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1. Introduction	
	

Learning	line	3	‘Public	administration	management	and	EU	integration’	was	developed	with	the	collaboration	of	
local	academics	specialized	in	public	administration	and	administrative	law,	senior	fellows,	experts	from	the	A4U	
project	and	experienced	professionals	working	within	the	Ukrainian	civil	service	responsible	for	(the	
coordination	of)	the	implementation	of	the	AA/DCFTA	within	their	ministries	(f.e.	GOEEY,	Ecology	and	natural	
resources,	Culture	and	the	Cabinet	of	Ministers	and	SCMU).	They	were	interviewed	and/or	participated	in	
working	sessions	exploring	the	sense	of	urgency	within	the	context	of	the	implementation	of	the	AA/DCFTA,	the	
professional	training	needs	and	the	learning	preferences	of	(line	and	project)	managers	within	the	Ukrainian	
public	administration.	This	resulted	in	the	following	recommendations:	

• Use	a	‘hands	on’	learning	approach:	‘We	need	experts	to	show	us	how	to	deal	with	our	challenges.	
Sometimes	even	to	recognize	what	kind	of	challenges	we	are	facing.	We	have	hard	working	professionals	
with	high	education	and	a	lot	of	theoretical	knowledge,	but	many	of	them	lack	experience,	they	are	facing	
challenges	for	the	first	time’.	This	means	that	professionals	are	looking	for	ways	to	accelerate	and	
strengthen	their	effectiveness	by	learning	from	the	tacit	knowledge	of	others	within	Ukraine,	but	also	from	
other	countries.	We	should	start	learning	based	on	narratives,	‘story	telling’	based	on	how	civil	servants	are	
dealing	with	their	challenges	on	th	Ukrainian	‘shop	floor’.		

• Keep	working	closely	with	those	who	have	a	positive	response	towards	change	and	involve	the	sponsors,	
often	also	former	fellows	working	at	ministries	and	departments	like	GOEEI,	Ecology	and	natural	resources,	
SCMU	and	Culture.		

• Offer	your	trainings	first	to	the	‘friendly	ministeries’,	like	the	Ministry	of	Health,	Justice,	Education	and	
Science.	They	already	have	a	sense	of	urgency	to	strengthen	their	impact;	

• Provide	a	learning	environment	that	facilitates	sharing	of	and	learning	from	real	examples,	good	and	bad,	
across	the	ministries,	from	the	Ukraine	and	other	European	countries;	

• Promote	a	holistic	and	systemic	approach	to	public	administration	and	help	our	civil	service	to	understand	
how	positions,	tasks	and	responsibilities	are	interrelated:	‘we	are	not	used	to	work	together,	often	we	
compete	and	therefore	do	not	benefit	from	cross	cutting	effects	of	our	efforts.	We	can	be	more	efficient	or	
even	less	counterproductive’.	This	is	the	case	in	general,	but	also	in	the	case	of	the	implementation	of	the	
AA/DCFTA.		

	
Considering	these	recommendations	learning	line	3	on	public	administration	management	and	EU	integration	
was	designed	to	provide	the	following	three	main	perspectives	that	enable	professionals	within	public	
administration	to	balance:		
1. Context	and	content:	creating	more	explicit	awareness	of	the	impact	of	a	constantly	changing	context	on	

professionals,	how	they	can	recognize	and	structure	the	dynamics	around	them.	By	doing	so	they	can	make	
it	work	for	them;	

2. Person,	preference	and	result:	Finding	a	balance	between	personal	preferences,	achieving	the	necessary	
results	and	making	real	change	happen	(person,	preference	and	result);	

3. Team	and	working	process:	leading	your	team	through	uncertainty	by	creating	an	open	and	productive	
working	process	through	shared	decision	making	(leading	your	team).	

	

	



2. Learning	line	description	
	

The	public	administration	management	and	EU	integration	learning	line	is	focused	on	developing	the	capacity	of	
civil	servants	working	in	line	and/or	project	management	and	therefore	responsible	for	(strategic)	planning	and	
public	management	within	the	context	of	the	implementation	of	AA/DCFTA	and	PAR.		The	learning	line	is	heavily	
focused	on	practical	management	skills	development	to	support	civil	servants	in	their	public	management	work.	
The	courses	are	fundamental	courses	that	are	suitable	as	an	introduction	to	public	management	in	relations	to	
EU	integration,	but	can	be	upgraded	based	on	the	needs	of	the	participants.	The	learning	line	covers:	

• understanding	the	impact	of	a	changing	context	on	professionals	(understanding	the	changing	context),	
• awareness	of	personal	management	skills	and	preferences	(authenticity	and	effective	management	skills)	

and;	
• how	to	lead	others	as	a	team	in	and	through	times	of	change	and	uncertainty	(building	and	leading	a	team)	

	

2.1	Learning	line	training	methodology	
	

This	learning	line	is	built	specifically	for	the	further	development	of	practical	(strategic)	management	skills	
acquisition.	For	this	reason,	on	the	one	hand	all	modules	provide	instruments	to	create	awareness	and	to	
structure	the	questions	and	issues	(i.e.	challenges)	that	the	participants	are	facing.	On	the	other	hand	it	provides	
them	with	exemplary	‘stories’	how	to	deal	with	their	challenges	based	on	a	detailed	description	of	the	
experiences	of	other	professionals	in	similar	situations	(i.e.	narratives).	By	using	this	methodology	the	learning	
line	provides	practical	ways	how	to	assess,	to	analyze	and	to	lead	in	a	(complex)	situation.	It	shares	options	how	
to	deal	with	the	situation	that	professionals	are	facing	through	the	experience	of	others.	The	participants	will	be	
discussing	several	narratives	as	teaching	cases	and	will	be	constantly	asked	the	following	question:	what	would	
you	do	in	this	particular	situation?	In	this	way	skill	acquisition	is	supported	by:		

• having	the	participants	apply	and	practice	with	the	provided	instruments;		
• learning	and	strengthening	their	experience	through	narratives,	in	other	words	learning	from	the	

experience	of	others;	
• translating	their	learned	lesson	into	their	own	situation	and	their	own	challenges	and;		
• building	a	professional	network	to	consult	with	the	other	participants,	their	peers,	even	after	they	have	

completed	all	modules.		

The	modules	in	this	learning	line	can	be	used	as	building	blocks	making	it	possible	to	use	different	combinations	
of	trainings	to	meet	the	needs	of	a	specific	audience.	The	use	of	structuring	instruments	like	scenario	planning	
and	narratives	from	professionals	in	similar	situations	are	the	main	vehicles	for	participants	to	practice	their	own	
skills	in	dealing	with	uncertainty	and	make	real	change	happen.		

	

	

	

	

	

	

	

	

	



2.2	Overview	of	learning	line	modules	
	

The	learning	line	will	consist	in	total	of	three	modules	that	will	add-on,	but	can	also	be	conducted	separately:	

	

Module	1	-	Understanding	the	impact	of	the	AA/DCFTA	on	PA	(IPA	–	3.1):	this	is	an	one	day	module	that	provides	
instruments	like	scenario	planning	and	case	based	learning	to	help	participants	assess	and	structure	the	context	
they	are	operating	in.1	During	the	training	participants	will	get	acquainted	with	several	instruments	and	practice	
how	to	deal	with	uncertainty	in	times	of	change	based	on	their	own	cases.	It	specifically	explores	the	impact	of	
the	AA/DCFTA	on	Public	administration	in	the	Ukraine.	This	means	that	during	the	training	the	participants	will	
further	develop	at	least	the	following	skills:	

• To	better	understand	and	be	more	aware	of	the	impact	and	opportunities	of	the	AA/DCFTA	and	PAR	
• See	the	complexity	of	the	context	they	are	operating	in,	especially	the	context	of	AA/DCFTA	and	PAR	
• Exchange	experiences	with	and	consultation	of	colleagues	in	civil	service,	including	examples	from	EU	

countries	
	

Module	2	-	Strategic	planning	and	leadership	to	deal	with	uncertainty	(SPLU	-		3.2):	this	is	a	half	up	to	a	two	day	
module	that	uses	story	telling	and	narratives	based	on	the	Harvard	Case	method	to	help	participants	better	
recognize,	assess	and	structure	the	challenges	they	are	facing.2	During	the	training	participants	will	get	
acquainted	with	several	instruments	and	practice	how	to	deal	with	uncertainty	in	times	of	change	based	on	their	
own	cases	and	challenges.	It	specifically	explores	the	impact	of	the	AA/DCFTA	on	Public	administration	in	the	
Ukraine.	This	means	that	during	the	training	the	participants	will	further	develop	at	least	the	following	skills:	

• Know	how	to	reflect	on	personal	behavior	and	to	define	an	individual	challenge:	‘I	find	it	hard	to….,	
because…’	

• Learn	from	the	experience	of	others	through	narratives	and	stories	in	a	similar	situation	by	practising	and	
answering	the	question:	‘what	would	you	do	in	this	situation?	

