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Introduction

 
Welcome to  Our Conversat ion on  

‘Planning for  the future and managing the present ’  

Community sector leaders are grappling with an environment 
that is  ser iously disrupted, unfolding and profoundly 
uncertain.  How do you plan for the future when these 
circumstances demand that at the same time, you respond to 
the present? In our fac il itated conversations with a small  
group of community sector leaders we talked about:  

  How leaders and boards deal  with the di lemma of  
responding to the immediate and unfolding needs within 
their organisations as wel l  as planning strategica lly  for  the 
future.  

  How leaders and boards support  one another in fostering 
good governance and decide where and how to focus and 
direct  their  t ime, resources and energy.  

More specif ical ly  we discussed:  

  Practical  strategies  to reconnect  reengage and reenergise 
your board to plan for the future whi le remaining  
connected with  the present.  How leaders can help  their  
boards deal  with the anxiet ies amplif ied by what is  sti l l  
unfolding and navigate the transit ion between the old and 
the new. 

  The challenging  conversat ions that  need to be had to 
grapple with these quest ions.  

  Strategies that  might help  leaders purposefu lly  and 
productively disrupt the board’s thinking.  The va lue of  a 
regular strategic conversation program and planning  for  
different scenarios.  

  How you can assess i f  what  you are doing now is enough 
and what approaches are l ikely  to be effect ive.  

In our preparation for these conversations we have been 
undertak ing research over the past few months on emerg ing 
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concepts and ideas that may be helpfu l to leaders; as wel l  as 
practica l suggest ions that  can help in the everyday work. This 
resource provides some useful information, t ips and ideas. It  
captures emerging thinking on planning dur ing these dif f icult 
t imes.   

The information in this resource should not be taken as a 
comprehensive analysis of  the subject. We have tried to 
present current information simply and succinct ly. Links to 
resources and discussions are provided if  you would l ike to 
read some more. 

 

How leaders and boards can deal with the 
dilemma of responding to immediate and 
unfolding needs and plan strategically for 
the future? 

 

Many leaders have recognised the importance of not lett ing  go 
of the strategic thinking they and their  boards are responsible  
for. They know they must keep a f irm eye on the future to 
ensure the organisation continues to  pursue its purpose, 
real ise i ts v is ion and remain sustainable. Community sector 
leaders say that this is often a struggle when the constant 
changes and rapid adaptations needed to cope with the 
pandemic keep leaders and boards immersed in dealing with a  
host  of unexpected and unforeseen situations. These dual and 
sometimes competing concerns require leaders and boards to 
operate in two related but different mindsets at the same 
t ime. This raises some interest ing questions – what behaviours 
does this di lemma trigger, how can leaders best  respond, and 
do we need to  approach our planning  differently? 

 

The di lemmas of anxiety,  transit ion and reconnection  

Our research tells us that  most helpful thinking and advice 
revolve around three centra l  points –  the need to:  
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  Acknowledge the anxiety boards and leaders feel ,  the grief  
and loss  that  sit  underneath that and how it  is  managed. 

  Consciously manage the series of  transitions that  
characterize the situation currently unfolding to enable 
boards and leaders to shape a meaningful future.  

  Reconnect  with  purpose. 

Anxiety is understandable especial ly  in the early stages but i f  
it  persists it  can undermine the capacity to plan at al l— 
resulting in behaviours that  either avoid or slow down decision 
making about strategic  directions or  that cause boards to 
make rash dec isions.   

The behaviours associated with anxiety in organisat ions 
include:  

  Panic  and d isorder.  

  Feel ing stuck and not responding. 

  Rigidity and, r isk aversion. 

  Undue interference in operations by board, slow and overly 
cautious decisions or conversely precip itous decision 
making. 

  A perceived lack  of  support  for and by both leaders and 
boards.  

  A reluctance to plan for the future unti l  things are more 
‘sett led’.  

 
Al l  of these undermine the planning that is  so badly needed to 
steer the organisation through the now and to  plan for the 
future.  

