds, 
as well as facilitate personal and collective development through a broader repertoire of values 
and behavior.

How to get started
When starting with training in intercultural competence for the first time, try the following:

1. Seek out books and articles written for the general public with the purpose of strengthening 
skills in intercultural collaboration.

2. Identify facilitated training on an individual or group level that can include readings, lectures, 
reflections, and group simulation and communication exercises.
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When working with people with different cultural backgrounds, cultural differ-
ences may constitute a considerable conflict potential. The relevance of this 
challenge is particularly large in relation to issues that require international 
collaboration, such as the SDGs. Awareness of common cultural differences that 
may influence collaboration and communication can reduce the risk of misunder-
standings, friction and outright conflict. There are several frameworks describing 
and explaining typical cultural differences, such as those developed by Geert 
Hofstede and colleagues, Fons Trompenaars and colleagues and Erin Meyer (see 
references below)

The most well-known and relevant dimensions for cultural differences are (follow-
ing Hofstede) power distance, individualism/collectivism, femininity/masculinity 
and uncertainty avoidance. Such diffe rences (and others) can influence commu-
nication and collaboration practices, relationship building, leadership and follow-
ership and attitudes toward gender roles. Training in intercultural competence 
can include learning about common dimensions for cultural differences through 
lectures and reading, reflecting on others’ or own experiences with intercultural 
conflict, and conducting group simulations and communication exercises.

It should be recognized, though, that some scholars and practitioners caution 
against the risks of stereotyping when using frameworks like Hofstede’s and 
advocate a more open-ended approach to training in intercultural awareness. In-
tercultural training should be designed to minimize the risk of stereotyping, while 
offering clear examples of how cultural differences potentially can be problematic, 
and providing guidance on insights and skills that increase the capacity for cre-
ative collaboration across cultural differences

Training in intercultural awareness can be crucially important in endeavours 
involving participants with different cultural backgrounds, by reducing the risk 
of misunderstandings, frictions and outright conflict, as well as by facilitating 
personal and collective development through a broader repertoire of values and 
behaviours

The volume of empirical research on intercultural differences is very large. There 
are also many books and articles written for the general public with the pur-
pose of strengthening skills in intercultural collaboration. Training in intercultural 
competence has been around for a very long time, there is a large community of 
skilled trainers using different approaches.

Click here to read References
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Psychological safety refers to the experience of 
being able to be oneself in a group without fear 
of being rejected or ridiculed by other group 
members. It can help teams increase perfor-
mance, increase learning, and have higher 
work satisfaction.

Primarily builds the following skills: 
Communication skills, Trust
Also develops these dimensions:

DIY Facilitated

Collaborating — Psychological Safety

ActingRelating

Overview
Psychological safety refers to the experience of being able to be oneself in a group without fear 
of being rejected or ridiculed by other group members. Teams with a high degree of psychological 
safety are open about their mistakes and are encouraged to talk about and learn from them. The 
concept of psychological safety applies to groups/teams and organizational settings where indi-
viduals are highly dependent on each other and are working towards a common goal. Without the 
help from all individuals in the group, the goal is hard to reach. 

Psychological safety is best conceptualized as a group phenomena, but it cannot be achieved 
without engagement from all team members. Individual awareness and actions will contribute to 
increased psychological safety in a group they are a part of.

How it can help: A high degree of psychological safety can lead to increased performance,  
increased learning, and higher work satisfaction. 

How to get started
When starting with psychological safety for the first time, try the following:

1. Ask questions and be interested in and respectful to other group members.

2. Accept differences in personality by making sure everyone is included in conversations 
and decisions and actively asking for the opinion of others.

3. Speak up about your own mistakes
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Psychological safety refers to the experience of being able to be oneself in a 
group without fear of being rejected or ridiculed by other group members. Or, in 
the words of Amy Edmondson, professor at Harvard and very much associated 
with this concept, “a team-climate characterized by interpersonal trust and mutual 
respect”.

Teams with a high degree of psychological safety are open about their mistakes 
and are encouraged to talk about and learn from them. The concept of psycho-
logical safety applies to groups/teams and organizational settings where individu-
als are highly dependent on each other and are working towards a common goal. 
Without help from all individuals in the group, the goal is hard to reach.

The concept of psychological safety has been around since the 1960’s and grew 
again in popularity in the 1990’s. It recently got a lot of attention with the famous 
Aristotle study done by Google, in which the company collected data from over 
180 teams within their organisation to gain knowledge on what is at the core of 
successful teamwork. The one factor that stood out and had the most impact 
on team effectiveness was Psychological safety. Other factors also contributed, 
such as dependability, structure and clarity, meaning, and impact, but to a lesser 
extent.

There has been a lot of research on psychological safety at the individual, group 
and organizational levels showing that a high degree of psychological safety can 
lead to increased performance, increased learning, and higher work satisfaction. 
And that psychological safety is best conceptualized as a group phenomenon.

Even though psychological safety is a group concept and cannot be achieved 
without engagement from all team members, there are lots of things an individual 
can do to increase the psychological safety in a group they are a part of. Small 
behaviours such as asking questions, being interested in and respectful to other 
group members, accepting differences in personality, making sure everyone is in-
cluded in conversations and decisions, asking for the opinion of others, speaking 
up about your own mistakes and trying new behaviours in the group.

Psychological safety addresses the Collaboration dimension and can be a pow-
erful tool to increase the possibility of better functioning teams and higher work 
satisfaction. It has a clear connection to SDG 3, 8, and 17, but can also be consid-
ered to influence all the SDGs since how we work together will have a profound 
impact on how fast we can reach the global goals and create a better future.

Click here to read References

Contributor: 

Kristofer Vernmark
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This shield is an exercise for three or more par-
ticipants that takes 30 min to 4 hours to do. It’s 
main purpose is to get the participants to talk 
and share about themselves.

It can help groups connect, get to know each 
other, and create a climate of trust.

Primarily builds the following skills: 
Inclusive Mindset, Trust
Also develops these dimensions:

DIY Facilitated

Collaborating — The Shield

RelatingBeing

Overview
The shield is an exercise with many purposes but mainly to get the participants to talk and share 
about themselves, as well as get to know each other. Material needed is paper (preferably flip-chart 
size) and pen (preferably whiteboard variety). 

How it can help: This exercise can help participants share deeper about themselves and create 
climate of trust.

How to get started
When starting with the shield for the first time, try the following:

1. Hand out a paper and pencil to each participants, one for each.

2. Ask participants to draw a large shield on the paper, which is then divided into four parts.

3. In each quarter, participants are asked to describe themselves based on four different themes. 
It is essential that participants use pictures and not words. The themes can be varied, but sugges-
tions can be, for example: This describes me…; A difficulty I got over…; I am proud of this…; 
This is what you didn't know about me…; Then I made myself disappear…; My dream is to… ; 
In twenty years…

4. The participants then share their shields one by one and give a short oral presentation for 
about a minute. Those listening are invited to take notes and provide positive feedback on the 
presentations. This feedback is saved for later for the optional feedback session.

5. When everyone has presented their shields, the exercise can end, or can continue with a feed-
back session. During the feedback session, the participants must, one by one, turn away outward 
from the group. When feedback is given, the person receiving feedback must only listen and not 
comment. Feedback is then given in a round; the person sitting to the left of it starts receiving 
feedback, and then goes clockwise. When everyone has given their feedback, the person who 
received feedback turns back to the group and says thanks to the group.
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This is an exercise with many purposes but mainly to get the participants to talk  
and share themselves, as well as get to know each other. The aim may also be to 
create a climate of trust. The exercise is for three participants or more and takes 
30 min to 4 hours to do. Material needed is paper (preferably flip-chart size) and 
pen (preferably whiteboard variety) This exercise can have different outcomes 
depending on the group and what is shared. You may have to add a little time 
because the rendering may take a bit longer depending on what emerges.

1. Hand out paper and pencil to the participants, one for each. Instruct on a black-
board or whiteboard (or own paper) how the exercise is carried out before the 
participants are allowed to start.

2. Participants are asked to draw a shield on the paper, which is then divided into 
four parts. The shield should cover as much of the paper as possible.

3. In each quarter, participants are asked to describe themselves based on four 
different themes. It is essential that participants use pictures and not words.

4. The themes can be varied, but suggestions can be, for example: 
This describes me…; A difficulty I got over…; I am proud of this…; This is what you 
didn't know about me…; Then I made myself disappear…; My dream is to… ; In 
twenty years.

5. The participants show their presentations one by one and give an oral presen-
tation for about a minute.

6. When the participants present their creations, those listening are invited to 
take notes and provide positive feedback on the presentations. Inform that this is 
to be saved for later.

7. When everyone has given their speech, the group leader can either continue 
with the exercise immediately or ask to come back with the next step later. Both 
options have their pros and cons.

8. Feedback. Arrange the group's chairs in a circle formation. Ask the participants 
to produce the feedback that was recorded. The participants must now, one by 
one, turn away outward from the group when feedback is given. When feedback 
is given, the person receiving feedback must only listen and not comment. Feed-
back is then given in a round; the person sitting to the left of it starts receiving 
feedback, and then goes clockwise.

9. When everyone has given their feedback, the person who received feedback 
turns back to the group and says thanks to the group.

10. When everyone has gone around the group, the group gets to tell what they 
experienced and reflect on what this aroused.