• Translate	the	experience	of	others	into	an	individual	strategy	fit	for	the	situation	that	the	participant	is	in	
her-/himself	within	the	Ukrainian	civil	service	and;	

• Forward	thinking	and	anticipate	on	new	developments.3	
	

Module	3	-	Leading	teams	through	change	(LTTC	–	3.3):	this	is	an	one	day	module	that	provides	methods	to	deal	
with	difficult	situations	as	a	result	of	change	and	uncertainty.	Defining	these	situations	as	dilemmas,	including	
mapping	interests	based	on	the	method	of	stakeholder-analysis,	provides	a	solid	basis	for	structured	decision	
making.	This	can	also	be	applied	as	a	team.	In	that	case	it	can	be	used	for	shared	decision	making	when	dealing	
with	difficult	situations	as	a	team.	During	this	course	participants	will	get	acquainted	with	the	7-steps	method	to	

																																																													
1	Based	on	the	scenario	planning	method	of	Shell.	
2	Ibidem.	
3	This	can	be	used	to	build	on	the	skills	and	knowledge	acquired	through	module	1.	

module	1:	IPA	 mod.	2:	SPLU	 module	3:	LTTC	



analyze	a	difficult	situation	and	define	a	shared	approach	to	deal	with	it.	This	means	that	during	the	trainings	of	
this	module	the	participants	will	further	develop	at	least	the	following	skills:	

• Analyze	difficult	situations	in	a	structured	way,	which	includes	applying	stakeholder-analysis	
• Recognize	a	dilemma	situation	and	deal	with	it	accordingly4	
• Apply	the	7-steps	method	on	a	individual	basis	and	as	a	team	
• Define	how	to	deal	with	the	difficult	situation	based	on	shared	decision	making	

	

2.3 Module	duration	overview	
	

Module	 1:	Understanding	the	
impact	of	the	
AA/DCFTA	on	Public	
Admininistration	

2:	Strategic	planning	and	
dealing	with	uncertainty		

3:	Leading	teams	through	
change		

Total		

Regular	
programme,	
Training	days	

Max.	2	day6	 Max.	2	days	 Max.	2	days	 	6	days	

Fast	track,	
Training	days	

0,5	day	 1	day	 1	day	 2,5	days	

	

2.4 Course	requirements	
	

Number	 Module	 Requirement	

1	 Understanding	the	impact	of	the	AA/DCFTA	on	
Public	Administration	(IPA)	

No	requirements,	although	it	is	recommended	that	the	
AA/DCFTA	(learning	line	1)	and	EBPPM	module	have	
been	attended	(learning	line	2)	

2	 Strategic	planning	and	dealing	with	uncertainty	
(SPLU)	

At	least	3	years	experience	as	a	civil	servant	within	the	
public	sector	and	1	year	experience	in	a	(strategic)	
management	position.	As	a	follow	up	It	is	recommended	
to	attend	the	branding	course	(learning	line	5)	

3	 Leading	teams	through	change	(LTTC)	 At	least	1	year	experience	in	a	line	management	position	
or	in	project	management.		

	

3. Competency	framework	
	

The	learning	line	uses	the	OECD	core	competency	framework	to	identify	which	competencies	are	strengthened	
by	the	various	learning	line	courses.	The	OECD	core	competency	framework	is	used	as	a	stop-gap	measure	while	
waiting	for	the	development	of	a	specific	competency	framework	for	the	civil	service	of	Ukraine.	Although	
Ukraine	has	a	National	Competency	Framework	in	place,	this	framework	does	not	specify	what	competencies	
would	apply	to	the	civil	service.	The	OECD	core	competencies	are	quite	general	in	nature	and	likely	to	be	highly	
compatible	with	any	competency	framework	that	may	emerge	for	the	Ukrainian	civil	service.		

	

	

																																																													
4	This	is	important,	because	when	you	deal	with	a	dilemma	in	a	technical	way	and	misread	the	collision	of	values,	the	problems	you	are	
facing	get	worse	or	even	out	of	your	control.	



OECD	core	competencies	overview	(OECD,	competency	framework	2014):		

	

All	learning	line	courses	include	a	section	identifying	which	of	the	above	competencies	are	strengthened	in	the	
course	and	how	heavily	each	course	is	focused	on	a	particular	competency.	This	is	represented	by	the	following	
ranking	methods:	

0	 No	pips	(0)	 Competency	is	not	strengthened	in	the	course	
1	 1	pip	(+)	 Competency	is	marginally	strengthened	in	the	course	
2	 2	pips	(++)	 Competency	is	moderately	strengthened	in	the	course	
3	 3	pips	(+++)	 Competency	is	heavily	strengthened	in	the	course	

	

The	pips	do	not	designate	the	complexity	of	the	competency	development	content	and	such	complexity	varies	
from	course	to	course,	irrespective	of	focus	pips.	

	

3.1	Learning	line	competency	focus	
	

	Learning	line	competency	focus	

Nr.	

Moduleè	

	

Competency	ê	

IPA	 SPLU	 LTTC	

1	 Delivery	related	 	 	 	

1.1	 Achievement	focus	 +++	 +++	 +++	

1.2	 Analytical	thinking	 +++	 +++	 +++	

1.3	 Drafting	skills	 +++	 +	 ++	

1.4	 Flexible	thinking	 +++	 +++	 +++	

1.5	 Managing	resources	 ++	 +	 +++	



1.6	 Teamwork	&	team	
leadership	

+	 ++	 +++	

2	 Strategic	 	 	 	

2.1	 Developing	talent	 +	 +++	 ++	

2.2	 Operational	
alignment	

0	 0-+++5	 0	

2.3	 Strategic	networking	 +++	 0-+++6	 +++	

2.4	 Strategic	thinking	 +++	 +++	 +++	

3	 Interpersonal	 	 	 	

3.1	 Client	focus	 ++	 0	 0	

3.2	 Diplomatic	
sensitivity	

++	 0-+++7	 +++	

3.3	 Influencing	 ++	 ++	 +++	

3.4	 Negotiating	 +++	 +	 +++	

3.5	 Organizational	
knowledge	

+++	 +	 +	

	

4. Linkage	to	other	learning	lines	
	

Learning	line	1:	this	learning	line	forms	the	context	for	all	other	learning	line.	AA/DCFTA,	European	integration	
and	legal	approximation	are	all	topics	of	relevance	to	all	other	learning	lines	as	these	topics	are	a	key	reason	to	
prepare	policy	and	conduct	RIA.	It	is	possible	to	combine	courses	from	learning	line	1	with	public	administration	
management	and	EU	integration	(learning	line	3).		

Learning	line	2:	learning	line	3	focuses	on	the	reform	of	the	public	administration	which	can	have	a	significant	
impact	on	how	and	when	the	various	EBPPM	learning	line	skills	are	used.	In	particular,	the	PAM&EUI	learning	
line	3	provides	the	internal	bureaucratic	context	of	the	EBPPM.	It	is	possible	to	combine	courses	from	this	
learning	line	with	EBPPM	courses,	especially	for	higher	echelon	civil	servants.		

Learning	line	4:	this	learning	line	is	skills	focused	and	as	such	compatible	with	the	PAM&EUI	when	the	learning	
line	4	courses	are	specifically	tailored	for	professionals	in	line	and/or	project	management	and	strengthen	the	
strategic	effectiveness	in	relation	to	building	a	network,	stakeholdermanagement,	consultation	of	stakeholders,	
shared	decision	making	and	negotiation	between	ministries,	but	also	with	NGOs,	business,	etc.	

Learning	line	5:	this	learning	is	focused	on	the	development	of	communication	skills,	in	particular	on	corporate	
branding.	It	can	provide	additional	skills	and	tooling	for	those	who	are	deciding	on	their	position	within	public	
administration,	how	to	implement	their	strategy	in	collaboration	with	other	stakeholders,	seeking	for	a	clear	
identity	within	a	networking.	

																																																													
5	Depending	on	the	narratives	that	are	used.	A	narrative	can	be	focused	on	a	person	dealing	with	a	diplomatic	challenge,	in	that	case	
‘diplomatic	sensitivity’	will	be	heavily	strengthened	in	the	course.	This	is	also	the	case	for	the	other	competences.		
6	Ibidem.		
7	Ibidem.		



5. Module	evaluation	
	

Each	module	currently	does	not	include	a	specific	evaluation	framework.	However,	this	can	be	added	in	
accordance	with	the	needs	of	the	client.	The	following	evaluation	methods	are	recommended	for	the	modules	in	
this	learning	line:	

1. Skills	acquisition	and	mastery:	skills	acquisition	and	mastery	can	be	determined	in	a	number	of	ways:	
1. Intensive:	provide	an	individual	participant	with	a	new	teaching	case	or	challenge	to	be	analyzed	

with	the	skills	introduced	in	the	various	modules.	The	degree	to	which	the	outputs	show	good	
application	of	the	introduced	methods	and	techniques	form	the	input	for	the	evaluation.		

2. Extensive:	observation	of	the	participant	during	group	assignments	and	asking	questions	during	the	
application	of	the	methods	and	techniques	will	form	the	basis	for	skills	acquisition	evaluation	

3. Client	centered:	feedback	from	the	client	regarding	the	use	of	the	skills,	techniques	and	methods	
will	provide	information	for	skills	mastery	determination.	This	however	requires	that	the	
participant	is	required	to	use	the	trained	skills,	techniques	and	methods	in	their	work,	which	may	
not	be	the	case.	

4. Exam	style:	The	participants	will	have	individual	exams	where	they	are	presented	with	a	teaching	
case	that	they	will	have	to	prepare	options	for	based	on	the	question:	‘what	would	you	do	in	this	
situation?’.	This	will	require	application	of	most	of	the	techniques	and	it	can	measure	a	degree	of	
synthesis	of	the	acquired	skills.	Variation	of	case	focus	will	allow	use	of	this	evaluation	method	for	
different	parts	of	the	corresponding	module.		

2. Participant	suitability	for	public	management	and	leading	a	team	through	change:	this	can	be	observed	
during	the	training	days	during	the	teaching	cases	the	participants	will	work	on	as	these	exercises	are	all	
group	exercises.	Formal	and	informal	observation	methods	can	be	used	where	positive	and	negative	
behaviors	are	identified	and	tallied	or	where	triangulated	impressions	from	the	trainer	and	additional	
observers	are	used	over	time	to	build	up	a	robust	suitability	profile	of	the	participant.		

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Annexes	
	
A. Trainer’s	manual	module	1:	Understanding	the	impact	of	AA/DCFTA	and	EU	Integration	on	Public	

Administration	in	the	Ukraine	(IPA)	
	

B. Trainer’s	manual	module	2:	Strategic	planning	and	leadership	to	deal	with	uncertainty	(SPLU)	

	

C. Trainer’s	manual	module	3:	Leading	teams	through	change	(LTTC)	

	

	
	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Annex	A:	Trainer’s	manual	module	1	

	
Understanding	the	impact	of	AA/DCFTA	and	EU	
Integration	on	Public	Administration	in	the	Ukraine	(IPA)	
	
	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



1.	General	outline	of	module	1	
	

	

Module	1	(M1)	consists	of	the	following	three	‘building	blocks’	(BB1-3):	

• M1.BB1	-	Fast	track	workshop:	this	workshop	can	be	provided	as	a	1-4	hours	training	session.	Because	of	
its	compact	set	up	it	should	be	used	as	a	teaser	programme	to	give	(potential)	participants	a	first	
impression	of	the	intentions	and	working	method	of	module	1.	It	does	not	provide	participants	with	
enough	guidance	and	practice	to	be	able	to	put	the	presented	tooling	and	generated	content	to	use	
afterwards.		

