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Abstract

The research seeks to explore the leadership development approach within a civil society organisation 
(CSO) in a developing country and the connection to the Inner Development Goals (IDGs). Constructive-
developmental theory and transcendent leadership provide the lens through which to explore how 
developing inner capacities can shape constructing new meanings of the world around us with a heightened 
understanding and awareness of complexity and interconnectedness. Semi-structured interviews were 
conducted with members of a CSO in the Philippines to gain insight into their perspectives of their own 
leadership development while engaging in the CSO. The study has uncovered the significant role that the 
CSO's leadership development approach plays in the development of the mental complexities of its 
members and leaders. This equips them with the capabilities required to navigate adaptive challenges and 
co-create sustainable solutions. These skills and capabilities are closely aligned with the IDGs.

Keywords: Inner Development, Leadership Development, Civil Society Organisations, Sustainability, 
Inner Development Goals, Constructive-Developmental Theory, Transcendent Leadership,
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1. Introduction
Today, we live in a world where the news of COVID variants, unprecedented heat waves, politicized 
xenophobia, and war have become regular news feeds worldwide. Johan Rockström warned us in 2020 that 
“9 out of 15 biophysical systems that regulate the climate are on the move showing worrying signs of 
decline and potentially approaching tipping points” (TED, 2020) as he spoke about the threats of crossing 
planetary boundaries. Like dominoes, crossing one tipping point he says will lurch us closer to others. Gus 
Speth, US advisor on climate change and Yale professor reflected on the pressing sustainability challenges 
of our time: “I used to think the top environmental problems were biodiversity loss, ecosystem collapse, 
and climate change. I thought that with thirty years of good science, we could address those problems. But 
I was wrong. The top environmental problems are selfishness, greed and apathy. And to deal with those, 
we need a spiritual and cultural transformation" (Inner Development Goals, 2021). Making sense of the 
world around and navigating these challenges requires courage, curiosity, and compassion, amongst many 
other qualities in leaders around the world today. The call for leaders to be grounded in values and be 
authentic in their self-expression is felt everywhere. But this is also the age of digital presence, influence, 
and scrutiny, where every action and reaction of a person, let alone a leader, can be open for the world to 
critique. This makes it less and less a safe space for people to showcase their humanness, flaws, and doubts, 
especially when they play a leadership role. What creates the capacity in a person to open themselves to the 
world is a deep sense of self-acceptance, a purpose that gives them direction and values that guides their 
decision-making. However, unless it’s intentionally developed, how can this be ascertained in our leaders? 

“The success of an intervention depends on the interior condition of the intervener” (Bill o’Brien, in 
Scharmer, 2018. P.7) The Inner Development Goals (IDGs) were initiated towards building the inner 
capacity to deal with the increasing complexity, in working towards the Sustainable Development Goals 
(Inner Development Goals, 2021). This global initiative offers a blueprint of capacities, qualities and skills 
that individuals and organisations need as they contribute towards building a more sustainable society. 
Robert Kegan, Professor in Adult Development at Harvard University recognizes the need for a different 
approach that connects to the intention behind the actions of the individuals in the society stated: “And 
as Einstein said, we are never going to be able to solve our problems with the same order of consciousness 
that created these problems. So, as a species, we need more and more of us to grow and develop so that we 
have a bigger purchase on, a bigger perspective, a bigger ability to solve the biggest, most dangerous kinds 
of challenges that we face”. The capacity of the individuals to function purposefully and in a manner that 
serves them, their neighbours, the organisations, and the society they belong to begins with turning inwards. 
By turning inward, by becoming self-aware and guided by one’s inner compass, the individual can make 
their connections to the external world stronger and realise their potential in the service of others.