Click here to read References

Contributor: 

Stefan Dahlberg
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5.6 Acting —
Enabling Change

Qualities such as courage and optimism help us acquire true agency, 
break old patterns, generate original ideas and act with persistence 
in uncertain times.

Finally, the Acting dimension involves courage, creativity, optimism 
and perseverance. We are still involving skills and inner qualities but 
these are the ones closest to taking action on different issues.

The methods here aim at building hope and agency for taking ac-
tion, but also cultivating creativity and imagination. As before the 
methods here and the dimension in itself intersect with the other di-
mensions. Some methods aim at collaborative problem-solving and 
could be placed in the Thinking or Collaborating dimensions as well.
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Personal agency and personal initiative train-
ings are interventions designed to catalyze 
actions towards specific life goals.

It can help participants take meaningful action 
towards their goals, create resilient, proactive 
habits, and increase livelihoods of individuals 
living in resource poor settings. 

Primarily builds the following skills: 
Courage, Optimism, Perseverance
Also develops these dimensions:

DIY Facilitated

Acting — Personal Agency & Personal Initiative Training

CollaboratingThinking

Overview
Personal agency, defined as the ability to make and act upon important decisions in one’s life, is 
central in the promotion of overall well-being. Personal agency interventions take the form of behav-
ioral and/or digital interventions designed to catalyze actions towards specific goals and to support 
behavioral change. Examples include:

• The Empowered Employee and Empowered Entrepreneur training (EET) programs, developed  
 by Dr. Shankar and colleagues through the SEE Change Initiative. In these trainings, which are  
 adapted to local contexts, individuals undertake a personal journey to understand their   
 own belief systems, identify goals in several life areas and learn various mental tools to take  
 purposeful action to achieve their goals. Specific skills in action planning include goal   
 setting, improved communications, systematic planning, and active problem solving. 

• Personal initiative training, developed by psychologists Dr. Frese and colleagues. This 
 training focuses on motivational skills, proactive behaviors, goal setting, planning and innova- 
 tion and overcoming obstacles, and teaches participants how to anticipate problems, look for  
 new opportunities, and plan ways to overcome obstacles. These training were designed for  
 entrepreneurs and small businesses.

How it can help: Personal agency and personal initiative trainings can enable meaningful action 
towards the participant’s goals as well as forming cyclical, proactive habits that individuals can 
maintain throughout their life, enabling a growth mindset alongside a sense of power and voice. 
These trainings can directly improve livelihoods for small businesses and entrepreneurs as well as 
improve overall well-being for individuals living in resource poor environments.

How to get started
When starting with personal agency and personal initiative training for the first time, try the  
following:

1. Review the SEE Change curriculum, which is available as open-source documents through the 
Self-Empowerment and Equity for Change (SEE Change) website at Johns Hopkins University.

2. More about the personal initiative program can be found here.

https://publichealth.jhu.edu/departments/international-health/research-and-practice/centers-and-research-groups/research-groups/the-self-empowerment-and-equity-for-change-initiative-see-change
https://pi-training.org/
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Personal agency, defined as the ability to make and act upon important decisions 
in one’s life, is central in the promotion of overall well-being. Recent research 
studies from psychology, cognitive science, behavioural economics, and public 
health have demonstrated that personal agency can be nurtured, even within 
populations faced with significant resource constraints and environmental threats.

In the past decade, there has been an increase in personal agency interventions 
designed to catalyse and support the following sustainable development goals: 
Goal 1) no poverty, Goal 3) enhancing health and well-being, Goal 5) gender 
equality and Goal 8) decent work and economic growth. Personal-agency inter-
ventions take the form of behavioural and/or digital interventions designed to 
catalyse actions towards specific goals and to support behavioural change. 
Two specific examples of tested interventions in low resource settings are de-
scribed below:

The Empowered Employee and Empowered Entrepreneur training (EET) pro-
grams, both of which are personal agency focused trainings were developed 
by Dr. Shankar and colleagues through the Self-Empowerment and Equity for 
Change (SEE Change) Initiative, and adapted and tested within numerous set-
tings and sectors in resource poor environments. This behavioural training was 
designed through a gender and socio-cultural lens to foster personal agency and 
is locally adapted through a human-centred design process. In these trainings 
individuals undertake a personal journey, allowing them to understand their own 
belief systems and identify goals for various life areas.

The experiential exercises equip participants with the ability to understand and 
implement the actions they need to take to achieve their goals. Specific skills in 
action planning include goal setting, improved communications, systematic plan-
ning, and active problem solving. These practical and psychological skills support 
proactivity while enabling meaningful action towards the participant’s goals – of-
ten unprompted by others or outside forces -- to reach their vision. These deliber-
ate actions lead to cyclical, resilient habits that individuals can maintain through-
out their life, enabling a growth mindset alongside a sense of power and voice.

Early research trials show that personal agency training provided to Kenyan 
energy micro-entrepreneurs doubled business longevity and nearly tripled sales, 
while enhancing confidence, self-esteem, and improved interpersonal relations. 
The EET program has been used to improve livelihoods for micro and small 
entrepreneurs, strengthen confidence and agency of women in male dominated 
sectors such as energy and agriculture, to improve interpersonal relationships 
and reduce gender-based violence.

Personal initiative (PI) training, developed by psychologists Dr. Frese and col-
leagues and tested in collaboration with economists, was designed to focus on 
motivational skills, proactive behaviours, goal setting, planning and innovation 
and overcoming obstacles.
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This training was developed to support economic interventions focused on  
entrepreneurship and business improvements. Personal initiative training strives 
to coach small business owners on how to be self-starting, future-oriented and 
persistent. It also teaches participants how to anticipate problems, look for new 
opportunities, and plan ways to overcome obstacles.

A large-scale randomized trial of 1500 entrepreneurs in Togo showed that over 
the course of two years the personal initiative training increased firm profits by 
30%, compared with a statistically insignificant 11% for traditional business 
training, making it a cost-effective intervention. Modifications and enhancements 
continue to be explored to improve outcomes based on recent results from  
research and trials.

Click here to read References

Contributor: 

Anita Shankar
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Multi-disciplinary arts practices are used in 
many sectors to liberate people from normative 
identities and structures.

Creative practice can help people increase their 
health and well-being, as well as enhance their 
empathy and compassion, empowering them to 
care more for others.

Primarily builds the following skills: 
Creativity, Optimism
Also develops these dimensions:

DIY Facilitated

Acting — Arts, Creativity and Imagination

CollaboratingRelating

Overview
Creativity and the arts enable people to liberate themselves from normative identities and structures 
and follow imagination’s wild and spontaneous flow. This can increase people’s potential to care for 
the world, work well with others, and drive change.

Beyond providing personal entertainment and relief from the stresses of everyday life, arts prac-
tices are now woven into healthcare and social care for their demonstrated health and well-being 
benefits. Hospitals and surgeries are being re-envisioned with innovative arts designs that are said 
to enhance patient experience and speed up recovery. See Institute for Medical Humanities for an 
interdisciplinary example.

Multi-disciplinary arts practices are now widely used in education, community development, restor-
ative justice, and peace-building, enabling self-exploration, dialogue and healing. Creative methods 
can help generate visionary narratives and pilot initiatives that help seed more benign futures in the 
present. Underpinning these visions is the understanding that the imagination – through images, 
metaphors and language – has generative power.

How it can help: Creative practices have demonstrated health and well-being benefits which in turn 
lead to greater courage, optimism and perseverance. They also lead to more active citizenship and 
enhance social skills, as well as empathy and compassion, empowering people to care more for 
others.

How to get started
When starting with arts practices for the first time, try the following:

1. Consider how you engage or might engage with creative activities as a hobby. 

2. Identify a creative activity that brings you relaxation and inspiration as well as enjoyment and fun.

3. Explore opportunities for synergies between your everyday work and your creative activities. 
Consider where your creativity might innovate or reframe your work, enabling you to shift from 
established rules, norms and structures, discovering new ways of doing and being through play 
or imagination.
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Many people engage with creative activities as a hobby, and when asked they will 
readily affirm that creative activities bring them relaxation, as well as enjoyment 
and fun. Beyond providing personal entertainment and relief from the stresses of 
everyday life, creative practices have demonstrated health and wellbeing benefits 
which in turn lead to greater courage, optimism and perseverance. In many coun-
tries around the world arts practices are now woven into healthcare and social 
care. A summary of the latest literature from the UK, including clinical and com-
munity research studies, can be found in below.

The arts are also beginning to play a larger role in the training of medical profes-
sionals, revolutionising the dominant bio-medical approach, in an attempt to make 
medicine more compassionate, appreciative and holistic, enabling doctors and 
nurses to care better for their patients. Around the world hospitals and surgeries 
are being re-envisioned with innovative arts designs that are said to enhance pa-
tient experience and speed up recovery. An example of interdisciplinary practice 
and research involving the arts in medicine can be found in below

Critically, there is a growing recognition that arts, culture and creativity lead to 
more active citizenship and enhance social skills, as well as empathy and com-
passion, empowering people to care more for others. Many creative activities 
engender states of flow, leading to a greater sense of interconnectedness with 
other people and the world. Multi-disciplinary arts practices are now widely used 
in education, community development, restorative justice, and peace-building, as 
they enable self-exploration, dialogue and healing.