 

The role of grief 

Many, inc luding the leaders part icipating in our leader 
conversat ions, see these manifestations of anxiety as part of a 
grief  response which if  not acknowledged and managed, can 
undermine ef forts to deal well  with the present and to 
consider the future. This can affect  everyone, board members 
(who are also dealing with similar issues in their own 
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organisat ions), leaders and managers, staff  and cl ients. I f  not 
addressed, the personal and organisat ional  cost  can be 
considerable. A recent artic le discussing ‘The hidden peri ls of 
unresolved grief’  explores the role  and impact of  grief and 
offers some guidance about what organisations can do about 
this1.  A few key points are summarised here:  

  Grief  in the organisational context  manifests  from our 
natural  resistance to change and involves many losses 
including loss of  attachment,  territory,  structure,  
identity,  future,  meaning and control.  

  Leaders and boards who attempt to drive a planning  
process that  fai ls  to acknowledge this wil l  struggle to 
make headway. 

  Leaders can help  the board and leadership team 
understand the impact of  grief,  how to br ing it  up and 
how it  can be actively managed. Wil l iam Bridges (2001) 
offers a  way to  do th is through his work on managing 
transit ions2.  

 

What you can do about anxiety and grief – the value of 
managing transition 

Bridges uses the grief model to frame his approach to 
understanding and managing transit ions. Without doubt , the 
situat ion we f ind ourselves in with Covid-19 involves a series 
of transit ions as  new realit ies rapidly unfold and change. 
Transit ion is  the inner reorientation process people go through 
to come to terms with the new situation. It  is about people’s 
emotions, feelings, attachments and va lues. Transit ion is an 
intensely psycholog ical process but is  not just  about individual  
responses—it plays out in how effect ively or not the board 
conta ins their react ions and enables a focus on deciding sound 
strategic responses to support the organisat ion now and to 
plan for the future.  

                                                        

1 (Dh anaraj  & Koh ir ieser ,  2 020)  
2 (Br idges ,  20 01 )  
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Boards and leaders need to:  

  Carve out the space for these responses to be expressed 
especial ly  the confusion and uncertainty.  

  Be pat ient as people grapple with  the impact of  
disturbance and losses.  

  Provide opportunities for  dialogue so that anxiet ies and 
concerns can be art iculated and acknowledged and 
adjustments gradually made. 

Appreciating the dynamics of transition and actively managing 
it  helps leaders design an approach to p lanning that responds 
to what is real ly going on for the people they are deal ing with 
in  their  different roles.   

 

Strategies for managing transit ion  

Bridges offers a very pract ical  set  of strategies to help leaders 
navigate each stage of the transit ion. He advises us to pay 
attention to the fol lowing:  
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Endings

Acknowledge, normalise 
and explore feelings of loss 
and anxiety, respond 
rapidly to expressions of 
discontent and help people 
redefine roles or exit with 
dignity if needed.

The neutral zone

Normalise, check in and 
provide time and 
permission to reflect and 
allow fears to be expressed. 
Acknowledge problems and 
resist the push of certainty. 
These are normal features 
of the ‘valley of despair’ 
that characterises this 
phase. Mixed with this is 
the ‘well of creativity’ this 
can be tapped by creating 
temporary project teams 
with short range goals, 
encouraging 
experimentation and 
learning and helping people 
who have a future see it.

New Beginnings

Formal and informal 
recognition of new 
practices, structures and 
ways of working. Celebrate 
milestones and successes. 
Review and reflect to learn 
(Bridges, 2020).

 

 

 

 

 

 

 

 

 

 

 

 

Be mindful that the conversations embedded in these 
strategies need to occur more than once as people go through 
the transit ion cycle in different ways over dif ferent t ime 
periods and wil l  experience more than one transit ion as things 
continue to  evolve and change. 