The Sustainable Development Goals (SDGs) provide the vision and collective direction for reaching a more 
sustainable future by 2030. The 17th goal, Partnerships for the Goals, outlines the importance of building 
capacity towards implementing the SDGs (Goal 17 | Department of Economic and Social Affairs, n.d.). 
The breakdown of targets under SDG 17 emphasises the importance of international financial support 
towards developing countries, enhancing knowledge and technology transfers, as well as equitable trade 

https://www.zotero.org/google-docs/?mn0AOI
https://www.zotero.org/google-docs/?ZIA6I7
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(ibid, n.d.). Underlying these actions are collaboration and partnerships across countries and sectors and the 
inclusion of civil society towards sustainable development. SDG 17 highlights the actions that need to be 
taken to bring about macro level, structural changes in the way that sustainable development is financed 
and organised globally. This raises a critical question of what are the underlying skills, competences and 
values needed to drive these transformative changes? And furthermore, how are these capacities built in 
developing countries towards achieving the SDGs?

The Sustainable Development Report is the first worldwide study to assess where each country stands 
concerning achieving the SDGs since 2015, of which developing countries have been a significant focus 
(Sustainable Development Solutions Network, n.d). Based on this report, developing countries continue to 
rank the lowest, especially when it comes to meeting the socio-economic related SDGs, such as SDG 1: No 
Poverty, SDG 2: Zero Hunger, SDG 8: Decent Work and Economic Growth. In addition to the public and 
the private sector, the third sector in developing countries plays a key role in their progression towards the 
SDGs. The third sector includes civil society organisations (CSOs) such as non-governmental organisations 
(NGOs), non-profit organisations (NPOs), community-based organisations (CBOs) and other voluntary 
organisations that are hybrid in nature. These organisations have been in the forefront in developing 
countries in providing services, conducting emergency operations and development work (Ibrahim, 2017). 
CSOs best exemplify their value to societal development through their capacity to fill gaps in service 
delivery left by both the private and public sectors. When institutions, such as the government fail to deliver 
and meet expectations, CSOs can serve as possible alternatives to meeting societal needs (Montgomery and 
Mazzei, 2021). The adaptive nature and localised approach of CSOs enable them to be proficient in 
identifying obstacles and corresponding solutions, which other institutions might overlook due to a myriad 
of reasons, such as being far removed from the issues at hand. These two characteristics allow CSOs to 
tailor their initiatives to the identified problems, enabling effective and sustainable solutions. Ulleberg 
(2009) outlines the role of these organisations as development actors. Further, it is stated that the focus on 
capacity building has increased as the development discourse leans more towards developing the skills and 
tools for strengthening sustainable development (Ulleberg, 2009).

Given the unique challenges that developing countries face when it comes to sustainable development, this 
research will explore how a local chapter of an international CSO operating in a developing country builds 
the leadership capacity of its members to plan and implement local, sustainable projects

1.2 Research problem and Aim
In the context of capacity building toward SDGs, the IDGs are seen as a framework for understanding the 
skills, competencies, and values needed to deal with the complex sustainability challenges that current and 
future generations face. This framework is a potential tool to help develop the leadership capacity globally 
to tackle some of the most challenging issues. However, as highlighted earlier, the current stage of the IDGs 
has been formed on predominantly Eurocentric inputs and lacks clarity on how to develop the skills 
identified practically. This calls for a better understanding of how IDGs relate to existing practices of inner 
development and leadership capacity building, particularly in developing countries.  

The aim of this research is to explore the leadership development approach within a CSO in a developing 
country in relation to the IDGs. This will be analysed through the lens of constructive-developmental theory 
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and transcendent leadership. Constructive-developmental theory builds on the idea that the way individuals 
construct their meaning evolves over time. An individual’s mental capacity has the potential to evolve when 
individuals are confronted with challenging situations that require an increased understanding and 
awareness of the complexity of the issue at hand. This research seeks to explore how members of a CSO 
that works towards developing leadership capacity in their members through training and implementing 
local sustainability projects, perceive their experiences by actively engaging in the CSO. This research can 
shed light on how individuals construct new meaning in relation to their leadership capacities by engaging 
with sustainability challenges and how an organisation can nurture this growth. In addition, this research 
seeks to build on Transcendent Leadership and explore the interconnections between personal development 
as a leader and how this can influence creating change among others, within an organisation and at societal 
level. Lastly, this research aims to provide practical recommendations for the CSO around how to further 
work with inner development among their members and a recommendation for the IDG initiative team 
around outreach to the Global South. 