• M1.BB2-	Regular	workshop:	this	workshop	is	a	one	day	training	that	shows	participants	how	to	work	
together,	provides	them	with	the	necessary	tooling	and	at	the	same	time	enables	them	to	create	a	
common	understanding	of	the	impact	of	the	implementation	of	the	AA/DCFTA	on	PA	in	the	Ukraine.	In	
practice	this	common	understanding	consists	of	four	extreme	scenarios	that	summarize	the	AA/DCFTA	and	
PAR	context	they	are	working	in.	To	provide	an	idea	of	what	this	content	looks	like,	please	look	at	the	
examples	provided	by	the	pictures	on	the	next	page.8	They	will	also	now	how	to	use	them	in	their	day-to-
day	work.	They	were	also	provided	with	tooling	that	they	can	now	use	by	themselves.9		

• M1.BB3-	Extended	programme:	if	the	purpose	of	the	participants	is	to	be	able	to	put	the	provided	tooling	
and	context	to	practice	within	their	own	cases,	then	the	regular	workshop	needs	to	be	extended	with	an	
extra	one	day	of	training.	This	provides	the	opportunity	to	put	the	provided	tooling	to	practice	within	the	
particular	context	of	each	participant.	During	the	training	they	will	be	developing	scenarios	based	on	their	
own	cases.	The	build	up	of	the	training	is	identical	to	the	regular	workshop,	but	will	be	done	based	on	a	
particular	question	based	on	the	cases	of	the	participants.	It	will	once	more	provide	practice	of	the	tooling	
provided	in	the	regular	workshop.	

The	purpose	of	module	1	is	at	least	to	make	participants	more	aware	of	the	impact	of	the	context	they	work	in	
on	their	own	work.	By	getting	them	acquainted	with	several	instruments	and	provide	professional	guidance	in	
the	use	of	the	provided	tooling,	we	also	show	them	how	they	can	practically	deal	with	uncertainty	in	times	of	
change	based	on	their	own	cases.	Besides	providing	general	tooling	to	structure	one’s	work	in	times	of	change,		
it	also	provides	context	on	the	impact	of	the	AA/DCFTA	on	Public	administration	in	the	Ukraine.	

	

	

																																																													
8	The	trendanalysis	and	the	four	extreme	scenarios	were	made	during	a	pilot	training	of	module	1	in	Kyiv.	We	call	it	extreme	scenarios	
because	only	a	combination	of	those	four	situations	can	be	seen	as	realistic.	In	practice	it	provides	the	opportunity	to	strategize	and	
prepare	for	those	extreme	situations	by	asking	the	central	question:	how	can	we	realize	our	goals,	even	when	the	circumstances	present	us	
with	great	challenges?			
9	Based	on	the	scenario	planning	method	of	Shell.	

	

This	module	will	focus	on	creating	more	explicit	awareness	of	
the	impact	of	a	constantly	changing	context	on	professionals,	
how	they	can	recognize	and	structure	the	dynamics	around	
them.	By	doing	so	they	can	make	it	work	for	them.	This	means	
that	during	the	training	the	participants	will	further	develop	at	
least	the	following	skills:	
• To	better	understand	and	be	more	aware	of	the	impact	and	

opportunities	of	the	AA/DCFTA	and	PAR;	
• In	general	see	the	complexity	of	the	context	they	are	

operating	in,	especially	the	context	of	AA/DCFTA	and	PAR	
and;	

• How	to	exchange	experiences	and	consult	with	colleagues	
in	civil	service,	including	compare	their	situation	with	
examples	from	other	EU	countries.	



	

	

Pictures_Examples	of	trendanalysis	and	scenarioplanning	

	

2. Programme	of	each	building	block	
	

This	module	consists	of	three	building	blocks:	1.	Fast	track	workshop,	2.	regular	workshop	and	3.	
extended	programme.	Each	building	block	has	its	own	programme.	You	will	find	them	in	the	
following	paragraphs.	

	

2.1	 Programme	of	the	fast	track	workshop	(1-	4	hours)	
	

	

Funded by the European Union

Implemented

by	a	Consortium	led	by

GFA	Consulting	Group	GmbH

Funded	by	

the	European	Union	

Programme

1. Interactive	introduction (plenary based on	slide	1-8:	questions
and answers)

2. Round 1:	mapping dominant	developments on	AA/DCFTA	that
impact	PA	in	next	1-3	years (in	smaller	groups based on	slide	9)	

3. Plenary – Discussion about the mapping in	round 1

4. Round 2:	Building	scenarios for the next	3-5	years (in	smaller	
groups based on	slide	10)	

5. Plenary – Presentation	of	each scenario	by each group

6. Closing (plenary based on	slide	11	and 12)



2.2	 Regular	workshop	(one	day)	
	

The	regular	programme	is	an	one	day	training	that	can	be	provided	as	2	sessions	of	3-4	hours	each.	

	

	

	

	

	

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
the	European	Union	

Programme (9.30am-12.30pm)

1. Exploring the general impact	of	the AA/DCFTA	on	PA	
in	the Ukraine	(9.30am-12.30pm)

• Welcome (9-9.30am)
• Start	of	the programme - getting acquainted,	introduction of	
the programme and context	of	the training	

• Assignment 1	- mapping dominant	developments on	
AA/DCFTA	that impact	PA	in	next	1-3	years

• Short	lecture - Introduction on	the impact	of	AA/DCFTA	on	PA	
• Assignment 2	- Building	scenarios 2018-2021

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
the	European	Union	

Programme (12.30am-5pm)
2. Impact	of	AA/DCFTA	on	the specific situation of	each participant

• Lunch
• Plenary exploration of	the impact	AA/DCFTA	on	the work of	the
participants within PA	

• Assignment 3	- how is	AA/DCFTA	impacting my work (within the
public	sector	and PA)?	

• Assignment 4	- How	to deal	with the impact	of	AA/DCFTA		and to
formulate ‘no	regrets’	(what are	the next	1-3	steps	that i	should
take)?

• Closing of	the day (4.30-5pm)



2.3	 Extended	programme	(one	day)	
	

The	extra	day	of	training	after	succesfully	completing	the	regular	workshop	(see	programme	above	in	
paragraph	2.2)	will	give	the	opportunity	to	put	the	provided	tooling	to	practice	within	the	particular	context	of	
each	participant.	During	the	training	they	will	be	developing	scenarios	based	on	their	own	cases.	The	build	up	
of	the	training	is	identical	to	the	regular	workshop,	but	will	be	done	based	on	a	particular	question	based	on	
the	cases	of	the	participants.	It	will	once	more	provide	practice	of	the	tooling	provided	in	the	regular	workshop.	

	

3. Reading	materials	to	share	with	the	participants	
	

Relevant	reading	materials	are:	

• Kingdon,	John	W.	(2014)	Agenda,	alternatives	and	public	policies,	Chapter	8:	The	Policy	Window,	and	
Joining	the	Streams,	Harlow:	Pearson	education.	

• Peters,	B.G.	and	J.	Piere	(2003)	Handbook	of	Public	Administration,	Chapter	Introduction:	The	role	of	public	
administration	in	governing	and	chapter	39:	Public	Administration	in	Post-Communist	States,	London:	
Sage.	

• Solonenko,	I.	(2018)	‘Public	Adminstration	Reform	in	Ukraine:	Hurdle	race	with	a	slow	start’,	in:	
DGAPkompakt,	nr.	25,	p.	1-6	(https://dgap.org/en/think-tank/publications/dgapanalyse-compact/hurdle-
race-slow-start).	

• Understanding	the	basic	principles	of	AA/DFCTA	Ukraine:	https://eu-
ua.org/sites/default/files/inline/files/20.03.17_introduction_to_dcfta_m_hellyer.pdf		
	

4. Practical	preparations:	how	to	organize	a	suitable	teaching	environment	
	

4.1	Number	of	participants	in	and	composition	of	a	group		
	

This	module	can	be	provided	to	a	group	with	a	minimum	of	8	and	a	maximum	of	15	participants	at	the	time.	
Nevertheless,	it	is	possible	to	work	with	a	larger	group	of	for	example	25	participants.	In	that	case	you	will	need	
to	work	with	a	team	of	2	experienced	trainers	and	1	assistant	of	trainee.	Each	group	can	consist	of	peers	from	
different	public	organisations,	NGO,	ministeries,	but	can	also	be	a	regular	team	or	temporary	project	team	
preparing	for	or	dealing	with	a	challenge.	

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
the	European	Union	

Programme (9.30am-12.30pm)
1. Exploring the general impact	of	the AA/DCFTA	on	‘on	the case	of	

the participants’	(9.30am-12.30pm)

• Welcome (9.30-10am)
• Start	of	the programme - getting acquainted,	introduction of	the
programme and context	of	the training	
• Plenary – Exploration	of	the impact	of	AA/DCFTA	on	’the case	of	
the participant’
• Assignment 1	- mapping dominant	developments on	AA/DCFTA	
that impact	‘the case	of	the participant’	in	next	1-3	years
• Assignment 2	- Building	scenarios for the next	1-3	years

Funded by the European Union

Implemented
by	a	Consortium	led	by
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Programme (12.30am-5pm)
2. Impact	of	AA/DCFTA	on	the specific situation of	each participant

• Lunch
• Plenary exploration of	the impact	AA/DCFTA	on	the work of	the
participants within PA	

• Assignment 3	- how is	AA/DCFTA	impacting my work (within the
public	sector	and PA)?	

• Assignment 4	- How	to deal	with the impact	of	AA/DCFTA		and to
formulate ‘no	regrets’	(what are	the next	1-3	steps	that i	should
take)?

• Closing of	the day (4.30-5pm)



4.2		 Practical	facilities	
	

The	following	practical	facilities	are	need:	

• A	spacious	room	of	at	least	40-50m2,	because	it	is	an	active	training	programme	and	more	is	needed	than	
space	to	put	enough	chairs	in.	Around	the	chairs	enough	working	space	is	needed	to	be	able	collaborate	in	
multiple	subgroups	at	the	same	time,	in	the	same	room.	