 

Reconnect with purpose 

We know that clari ty of  purpose is a powerful anchor and 
driver for everyone in grappl ing with change and transit ion. It  
is crucial to l ink al l  p lanning discussions with how questions of 
strategy and direction serve the organisation’s purpose, vis ion 
and mission, and values. Th is keeps everyone grounded in 
what the organisat ion is on about and on track. It  also helps 
board members feel more personally engaged and energetic 
and focused on their  core responsib il i t ies and role.  

To connect with and unpack th is,  board members could 
consider the organisation’s v ision, mission and va lue 
statements and ask themselves:  
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  Why am I  here on this  board? 

  What matters  to  me most about my role? 

  What is  the one contribution I  want  to make to our 
decisions about  strategy and the future that wi l l  help 
our organisat ion be successful?  

Then share the responses and tease out what you hold in 
common and any dif ferences. Discuss what this means for how 
the board works together to fulfi l  it s  responsibi l i t ies.  

 

The challenging conversations that need to be had  

Boards wil l  be more confident that  operat ions are continuing 
effectively if  they are connected with the leadership team. 
This is especial ly important when undertaking p lanning as the 
Board rel ies heavi ly on the team so they can understand key 
issues and their  impl ications.  Some useful  conversations are:  

  Surfacing worr ies is  a   faci l itated conversation to f ind out 
the specif ic  issues that  your  board may be worried about 
and then develop principles to  guide how the board can 
take up their  role,  e.g.  ‘what ’s really  worrying you’ ‘what 
keeps you awake at  night’  Fol lowed by:  how can we work 
together to address the issues?  

  A frank conversation  is  important to ident ify what the 
board and CEO need from each other  to undertake the 
planning task,  e.g .  the board needs clear,  concise 
information about the key internal  and external  issues 
(SWOT information)  and the CEO needs act ive inquiry that  
explores and chal lenges the informat ion provided. 

  An honest  and clear-eyed assessment  of  board composition 
is  important to explore the knowledge, ski l ls  and attributes 
required by the board to  navigate this period;  what wi l l  be 
demanded of directors,  and how they might address any 
gaps.  This includes consideration of  directors’  capacity,  
t ime and commitment and external  sources of  input  to 
challenge internal  understandings.  

  Ongoing monitor ing  and review  involves periodic  and 
simple evaluations of board performance to provide data to 



PLANNING FOR THE FUTURE AND MANAGING THE PRESENT    

 

 
Page | 8  

strengthen what  is  working,  change what is  not and the 
adjustments needed to achieve needed change. 

Having such conversations enables board members and the 
executive to raise challenging issues early,  understand each 
other’s  perspect ives and concerns and strengthen their  
col lect ive decision making. These are al l  essential  to strong 
and effective leadership and sound planning espec ial ly in 
diff icult  c ircumstances  

 

Strategies that might help leaders 
purposefully and productively disrupt the 
board’s thinking?  

 

Because the situation leaders and boards f ind themselves in  is  
genuinely unprecedented and inherently uncerta in,  we don’t  
have a roadmap or clear guidance as to what to do. The 
temptat ion is to do what we currently do faster with 
adaptat ions and to some extent that is reasonable, especia l ly 
in the immediate crisis response. But as this goes on and we 
real ise things will  not go back to what they were but are very 
unsure of how or what our organisat ions wil l  look l ike and how 
they wil l  operate;  many exper ienced researchers and 
practit ioners say that unprecedented times wi l l  need 
unprecedented leadership responses not business as usual  
tweaked. 

Drawing on such thinking, the following discussion offers 
leaders and their  boards a reminder about how they might 
frame the task of planning  for both the present and the future 
– the mindset they need to bring to the task and to  guide their  
boards;  and some strategies  to  help with  this.  
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Shift  the mindset  

The authors of ‘Del ighting in the Possible’3 offer a way of  
responding to the task of planning in  the midst of great 
uncertainty. Rather than fal l ing back  on the famil iar i .e. 
‘managing  the probable’ (appropriate in times of  re lative 
certainty), they advocate a shift  to ‘ leading the possible’ ( in 
very  uncertain and complex t imes). This is  about breaking out 
of famil iar patterns and using an approach that al lows the 
board and leadership team to expand options and experiment 
in low-risk ways’.  This is hard to  do when you are immersed in 
the situation so external  help  is  recommended. 