1.3 Research Questions

The identified research problem and purpose leads to the research questions that this paper seeks to answer.

1. How does the civil society organisation’s approach to leadership development shape its 
members’ perception of their capabilities to work towards sustainability?

2. How does transcendent leadership and constructive-developmental theory apply to the 
connection between the Inner Development Goals and leadership development within the 
civil society organisation?

2. Previous Studies 

This section will touch upon the existing literature and studies related to CSOs, capacity building for 
sustainable development in the context of developing countries and the inner development goals. 

2.1 Civil Society Organisations in Developing Countries

The collapse and high degrees of failure of most government and private organisation projects in developing 
countries are attributed to its fractured structure and approach, thus resulting in significant wastage of scarce 
resources and deficiencies in the overall developmental needs of such countries (Zuofa & Ochieng, 2012).

CSOs perform various services and humanitarian functions and are task-oriented and driven by people with 
a common interest (United Nations, n.d). OECD (2011) describes civil society and the CSOs operating in 
it as essential agents of change. Further, OECD (2011) discussed how the characteristics and nature of 
CSOs allow for an organisational environment that provides a means for its’ members’ expression, the 
promotion of rights-based approaches, the shaping and overseeing of development policies, and the 
provision of services that are complementary to what the governments provide.
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Adaptability is one of the principal characteristics of CSOs that make them instrumental in societal 
development. CSOs are adept at identifying obstacles to development and the corresponding solutions that 
governments might otherwise ignore. Their contributions to the 2030 Agenda for Sustainable Development 
are attributed to their ability to connect to people on the frontlines of poverty, inequality, and vulnerability 
and channel these voices into development processes (OECD, 2011). Omede and Bakare’s (2014) study 
illustrates the adaptability of CSOs in Nigeria and how their initiatives evolved with the societal issues the 
country was facing. Before its independence, CSO initiatives in Nigeria focused on nationalist protests 
against the British colonial state. After the country’s independence in 1960, CSO initiatives shifted towards 
social and economic development, and after the civil war in 1970, CSOs again moved towards preserving 
national unity, rehabilitation, reconciliation, and construction.
 
Apart from their adaptive nature, having a localised approach in addressing issues allows CSOs to tailor 
their solutions to the identified problems, thus resulting in effective and, more importantly, sustainable 
solutions. This characteristic is particularly essential for CSOs, given their limitations in resources. By 
identifying the specific needs of their beneficiaries and the corresponding solutions needed to address them, 
the limited resources are allocated efficiently.

The non-partisan and non-profit nature of CSOs also make them ideal vehicles of sustainable development 
and social innovation. Omede and Bakare (2014) described CSOs as voluntary, self-generating, rule abiding 
and distinct from parochial, economic and political societies. Despite CSOs operating as separate entities 
from the government and private institutions, it does not imply that CSOs entirely operate independently. 
Collaboration is at the centre of sustainable development, and its effectiveness is dependent on inter-
organisational cooperation. According to Omede and Bakare (2014), the partnership of CSOs with other 
organisations, including the government, is a crucial factor in implementing sustainable development 
initiatives. Carayannis et al. (2021) discussed that the cooperation among stakeholders might help create 
bottom-up solutions, and adopting a quadruple/quintuple helix innovation model implies a systemic, 
collaborative approach that can solve some of society’s most complex challenges.

The value of CSOs in societal development could best be found in their ability to fill in the gaps in service 
delivery from both the private and public sectors. These organisations serve as possible alternatives in 
meeting societal needs when other institutions, such as the government, fail to deliver and meet the 
expectations (Montgomery & Mazzei, 2021). Through their own efforts, civil society organisations have 
made a sizeable impact in society, especially in areas of social need that the government and institutions 
were unable to address, either due to the lack of financial or human resources.