Researchers working in arts and social change highlight the value and power of 
creative methods in projects envisioning change. Creative methods can generate 
visionary narratives and pilot initiatives that help seed more benign futures in the 
present. Underpinning these visions is the understanding that the imagination – 
through images, metaphors and language – has generative power. As Lakoff and 
Johnson assert,

“Metaphors have the power to create a new reality. This can begin to happen 
when we start to comprehend our experience in terms of a metaphor, and it be-
comes a deeper reality when we begin to act in terms of it. […] Much of cultural 
change arises from the introduction of new metaphorical concepts and the loss 
of old ones.”

Creativity and the arts enable people to liberate themselves from normative iden-
tities and structures and follow imagination’s wild and spontaneous flow, increas-
ing their potential to care for the world and drive change.

Click here to read References

Contributor: 

Jessica Bockler
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Theory U, also known as ‘Presencing’, offers a 
framework for collaboration and engagement 
using awareness-based and contemplative 
practices. It can help groups sense more deeply 
into team dynamics, and organisations engage 
in purposeful planning, prototyping of projects 
and initiatives, and acting more purposefully.

Primarily builds the following skills: 
Creativity, Optimism
Also develops these dimensions:

DIY Facilitated

Acting — Theory U for Group Work & Prototyping

CollaboratingRelating

Overview
When applying Theory U in collaboration and engagement in teams, a key principle is a common 
intention. For aligning a core team to create a shared sense of purpose and direction, initial framing 
is important. Presencing practitioners sense into the interior conditions, asking organisations to 
consider the quality of spaces they create for deep inner and relational inquiry. For example, how to 
see, sense and feel the inner quality of team dynamics. The U-school offers a set of tools and prac-
tices to support holding spaces for transformation: Sensing Journeys, Dialogue Interview, Stake-
holder Interview, Guided Journaling, Case Clinic Coaching Circles, Prototyping, and more. These 
practices are freely accessible and can be used independently and adapted to other transformative 
processes.

How it can help: Theory U offers insights and processes that enable working in a group to sense 
more deeply into team dynamics and conscious leadership relationships, helping organisations en-
gage in purposeful planning, prototyping of projects and initiatives, and acting more purposefully.

How to get started
When starting with Theory U and in particular Prototyping for the first time, try the following:

1. Start by asking what problem the team wants to see, including the invisible forces in the system. 

2. Then, list the stakeholders within the organisation and/or the actors that directly or indirectly 
relate to the situation. Represent invisible forces, such as dynamics of feelings, for example, pow-
er, frustration, with an object. Also consider distance between objects as well as shape and size.

3. Reflect on the sculpture from four different perspectives: East (Feeling): What do you love in 
this sculpture that ignites your best energy? What frustrates you?  South (Truth): What hard truths 
need to be spoken? West (Reflection): What assumptions might be underlying this situation? 
What systemic barriers lock us into the current state of operating?  North (Purpose/Presence): 
What in this situation is ending, wanting to die, and what is emerging, wanting to be born? If this 
sculpture could speak, what advice might it offer?

4. Give time to rearrange the sculpture to the current reality the team wants to see. What is the 
item or dynamic that, if removed or changed in position, will create a dramatic change within the 
sculpture?
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Theory U, also known as ‘Presencing’, offers a framework for collaboration and 
engagement using awareness-based and contemplative practices. Theory U of-
fers insights and processes that enable working in a group to sense more deeply 
into team dynamics and conscious leadership relationships, helping organisations 
engage in purposeful planning and prototyping of projects and initiatives.

For example, Scharmer said one of the key principles in teams is a common in-
tention. How does a core team align to create a common intention? Initial framing 
is important, so a group has a shared sense of purpose and direction. Then as 
a group process is convened, group members are called upon to show up with 
authenticity and transparency, enabling the greatest attunement in the group.
It is important to highlight that attunement is an inner skill that requires practice. 
There is both an inward and an outward orientation of awareness, sensing into 
what wants to unfold in the group and what is happening in each individual. It is 
this awareness, directed to inner experience as well as to relational dynamics, 
that fosters organic emergence.

Another core concept in Scharmer’s work comes from his interview with Bill 
O’Brien “the success of an intervention depends on the interior condition of the 
intervenor.” Presencing practitioners sense into the interior conditions, asking 
organisations to consider the quality of spaces they create for deep inner and re-
lational inquiry. For example, how to see, sense and feel the inner quality of team 
dynamics. The u-school offers a set of tools and practices to support holding 
spaces for transformation: Sensing Journeys, Dialogue Interview, Stakeholder In-
terview, Guided Journaling, Case Clinic Coaching Circles, Prototyping, and more.

These practices are freely accessible and can be used independently and adapt-
ed to other transformative processes. Indeed, some of these practices have 
become a language, literacy in itself, a way to express and to know, to develop 
the U process, such as Scribing and SPT (Social Presencing Theater), encapsu-
lated as the social arts. U Theory has become a distinct practice in leadership, 
management and coaching, and many practitioners join the U journey each year, 
individually and in groups, taking part in the so-called u-lab 1x and u-lab 2x, in 
which members go through the process of co-initiating, co-sensing, co-inspiring, 
co-creating, and co-evolving emerging projects and initiatives.

Prototyping example: It is a 3D sculpture that uses objects to represent a situa-
tion’s problem. This adaptation is from the 3D mapping in Theory U to be able to 
see the invisible forces playing in the system. According to the Presencing Insti-
tute, “the power of the practice lies in participants relying on their hands, rather 
than on habitual ways of thinking, to discover new insights”. Prototyping with the 
hands is contemplating the social system or an individual reality that one wants 
to visualise.

For the toolkit, this activity is recommended for a team to prototype their current 
reality or their organisation’s problem. This activity will map and inform the team 
to act more purposefully. As a first step it is recommended to ask what problem 
the team wants to see.
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Then, list the stakeholders within the organisation and/or the actors that direct-
ly or indirectly relate to the situation. Represent them with an object. It is also 
important to represent with an object the invisible forces such as dynamics of 
feelings, for example, power, frustration, etc. Also, consider the distance between 
the constituent parts of the problem and the shape in the size of the objects.

If this is done in a physical place, a table can be placed so the team can have the 
flexibility to move around. In the case of facilitating it online, it is recommended 
one person guide, and another be the “hands” of what the team voices for the 
position of the objects. To sculpt the current reality, one needs to integrate the 
voices of all the participants in the team, and voice what each object represents. 
For this, it is recommended a facilitator guide the 3D modelling. The steps for the 
process can be found in the free toolkit of the u-school for Transformation.

Time: Around one hour and a half is needed for the mapping and reflection. 

This includes the 10-20 minutes to map the sculpture.

Below is quoted the questions to reflect the sculpture from four different per-
spectives: East, South, West and North. The process starts from the East (team 
members locate themselves on the East perspective), and the Facilitator can start 
reading the questions

“1. EAST: Feeling - What do you love in this sculpture that ignites your best 
energy? - What frustrates you?

2. SOUTH: Truth - What hard truths need to be spoken? 

3. WEST: Reflection - What assumptions might be underlying this situation? - 
What systemic barriers lock us into the current state of operating?

4. NORTH: Purpose/Presence - What in this situation is ending, wanting to die, 
and what is emerging, wanting to be born? - If this sculpture could speak, what 
advice might it offer?"

Then, the team is given time to rearrange the sculpture to the current reality they 
want to see. It is important to remember the first step, what is the item or dynamic 
that, if removed or changed in position, will create a dramatic change within the 
sculpture?

Then, allow time for a reflection to find out the differences between both model-
lings. Finally, if the system requires a monumental change, what are the first steps 
that can be taken?

Click here to read References

Contributor: 

Jessica Bockler and 

Vivianna Rodriguez 

Carreon

Prototyping example: 

Vivianna Rodriguez C
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WOOP is short for wish, objectives, obstacles 
and plans and is a simple and research-based 
method for setting goals with something you 
want to achieve or experience. Primarily builds the following skills: 

Courage, Optimism, Perseverance
Also develops these dimensions:

DIY Facilitated

Acting — WOOP

RelatingThinking

Overview
WOOP is short for wish, objectives, obstacles and plans and is a simple and research-based meth-
od for setting goals with something you want to achieve or experience. It only takes a few minutes 
and only requires that you wholeheartedly try to focus on the task. You can do WOOP individually 
or with someone (for example, a coach, a colleague, a teammate, a leader, etc.).

How it can help: WOOP increases the probability that you will actually be able to achieve the goal 
that you set for yourself.

How to get started
When starting with WOOP for the first time, try the following:

1. Think of something you would like to achieve or experience in a given time, such as an upcom-
ing meeting or the day ahead. For example, it could be something new that you would like to learn 
or an achievement of some kind that you would like to perform. Something that feels challenging 
but certainly not impossible. Write this down on a piece of paper.

2. Think about the positive feelings and consequences that would result from achieving what you 
would like to achieve, big or small. Write these down and then focus for a little while on the two or 
three things that would be the single best outcome in achieving this.

3. Next, think about all the possible obstacles and problems that you can come up with that can 
make it difficult or prevent you from achieving what you want. Obstacles may lie with you (e.g. mo-
tivation problems, concentration difficulties, fatigue, illness). They can also lie outside of yourself 
(e.g. being misinformed, a colleague getting sick, bad weather). Write down all obstacles, big or 
small.