 

Strengthen board and leader planning conversat ions   

To strengthen planning conversations,  the following may help4:  

 

                                                        

3 (Ach i & Garvey B erger ,  20 15 )   
4 (Ach i & Garvey B erger ,  20 20 )  

•What do I expect not to find? What might I be discounting or 
explaining away a little too quickly? What would happen if I shifted 
one of my core assumptions on an issue, just as an experiment?

Ask different questions

•For example, someone who frustrates or irritates us. What might that 
person have to teach us? Seek out the opinions of people beyond our 
comfort zone such as younger people, junior staff and dissatisfied 
clients or people from outside organisations like ours. Listen with the 
intention of learning not defending.

Take multiple perspectives

•Look for the patterns of behaviour, broader forces at work and the 
bigger picture. Try out small ‘safe to fail’ experiments. Resist the urge 
to disaggregate problems and solve them right away, hold opposing 
views without trying to reconcile them – reframe choices away from 
‘either/or to ‘both and ,ask what’s missing, don’t argue about the best 
solution - pick several good solutions and experiment with them in a 
small way.

Adopt a systems view
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Stay calm and optimistic under pressure  

This is a core task of leadership both f rom the CEO and her 
team and from the Chair  and her board. So how do you do th is 
when you are,  amongst many other things and at  the same 
t ime, trying to keep your eye on the present  demands and 
work with the Board to plan the future5? 

Establ ishing  leadership supervision/coaching and or  
connecting with professional colleagues and peak bodies wi l l  
enable the board and operational leadership to create and 
inform a  ref lective and review space. Practicing the fo llowing 
may help:  

  Integrative awareness  is  where we connect situational  
awareness of large amounts of complex information;  and 
contradictory views and strong emotions with  self-
awareness;  so  that  we can connect our  outer world  with 
our inner word. This helps leaders avoid overreaction or 
jumping to conclusions to  stop feeling  uncomfortable.  

  Deliberate choice  involves the practice of a calm state of  
mind. This enables leaders to pause, step back and reflect  
and be less vulnerable to becoming unhinged by fear and 
anxiety.  This  helps with reframing threats as opportunities.  
Compassion and acceptance for  self  and others is  a  key 
ingredient and can have a multipl ier effect on others –  it  
interrupts the anxiety chain.   

  Bounded optimism  is  about project ing confidence that the 
organisat ion wil l  f ind its way through the cris is  and 
recognition of i ts severity.  Th is is  effect ive if  i t  springs f rom 
authentic  values and trust in people’s capabi l i t ies.  Involves 
making meaning of what  we are doing and why with stories 
and vision. 

So how can you put al l  this into pract ice? The fol lowing steps 
are suggested:  

 

                                                        

5 (Brass ey & Kruyt ,  2 02 0)  
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Adapt your personal 
operating model 

• Capture your priorities, role, time and energy on a 
dashboard to act as your compass and help you 
moderate the tendency to go into overdrive with a 
more focused and workable structure.

Set your intention

• Each day go through your agenda, identify high-
stakes topics and set an intention for what you want 
to accomplish and how you want the experience to 
unfold. This helps you to stay focused on what 
matters most.

Regulate your 
reactions

• Notice your emotional responses to stressful 
situations and pause to interrupt your response and 
create the space for your rational mind to kick in.

Practice reflection

• To process what has happened create space to listen 
to your inner world (mind and body) and review how 
you reacted, and what drives you. This helps you 
understand impacts, and what was and was not 
effective. Involving trusted colleagues can be useful.

Reframe your 
perspective

• To avoid being overwhelmed with negatives and 
threats. Try to explore positives and opportunities by 
viewing the issue through a more appreciative lens. 
Ask if you are jumping to conclusions and making 
assumptions. It works well to do this with others.