• Beamer	or	other	facilities	to	show	large	format	slides.	
• 4-5	flip	overs,	one	for	each	of	the	3-4	subgroup	(on	average	4-5	members)	and	one	for	the	trainer.10	
• Multi-color	white	board	markers	for	each	working	group	and	the	trainers.	

	

4.3	 Set	up	of	the	room	
	

For	all	trainings	you’ll	need	plenty	of	working	space	to	be	able	to	set	it	up	as	follows:	

1. Place	the	chair	of	each	participant	in	a	circle	in	the	middle	of	the	room	without	tables;	
2. Prepare	assignment	1-4	on	flips	in	the	following	way.		

	

Hang	the	flips	above	formats	of	the	flips	on	the	walls.	
Leave	enough	space	between	each	group.	The	participants	will	be	working	on	the	assigment	in	smaller	groups	
of	4-5	people.	The	following	pictures	will	give	you	an	impression	of	how	the	groups	will	be	working	on	the	flips:	

	

	

	

	

	

	

	

	

	

																																																													
10	If	you	do	not	have	enough,	you	can	also	place	the	flip	over	sheets	on	the	walls	with	suitable	tape.	
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What is	going well? Needs improvement!

Assignment 2	– Impact:Assignment 1	- Mapping:

High	impact

Low	impact

Assignment 4	- Building	scenariosAssignment 3	– Uncertainty

High	impact

Low	impact.																													High	uncertainty



5. Instruction:	How	to	provide	the	training	step-by-step	
	

Step	1:	Welcome	everyone	and	help	them	get	to	know	each	other	in	a	brief	and	personal	way	

Step	2:	Provide	a	brief	introduction	based	on	slide	1-8	

Step	3:	Start	building	scenarios	and	introduce	assignment	1		

	

	

	

	

	

	

	

	

Step	4:	Introduce	assignment	2	based	on	slide	11-15,	have	the	participants	rank	the	main	developments	
according	to	impact	vertically.	

	

Very	important!:	Do	not	provide/show	assignment	3,	before	the	groups	have	finished	assignment	2.	
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Scenario	planning:	assignment 2	(1)	

Please rank your developments
from low to high impact on PA

Source:	Shell	scenario	planning	method



Step	5:	Introduce	assignment	3	based	on	slide	16,	have	the	participants	rank	the	main	developments	
according	to	uncertainty.	DO	NOT	move	the	main	devolepment	vertically,	only	horizontally!	

		

Go	for	lunch	and	start	with	assignment	4	after	that.	Before	you	do	introduce	step	6.	This	way	the	particpants	
already	know	and	can	prepare	for	step	6.	

	

	

	

	

	

	

	

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
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Programme (12.30am-5pm)
2. Impact	of	AA/DCFTA	on	the specific situation of	each participant

• Lunch
• Plenary exploration of	the impact	AA/DCFTA	on	the work of	the
participants within PA	
• Assignment 3	- how is	AA/DCFTA	impacting my work (within the
public	sector	and PA)?	
• Assignment 4	- How	to deal	with the impact	of	AA/DCFTA		and to
formulate ‘no	regrets’	(what are	the next	1-3	steps	that i	should
take)?
• Closing of	the day (4.30-5pm)

Assignment 4	- Building	scenariosAssignment 3	– Uncertainty

High	impact

Low	impact.																													High	uncertainty

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
the	European	Union	

Uncertainty + 
% of chance that this will really happen

lo
w

 …
…

…
...

...
…

hi
gh

low ………......…high

Scenario	planning:	assignment 2	(2)	
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Source:	Shell	scenario	planning	method



Step	6:	Introduce	assignment	4	based	on	slide	17-18	

	

Step	7:	Discuss	the	scenarios	of	each	group	plenary:		

• What	is	coinciding?		
• Are	there	relevant	differences?	

Step	8:	Explore	in	smaller	groups	the	following	questions	based	on	slide	20-21:		

• What	is	the	impact	of	these	scenarios	on	your	own	work?	
• How	do	you	deal	with	the	impact	of	the	scenarios?	

Step	9:	Closing	of	the	day	based	on	slide	22-23.		

• Evaluate	plenary	the	training	with	the	participants.	What	are	the	lessons	learned?	

	

	

	

	

	

	

	

	

	

	

	

	

Assignment 4	- Building	scenariosAssignment 3	– Uncertainty

High	impact

Low	impact.																													High	uncertainty

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
the	European	Union	

Source:	Shell	scenario	planning	method

Scenario	planning:	assignment 2	(3)	



Annex	B:	Trainer’s	manual	module	2	

Strategic	planning	and	leadership	to	deal	with	
uncertainty	(SPLU)	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



1. General	outline	of	module	2	
	

Module	2	(M2)	consists	of	the	following	three	‘Building	Blocks’	(BB1-3):	

• M2.BB1	–	Introductory	workshop	‘What’s	the	problem?’:	this	workshop	can	be	provided	as	a	4	hours	
training	session.	Because	of	its	compact	set	up	it	should	be	used	as	a	teaser	programme	to	give	(potential)	
participants	a	first	impression	of	the	intentions	and	working	method	of	module	2.	During	this	workshop	
the	emphasis	lies	on	knowing	how	to	distinguish	between	a	technical	(i.e.	concerning	difficult	matters	that	
need	good	management	and	often	an	improved	approach)	and	an	adaptive	problem	(i.e.	concerning	
complex	matters	that	address	convictions	that	need	leadership,	innovation	and	often	also	new	knowledge,	
research	providing	new	ways	to	understand	what	really	is	going	on).	It	does	not	provide	participants	with	
enough	guidance	and	practice	to	be	able	to	put	the	presented	tooling	and	generated	content	to	use	
afterwards.		

• M2.BB2-	Regular	workshop	‘What	is	the	problem	and	what	would	you	do?’:	this	workshop	builds	on	the	
distinction	between	technical	and	adaptive	problems	and	shows	participants	how	to	analyze	a	complex	
(policy	or	management)	problem.	Really	understanding	a	problem	is	part	of	the	solution!	This	workshop	
provides	them	with	the	necessary	tooling.	Preferably	the	impact	of	the	implementation	of	the	AA/DCFTA	
on	PA	in	the	Ukraine	can	be	used	as	a	teaching	case.	For	example,	what	will	be	the	impact	of	AA/DCFTA	on	
environmental	policies.	In	our	programme	we	will	be	presenting	the	‘Potable	water’	case.	This	case	in	itself	
has	both	technical	aspects	that	need	to	be	addressed	(f.e.	outdated	infrastructure,	leaking	waterpipes),	
but	also	adaptive	challenges	(f.e.	lack	of	political	urgency	to	really	address	the	problem)	preventing	it	from	
being	solved	through	simple	solutions	(Annex	1).		

• M2.BB3-	Extended	programme	‘What	will	I	do?’:	if	the	purpose	of	the	participants	is	to	be	able	to	put	the	
provided	tooling	and	context	to	practice	within	their	own	cases,	then	the	regular	workshop	needs	to	be	
extended	with	an	extra	one	day	of	training.	This	provides	the	opportunity	to	put	the	provided	tooling	to	
practice	within	the	particular	context	of	each	participant.	During	the	training	they	will	be	analyzing	their	
own	challenge	based	on	the	following	main	questions:	1.	What	is	the	problem:	what	is	technical	and	what	
is	adaptive?	and;	2.	what	can	you	do:	first	next	step	and	long	term	approach?	The	build	up	of	the	training	is	
identical	to	the	regular	workshop,	but	will	be	done	based	on	a	particular	question	based	on	the	cases	of	
the	participants.	It	will	once	more	provide	practice	of	the	tooling	provided	in	the	regular	workshop	and	
gives	the	participants	the	opportunity	to	work	on	their	real	life	working	challenges	with	the	input	of	peers	
and	professional	guidance	of	an	expert	facilitating	the	programme.	

																																																													
11	This	can	be	used	to	build	on	the	skills	and	knowledge	acquired	through	module	1.	

	

This	module	will	help	participants	better	recognize,	assess	and	structure	the	challenges	
they	are	facing	based	on	the	assumption	that	good	managers	manage	existing	processes	
and	procedures	whereas	effective	leaders	lead	through	the	uncertain	and	complex	
settings	that	require	experimentation	and	adaption.	We	need	both,	of	course.		
By	succesfully	experiencing	this	module	participants	will	further	develop	at	least	the	
following	skills:	
• Know	how	to	reflect	on	personal	behavior	and	to	define	an	individual	challenge:	‘I	

find	it	hard	to….,	because…’;	
• Know	how	to	distinguish	between	technical	problems	(i.e.	in	need	of	management	

and	planning)	and	adaptive	problems	(i.e.	in	need	of	leadership);	
• Learn	from	the	experience	of	others	through	narratives	and	stories	in	different	

adaptive	problem	situations	by	practising	and	answering	the	question:	‘what	would	
you	do	in	this	situation?	

• Translate	the	experience	of	others	into	an	individual	strategy	fit	for	the	situation	that	
the	participant	is	in	her-/himself	within	the	Ukrainian	civil	service	and;	

• Forward	thinking	and	anticipate	on	new	developments.11	



The	purpose	of	module	2	is	at	least	to	help	participants	recognize,	distinguish	types	of	problems	and	therefor	
structure	the	way	in	which	they	want	to	tackle	their	own	challenges	within	the	specific	context	of	their	own	
sector,	organisation	and	workplace.	By	getting	them	acquainted	with	several	instruments	and	provide	
professional	guidance	in	the	use	of	the	provided	tooling,	we	also	show	them	how	they	can	practically	deal	with	
uncertainty	in	times	of	change	based	on	their	own	cases.	Besides	providing	general	tooling	to	structure	one’s	
work	in	times	of	change,	it	also	provides	context	on	the	impact	of	the	AA/DCFTA	on	Public	administration	in	the	
Ukraine.	

	

2. Programme	of	each	Building	Block	(BB)	
	

Module	2:	Strategic	Planning	and	Leadership	to	deal	with	uncertainty	(SPLU)	consists	of	the	following	three	
building	blocks:		
• M2.BB1	–	Introductory	workshop	‘What’s	the	problem?’:		
• M2.BB2	–	Regular	workshop	‘What	is	the	problem	and	what	would	you	do?’:	
• M2.BB3	–	Extended	programme	‘What	will	I	do?’		