4. For each obstacle, think through what you can do to prevent it from happening and what you 
can do to deal with it should it happen. Write down each such plan on the paper as follows: 
“For __________ not to happen, I will __________ and if __________ happens, I will __________.”

5. Read through what you have written and feel free to tell someone else about what you have 
written.
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WOOP is short for wish, objectives, obstacles and plans and is a simple and 
research-based method for setting goals with something you want to achieve or 
experience and increasing the probability that you will actually be able to achieve 
this. WOOP is like taken from an instruction book for how to work on strength-
ening one's hope, the first characteristic of our psychological capital. You can do 
a WOOP pretty much as often as you want. It only takes a few minutes and only 
requires and put these minutes in and that you then wholeheartedly try to focus 
on the task.

You can do WOOP individually or with someone (for example, a coach, a col-
league, a teammate, a leader, etc.). Doing it individually can be beneficial to 
have a paper and pen and write down your thoughts while you WOOP. In short, a 
WOOP works like this if you do it yourself:

1. Sit down and close your eyes. Breathe in through your nose while counting 
to four and then hold your breath while counting to four again. Release the air 
through your mouth without pushing it out. Think of yourself as a balloon that you 
release the air from. Count to eight as you exhale and then count to four before 
doing it all over again the same way. Do this five to ten times and feel 
how you relax.

2. Think of something you would like to achieve or experience in a given time, 
such as an upcoming meeting or the day ahead. For example, it could be some-
thing new that you would like to learn or an achievement of some kind that you 
would like to perform. Something that feels challenging but certainly not impossi-
ble. Write this down on a piece of paper.

3. Think about the positive feelings and consequences that would result from 
achieving what you would like to achieve, big or small. Write these down and then 
focus for a little while on the two or three things that would be the single best in 
achieving this. Feel free to say these out loud and circle them on your paper.

4. Next, think about all the possible obstacles and problems that you can come 
up with that can make it difficult or prevent you from achieving what you want. 
Obstacles may lie with you (e.g. motivation problems, concentration difficulties, 
fatigue, illness, etc.). They can also lie outside of yourself (eg being misinformed, 
a colleague getting sick, bad weather, etc.) Write down all the obstacles you can 
think of, big or small.

5. For each obstacle, think through what you can do to prevent it from happening 
and what you can do to deal with it should it happen. Write down each such plan 
on the paper as follows: “For __________ not to happen, I will __________ and if 
__________ happens, I will __________.

6. Read through what you have written and feel free to tell someone else about 
what you have written.

Contributor: 

Stefan Söderfjäll
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5.7 IDG-related Examples from 
Leadership and Education
Beyond these examples of methods and practices that aim at developing the skills 
of the IDG framework, we also want to share a few examples on how inner de-
velopment may be applied and integrated into larger programs. These examples 
are also contributions from members of the scientific advisory board and involve 
leadership programs as well as educational courses and programs, starting with 
the former. Previously in the publication we described results from our survey 
indicating that a transformational approach is needed to address sustainability 
issues. But how can this be approached in a leadership setting?

Leadership programs
To act is in itself an act of leadership. Anything and everything we do has an im-
pact. Thus it is important to be intentional about the purpose of our actions, align 
our actions with that purpose, and develop skillful means for accomplishing the 
purpose. Leadership is thus essential to reaching any goals, whether inner devel-
opment or the SDGs. Organizations spend hundreds of billions of dollars training 
people in it. There has been rapid growth in academic degree programs focused 
on it. Yet we are often still left frustrated by the leadership we experience.

Theoretical diversity around what leadership is has contributed to this frustration. 
Yet it is also because our expectations of others who are in positions to lead are 
idealistic and unrealistic projections of our own unfulfilled hopes. We neglect to 
include our own work, the need to develop ourselves to make progress on com-
monly held goals. Thus leadership is a two way street. It is not simply the job of 
people in positions of leadership to tell others what to do. Leadership is a team 
sport, where everyone needs to contribute. In other words, everybody is a leader, 
and in a context of sustainability, leadership means to support personal, collective 
and systems change and transformation.

In order to approach acting in this manner, the IDGs aim to include references to 
a number of programs that are implementing what is a key principle of leadership. 
This principle focuses on leadership as an act of creating a space for people who 
have direct ownership of the issues to enable them to develop their own capacity 
to act. This includes transformative leadership approaches, building on the work 
of James MacGregor Burns, Bernard Bass and others, that focus on raising the 
moral level of action by stakeholders.

It also includes Heifetz’s adaptive leadership approach, where leadership is about 
going beyond management and authority and creating a holding environment that 
enables people to face their own work of questioning traditions, loyalties, values 
and mental models that have contributed to existing challenges. Enabling these 
inner changes is essential to making progress on difficult societal issues. While 
the programs described below could be categorised under the Acting dimension, 
they are in fact engaging all five IDG dimensions.
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Qualities of Being, such as cultivating self-awareness, being able to have a clear 
presence, integrity and authenticity, an internal moral compass and a learning 
mindset are all well established as essential for leadership. Self leadership is often 
the most difficult to do, yet has the most impact for others if we can model how to 
change and at the same time link it to collective and systems change. Cognitive 
skills are also essential for leadership. In our knowledge driven economy, thinking 
tools are the main skills we need to succeed. Research has found that cognitive 
ability is the single most successful predictor of success when hiring. Research 
has also found that transformational change requires a complexity and maturity 
of cognitive skills that go beyond the complexity of the challenges facing organi-
zations and society.

Yet being clever in itself is insufficient. Research on what leaders say about 
good leaders has shown that subject knowledge and task accomplishment by 
themselves are not what marks good leadership. It is the quality of relating, how 
leaders care for others and the world that distinguishes leadership. The five IDG 
dimensions listed here are all found in leadership literature.

At the same time, it is clear that all of these qualities are never found fully devel-
oped in one individual. Collaboration is absolutely essential to bringing together a 
diverse and robust set of qualities that are necessary for leading change. This is 
based on trust and relies on the ability to communicate, co-create and mobilize. 
As globalization has increased, it has also become more important to include 
intercultural competence so that our collaboration skills extend beyond our local 
social circles. All of this is implicitly necessary in acting. What distinguishes acting 
as an energy to drive change are the skills required to apply all of the above; 
courage, creativity, optimism and perseverance. While the programs described in 
the following paragraphs do not explicitly describe this synthesis, they implicitly 
rely on how leadership develops and applies all of the Inner Development Goal 
dimensions and skills.

Radical transformational leadership approach: The conscious full-spectrum re-
sponse framework is a theory of change that is linked to a three-step pedagogy 
aimed to connect personal, collective and systems transformation. In the context 
of climate change, it has been adapted and articulated as the three spheres of 
transformation. The goal is to generate lasting results by: i) sourcing internal 
human capacities for strategic action (within oneself and others); and ii) increas-
ing integrity through blending internal and external dimensions in policymaking, 
planning and implementation. Its development was based on more than twenty 
years of work for the UN, particularly UNDP and other organisations, and it has 
been applied to many projects in fields such as HIV/ Aids, disaster recovery and 
food security. The three-step pedagogy involves operational tools and exercises 
that are aimed at: i) sourcing interior capacities; ii) designing to make a difference; 
and iii) practicing/ implementing new processes.

Climate leadership program BEYOND: BEYOND is a Climate and Environmental 
Leadership Programme, from the Awaris and its Inner Green Deal Initiative. 
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It aims to drive sustainability from within by supporting decision makers to cul-
tivate mindfulness and compassion, develop new habits and collaborate with a 
common purpose. 100 leaders from the EU - including 40 from the European Par-
liament, Council and Commision - took part in the pilot programme, exploring both 
the inner dimension of sustainability qua mindfulness, compassion, values and 
beliefs, and outer aspects such as behaviour change, collaboration and workplace 
initiatives. A pilot study was conducted in 2021/22. According to preliminary find-
ings, participants demonstrated:

• Significant increase in nature connectedness; 
• Significant increase in climate agency (e.g. voting for environmental parties,  
 signing petitions) and adaptation behaviour (taking measures to prepare for  
 climate impacts); 
• Clear links between compassion and pro-environmental behaviour; 
• Increased integration of sustainability concerns into work, such as budget al 
 locations, human resource allocation, internal working structures and stake 
 holder relationships; 
• Significant increase in well-being; and 
• Significant reduction in climate anxiety. 

The programme has received widespread recognition. The EU’s training Institute 
EUSA funded the development and launch of a new series of programmes for 
management across EU Institutions.

The Work That Reconnects: Mainstream sustainability discourse has only recent-
ly begun to recognise the inner dimension of the climate crisis, underpinned by 
disconnection. However, some practitioners and pioneers have spent decades 
exploring this issue and developing interventions that can help participants de-
velop a sense of interconnection. Chief amongst these is Joanna Macy, a scholar 
of systems theory, who in the 1970’s began to develop a visionary approach to 
social change based upon deep understanding of interdependencies. According 
to Macy, experiencing our interconnection allows us to develop awareness of our 
‘deep ecology’ and realise the potential we have to make a difference in the world, 
which in turn engages us in appropriate behavioural response to the realities we 
face.