2.2 Capacity Building in Developing Countries
Numerous factors hinder the effective implementation of sustainable initiatives in developing countries. In 
the 2021 Sustainable Development Report, the Philippines ranked 103rd out of 165 countries (Sachs et al., 
2021). According to the report, the Philippines faces major challenges in nine of the 17 SDGs, up from 5 
in the previous year. These nine SDGs include Zero Hunger, Good Health and Well-Being, Decent Work 
and Economic Growth, Industry Innovation and Infrastructure, Reduced Inequalities, Sustainable Cities 
and Communities, Life Below Water, Life on Land and Peace Justice and Strong Institutions. Moreover, 
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due to the major setbacks brought by the COVID-19 pandemic, the SDG trends show that the country is on 
track to only achieving one SDG by 2030 (ibid, 2021).

The sustainability challenges unique to a developing country compel private and public organisations to 
develop ways to navigate them. Developing countries tend to have a large-scale, albeit often fragmented 
and dissipative, programme of projects that require strong leadership and effective management to attain 
strategic goals (Yanwen, 2012). Essilfie-Baiden (2019) discussed the nature and state of projects in 
developing countries as being highly uncertain and operating in a volatile and poorly resourced 
environment. According to Makhdumi and Baba (2017), these circumstances of projects in developing 
countries can be attributed to a myriad of factors that contribute to their poor performance, which include: 
government policies, insufficient funds, withdrawal by donors, shortage of foreign exchange, inappropriate 
contract conditions, political priorities, poverty, socio-cultural conditions, corruption, low institutional and 
human capacity, and occurrence of unexpected events such as war and drought. In his study, Essilfie-Baiden 
(2019), examined that although most projects in developing and developed countries share similarities, such 
as operating in a dynamic environment and its complex nature, projects in developing countries pose a more 
formidable challenge for project managers and further discussed how the conditions present in developing 
countries present more challenges for project managers in these countries than their counterparts in 
developed countries. Since more arduous challenges in implementing projects and programmes are present 
in developing countries compared to developed countries, addressing these requires more emphasis on 
management competencies and performance. However, developing the capacities of project management 
practitioners remains a challenge. Yanwen (2012) discussed how the incapacities in management and 
administration of projects in developing countries remain pervasive and Rondinelli (1976) highlighted that 
a significant limitation in project implementation and management is not a lack of financial resources but 
administrative capacity. Stuckenbruck and Zomorrodian (1987) further discussed that the lack of 
management infrastructure, the shortage of well- trained and efficient managers, and the lack of established 
administrative systems and procedures are reasons for the challenges in project management and 
implementation in developing countries. Generally, the success rate of projects globally will remain low 
unless practical project management methodologies and principles are provided for their execution. 
According to a study by Nguyen (2007), there is sufficient evidence that, since the needed skills have not 
been successfully developed in the project management-related workforce in developing countries, the risk 
of failure in implementing projects in these countries remains significant. Further, the findings from a study 
conducted by Zuofa and Ochieng (2012) identified the incompetence of project management practitioners 
and the lack of understanding of project management's rudiments as significant barriers to the advancement 
of project management in developing countries.

In their study, Sood et, al (2008) examined the well-established healthcare infrastructures of developed 
countries, such as the United States, United Kingdom and Australia. Although these systems are not entirely 
infallible and still encounter shortcomings, the sizable funding and support from these country’s 
governments allow for the continuous improvement and development of successful information technology 
systems to aid the accomplishment of the healthcare system’s goals. In developing countries on the other 
hand, the service delivery and management of healthcare services are accompanied by a myriad of 
challenges. In these countries, institutions that are responsible for the implementation of healthcare 
information technology-based solutions face complex challenges which include lack of funding and 
resources and a weak healthcare infrastructure (ibid, 2008). The lack of competence among the workforce 
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in developing countries also presents a significant challenge in the long-term sustainability of their 
initiatives. Sood et al. (2018) described how many of the clinical workforce in developing countries were 
considered computer illiterate, thus resulting in some of their initiatives dying out with only a few of them 
sustained.