Each	building	block	has	its	own	programme.	You	will	find	a	detailed	description	of	each	building	block	in	the	
next	paragraphs.	

	

2.1	 M2.BB1	–	Programme	introductory	workshop	SPLU	(4	hours)	
	

	

	

2.2	 M2.BB2	–	Regular	workshop	SPLU	(one	day)	
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Programme (9.30am-13.30pm)

PART	1

• Welcome
Getting acquainted and introduction of	the programme

• Sharing our challenges
Each participant	briefly presents	his/her	challenge in	max.	5	minutes

PART	2	– after a	short	break

• Assignment 1	(find 3-4	other participants and for a	group)
Exploring the potable water	case:	what is	the problem?

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
the	European	Union	

• Plenary introduction 1
Finding patterns in	unstructured problems

• Assignment 2	(please,	go	back	to your group)
Work together on	the question:	once again,	what’s the problem now?

• Plenary introduction 2
Typing	of	problems,	recognizing challenges

• Assignment 3	(please,	go	back	to your group)
Work together on	the question:	One last	time,	what’s the problem?

• Closing of	the day
What does	today tell you about your own challenge?

Programme (9.30am-13.30pm)
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Programme (9.30am-5pm)

PART	1:	Sharing challenges

• Welcome
Getting acquainted and introduction of	the programme

• Sharing our challenges
Each participant	briefly presents	his/her	challenge in	max.	5	minutes

- Short	break:	10	minutes	-

PART	2:	What is	the problem?	

• Assignment 1	(find 3-4	other participants and for a	group)
Exploring the potable water	case:	what is	the problem?
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• Plenary introduction 1
Finding patterns in	unstructured problems

• Assignment 2	(please,	go	back	to your group)
Work together on	the question:	once again,	what’s the problem now?

• Plenary introduction 2
Typing	of	problems,	recognizing challenges

• Assignment 3	(please,	go	back	to your group)
Work together on	the question:	One last	time,	what’s the problem?

Programme (9.30am-5pm)



	

The	regular	programme	is	an	one	day	training	that	can	be	provided	as	2	sessions	of	4	hours	each.	

	

2.3 M2.BB3	–	Extended	programme	SPLU	(one	day)	
	

	

	
The	extra	day	of	training	after	succesfully	completing	the	regular	workshop	(see	programme	above	in	
paragraph	2.2)	will	give	the	opportunity	to	put	the	provided	tooling	to	practice	within	the	particular	context	of	
each	participant.	During	the	training	they	will	be	developing	scenarios	based	on	their	own	cases.	The	build	up	
of	the	training	is	identical	to	the	regular	workshop,	but	will	be	done	based	on	a	particular	question	based	on	
the	cases	of	the	participants.	It	will	once	more	provide	practice	of	the	tooling	provided	in	the	regular	workshop.	
	
The	regular	programme	is	an	one	day	training	that	can	be	provided	as	2	sessions	of	4	hours	each.	
	

3. Reading	materials	to	share	with	the	participants	
	
Relevant	reading	materials	are:	
• Annex	2:	Potable	water	case	
• Annex	3:	Compact	defining	article	making	a	distinction	between	types	of	problems	based	the	book	of	

Ronald	Heifetz	(1998)	Leadership	with	Easy	Answers,	Harvard	University	Press.	
• Annex	4:	Rittel	and	Webber,	1973	(article	on	the	characteristics	of	complex	problems,	so	called	‘wicked	

problems’).	

Funded by the European Union

Implemented
by	a	Consortium	led	by
GFA	Consulting	Group	GmbH

Funded	by	
the	European	Union	

PART	3:	What would you do?

• Presentation	of	a	narrative,	a	challenge experienced by others to be
‘solved’	by the participants

• Please answer the following question:	what would you do?

• Closing of	the day
Lessons learned?

Programme (9.30am-5pm)

Creativity requires the courage to let go 
of certainties:
The frustration of not knowing the final
image, not knowing where to find the
pieces, and the ability that comes from
having many of them, and even being able
to discard a semi-formed puzzle for a new 
one: that’s dealing with uncertainty.

Funded by the European Union

Implemented

by	a	Consortium	led	by

GFA	Consulting	Group	GmbH

Funded	by	

the	European	Union	

Programme (9.30am-5pm)

• Welcome
Getting acquainted and introduction of	the programme

• Sharing of	challenges
Each participant	briefly presents	his/her	challenge in	max.	5	minutes

• Step	1:	Define the problem of	each challenge
Find 3-4	other participants and form	a	team.	Help	each other analyze what the
problem is	in	each challenge in	your team	(Very important!	Distinguish between
technical and adaptive)

Lunch	break	– 45	minutes

• Plenary presentation of	each team	and the whole group reflects on	their
conclusions

• Step	2:	Explore how to deal	with your challenge by asking your team	members
Join once again your team	and ask them ‘what would you do,	if you had	to deal	
with a	similar situation’?	



4. Practical	preparations:	how	to	organize	a	suitable	teaching	environment	
	

4.1	 Number	of	participants	in	and	composition	of	a	group		
	

This	module	can	be	provided	to	a	group	with	a	minimum	of	8	and	a	maximum	of	15	participants	at	the	time.	
Each	group	can	consist	of	peers	from	different	public	organisations,	NGO,	ministeries,	but	can	also	be	a	regular	
team	or	temporary	project	team	preparing	for	or	dealing	with	a	challenge.	

	

4.2	 Practical	facilities	
	

The	following	practical	facilities	are	need:	

• A	spacious	room	of	at	least	40-50m2,	because	it	is	an	active	training	programme	and	more	is	needed	than	
space	to	put	enough	chairs	in.	Around	the	chairs	enough	working	space	is	needed	to	be	able	collaborate	in	
multiple	subgroups	at	the	same	time,	in	the	same	room.	

• Beamer	or	other	facilities	to	show	large	format	slides.	
• 4-5	flip	overs,	one	for	each	of	the	3-4	subgroup	(on	average	4-5	members)	and	one	for	the	trainer.12	
• Multi-color	white	board	markers	for	each	working	group	and	the	trainers.	

	

4.3	 Set	up	of	the	room	
	

For	all	trainings	you’ll	need	plenty	of	working	space	to	be	able	to	set	it	up	as	follows:	

3. Place	the	chair	of	each	participant	in	a	circle	in	the	middle	of	the	room	without	tables;	
4. Prepare	assignments	on	flip	overs	and	place	them	on	the	walls.	

The	participants	will	be	working	on	the	assignment	in	smaller	groups	of	4-5	people.	The	following	pictures	will	
give	you	an	impression	of	how	the	groups	will	be	working	on	the	flips:	

	

5. Instruction:	How	to	provide	the	training	step-by-step	
	

Step	1:	Welcome	everyone	and	help	them	get	to	know	each	other	in	a	brief	and	personal	way	based	on	slide	
1-6	

Step	2:	Introduce	assignment	1	–	Explore	the	potable	water	case	based	on	slide	8	

Step	3:	Provide	a	first	introduction	to	help	structure	the	results	of	assignment	1	based	on	slide	9	

Step	4:	Introduce	assignment	2	–	What	is	the	problem?	based	on	slide	10	

Step	5:	Provide	a	second	introduction	to	better	understand	the	problem	as	a	way	to	find	solutions	based	on	
11-12	

Step	6:	Introduce	assignment	3	–	What	is	the	problem?	based	on	slide	13-14	

Go	for	lunch	and	start	with	the	plenary	discussion	about	the	results	of	assignment	3	after	that.	Before	you	do,	
introduce	step	7.	This	way	the	participants	already	know	and	can	prepare	for	step	7	during	lunch.		

																																																													
12	If	you	do	not	have	enough,	you	can	also	place	the	flip	over	sheets	on	the	walls	with	suitable	tape.	



Step	7:	Plenary	discussion	about	the	results	of	assignment	3		

Step	8:	Introduce	assignment	4	–	What	would	you	do?	based	on	slide	15	

Step	9:	Discuss	the	results	of	each	subgroup	plenary:		

• What	are	the	conclusions?	
• What	is	coinciding?		
• Are	there	relevant	differences?	

Step	10:	Closing	of	the	day	based	on	slide	16-17	

• Evaluate	plenary	the	training	with	the	participants:	what	are	your	lessons	learned	and	the	impact	on	your	
challenge?	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Annex	B.1	–	Prepare	for	the	workshop	and	define	your	own	challenge			
	
This	is	a	home	assignment	to	prepare	and	send	back	to	the	trainer	by	e-mail,	at	least	one	week	before	the	
workshop	is	delivered.	
	
1. Introduction	
	
Dear	Participant,	
	
During	our	workshop	you	will	be	exploring	how	to	prepare	yourself	to	deal	with	all	kinds	of	challenges	in	your	
day-to-day	work.	With	challenges,	particularly	the	tough	ones,	we	mean	those	things	that	concern	you	the	
most,	the	issues	that	never	really	go	away.	Solutions	don’t	seem	to	work.	Agreement	on	the	problem	is	even	
elusive.	Adaptive	challenges	are	about	values	and	culture,	security	and	vulnerability.	In	any	challenge	a	key	
component	of	the	work	is	actually	figuring	out	what	the	work	is	composed	of.	Here’s	a	simple	example:		
	
If	the	brakes	on	your	car	are	failing,	there	is	an	easy	fix.	Take	the	car	to	a	repair	shop	and	hire	an	expert,	a	mechanic,	who	
has	skills	and	knowledge	that	are	probably	beyond	your	competence,	certainly	beyond	ours.	For	you,	the	problem	is	beyond	
your	capacity.	For	the	mechanic,	it	is	right	in	the	wheelhouse	and	can	be	tackled	with	a	high	degree	of	certainty	that	the	
intervention	will	be	successful.	But	let’s	say	that	your	85-year-old	father	has	recently	moved	in	with	you.	He	has	been	driving	
your	car	and,	given	his	failing	eyesight,	prefers	to	keep	his	foot	on	the	brake	all	the	time	just	in	case	he	needs	to	stop	quickly.	
Getting	new	brakes	will	only	provide	a	temporary	fix.	
Like	most	complex	problems,	your	brake	problem	has	elements	that	are	technical	–	the	brakes	do	not	function	properly	–	
and	aspects	that	are	adaptive	–	your	father	has	been	driving	a	car	for	over	60	years	and	for	him	driving	symbolizes	his	
continuing	to	lead	an	independent	life,	an	important	part	of	his	self-identity.	For	him	to	stop	driving	would	rip	part	of	his	
heart	out.	
	