She developed these ideas into a programme called The Work That Reconnects, 
popularised through books including Coming Back to Life and Active Hope. 
Based on this work, experiential workshops and courses have been delivered to 
many thousands of people for several decades. The programme’s four stages res-
onate with many of the principles in this report. Participants engage in practices 
to resource themselves before turning towards the fear and pain associated with 
global realities, developing the ability to ‘see with new eyes’ the interconnection 
of all phenomena before mobilising practical applications through relevant action. 
Empirical testing of the programme is still in its early stages, but pilot studies 
have shown it to be engaging and popular. More recently the meditation-based 
six week programme Integrated Action has further integrated mindfulness and 
compassion-based approaches with Macy’s frameworks.

Contributor: 

Christine Wamsler

Jonathan Reams
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Educational programs and courses
Similarly as with leadership, we now turn our eyes towards educational settings.
Transformational learning steps beyond the bounds of traditional education 
which teaches skills and transmits knowledge. Transformational learning invites 
whole-person engagement through intellectual as well as experiential and applied 
work, fostering the expansion of awareness and the transformation of worldviews 
and perspectives. Transformational learning programmes engage students in 
multi-disciplinary inquiry, providing opportunities for personal, embodied, emo-
tional, relational and spiritual self-search. A transformational learning process can 
fundamentally alter our self-image and our values, as well as how we perceive the 
world and others around us.

Transformational learning programmes tend to be informed by participatory forms 
of pedagogy and curriculum development. Students are learning partners and 
help shape the learning journey through their ongoing experiential engagement 
with programme content. Educators work as facilitators, creating safe spaces for 
reflection and discernment, thereby fostering critical engagement with both theo-
ry and practice.

At the heart of transformational learning processes is a revolution of our personal 
meaning structures (or predispositions) which shape the horizons of our expec-
tations. Transformational learning programmes enable questioning of personal 
beliefs and value systems by offering transdisciplinary perspectives as well as ex-
panded, integrative epistemologies which enable new forms of meaning-making.

“The ‘Sustainability and Inner Transformation’ course is part of a Master’s Pro-
gram on ‘Environmental Studies and Sustainability Science’ (LUMES) offered by 
Lund University Centre for Sustainability Studies (LUCSUS) in Sweden. It runs 
annually over a period of three months. The course includes a series of lectures, 
seminars, councils and a practice lab that are intended to explore the role of inner 
dimensions (i.e. individual and collective values, beliefs, worldviews and asso-
ciated cognitive, emotional and relational capacities) to support collective and 
systems transformation toward sustainability. Issues such as integrated climate 
change mitigation, climate change adaptation, environmental leadership, activism, 
social justice, indigenous knowledge, and human–nature connections are ad-
dressed. Knowledge, tools and practices from sustainability science, social neuro-
science, psychology, behavioural economics, contemplative studies and transfor-
mation theories are systematically integrated. As a results, scientific studies have 
shown the course’s relevance for nurturing transformative capacities (or so-called 
inner development goals), inner-outer transformation and the achievement of the 
sustainable development goals.

Websites: Related Master Program LUMES, Course webpage, Syllabus, related 
information on education activities of the Contemplative Sustainable Futures 
Program. Scientific and popular science publications about the course here. 
Course on ‘The inner dimension of sustainability: the role of values, emotions and 
world views’.In this short course at the University of Natural Resources and Life 
Sciences Vienna (Austria), interested students can explore the inner dimension 

https://www.lumes.lu.se/
https://www.lumes.lu.se/programme-overview/programme-outline/3rd-semester/sustainability-and-inner-transformation
https://kursplaner.lu.se/pdf/kurs/en/MESS53
https://www.contemplative-sustainable-futures.com/general-3-1
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of sustainability both on the theoretical and practical level. During two theory 
lessons they examine various concepts at the interface of inner development 
and sustainability (e.g. values, ecological mindfulness, subjective wellbeing, hu-
man-nature-connection, etc.) and critically reflect on their contribution to sustain-
able development. In the experimental week, which they design a transformative 
learning process, they use various methods and exercises aiming at reflecting 
one´s own values, emotions and worldviews

"Decolonial Systems Thinking & Resilience Courses." The Waterloo Institute for 
Social Innovation and Resilience (WISIR) offers a series of senior undergraduate 
and graduate seminar and professional development courses that help to fos-
ter the capacities for inner depth work and cross-cultural capabilities for broad, 
systemic change. Through decolonial practices and methodologies, these cours-
es support the cultivation of new skills and capacities required for sustainability 
transformations. These courses, as well as those offered in partnership between 
the University of Waterloo and the Haida Gwaii Institute (University of British Co-
lumbia), are either co-taught with an Indigenous Knowledge Holder (Elder) or with 
direct support from members of local Indigenous communities. Indigenous knowl-
edge holders offer their teachings to help students unlearn colonial mindsets and 
explore new ways of seeing and being in the world.

Through these traditional practices and teachings, students foster inner capaci-
ties that support their development as sustainable change agents. These unique 
courses are profoundly different yet complementary to conventional university 
programs. By promoting cross-cultural understandings of challenges to systems 
transformation, these hybridized pedagogies help elucidate and ground complex-
ity in real world applications and interrupt patterns of unsustainability. Drawing 
from theories including resilience, complexity, social innovation, transsystemics, 
and systems change, these courses support sustainability progress by bridging 
the inner and outer dimension of systems transformations.

Click here to read References

Contributor: 

Christine Wamsler

Kira Cooper



Discussion
Chapter 6

We would like to conclude this publication with a dis-
cussion of the boundaries of our scope and how the 
toolkit and this whole publication can contribute to 
more sustainable pathways into the future.

Back to Reading Interests
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The fields of inner development and sustainability are both extremely broad and 
complex, and we attempt here to provide an overview of the evolution of one, 
describe it and link it to the other. This is a task that we can only describe as chal-
lenging. And it entails that we are – inevitably – prone to various simplifications 
and different forms of prejudice about what we do. In the following, we would like 
to discuss the simplifications and blind spots that we are aware of. It may well be 
that as you read this section you think: but there is another blind spot that has 
been overlooked. If that is the case, we would be pleased.

A first blind spot is the focus on the Western or Modern world. The majority of sur-
vey participants, contributing scientists and both authors of this report are from 
Western countries. To some extent, we have tried to include perspectives from the 
so-called Global South and from independent cultures. In the context of the IDG 
perspective, this will be further addressed in the third phase of the project. Our 
bias is evident in the choice of methods included in the toolkit, but also in the way 
the toolkit is organised and presented. Even though the main target audience of 
this publication is change agents in organisations, we hope that the publication 
can also be read in other contexts and serve as a source of inspiration.

Another bias lies in the IDG framework itself, which has its own blind spots. One 
criterion for selecting practices is that they should be relevant to IDG skills and 
dimensions. As a result, we have probably overlooked many practices that target 
other aspects of inner development or sustainability. For obvious reasons, there 
are individual needs and preferences that you as readers and practitioners should 
take into account. In any case, we believe that there is no single method that 
works for everyone. It should also be noted that the methods selected have been 
developed and discussed primarily by researchers rather than practitioners with 
experience in the field. As researchers, we tend to focus on what has been proven 
to work, rather than what has been proven successful and useful in practice. 
After all, if a method has been proven to work, how can it be that practice leads 
to different results? We would like to point out that proof is only as good as the 
way that made it possible to derive a certain result. Researchers are trained to 
produce evidence, so they are good at it. And they too have blind spots. To get 
to the bottom of at least some of our own blind spots in this context, we talked to 
several practitioners who have decades of experience in what works in practice in 
developing leaders for sustainability in different sectors. Although this publication 
aims at bringing research around inner development into practice, there is still a 
need to inform research about practice in a similar manner.

In this context, we would also like to point out that the choice of methods is also 
not the result of a systematic literature review in the field of inner development. 
The survey was our main source of data, followed by suggestions and propos-
als from the scientific advisory board. The interviews with practitioners served 
primarily to prepare the survey as well as to deepen individual aspects on the way 
from the evaluation of the data to this publication. The review of the entire field 
of inner development methods has so far been outside the scope of this project 
and this initiative. We see this publication primarily as a way to generate interest 
in exploring our inner world and how it relates to sustainability and to enter into a 
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dialogue about it. What we do not want to do here is to give clear answers to the 
question of how we can promote inner development in order to better address 
specific issues of sustainability yet. Because there is still a long way to go. We are 
not there yet, and we also question whether it would even be desirable to narrow 
down the issue of inner development to the achievement of a specific goal. In the 
introduction to this publication, we outlined a theory of change that can be sum-
marised as follows:

We want to raise awareness of the inner dimension in relation to addressing sus-
tainability issues. We also take a developmental perspective on our inner worlds, 
individually and collectively, which means that inner capacities and qualities can 
be developed. We assume that if we apply these methods, interventions and prac-
tices, we will be better able to deal with the challenges ahead. What challenges 
these are in detail and concretely remains open for us.  This question could only 
be answered if it were clarified what the term sustainability actually means and 
what the respective individual or collective relationship to it is or could be. The 
latter, in turn, cannot be answered in general terms, but is part of our individual 
and collective journey. That is the basic idea, and we hope that this toolkit and 
this publication can offer some steps in that direction

As we said, we do not yet have sufficient evidence of how we get from the inner 
to the outer and how we best integrate it, thus how we get from the IDGs to the 
SDGs. Whereas for some of the methods described in the toolkit, we do indeed al-
ready have such evidence, both for developing certain IDG skills and qualities and 
for promoting the implementation of the SDGs. But there are still many gaps to 
be bridged. So, although some methodologies show this linkage, the broad areas 
of internal development and sustainability are far from being connected. This is 
the main reason why this task will be further explored in the coming phases of 
the IDG project. We wish that all those dealing with these or similar issues would 
proceed mindfully, in fact, perhaps we should not make this chain too strong in 
the first place (although we do not mean to say that it would not be desirable to 
explore the connections. On the contrary, it is about time, otherwise we would not 
have engaged in the IDG initiative). However: both inner development and sustain-
ability are still far from being well understood and mapped.