Manage your energy

• Build in time for recovery. Micro practices include 
meditation, breathing exercises and power naps.
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We need to plan differently 

In an environment of  uncertainty and flux, leaders and boards 
need to reconsider their planning approaches and methods.  
Exist ing approaches are rarely agi le and responsive enough to 
deal  with the current situation and very unclear future.   

Despite attempts to build in f lexibil ity and al low for 
emergence, most community organisat ions’ strategic planning 
processes remain relatively l inear and based on an assumption 
of reasonable degree of continuity and broad predictabi l i ty.  
Have a look at the art ic le by Our Community (2020) on 
questions for board members about f inances6 for a quite 
thought-provoking view of our tendency to underestimate 
uncertainty and the different levels we need to consider as we 
plan.  

The view of most commentators is that  boards need to 
undertake short  and long term planning  simultaneously. Both 
must be guided by and anchored in the organizat ion’s 
overarching purpose, vis ion, intentions and values. This wi l l  
require:  

More cycles of shorter to medium term plans 

More f lexible and adaptable planning cycles with rapid reviews 
that al lows for  the regular  folding in of data,  changes and 
learning as this information emerges is essential .  Init ia l ly th is 
might focus on, for example, c reat ing  a Covid safe/hybrid 
workplace. Our community.com has a  useful template outl ining 
detailed quest ions and tasks to guide this 7.  

Specif ic plans for short  to medium term init iat ives to address 
opportunit ies and required changes prompted by Covid such as 
the development of  a different service delivery model are 
another likely planning task. Business and strategic p lans need 
to be revised and adjusted in  l ight  of  these assessments.   

 

                                                        

6 (Our  Communit y .com. au ,  20 2 0) 
7 ib id .  
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Articulate the changed nature of the 
emerging operating environment

Based on a diagnosis of the internal and 
external environments – identify what we 
know, don’t know, can surmise, what we 

want to take forward and do not, together 
with our working assumptions and view of 

opportunities for new services or 
approaches to delivering services. 

Identify a few key goals and prioritise these

For each goal decide a few actions and agree 
on how to measure progress and 

achievement. Remember less is more and 
carefully choosing a small number of 

strategically important goals is paramount or 
else you will create an onerous workload.

Identify risks, risk appetite and management 
strategies to balance risk and opportunity 

Develop a simple and agile risk framework 
and build in periodic review as the situation 

becomes somewhat clearer beyond the crisis 
and recovery phases.

Agree what it will take to implement the 
strategy 

Develop agreements about what the Board 
needs from the leadership team to provide 
proper oversight and strategic leadership 
and what the leadership team needs from 
the board to successfully implement the 

strategy.

Establish working groups

With key staff and a board representation to 
operationalise the strategic priorities and 

provide a clear basis for the leadership team 
to develop the implementation plan.

Regularly recalibrate

Adjust goals and priorities accordingly. A 
willingness to accept uncertainty as the 
board and leadership team continually 

recalibrate their organization’s roadmap for 
the future is essential.

Strengthen Information provision and 
reporting 

All of this depends on good data. Devise 
simple, dashboard style ways of 

communicating key information to the board 
that are engaging, clear and focus on key 

information.

Sound thinking and analysis 

Our experience in working with community agencies tells  us 
that the p ieces of  work that remain consistent for al l  planning 
tasks include the need to:  
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Scenario Planning 

This refers to an approach to planning that is suited to 
env ironments where, because of  signif icant disruption, the 
way forward is not clear. It  is descr ibed as ‘a disc iplined 
method for imagining possible futures’. Scenarios enable 
organisat ions to  steer a course between the certainty of  a 
single forecast  and the confused para lysis we face in very 
uncertain t imes.   

This approach involves developing a few possible futures in 
advance of the full  knowledge of what is most l ikely. While the 
specif ic  detai ls vary according to the organisation, often 
scenarios revolve around the fol lowing broad categories:  

1. Wait  and see until  things become c learer – business as  
usual  with minor tweaks.  

2. A signif icant shift  -  for example a new service design or  set  
of  work  pract ices.  

3. A l imited shif t –  adjustments or enhancements to the 
existing service model.  

Building and analysing scenarios means the board is prepared 
and more able to respond quick ly when informat ion becomes 
available and the situation becomes clearer .  