2. How	to	identify	your	own	challenge?	
	
Ask	yourself	the	following	five	questions:	
1. When	you	think	about	the	future	of	your	organization/department/team/community/etc.	(pick	one),	what	

concerns	you	the	most?	(Instruction	for	the	trainer:	his	gets	people	focused	on	the	challenges/issues	that	
are	crying	out	for	more	leadership.)	

2. What	makes	progress	difficult	on	this	concern?	(Instruction	for	the	trainer:	This	identifies	the	big	process	
challenges	which	often	need	to	be	the	real	focus	of	acts	of	leadership.)	

3. What	type	of	leadership	(attitudes	and	behaviors)	will	it	take	to	overcome	those	barriers?	(Instruction	for	
the	trainer:	This	is	not	supposed	to	be	a	description	of	our	ideal	authority	figure,	but	rather	the	behaviors	
needed	from	many	of	us.	The	answers	most	likely	will	describe	adaptive	characteristics.)	

4. What	makes	that	type	of	leadership	difficult,	for	you	personally?	(Instruction	for	the	trainer:	This	helps	hit	
home	that	its	not	easy	to	exercise	leadership	on	adaptive	challenges	and	none	of	us	do	it	well	all	of	the	
time.)	

5. What	will	it	take	to	build	more	of	that	type	of	leadership	in	our	team/community/group/organization?	
(Instruction	for	the	trainer:	Answering	this	question	and	implementing	the	answers	could	lead	to	significant	
progress	on	the	adaptive	challenges	concerning	people	the	most!)	

	
3. Please,	write	down	your	own	challenge	in	500	words	and	send	it	by	e-mail	to	your	trainer.	
	
• Summarize	your	own	challenge	in	500	words	and	e-mail	your	description	to	the	trainer	at	least	one	week	

before	the	day	that	the	training	is	held.	
• Prepare	a	5	minute	presentation	of	your	challenge	to	be	delivered	in	the	opening	of	the	workshop.	
	
(Instruction	for	the	trainer:	this	will	give	you	enough	input	to	understand	the	group’s	interests	and	provide	them	with	
dedicated	literature,	materials,	advice.	In	the	case	of	the	regular	workshop	all	participants	will	introduce	themselves	at	the	
beginning	of	the	training	by	presenting	their	challenge	shortly.	In	the	case	of	the	extended	programme	you	will	ask	each	
participant	to	review	their	challenge	based	on	the	theoretical	framework	handed	out	to	them	during	BB2.	They	will	continue	
working	on	their	challenge	during	the	extended	programme.	
	
With	a	little	help	from:	https://edomalleyklc.wordpress.com/2014/03/26/diagnose-situation-distinguish-
technical-and-adaptive-work/		



Annex	B.2	-	Potable	water	case,	what	is	the	problem?	
	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Annex	B.3	-	Leadership:	Distinguishing	adaptive	from	technical	work	 
(Trainer’s	instruction:	Share	annex	3	with	the	participants	after	participating	in	BB1-2.	They	need	to	read	it	
before	taking	part	in	BB3).	

At the Harvard Kennedy School, students aspire to be public “leaders”. But just what “leadership” 
entails? Ronald Heifetz’s Leadership without Easy Answers offers insights. The book basically has two 
key arguments: first, it distinguishes “technical problems” from “adaptive challenges”; and second, it 
distinguishes “leadership” from “authority”. We will only focus on the first argument here. 

In our daily life, there are problems of which there is a definite answer: these problems are technical in 
the sense that we know already how to respond to them. For many problems, however, no adequate 
response has yet been developed. In case of disaster, such as the 9/11 attack, there would not be a 
“right” answer as to how we should respond, and these are the times for leadership. People will look to 
authorities in these time, but for answers they cannot provide. Heifetz’s idea is that the system would 
need to adapt, and it is the leader’s role to help the organization adapt and face the real challenge — 
the leader cannot, and would not, be able to be in a position to provide all the answers (because there 
may be no answer). 

 

These Type I situations – technical - are somewhat mechanical: one can actually go to somebody and 
“get it fixed.” Many medical and surgical problems are of this sort, and many of them are life-saving. 
From the doctor’s point of view, these provide gratifying moments when she can say, “Finally 
somebody has brought me a problem that I can solve!” Although the patient’s cooperation is crucial in 
these situations, the weight of problem-defining and problem-solving rests with the physician. The 
patient looks to her to provide a prescription that at once will offer direction (take this medicine), 
protection (the medicine will overcome the infection), and order (you should be able to resume normal 
activity within the week). 

Of course, many situations that bring people to doctors are not so technical. We can separate these 
adaptive situations into Types II and III. In Type II situations – technical & adaptive, the problem is 
definable but no clear-cut solution is available. The doctor may have a solution in mind, but she cannot 
implement it. And a solution that cannot be implemented is not really a solution; it is simply an idea, a 
proposal. The patient must create the solution in Type II situations, though the doctor may play a 
central role. Heart disease sometimes presents a Type II problem. The patient can be restored to more 
or less full operating capacity, but only if he takes responsibility for his health by making appropriate 
life adjustments. In particular, he will have to consider the doctor’s prescriptions for long-term 
medication, exercise, diet program, and stress reduction. He will have to choose among these. Type II 
situations can be managed in a mechanical way only partially by the physician. She diagnoses and 
prescribes, but her recommendations will have side effects requiring the patient’s evaluation of the 
tradeoffs. What new balance should he reach between cutting down the intensity of his job, getting 
exercise, or eating better? The patient has to recognize his own problem enough to provoke adaptive 
change. The responsibility for meeting the problem has to be shared. 



In these situations, the doctor’s technical expertise allows her to define the problem and suggest 
solutions that may work. But merely giving the patient a technical answer does not help the patient. 
Her prescribing must actively involve the patient if she is to be effective. The patient needs to confront 
the choices and changes that face him. The doctor’s technical answers mean nothing if the patient does 
not implement them. Only he can reset the priorities of his life. He has to learn new ways. And the 
doctor has to manage the learning process in order to help the patient help himself. The dependency 
on authority appropriate to technical situations becomes inappropriate in adaptive ones. The doctor’s 
authority still provides a resource to help the patient respond, but beyond her substantive knowledge, 
she needs a different kind of expertise-the ability to help the patient do the work that only he can do. 

Type III situations – adaptive - are even more difficult. The problem definition is not clear-cut, and 
technical fixes are not available. The situation calls for leadership that induces learning when even the 
doctor does not have a solution in mind. Learning is required both to define problems and implement 
solutions. Chronic illness and impending death from any cause often fit this category. In these 
situations, the doctor can continue to operate in a mechanical mode by diagnosing and prescribing 
remedies (and a “remedy” of some sort can usually be found). Yet doing so avoids the problem-
defining and problem-solving work of both doctor and patient (Heifetz, 1998, p. 74-75). 

Technical problems live in people’s heads and logic systems. They are susceptible to facts and 
authoritative expertise. Adaptive challenges live in people’s hearts and stomachs. They are about 
values, loyalties and beliefs. Progress on them requires the people with the problem to do the work, 
and the work involves refashioning those deeply held beliefs. Another example: 
 
Short narrative: 12 Days of Christmas Puzzle 
Over the holiday break, Amanda sat down with some of her family to work on a “12 Days of 
Christmas” puzzle.  They had a picture of what the completed puzzle should look like.  They had 
puzzle pieces spread out across the entire dining table, and each individual was ready to get to 
work.  Some people started creating piles of similar pieces while others started putting together the 
edges.   Sounds pretty technical, right?  That’s what they thought too, until they started to get deeper 
into the mess.  All of a sudden the pile of white swans looked far too similar to the pile of pieces with 
white snow, and each pile was being carefully guarded by the person working on that section.  Some 
people worked faster than others, leaving the slower ones feeling like they needed to step up their 
game to contribute their part.  Occasionally, someone who hadn’t been working on the puzzle would 
pop in and place a few pieces or move things around, and while that helped in the end, it threw off 
the rhythm for those who had consistently been working at it from the beginning.  At one point, none 
of the pieces even looked like they were supposed to come out of the box and frustration levels 
rose.   Finally, after hours and hours of work – much longer than they had anticipated it taking 
them, only two pieces remained.  The end was in sight…or so they thought.  One piece wound up on 
the floor, and true to form in adaptive challenges, after searching and searching, the final piece 
turned out to be forever missing leaving them with a new challenge for next time. 
 
You can see why there is always pressure in a community or organization in which you are working 
to interpret challenges as technical problems.  In reality, most complex problems are really a mixture 
of technical and adaptive elements.  Both are important – and needed – so by distinguishing them, 
we are able to know how to address them and move forward. 
 
Interpretation of the current reality is an essential first step in exercising leadership so that you can 
tailor your intervention to the situation. In our brake example, your intervention would be very 
different if you understood that the problem was about undermining your father’s sense of 
independence rather than getting new brakes. 
 
Once more: 
 
Technical problems can be solved by experts or authorities. Few people may be needed to solve the 
situation. Someone, somewhere has solved the problem before and now a roadmap exists related to next 
steps. Best of all, many technical problems can be solved quickly and easily. 
 
Adaptive challenges have a totally different feel. The conversation is circular. Movement on an 
issue is difficult to track. Learning is required. We usually need to learn, to the best of our ability, 
exactly what the problem is and then how best to proceed. Stakeholders must work on adaptive 



challenges, not just authority figures. With no clear roadmap, you must experiment to test possible 
ways of moving forward. Even the time-table is illusive. Adaptive challenges are about values and 
culture, security and vulnerability. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The single biggest mistake in leadership is treating adaptive challenges as if they were 
technical problems. 
 