In terms of future work, we are now looking forward to applying, testing and 
getting feedback on this toolkit in different contexts and environments. Here we 
aim to approach the IDG framework from a psychometric perspective to explore 
which skills that allow themselves to be measured so that methods and interven-
tions can be evaluated. We therefore hope that you will be inspired by the publica-
tion and the toolkit, find interest in it and engage in your own inner development 
and that of others. We wish you an interesting journey and would like to ask you 
for a favour in conclusion: If you are on this journey with us, please share your in-
sights and experiences in various forms and forums. We invite you to do this even 
if you don't agree with everything we write here, although it is important to us that 
we treat each other with respect always. We hope that our paths will cross even if 
we find ourselves growing in different directions.
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Collaborating — Methods for Scaffolding 
Collaboration
Bunker, B. B. & Alban, B. (2006). The handbook of large group 

methods: Creating systemic change in organizations and communities. 

Chichester, England: John Wiley & Sons.

https://academic.oup.com/edited-volume/27953
https://link.springer.com/article/10.1007/s10584-022-03398-9
https://www.sciencedirect.com/science/article/pii/S0959378021001527?via%3Dihub
https://www.sciencedirect.com/science/article/pii/S0959378021001527?via%3Dihub
https://www.youtube.com/watch?v=SfpAr-X8bGo 
https://vimeo.com/182526162
https://doi.org/10.47061/jabsc.v1i2.1179
YouTube. https://www.youtube.com/watch?v=eLfXpRkVZaI&t=414s 
https://www.youtube.com/watch?v=tow2tR_ezL8 
https://www.moralimaginations.com/
https://doi.org/10.1016/j.gloenvcha.2021.102373 
https://doi.org/10.1016/j.gloenvcha.2021.102373 
https://www.youtube.com/watch?v=rUIrEecXcHg&ab_channel=PhoebeTickell 
https://www.youtube.com/watch?v=rUIrEecXcHg&ab_channel=PhoebeTickell 
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Holman, P., Devane, T. & Cady, S. (Eds.) (2007). The change handbook: 

The definitive resource on today's best methods for engaging whole 

systems. San Francisco, CA: Berrett-Koehler Publishers.

Jordan, T. (2014). Deliberative Methods for Complex Issues: A typology 

of functions that may need scaffolding. Group Facilitation: A Research 

and Applications Journal, Nr 13, pp. 50-71. 

Rosenhead J, & Mingers, J. (Eds.) (2001). Rational analysis for a 

problematic world revisited: Problem structuring methods for complexi-

ty, uncertainty and conflict. Chichester, England: John Wiley & Sons.

Ross, S. N. (2006). The integral process for working on complex 

issues: Public issues edition. (4th Ed.) Bethel, OH: ARINA, Inc.

Wilkinson, M. (2004). The secrets of facilitation: The S.M.A.R.T. guide 

to getting results with groups. San Francisco, CA: Jossey-Bass. 

Collaborating — Training in Intercultural 
Competence
Chhokar, J. S., Brodbeck, F. C., & House, R. J. (2007). Culture and 

leadership across the world: The GLOBE book of in-depth studies of 

25 societies. London: Erlbaum.

Erin, M. (2014). The Culture Map: Breaking Through the Invisible 

Boundaries of Global Business, PublicAffairs

Hofstede, G., G. J. Hofstede & M. Minkov (2010). Cultures and Organi-

zations: Software of the Mind, Third Edition: Intercultural Cooperation 

and Its Importance for Survival, McGraw- Hill Professional..

Ting-Toomey, S., & Oetzel, J. G. (2001). Managing intercultural conflict 

effectively. Oaks, CA: SAGE.

Trompenaars, F., & Hampden-Turner, C. (2020). Riding the waves of 

culture: Understanding diversity in global business. Hachette UK.. 

Collaborating — Psychological Safety
Edmonson, A. C. and Lei, Z. (2014). Psychological Safety: The History, 

Renaissance, and Future of an Interpersonal Construct.

https://www.ixistenz.ch/objectcomponent774.pdf

Rework with google: Understanding team effectiveness - Tool: Foster 

psychological safety https://rework.withgoogle.com/guides/understand-

ing-team-effectiveness/steps/foster-psychological-safety/

The fearless organization: https://fearlessorganization.com/

Collaborating — The Shield
Understanding team effectiveness - Tool: Foster psychological safety

https://rework.withgoogle.com/guides/understanding-team-effectiveness/

steps/foster-psychological-safety/

The fearless organization: https://fearlessorganization.com/

Contributor: Stefan Dahlberg

Acting — Personal Agency and Personal 
Initiative Training
Bandura, A. (1989). Human agency in social cognitive theory. American 

psychologist, 44(9), 1175.

Bandura, A. (2006). Toward a psychology of human agency. Perspec-

tives on psychological science, 1(2), 164-180.

Campos, F., Frese, M., Goldstein, M., Iacovone, L., Johnson, H. C., McK-

enzie, D., & Mensmann, M. (2017). Teaching personal initiative beats 

traditional training in boosting small business in West Africa. Science, 

357(6357), 1287-1290.

Frese, M. and Gielnik, M.M. (2014). The psychology of entrepreneur-

ship. Annual Review of Organizational Psychology and Organizational 

Behavior, 1, 13. 1-13. 26.

McKenzie, D. and Woodruff, C. (2014). What were we learning from 

business training and entrepreneurship evaluations around the devel-

oping world? The World Bank Research Observer, 29(1), 48-82.

Shankar, AV, Onyura, M and Alderman, J. Agency-based empowerment 

training enhances sales capacity of female cookstove entrepreneurs in 

Kenya. Journal of Health Communications 2015; 20 Suppl 1:67-75.

Shankar A, Sundar S, Smith G. Agency-Based Empowerment Interven-

tions: Efforts to Enhance Decision-Making and Action in Health and 

Development. J Behav Health Serv Res. 2019. 46(1): 164-176. 

The SEE Change curriculum is available as open-source documents 

through the SEE change website.

https://publichealth.jhu.edu/departments/international-health/re-

search-and-practice/centers-and-research-groups/research-groups/the-

self-empowerment-and-equity-for-change-initiative-see-change 

Links to the PI program can be found here: https://pi-training.org/

Acting — Arts, Creativity & Imagination
Cardboard Citizens, UK: An innovative arts organisation dedicated to 

addressing social inequities and injustices though creative practice

https://cardboardcitizens.org.uk/

Collective Encounters, UK: A leading arts organisation specialising in 

theatre for social change https://collective-encounters.org.uk/ 

Creative Health: A summary of the latest literature from the UK, 

including clinical and community research studies: 

https://www.culturehealthandwellbeing.org.uk/appg-inquiry/Publications/

Creative_Health_The_Short_Report.pdf

Creativity & Transformation: A 10-week online learning course, explor-

ing how creativity engenders inner development and social change

https://www.aleftrust.org/open-learning-list/creativity-transformation/ 

Institute for Medical Humanities: An example of interdisciplinary 

practice and research involving the arts in medicine: 

https://www.dur.ac.uk/imh/

https://rework.withgoogle.com/guides/understanding-team-effectiveness/steps/foster-psychological-safety/
https://rework.withgoogle.com/guides/understanding-team-effectiveness/steps/foster-psychological-safety/
https://www.ixistenz.ch/objectcomponent774.pdf 
https://fearlessorganization.com/
https://rework.withgoogle.com/guides/understanding-team-effectiveness/steps/foster-psychological-safety/
https://rework.withgoogle.com/guides/understanding-team-effectiveness/steps/foster-psychological-safety/
https://fearlessorganization.com/
https://publichealth.jhu.edu/departments/international-health/research-and-practice/centers-and-research-groups/research-groups/the-self-empowerment-and-equity-for-change-initiative-see-change
https://publichealth.jhu.edu/departments/international-health/research-and-practice/centers-and-research-groups/research-groups/the-self-empowerment-and-equity-for-change-initiative-see-change
https://publichealth.jhu.edu/departments/international-health/research-and-practice/centers-and-research-groups/research-groups/the-self-empowerment-and-equity-for-change-initiative-see-change
https://pi-training.org/
https://cardboardcitizens.org.uk/ 
https://collective-encounters.org.uk/ 
https://www.culturehealthandwellbeing.org.uk/appg-inquiry/Publications/Creative_Health_The_Short_Report.pdf
https://www.culturehealthandwellbeing.org.uk/appg-inquiry/Publications/Creative_Health_The_Short_Report.pdf
https://www.dur.ac.uk/imh/
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Acting — Theory U for Group Work and 
Prototyping
Case Clinic Coaching Circles: https://www.u-school.org/case-clinic

Contributors Theory U: Vivianna Rodriguez Carreon 

and Jessica Bockler

Dialogue Interview: https://www.u-school.org/dialogue-interview

Guided Journaling: https://www.u-school.org/journaling

Presencing institute: https://www.u-school.org/

Prototyping: https://www.u-school.org/prototyping

Sensing Journeys: https://www.u-school.org/sensing-journeys 

Scribing: https://www.u-school.org/visual-practice

Social Presencing Theater: https://www.u-school.org/spt

Stakeholder Interview: https://www.u-school.org/stakeholder-interview

5.7  — Applying the IDG Framework 
in Leadership & Education
Bristow, J., Bell, R., Wamsler, C. (2022) Reconnection – Meeting the 

climate crisis inside-out, policy report, The Mindfulness Initiative & 

LUCSUS. Online.