The findings of the aforementioned studies have highlighted, that despite the potential benefits of effective 
project management for developing countries, the incapacities of the institutions responsible persists as the 
most significant obstacle. This predicament then emphasises the need to build the skills and capacities 
among these individuals. Ulleberg points to a shift in the role of NGOs from filling gaps in societal 
development left by governments towards strengthening capacities for development (2009, p. 13). Through 
their research, Ulleberg examines the role and impact of NGOs when it comes to capacity development in 
the education sector. Ulleberg further describes a shift from “hard” to “soft” tools utilised by NGOs (2009, 
p. 20-21). Hard tools refer to technical cooperation and tangible resources that NGOs can provide, such as 
building a school (Ulleberg, 2009, p. 20). Whereas soft tools are the less tangible tools used to improve 
management knowledge and skills, communication, and social capital in order to be able to develop 
capabilities to mobilise resources (Ulleberg, 2009, p. 21). Ulleberg highlights that these soft tools are 
closely linked to understandings of capacity building (2009, p. 21).

The UNDP defines capacity development as “the process through which individuals, organisations and 
societies obtain, strengthen and maintain capabilities to set and achieve their own development objectives 
over time” (UNDP, 2009, p. 5). Here capabilities are the means to reaching sustainable objectives and 
capacity development is the way to strengthen those means (UNDP, 2009, p. 5). It is crucial that capacity 
development is rooted towards achieving a broader development objective that is transformative and is 
generated and sustained by those whom it is meant to benefit (UNDP, 2009, p. 19). 

Capacity development - a UNDP Primer (2009) offers a real-world guide to strengthen and contribute to 
national capacities for development. This defines UNDPs approach to capacity development based on 
insights from practitioners, experts, and a peer review group. The primer outlines that building capacity at 
the individual, organisational and system level “influence each other in a fluid way – the strength of each 
depends on, and determines, the strength of the others” (2009, p. 11). At the individual level capacities 
relate to “the skills, experience and knowledge that allow each person to perform” (2009, p. 11). At the 
organisational level are “the structure, policies and procedures that determine an organisation’s 
effectiveness” (2009, p. 11). Lastly, the enabling environment refers to “the broad social system within 
which people and organisations function” (2009, p. 11). The report recognises four core issues that have 
the greatest influence on capacity development at the different levels: institutional arrangements, 
leadership, knowledge, and accountability (UNDP, 2009, p. 13-14).

The United Nations Development Group (UNDG), which unites the development programmes and agencies 
in the UN system, have created a guidance document for integrating and measuring capacity development 
in the United Nations Development Assistance Framework (UNDAF) (UN SDG, 2017). This guidance 
document highlights the connection between capacity development and resilience, which is particularly 
relevant in the context of developing countries. Resilience is defined as “the ability [...] of individuals, 
households, communities, cities, institutions, systems and societies to prevent, resist, absorb, adapt, respond 
and recover positively, efficiently and effectively when faced with a wide range of risks, while maintaining 
an acceptable level of functioning, and as a basis for increasing long-term prospects for sustainable 



11

development, peace and security, human rights and well-being for all” (UNDG, 2015, p. 7). Resilience can 
therefore be understood as a crucial development objective, particularly in developing countries, that can 
be reached through capacity development. 