What gets in the way of distinguishing technical and adaptive work? 
• Give me success now! Society drives us to produce something quickly. That drive clouds our 

judgement and leads us to treating most things as technical problems, which can be solved quickly. 
• I want hero status. And, taking the time to distinguish technical and adaptive work means I might 

be seen as someone just sitting around and not saving the day. 
• Ignorance. Many of us are simply unaware these distinctions exist and therefore we can’t even 

contemplate distinguishing between these two ideas. 
 
In his book ‘Leadership without Easy Answers’ Heifetz (Kennedy Sch. of Government, Harvard Univ.) 
presents a new theory of leadership for both public and private leaders in tackling complex 
contemporary problems. Central to his theory is the distinction between routine technical problems, 
which can be solved through expertise, and adaptive problems, such as crime, poverty, and educational 
reform, which require innovative approaches, including consideration of values.  

Heifetz outlines five strategic principles of leadership to approach problems as adaptive challenges:  
1) to diagnose a situation in light of the values at stake, and unbundle the issues involved;  
2) to keep the level of distress within tolerable limits for doing adaptive work ("keep the heat up 
without blowing up the vessel");  
3) to identify the issues that engage the most attention and counteract avoidance mechanisms such as 
denial, scapegoating, pretending the problem is technical, or attacking individuals rather than issues; 
4) to allow people to take responsibility for the problem, but at a rate they can handle and; 
5) to protect those who raise hard questions, generate distress, and challenge people to rethink the 
issues at stake. 
 
Heifetz goes on to explore what he calls "leadership without authority." Because we are not 
accustomed to distinguishing between leadership and authority, this category has received very little 
scholarly attention and is often perplexing to people, Heifetz says. While we usually focus attention at 
the head of the table, leadership may more often emerge from the foot of the table. For example, many 
women who have been denied formal authority roles in society have developed strategies for leading 
without authority. The same is true for other traditionally disempowered groups.  
Leaders without authority "push us to clarify our values, face hard realities, and seize new possibilities, 
however frightening they may be." Gandhi, perhaps the most celebrated example of this type of 
leadership, tried to force attention to a set of problems in India which the British colonial government 
refused to acknowledge. He identified many adaptive challenges and used various methods of creative 
defiance to get people to face them. Other examples include Nelson Mandela, Lech Walesa, Martin 
Luther King Jr. and Margaret Sanger. While each of them gained considerable informal authority—



widespread popular confidence and support—it was their very lack of formal authority that allowed 
them address deep-seated adaptive problems in society. 
 
Sources: 
• Ronald Heifetz (1998) Leadership with Easy Answers, Harvard University Press. 
• Reviews of the book used above: 

o https://blogs.harvard.edu/michaellaw/2013/10/06/leadership-distinguishing-adaptive-
from-technical-work/ 

o https://www.amazon.com/Leadership-Without-Answers-Ronald-Heifetz/dp/0674518586  
o https://edomalleyklc.wordpress.com/2014/03/26/diagnose-situation-distinguish-

technical-and-adaptive-work/  
o http://scott.london/reviews/heifetz.html  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Annex	B.4	–	Wicked	problems:	characteristics	of	complex	problems	
 

Horst	W.J.	Rittel	and	Melvin	Webber	(1973)	Dilemmas	in	a	general	theory	of	planning,	in:	Policy	Sciences	4	
(1973),	p.	155-169.	

(Included	separately	in	pdf	format)	

	

	

	

	

	
	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Annex	B:	Trainer’s	manual	module	3	

Leading	teams	through	change	(LTTC)	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



1.	General	outline	of	module	3:	Leading	teams	through	change	(LTTC)	
	

Module	3	(M3)	consists	of	the	following	two	‘Building	Blocks’	(BB1-2):	

• M3.BB1	–	General	workshop:	During	this	workshop	participants	will	get	acquainted	with	and	practice	how	
to	use	the	7-steps	method	to	analyze	a	difficult	situation.	Each	participant	will	also	have	the	opportunity	
practice	how	to	lead	shared	decision	making	within	his	or	her	team	by	applying	this	7-steps	method.	

• M3.BB2-	Dedicated	workshop	for	teams:	This	workshop	can	be	provided	in	several	circumstances:		

a.	When	someone	starts	as	a	manager	in	a	new	team	it	will	provide	a	quick	introduction	of	each	member	
of	the	team,	the	dominant	values	within	the	team,	but	also	what	challenges	they	are	facing	that	need	new	
leadership;		

b.	As	a	teambuilding	event	for	new	and	experienced	teams	that	want	to	explore	new	methods	to	boost	
their	collaboration	and;	

c.	As	a	mediation	intervention	when	a	team	is	facing	challenging	times,	amongst	team	members	or	in	their	
collaboration	with	others.		

Under	all	circumstances	it	can	be	used	for	shared	decision	making	when	dealing	with	(important	or	difficult)	
situations	as	a	team.	Never	make	such	a	decision	by	yourself.	Tap	into	the	wisdom	of	your	organisation's	
internal	crowd.	When	you	have	a	big	decision	to	make,	making	it	by	yourself	only	makes	it	harder.	The	pressure	
can	soon	turn	into	fear,	and	you'll	be	beset	by	emotion,	unable	to	make	an	unclouded	decision	based	on	facts.	
It’s	common	for	smart	leaders	to	make	bad	decisions	and	most	of	the	time,	emotions	are	to	blame.	Whether	
it's	a	personal	choice	or	a	strategic	decision,	emotions	often	crowd	out	objectivity.	After	all,	leaders	are	only	
human,	too.	Precisely	because	strategic	choices	are	such	important	ones,	loaded	with	anxiety	and	uncertainty,	

																																																													
13	This	is	important,	because	when	you	deal	with	a	dilemma	in	a	technical	way	and	misread	the	(potential)	collision	of	values,	the	problems	
you	are	facing	get	worse	or	even	out	of	your	control.	Very	important	is	being	able	to	make	the	distinction	between	technical	and	adaptive	
problems.	For	that	reason	we	recommend	that	participants	first	participate	in	M2.BB2.	Nevertheless,	module	3	can	be	succesfully	completed	
without	it.	

	

This	module	provides	methods	to	deal	with	difficult	
situations	as	a	result	of	change	and	uncertainty.	Defining	
and	analyzing	these	situations	as	dilemmas,	including	
mapping	interests	based	on	the	method	of	stakeholder-
analysis,	provides	a	solid	basis	to	structure	(difficult)	
decision	making	processes.	The	module	can	be	provided	as	a	
general	workshop	for	individually	enrolled	participants,	but	
also	as	a	dedicated	(teambuilding)	workshop	for	(new	or	
existing)	teams.	When	applied	in	day-to-day	work	the	
provided	methods	can	be	used	for	shared	decision	making	
when	dealing	with	difficult	situations	as	a	team.	This	means	
that	by	participating	in	this	module	at	least	the	following	
skills	can	be	further	developed:	

• How	to	analyze	difficult	situations	in	a	structured	way,	
which	includes	applying	stakeholder-analysis	

• How	to	recognize	a	dilemma	situation	and	deal	with	it	
accordingly13	

• How	to	apply	the	7-steps	method	on	a	individual	basis		
• How	to		tap	into	the	wisdom	of	your	organisation's	

internal	crowd	and	lead	a	team	through	the	7-steps	
method	

• Define	how	to	deal	with	the	difficult	situation	based	on	
shared	decision	making	

	



people	start	to	'follow	their	heart,'	'rely	on	intuition'	and	'gut	feeling,'	overestimate	their	chances	of	success,	
and	let	their	commitment	escalate	(Freek	Vermeulen,	London	Business	School).	

Module	3	inhances	awareness	that	dealing	with	challenges	is	not	personal.	Dealing	with	professional	
challenges	is	not	about	you.	As	stated	by	Ron	Heifetz,	professor	of	public	leadership	at	Harvard's	Kennedy	
School	for	three	decades,	teaching	classes	that	have	included	aspiring	business	leaders	and	budding	heads	of	
state:	

‘When	a	patient	comes	to	a	surgeon,	the	surgeon's	default	setting	is	to	say,	'You've	got	a	problem?	I'll	take	the	
problem	off	your	shoulders	and	I'll	deliver	back	to	you	a	solution.	In	psychiatry,	when	a	person	comes	to	you	
with	a	problem,	it's	not	your	job	actually	to	solve	their	problem.	It's	your	job	to	develop	their	capacity	to	solve	
their	own	problem.	Many	intractable	political	issues,	such	as	civil	war,	poverty	or	ethnic	tension	are	
complicated,	and	solving	them	may	require	a	whole	nation	of	people	to	change	their	mindset.	As	they	approach	
these	sorts	of	‘nontechnical’	problems	leaders	should	think	less	like	surgeons,	and	more	like	psychiatrists.	In	
such	cases,	the	people	are	the	problem	and	the	people	are	the	solution.	And	leadership	then	is	about	mobilizing	
and	engaging	the	people	with	the	problem	rather	than	trying	to	anesthetize	them	so	you	can	go	off	and	solve	it	
on	your	own’	(www.npr.org/lessons-in-leadership-its-not-about-you-its-about-them).	

This	module	provides	the	tooling	and	training	of	the	necessary	skills	to	enable	participants	to	take	their	first	
steps	in	preparing	for	this	process	succesfully,	instead	of	being	overwhelmed	and	taken	by	surprise	completely.	
One	of	the	challenges	can	of	course	be	how	to	structure	and	deal	with	challenges	when	translating	and	
implementing	the	AA/DCFTA	within	the	context	of	Ukrainian	Public	administration.	

	

2.Programme	of	each	building	block	
	

This	module	consists	of	two	building	blocks:	1.	general	workshop	and	3.	Dedicated	team	workshop.	Each	
building	block	has	its	own	programme.	You	will	find	them	in	the	following	paragraphs.	

	

2.1	 General	workshop	(one	day)	
	

	

	

	

	

	

	

	

	

	

	

	

This	is	an	one	day	training	that	can	be	provided	as	2	sessions	of	4	hours	each.	
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• Welcome
• Getting to know each other:
• What’s your name?
• What are	you working on	at	the moment?
• Which three core values determine the way	you work?