Bristow, J., Bell, R. and Wamsler, C. (2022) Reconnection: Meeting the 

Climate Crisis Inside Out. https://www.themindfulnessinitiative.org/Han-

dlers/Download.ashx?IDMF= 8d56bcb4-15a0-4b39-9236-064eb302ef99

Bockler J., Oliver T.H., Legrand T. (2022). Theoretical foundations 

report: Research and evidence for the potential of consciousness 

approaches and practices to unlock sustainability and systems 

transformation. Report of the UNDP Conscious Food Systems Alliance 

(CoFSA), United Nations Development Programme UNDP.  

https://www.contemplative-sustainable-futures.com/_files/ugd/4c-

c31e_143f3bc24f2c43ad94316cd50fbb8e4a.pdf

Ivanova E., Rimanoczy, I. (Eds.). (2022) Revolutionizing sustainability 

education: Stories and tools of mindset transformation, Routledge, NY.

O'Brien, K., & Sygna, L. (2013). Responding to climate change: The 

three spheres of transformation. Proceedings of Transformation in a 

Changing Climate, 19–21 June 2013, Oslo, Norway. University of Oslo

Ramstetter, L., Rupprecht, S., Mundaca, L., Klackl, J., Osika, W.,  

Stenfors, C., Wamsler, C. (2022) Fostering collective climate action and 

leadership: Insights from a pilot experiment with a 10-week behavioral 

intervention involving mindfulness and compassion, forthcoming.

Sharma, M. (2017). Radical transformational leadership: Strategic 

action for change agents. North Atlantic Books.

Wamsler, C. (2019) The role of individual inner dimensions and trans-

formation in sustainability research and education. In: Sustainability 

and the Humanities, pp. p.359-373, Leal Filho, W. and McCrea, A. C. 

(Eds), Springer. Online.

Wamsler, C. (2020) Education for sustainability: Fostering a more con-

scious society and transformation towards sustainability, International 

Journal of Sustainability in Higher Education 21(1):112-130. Online.

Wamsler, C., Osberg, G. (2022) Transformative climate policy main-

streaming - Engaging the political and the personal, Global Sustain-

ability 5, E13. doi:10.1017/sus.2022.11

Wamsler C., Bristow J., Cooper K., Steidle G., Taggart S., Søvold L., 

Bockler J., Oliver T.H., Legrand T. (2022). Theoretical foundations 

report: Research and evidence for the potential of consciousness 

approaches and practices to unlock sustainability and systems 

transformation. Report of the UNDP Conscious Food Systems Alliance 

(CoFSA), United Nations Development Programme UNDP.

Wamsler, C., Bristow J., Cooper K., Steidle G., Taggart S., Søvold L.,

Walsh, Z., Böhme, J., Lavelle, B. D and Wamsler, C. (2020) Transforma-

tive education: towards a relational, justice-oriented approach to sus-

tainability, International Journal of Sustainability in Higher Education, 

21(7):1587-1606. ISSN: 1467-6370

Wamsler, C., Hertog, I., Di Paola, L. (2022) Education for sustain-

ability: Sourcing inner qualities and capacities for transformation. In: 

Revolutionizing sustainability education: Stories and tools of mindset 

transformation, Ivanova E., Rimanoczy (Eds.), pp. 49-62, Routledge.

Contributor: Christine Wamsler, Jonathan Reams and Kira Cooper

https://www.u-school.org/dialogue-interview
https://www.u-school.org/journaling 
https://www.u-school.org/
https://www.u-school.org/prototyping 
https://www.u-school.org/sensing-journeys 
https://www.u-school.org/visual-practice 
https://www.u-school.org/spt
https://www.u-school.org/stakeholder-interview 
 https://www.themindfulnessinitiative.org/Handlers/Download.ashx?IDMF= 8d56bcb4-15a0-4b39-9236-064eb302ef99
 https://www.themindfulnessinitiative.org/Handlers/Download.ashx?IDMF= 8d56bcb4-15a0-4b39-9236-064eb302ef99
https://www.contemplative-sustainable-futures.com/_files/ugd/4cc31e_143f3bc24f2c43ad94316cd50fbb8e4a.pdf
https://www.contemplative-sustainable-futures.com/_files/ugd/4cc31e_143f3bc24f2c43ad94316cd50fbb8e4a.pdf
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7.2 List of Partner Organisations 
of the IDG-Initiative
Here follows a list of partner organisations, contributors and collaborators, 
whose support and input we gratefully acknowledge.

Contributing partners
Baker & Mckenzie, Burren College of Art, Close, Doings, Ericsson, Explayn, Fun-
dación Melior, Google, Granitor, Haufe Akademie, Howspace, Husqvarna, Icebug, 
IKEA, Institut für Praktische Emergenz, Jung Relations, Linden Gruppen, Mannaz, 
OX2, Society Beyond, Stena, Telia Company, Tenant & Partner, V3VO / Growloop

Supporting partners
Ashoka, AWARIS / Inner Green Deal, Berghs School of Communication, CAD- RA, 
Cati och Sven Hagströmers stiftelse, Houdini, Howspace, The Inner Foundation, 
MindShift Sweden, Motivation.se, Presencing Institute, Region Stockholm, UNDP - 
CoFSA, World Human Forum

Academic Partners
DTU/Technical University of Denmark, Göteborg University, Harvard University, 
Human Flourishing Program, Learning Planet Institut, Lund University Centre for 
Sustainability Studies - LUCSUS, Rotterdam School of Management Erasmus, 
Stockholm School of Economics - Executive Education, Stockholm University

Initiating Partners
The New Division, 29K Foundation, Ekskäret Foundation
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7.3 The Scientific Advisory 
Board and other Contributors 
The persons listed below have contributed significantly along the process of 
developing this toolkit and publication. Their listing here does of course not imply 
that each person approves of every detail in the IDG framework and publication.

Scientific advisory board
Jessica Bockler, Alef Trust, United Kingdom
Maria Booth, Stockholm School of Economics, Sweden
Susanne Cook-Greuter, Vertical Development Academy, United States
Kira Cooper, Waterloo Institute for Social Innovation and Resilience (WISIR),  
University of Waterloo, Canada
Filippo Dal Fiore, University of Bologna, Italy
Theo Dawson, Lectica, United States
Dirk van Dierendonck, Rotterdam School of Management, the Netherlands
Simon Divecha, (be) Benevolution, Scotland
Boy van Droffelaar, Wageningen University & Research, the Netherlands
Kaa Faensen, Fraendi/Cadra, Germany
Pascal Frank, Arizona State University, School of Sustainability, United States
Hannah Gosnell, Oregon state University, United States
Pehr Granqvist, Stockholm University, Sweden
Stefanie Greca, Communication, CADRA Project, Germany
Jan Artem Henriksson, Inner development goals, Sweden
Krisztina Jónás, Stockholm Resilience Centre, Stockholm University; Beijer Insti-
tute of Ecological Economics of the Royal Swedish Academy of Sciences
Thomas Jordan, Göteborg University, Sweden
Carlos Largacha-Martínez, Quantic Humanism, Fundacion Universitaria, Colombia
Sara Lazar, Massachusetts General Hospital, Harvard Medical School, United 
States
Rainer v. Leoprechting, Fraendi/Cadra, Austria
Fredrik Lindencrona, Sveriges Kommuner och Landsting, Sweden
Fredrik Livheim, 29k, Sweden
Arvind Lodaya, Vidyashilp University, India
Aftab Omer, Meridian University, United States
Susan Prescott, Nova Institute for Health, United States
Vivianna Rodriguez Carreon, The University of Sydney, Australia
Eva Rood, Rotterdam School of Management, the Netherlands
Salvatore Ruggiero, University of Helsinki, Finland
Anita Shankar, Johns Hopkins University, School of Public Health, United States
Jackie Stenson, DTU/Technical University of Denmark
Emma Stenström, Stockholm School of Economics, Sweden
Kim Simon Strunk, Universität Passau, Germany
Kristian Stålne, Malmö University, Sweden
Alina Stöver, Sustainability studies, Leuphana University Lüneburg, Germany
Phoebe Tickell, Moral Imaginations, United Kingdom
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Christine Wamsler, Professor at Lund University Centre of Sustainability Studies 
(LUCSUS), Sweden and Director of the Contemplative Sustainable Futures Program
Fariba Vaziri-Sani, Lund University, Sweden
Iva Vurdelja, Fraendi/Cadra, United States
 
We gratefully acknowledge the input and support from following scientific 
advisors in the work of producing the IDG framework of phase 1 and the 
development and analysis of the survey results of phase 2.