The term Education for Sustainable Development (ESD) brings focus to equipping individuals with the 
knowledge to understand the SDGs, as well as “the competencies to engage as informed citizens in 
promoting the transformation to a more sustainable society” (UNESCO, 2017 in Rieckmann, 2018, p. 40). 
Through their research, Rieckmann examines which key competencies that ESD develops and the action-
oriented pedagogy that is underlying this process (2018). ESD takes an outcome-based competence 
approach, which shifts away from promoting certain sustainable content and behaviours, towards enabling 
individuals “to understand the complex world in which they live, and how to deal with uncertainties, trade-
offs, risks and high velocity of societal change” (Rieckmann, 2018, p. 41). The key sustainability 
competencies outlined in the ESD discourse include: “systems thinking, anticipatory, normative, strategic, 
collaboration, critical thinking, self-awareness, integrate problem-solving competencies” (Rieckmann, 
2018, p. 44-45). These competencies are interdependent and should be guided by corresponding values. In 
addition to this it is important to understand how these competences are tied to an individual's environment, 
which shape the opportunities and conditions that enable or limit an individual to take sustainable action 
(Rieckmann, 2018, p. 45)

2.3 Inner Development Goals
The IDGs are created and communicated as values, skills and qualities that help individuals live purposeful, 
sustainable, and productive lives; in a manner that benefits the society, the organisation and the individual 
(Inner Development Goals, n.d.). In Autumn 2020, the project group coordinated the formulation of a 
survey to collect inputs on the which skills and qualities are most important to work more effectively 
towards the SDGs (IDG Report, 2021). This was followed by a series of consultative meetings with 
companies, researchers, academic institutions, and other actors with a keen interest in the vision of the 
project. Two surveys were rolled out in March and April 2021. The draft of the IDG framework was 
presented and discussed at a workshop with 150 participants, at the Mindshift conference with 1500 
participants and at the Integral European Conference with about 150 participants. The feedback from the 
participants were captured and used to further revise the formulation and category names. 

Based on inputs from two online surveys, the IDG presents a framework for transformative skills for 
sustainable development. This framework is broken down in 5 categories with 23 skills and qualities that 
are fundamental for leaders working towards SDGs. The inductive process of creating the IDGs involved 
co-creation with experts, scientists, practitioners, and organisations from around the world. The second 
stage of the process involves the development of the field kit (open source) on how to develop these 
essential skills and qualities. The phase one report on IDGs (2021) claims: “In its present form, the IDG 
framework is probably biased by the fact that the majority of the respondents were from Western societies, 
and many belonged to groups already interested in the science and practice of leadership development or 
global sustainability issues”. This allows for a research opportunity to examine the framework in light of 
different regional and cultural contexts.
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The Inner Development Goals is a set of 23 skills, values, and qualities grouped in five categories to capture 
the capacities needed to work towards Sustainable Development Goals. An individual is not expected to 
master all the skills, but they should recognize them as essential in progressing toward SDGs.

Table 1: Overview of Inner Development Goals

Category Skill / Value / Quality Description

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

Integrity and 
Authenticity

A commitment and ability to act with sincerity, 
honesty and integrity

Openness and 
learning mindset

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

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

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

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

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

Complexity 
awareness

Understanding of and skills in working with 
complex and systemic conditions and causalities

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

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

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

Long term 
orientation and 
visioning

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

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

Relating - Caring for 
others and the world:
Appreciating, caring for 
and feeling connected to 
others, such as 

Connectedness Having a keen sense of being connected with 
and/or being a part of a larger whole, such as a 
community, humanity or global ecosystem
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Humility Being able to act in accordance with the needs of 
teh situation without concern for one’s own 
importance.

neighbours, future 
generations or the 
biosphere, helps us create 
more just and sustainable 
systems and societies for 
everyone

Empathy and 
compassion

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

Communication 
skills

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

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

Inclusive mindset 
and intercultural 
competence

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

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

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

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

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

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

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

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

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

The Phase I of the IDG initiative was focused on creating the framework in answering the question ‘Which 
skills and competencies need to be developed in order to better address the SDGs? ‘ and in the second 
phase, a 40 member research team is working to answer the question ‘How do we develop these skills, 
capabilities and inner qualities?’ (Inner Development Goals Summit, April 2022). This stage of the 
initiative explores the trans-disciplinary connections that form the IDGs. More than 100 methods have been 
grouped in 10 broad developmental clusters as: a) Mindfulness-based and related, b) Adult development, 
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c) Leadership theories and practices, d) System thinking and complexity theory-based, e) Sustainability 
science-based, f) Group, team and family-based and dialogue approaches, g) Organisational or value-based 
methods, h) Spirituality and transpersonal, i) Embodiment-based and j) Trauma work (Inner Development 
Goals Summit, April 2022). The phase 2 research is aimed at creating a toolkit that offers the recommended 
methods in an open-source manner. Phase 3 is about implementing and outreach, validating the framework 
in different cultural context.