As each scenar io is  built ,  the growth question emerges and 
needs to be explored – to grow or not  to grow and in what 
di rect ion and what does growth mean in our  context?  

A brief guide to scenario development and analysis :  

1. Identify  assumptions  for each scenario,  the knowns, and 
continuit ies,  unknowns, gaps in information – ask what 
data we are drawing on and how we know it is  rel iable  
and adequate. 

2. Map  stakeholders and their  interests and influence, 
identify  key economic,  social ,  pol it ical  and industry 
trends.  

3. Check that each scenario resonates and has a memorable 
t it le – if  it  doesn’t i t ’s  probably  off  the mark or too 
diffuse to make sense to people.  
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4. Assess each scenar io in  terms of  how it  addresses l inks 
to;  purpose, mission and values,  continuit ies and trends,  
the extent to which it  enables uncertainties to be 
accommodated, takes into account stakeholder interests 
and stacks up in  terms of sustainabil i ty  especial ly  
f inancially risk.  

 

Challenge our thinking -  lessons from a futur ist 

As we make decisions about how we p lan in the current and 
emerging situation, boards and organisational leaders can 
benefit from consciously challenging their thinking. Have a 
look at  what this  futurist oriented planner says:  

‘Futur ists think about time differently.  When looking  at any 
uncertainty about the future — risk, opportunity , or growth — 
they tend to think in  the short and long-term simultaneously ’8 

 

This framework measures certainty and charts act ions, rather 
than simply marking the passage of  t ime as quarters or years.  
For every foresight project she constructs a cone with four 
distinct categories:  (1)  tact ics, (2)  strategy, (3) vis ion, and (4) 
systems- level evolut ion. The author notes that  organisat ions 
(and their boards) tend to get stuck cycling between strategy 

                                                        

8 (Webb, 20 19 ) 
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and tact ics – this feels l ike you are planning for the future but  
results in  a perpetual  cycle of trying to catch up: to 
competitors,  new entrants,  external sources of disruption. 

She also observes that leadership teams (and we would say 
boards too) get caught in a cycle of  addressing long-term risk 
with r ig id,  short- term solut ions, and in the process,  they invite  
entropy. When we rely on traditional l inear t imel ines, we can 
get caught in a cyc le of tact ical responses to what feels l ike 
constant change being foisted upon us from outside forces.  
Over t ime, those tact ical  responses—which take signif icant 
internal al ignment  and effort—drain the organizat ion’s 
resources and make it  vulnerable to disruption. 

 

Plan for the longer term  

Shorter cycle planning and scenario planning must coexist with 
longer term planning. It  is important to create the space to 
have such conversation with the board and to set  plans in 
place. While t iming wil l  depend on your organisat ion’s 
circumstances and priorit ies it  is  important not to  delay too 
much. Deep uncertainty merits deep quest ions, and the 
answers aren’t  necessari ly  tied to a f ixed date in the future.  

 

Have regular strategic conversations 

A way of  developing  a pract ical commitment to this approach 
and keeping an ongoing strategic focus is for the board to 
establ ish a strategic conversat ions program – regular , 
scheduled conversat ions to more deeply  explore bigger picture 
questions to guide longer term planning. This helps the board 
to keep a strategic  focus on their agenda, challenge their  
thinking, avoid entropy and quickly take account of emerging 
information.  

Here are some overarching quest ions to shape your 
conversat ion:  

1. Where do you want  to have impact? 

2. What wi l l  it  take to achieve success?  
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3. How will  the organization evolve to  meet chal lenges on the 
horizon?  What wi l l  it  need to  look l ike and be able to do? 

 

How do leaders and boards work together 
and support one another to foster good 
governance? 