Senior scientific advisors
Amy C. Edmondson, Ph.D., Harvard Business School, United States
Jennifer Garvey Berger, Ph.D., Harvard University, United States
Robert Kegan, Ph.D., Harvard University, United States
Renée Lertzman, Project InsideOut, United States
Otto Scharmer, Senior Lecturer, MIT Sloan School of Management, United States
Daniel J. Siegel, MD, UCLA, United States
Peter Senge, Senior Lecturer, MIT Sloan School of Management, United States

Other contributors
Jamie Bristow, Co-Director of The Mindfulness Initiative,United Kingdom
Benjamin Casteillo, Founder - Executive Director of New World Together, Transdis-
ciplinary Research & Education Pioneering Sustainability with Human Solutions
Stefan Dahlberg, Competenscompagniet, Sweden
Jonas Gebauer, Transformation Companion at Homecoming Academy, Germany
Göran Gennvi, Nature Academy Learning Lab, Sweden
Barry Johnsson - Polarity Partnerships LLC, United States
Anna Katharina Schaffner, University of Kent, United Kingdom
Rosa Strasser, Bertha von Suttner University, Austria
Stefan Söderfjäll, Evidensum, Sweden
Bernadette Wesley, Associate Partner at Frændi, Portugal
Steven White, Fraendi/CADRA, United States
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7.4 The IDG Initiative is  
Collaborating with the 
CADRA Project 
CADRA is a project funded by the European Union through the Erasmus + 
education programme. The project focuses on the theme of adult education. 
The programme started in December 2020 and will end on 31 August 2023. 
The acronym CADRA stands for: Cognitive Adult Development from Research 
to Application. Within the framework of the project, six organisations have 
joined forces over the three-year period to jointly make the topics of inner 
development and adult development accessible to a wider circle audience.

These organisations are (listed in alphabetical order)

Eskäret Foundation (www.ekskaretfoundation.com), Sweden
Permakulturpark Steyerberg GmbH (www.permakulturpark.de), Germany
Possert KG (www.possert.at), Austria
Pro action learning Ltd (now named Fraendi, (www.//fraendi.org), Liechtenstein, 
lead partner of the CADRA project
Tripl bv, Netherlands
World changers & co, UK

The specific goal of CADRA is to equip political and business leaders as well as 
non-profit organisations with development practices that enable them to meet  
the challenges of an increasingly complex world and thus also accelerate the 
transformation towards a more sustainable world and peaceful coexistence

Find out more about the CADRA here: https://fraendi.org/cadra/

http://www.ekskaretfoundation.com
http://(www.permakulturpark.de
http://www.possert.at
http://www.//fraendi.org
https://fraendi.org/cadra/
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7.5 List of Methods 
from the survey 
Here follows a list of all methods mentioned in the survey, excluding doublets and 
more generic titles..

4D mapping
A putative Workplace Wellbeing 
Wikipedia
ACIM (A Course In Miracles)
Acceptance Commitment Therapy
Action Inquiry
Action Learning
Active attentional control
Active imagination/journaling
AI-based coaching and data-analysis 
of systemic issues
Amplifying Perspectives
Applied behaviour analysis
Art of Hosting
Artful leadership
Asset framing / Appreciative inquiry
Authentic Women Empowerment 
Program
Awareness Based Systems Change
Barrett values assessment 
BeChange
Behavioral interventions to foster 
personal agency
Being and Relationship to Self
Big Mind Process (based on Voice 
Dialogue)
Blended learning for inner work
Body Knows - Inner Development using 
a Somatic Approach
Buddhist philosophy
Building community of trust
Case clinic - Theory U
Challenge-driven education
Change management in ways of 
working 
Children having gardening and 
nature experiences
Circles of Wisdom
Climate psychology
Climate Switch

Coaching 
Cognitive Beharioural Therapy-based 
modules online
Collective Intelligence Model 
(CImodel.net)
Collective trauma awareness 
and healing 
Compassionate Inquiry
Compassionate Systems Transformation
Compassion training
Contemplative Practices
Counseling 
Courses on organization psychology/
development
Cross-sectoral leadership training 
Defusion
Design and facilitation of scalable 
community infrastructures
Design Thinking
Developing self-organised and 
deliberately developmental teams/ 
organisations
Developmental Coaching
Developmental Inquiry Coaching
Developmental theory 
Dialogue 
Distill determination
Dragon Dreaming
Dreaming Circle
Education for change leadership
EGAKU
Embodied dialogue
Embodied Leadership and the use of 
Enactment learning
Embodying Experiential Learning:Culti-
vating Inner Peace in Higher Education
Empathy and Compassion Embodied 
Training 
Empowerment
Enneagram
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Environmental compassion
Facilitating
Fire Circle (and Woven Way 
Programme)
FlourishingAI using Situational Analysis 
Foresight processes
Four Levels of Listening
Full Hand 
Future Search
Generative Learning
Global Transpersonal Leadership 
Development Journey
Gross National Happiness leadership
Growth/Edge Case (Clinic)
Guided meditation
Havening, Trauma tapping technique
Holistic Sustainability Strategy
Horizontal Systems Awareness 
practices
Human behavior training
Human Process Inquiry
Humanity Awareness Initiative Learning 
Community
Immunity to Change
Implicit Learning
In A New Way
Inner and systemic leadership
Inner awareness practices
Inner creativity is on fire - passion to 
react and act!
Inner Development Coaching
Inner Development Game
Inner Development Workshop
Inner Leadership Development
Inner personal wellbeing
Inquiry Clusters 
Integral Theory
Integrative Empathy
Integrative Transformative Practice for 
Change Facilitators
Interdependent Leadership
Internal Family Systems therapy
KONNEKT OS - universal developmen-
tal framework
Leadership assessment based on 
vertical development
Leadership development program
Leadership Impact Program

Leadership Journey
Liberating Structures
Master in Sustainable Leadership
Measuring Hidden Dimensions - Otto 
Laske
Micro-developmental structured learn-
ing 
Mind Opening Dialogues/12 Thought 
Form Training
Mindful Driving
Mindful environmental activities
Mindfulness
Mindfulness based Emotional 
Intelligence Training
Mindfulness based interventions for ex-
pectant parents and parents of infants
Movement system
National and international governance/
policymaking
Nature based practices (thresh-
old-walk, walk-aways, vision quest / 
fast)
Networking in ecosystems 
Niho Taniwha
No facts, only interpretation - Of 
Intellectual Humility
Nonviolent Communication
"Not because I can teach you but 
because I can inspire you to learn"
Open Peer-to-peer feedback
Open Space Technology
Organisation development
Organizational Coaching
Participation in local democracy
Personal Development Inquiry Process
Personal SDG activity diary
Personal, team and organization values 
measurement
Phenomenology or Goethean inquiry
Physical literacy workshop 
Physical/emotional trauma release 
through "Story Deconstruction"
Politics of being
Practice towards awareness and 
transformation
Prayer
Presencing Institute Vertical Prototype 
Canvas
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Process work
Project-based university module
Promoting a Wellbeing Mindset
Protea Awareness Wheel
Protea Leadership Development 
Program
Psychosynthesis teachings and 
trainings
Psychotherapy
Radical Honesty
Rapid Transformational Coaching
Reflexive narratives
Regenerative agriculture and 
agro-ecology
Resource project - Dyads
Science of Prosociality, Empathy, Altru-
ism, Compassion, and Ethics (PEACE) 
Search Inside Yourself and Adaptive 
Resilience
Self-inquiry-based learning
Sense making
Simple Living & High Thinking [Gandhi]
Situational Analysis 
Skill development (Lectica)
Social Presencing Theater
Sociocracy
SOFT ROCKS Framework
Spiral Dynamics
StageShift Coaching
Storytelling as a strategic lever 
Storyweaving
Strategic Planning
Supporting a Deliberately Developmen-
tal Organizational Culture
Sustainability Leadership Coaching
Sustainable human capital manage-
ment
Sustainable Management (B.Sc.  
Program)
Systemic Constellations
Systemic intervention
Systems thinking
Taking Leadership to the Next Level
Talentum TQ Self High Potentials and 
Sustainable Careers 
Team coaching
TellUs Culture Method
THE 

The 5H realignment model
The 6 Dimensions for Healthy Teaming 
program 
The Art of Welcoming
The Creation of structural 
preconditions for ID`s to occur
The Leadership Circle
The Nature Process
The Paradigm Changer Program
The Puzzle of Needs
The Shift 1.5 Method book
The Sociocratic Circle Method
The Solution Focus approach
The Ways of Being in Leadership Model
The What if exercise 
Theory U
Thinking Environment
Three-Field-Awareness
Training in Conscious Capitalism
Training programs in self-leadership 
based on neuro-science
Training young girls in ICT
Transformational Leadership
Transformational Expedition Learning
Transformational leadership approach 
by Monica Sharma
Transformational retreats 
Transformative Innovation
Transformative Mindfulness
Transition Engineering BSc course
Trauma release
Unconscious Bias Trainings
Values integration
Values-based development processes
Vertical Leadership Development
VIA Character Strengths
Visual thinking
Water of systems change
Week53
Winning@lifeskills podcast
Work that reconnects
Working with purpose 
Workshops with students, using the 
IDGs
World Cafe
www.29k.org - A digital platform with 
Courses, Exercises and meditations 
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