• Expectations:	what would you like	to explore/learn with us?
• Introduction on	decision making	framework – 7	steps	model
• Inventory	and selection of	challenges
• Deliberation of	a	dilemma	based on	the 7-steps	model
• Closing of	the day

Today’s Programme (one day)



2.3	 Dedicated	workshop	for	teams	(one	day)	
	

The	programme	of	this	workshop	will	not	differ	from	the	regular	workshop.	Instead	of	having	
individually	participating	professionals,	this	workshop	is	exclusively	dedicated	to	the	training	of	team.	

	

	

	

	

	

	

	

	

	

	

	

	

This	is	an	one	day	training	that	can	be	provided	as	2	sessions	of	4	hours	each.	

	

3. Materials	to	share	with	the	participants	
	

Relevant	reading	materials	are:	

• Watch/listen	to	clip	about	Ron	Heifetz:	https://www.npr.org/2013/11/11/230841224/lessons-in-
leadership-its-not-about-you-its-about-them		
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• 7-steps	model	for	(shared)	decision	making:	

	

	
• Principles	of	deep	democracy:	https://www.deepdemocracyinstitute.org/deep-democracy-explained.html	

and	https://www.slideshare.net/prugell/lewis-deep-democracy-level-1-slidedeck		
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7-Steps	model	for (shared)	decision making
0 Sharing of/	choosing between challenges
------------------------------------------------
1 does	the problem have	the characteristics

of	a	dilemma?	formulate the dilemma	
2 persons	/	parties involved (with what interests)?	whose

problem /	decision?
3 further information?
------------------------------------------------

preliminary conclusion:	yes	or	no?
4	 mapping pro	/	contra	argumentation
5 role of	core values?
6 conclusion
------------------------------------------------
7 how do	you feel	now?



4. Practical	preparations:	how	to	organize	a	suitable	teaching	environment	
	

4.1	 Number	of	participants	in	and	composition	of	a	group		
	

This	module	can	be	provided	to	a	group	with	a	minimum	of	8	and	a	large	scale	group	of	40-60	participants	at	
the	time.	When	working	with	a	larger	group	of	15+	participants	you	will	need	to	work	with	a	team	of	2	
experienced	trainers	and	1	assistant	or	trainee.	Each	group	can	consist	of	peers	from	different	public	
organisations,	NGO,	ministeries,	but	can	also	be	a	regular	team	or	temporary	project	team	preparing	for	or	
dealing	with	a	challenge.	

4.2	 Practical	facilities	
	

The	following	practical	facilities	are	need:	

• A	spacious	room	of	at	50-100m2,	because	it	is	an	active	training	programme	and	more	is	needed	than	
space	to	put	enough	chairs	in.	Around	the	chairs	enough	working	space	is	needed	to	be	able	collaborate	in	
multiple	subgroups	at	the	same	time,	in	the	same	room.	

• Beamer	or	other	facilities	to	show	large	format	slides.	
• At	least	2	flip	overs,	one	for	each	of	the	subgroups	(on	average	4-8	members,	depending	on	the	total	

number	of	participants	in	a	group)	and	three	for	the	trainer.14	
• Multi-color	white	board	markers	for	each	working	group	and	the	trainers.	

	

4.3	 Set	up	of	the	room	
	

For	all	trainings	you’ll	need	plenty	of	working	space	to	be	able	to	set	it	up	as	follows:	

a. Small	scale	with	8-14	participants:	
5. Place	the	chair	of	each	participant	in	a	circle	in	the	middle	of	the	room	without	tables;	
6. Prepare	assignment	on	the	flip	overs.	

Hang	the	flips	on	the	walls.	Show	the	instruction	on	your	slides.	Leave	enough	space	between	each	group.	The	
participants	will	be	working	on	assignments	in	smaller	groups	of	4-6	people.		

b. Large	scale	with	40-60	participants:	
7. Place	5-8	tables	in	one	large	room	(!)	with	enough	chairs	for	6-8	participant	at	each	table.		
8. Prepare	assignment	on	the	flip	overs.	

Hang	the	flips	on	the	walls.	Show	the	instruction	on	your	slides.	Leave	enough	space	between	the	tables.	The	
participants	will	be	working	on	assignments	in	smaller	groups	of	6-8	people.		

	

5. Instruction:	How	to	provide	the	training	step-by-step	
	

Often	there	is	a	big	difference	between	what	we	have	the	right	to	do	and	what	is	right	to	do.		In	simple	terms,	
it	is	the	application	of	moral	values	in	decision-making;	that	is,	ultimately	doing	the	right	thing.		Following	are	7	
steps	that	can	be	helpful	in	working	through	a	problem	or	decision	that	has	ethical	ramifications	
https://compassexecutives.com/2018/08/28/7-step-model-for-ethical-decision-making/):	

																																																													
14	If	you	do	not	have	enough,	you	can	also	place	the	flip	over	sheets	on	the	walls	with	suitable	tape.	



1. State	the	ethics	issues	and	list	or	identify	all	the	significant	facts	related	to	the	issue.			Often	it	can	be	in	the	
form	of	a	question	like	“Is	it	y	justifiable	to….”	Or	“Is	it	right	to….”	

2. Determine	and	rank	all	the	relevant	values	involved.		This	includes	both	ethical	values	(e.g.	trustworthiness,	
responsibility,	fairness,	et	al)	as	well	as	non-ethical	values	(e.g.	working	hard,	safety	and	security,	family,	et	
al).		This	can	be	particularly	difficult	when	2	good	values	are	conflicting	like	truth	vs.	loyalty	or	justice	vs.	
mercy.		

3. Identify	the	major	resources	that	can	assist	in	evaluating	the	issue.	Peers,	counsel,	trusted	subordinates,	
trusted	consultants,	et	al.	

4. Identify	key	stakeholders.		(Those	who	have	a	claim	or	a	stake	in	the	decision;	those	who	will	be	
impacted).			In	business,	examples	would	be	investors/owners,	clients/customers,	employees,	communities,	
regulators,	etc.	

5. Consider	all	reasonable	alternatives,	options	or	decision	paths.		Focus	on	the	practical	and	realistic	options.	
6. 	Evaluate	consequences	of	each	decision	alternative.		Ponder	these	questions:				Does	this	option	do	real	

harm	or	less	harm	than	any	of	the	others?		Yes,	unfortunately,	many	decisions	result	in	harm	where	the	
best	option	is	to	choose	the	least	harmful	(e.g.	in	healthcare,	military,	job	layoffs,	pilots,	etc.)		Would	this	
option	violate	anyone’s	basic	rights?		Would	I	want	my	choice	of	this	option	published	on	the	front	page	of	
the	newspaper?		Would	I	be	comfortable	telling	my	grandmother	about	what	I	just	did?		What	does	my	
organization’s	values	say	about	this?	

7. 	Make	the	ethical	decision	and	review	/	monitor	the	results.	

This	model	can	be	inbedded	within	the	workshops	in	the	following	way:	

Step	a	(9.30-11AM):	Welcome	everyone	and	help	them	get	to	know	each	other	in	a	brief	and	personal	way	
by	asking	each	participant	to	share	their	views	on	the	following	two	questions:	

	

Have	short	10-15	minutes	break	around	11AM.		

Step	b	(11.15-11.30AM):	Provide	a	brief	introduction	on	the	programme,	purpose	of	the	workshop	and	
working	method	based	on	slide	3.	

Step	c	(11.30AM-12PM):	Select	two	challenges	presented	by	the	participants	by	leading	the	decision	making	
process	within	the	group	by	example.15	This	means	that	you	make	sure	that	every	member	of	the	group	can	
bring	in	his	or	her	preferences	and	enable	additional	questioning	of	the	challenge	by	the	group	members.	This	

																																																													
15	You	can	use	the	principles	of	deep	democracy:	https://www.deepdemocracyinstitute.org/deep-democracy-explained.html	Unlike	
"classical	democratic	decision	making’,	which	focuses	on	majority	rule,	Deep	Democracy	suggests	that	all	voices,	states	of	awareness,	and	
frameworks	of	reality	are	important.	
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•Welcome

• Getting to know each other:
-What’s your name?
-What are	you working on	at	the moment?
-Which three core values determine the way	you work?

• Challenge:	
- Can	you	gives	an	example	of	a	difficult	situation	that	
you	had	to	deal	with	in	your	work?	
-What	was	according	to	you	the	most	difficult	part?

Today’s Programme (one day)	– part	1



can	be	a	time	consuming	exercise,	so	be	aware	that	you	come	to	a	decision	within	30	minutes.	It	often	helps	to	
set	lunch	as	a	deadline.		

The	two	selected	challenges	wil	be	analyzed	based	on	the	7-steps	model	of	shared	decision	making.	Once	you	
have	chosen,	go	for	lunch.	Before	leaving	the	room,	introduce	step	d.	This	way	the	participants	already	know	
what	they	will	be	doing	after	lunch	and	can	prepare	for	it.		

Step	d	(1-2:30PM):	Provide	an	introduction	on	the	method	to	be	used	based	on	slide	4-7.	Analyze	the	first	
selected	challenge	plenary	when	working	with	a	group	of	8-15	people.	

	

Step	e	(2:30-3:30PM):	Analyze	the	second	challenge	in	subgroups	of	6-8	participants.	Each	subgroup	needs:	

1. a	time	keeper	that	leads	the	subgroup	in	a	steady	pace	through	the	7	steps	of	the	model	in	60	minutes	
2. a	story	teller,	this	is	the	person	who	has	experienced	the	challenge16	
3. a	group	member	that	fills	in	the	formats	on	the	flip	over	based	on	the	following	slides:	

	

Step	g	(3:30-4:30PM):	Discuss	the	argumentation	and	decisions	of	each	group	plenary:		

• How	did	you	formulate	your	challenge	as	a	dilemma?	
• What	is	coinciding?		
• Are	there	relevant	differences?	

Step	h	(4:30-5pm):	Closing	of	the	day		

	

																																																													
16	When	you	are	working	with	multiple	subgroups,	each	group	has	its	own	story	teller.	In	this	way	the	challenge	because	an	exemplary	one.	
Lessons	learned	will	be	shared	plenary.	
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Closing of	the day

• What does	today tell you about your own challenge?	
Would you summarize it differently?

• What would you advise the other participants?
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Step	4:	Pro/contra	argumentation

Pro Contra
• … • …
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Step	2:	Mapping stakeholders/interests

Stakeholders Their interests
• … • …