 

Our work with boards has shown that there are a number of  
practica l things that  leaders and boards can do to provide the 
support  and guidance that i s so cr itical in these t imes and to 
ensure that the organisation is governed wel l  and remains 
so lid.  The fol lowing summarises those learnings.  

 

 

 

 

 

How to work effectively with the board  

Paying attention to the actions identif ied here enables a more 
coherent and united approach to  deal ing with and nav igat ing  
the organisat ion through and beyond the Covid 19 cris is .  

1. The overarching point is  to  invest  in  the board/CEO 
working relat ionship  –  the quality  and robustness of  this  
relationship is v ital  and needs expl icit  attent ion on an 
ongoing  basis.  This includes regular,  scheduled check 
in’s and the t imely  exchange of  relevant and meaningful  
information between CEO and Chair  espec ial ly.   

2. Revisit  and c lar ify roles  – demonstrate to  the board that 
the CEO and leadership  team have a  way forward 
operat ionally  and reinforce their  role  in  supporting that.  
Acknowledge that  support  does not usually  require 
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involvement  in operations but  when it  needs to,  what 
would  that look like and how can it  be contained. 

3. Address anxiety  –  name and discuss this  and 
acknowledge that anxiety can result  in boundary 
crossing into operat ional  matters or  becoming 
disengaged. Prov ide targeted up to date information, a 
pandemic  (and beyond) risk register  and clear p lans to 
address ri sks as well  as opportunit ies.  Demonstrated 
sound financial  management and planning i s part icularly  
crit ical .  

4. Discuss expectat ions and needs – so the CEO and team 
and the board are c lear about what  each need from the 
other,  consistent  with their roles.  

5. Develop a  board work plan  to provide the structure,  
disc ipline and t imeframe to address key organisat ional  
issues and r isks and keep short,  medium and longer  term 
planning on track – review and adjust regularly .  

6. Establish quality  information exchange  -  c lear  targeted 
dashboard information for  oversight and planning. Agree 
on content,  form and f requency and the range of areas 
covered such as f inancial ,  service del ivery,  stakeholder 
and government relations,  key  r isks (f inancial ,  
reputational ,  legal ,  business continuity,  OH&S etc)  and 
opportunit ies for  change and growth.  

7. Monitor  review, reflect  and evaluate  -  a  robust  reflect ive 
practice and learn ing approach together with periodic 
and simple evaluat ions of  board performance wi l l  
provide data  to  strengthen what is  working,  change what 
is  not  and make the adjustments needed as new 
information and understandings emerge. This  is  
essential  to support  agil ity  and f lexibi l ity  in such rapidly 
unfolding and uncertain t imes.  

8. Review board  make-up –  assess whether the board 
col lect ively  has the skil ls,  knowledge and experience 
needed in the emerging environment  including  suff icient  
understanding of  the community sector  context.  Do 
directors have the capacity,  time and commitment to 
provide the level  and type of input and oversight needed 
in  these times?  P lan recruitment  and succession in l ight  
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of  this.  A capabil i ty  matrix is  a  very useful  tool to assist  
this process9.  

 

Is what we are doing enough and what is  likely to be effect ive?  

This i s an important reflect ive and evaluative question and can 
help leaders and boards feel more conf ident about the sound 
ness and validity of their  decisions. It  also chal lenges the 
tendency to rely on the famil iar and opens up other 
possib il it ies for new and di fferent responses. An excellent  
starting point is to  work through the fol lowing questions with 
the leadership team and the board:  

1. Can we be conf ident we are accessing  the key 
information we need to plan? How do we know this?  

2. Are we open to hearing chal lenges to our usual  way of  
thinking? What evidence do we have of this?  

3. What might we do to purposefully  disrupt our thinking 
to open up other possibi l it ies to consider? What is  
stopping  us?  

4. What wi l l  we do to  strengthen our planning? What ’s one 
thing we can do? 

 

  

                                                        

9 (Sm yth , 20 2 0)*Th is  r esource  can  be obtain ed  from LDC  Group  on 
request .  
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