2.4 Previous Studies Sub-conclusion 
Bringing the previous studies together highlights the value of CSOs in societal development. The 
adaptability and localised approach of CSOs make them adept at identifying obstacles and corresponding 
solutions that governments might otherwise ignore. These characteristics allow CSOs to tailor their 
initiatives to the identified problems, thus resulting in effective and sustainable solutions. The literature 
also highlights that capacity building is a part of the broader discourse of sustainable development. In 
addition to this, the literature, and an overview of the IDGs provides insight into existing frameworks that 
identify competencies for sustainability and how they are connected to values and the opportunities in one’s 
environment.

3. Theoretical Framework 
This section introduces the theories and concepts that will be used throughout this research, including 
constructive-developmental theory, transcendent leadership, capability development and adaptive capacity.

3.1 Constructive-developmental Theory 
Constructive-developmental theory was developed by Kegan in the 1980s. The theory focuses on how an 
individual constructs the meaning of their experiences and that these constructions evolve and grow over 
time (Mcauley et al., 2006, p. 635). Kegan identifies different stages or levels of development that become 
increasingly more complex by incorporating the experiences and knowledge of a previous stage into the 
next. An individual’s stage of development shapes their worldview and ultimately “what they can describe, 
reflect on and change” (Cook-Brueter, 2004 in Mcauley et al., 2006. P. 635). 

According to constructive-developmental theory, “as individuals develop more complex ways of knowing, 
so do they increase their interpersonal, intrapersonal, cognitive and emotional capacities and their ability to 
manage the complexities of leading, learning and living in today’s environment” (Faller, 2017). It is in this 
context that human development theories are brought into this study. The trajectory of mental development 
in adulthood (Kegan and Lahey, 2009. P.15) shows that the development of mental complexity does not 
happen continuously. There are periods of stability (plateaus) and periods of change. An individual may 
stay at a certain level for a considerable period of time and fewer people reach higher plateaus. The theory 
of the evolution of consciousness (Kegan 1982, 1994, 2000) provides a hierarchical progression of the 
developmental stages of the mind. The meaning-making and the organising of one's own experiences 
combined with the need to resolve the tension between ‘the yearning for inclusion and distinctness’, 
challenges and aids in the progression through the increasing levels of consciousness. Kegan explains that 
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the mind subsumes the previous level of consciousness and experiences a qualitative shift in the 
construction of reality, with higher complexity and a new way of meaning making (Berger, Hasegawa, 
Hammerman, and Kegan, 2007).

Eriksen (2006) summarises Kegan’s stages or order of consciousness in cognitive development as below:

Order 0: Reflexes are primary and the infant does not have a sense of the other, they start developing this 
as they grow older than eighteen months. 
Order 1: Between the age of two and seven, the child is subject to their impulses and is able to work with 
their reflexes in sensing and moving objects around them. They become aware of the environment being 
independent of themselves. 
Order 2: During preadolescence, the children are subject to their own needs, interests and wishes. They 
start developing a sense of who they are and what they want. Between the age of 12 - 20, the gradual 
transformation takes place as they develop interpersonal capacities. 

Figure 1. Stages of Development, Kegan’s Constructive Developmental Theory (Learning discourses, n.d.)

Order 3: People operating at this order are able to regulate their competing needs and are able to work with 
others as employable, productive citizens. They are fully socialised and take into account the values of the 
society and the surroundings. They are able to understand others point of view and are able to subordinate 
their own point of view to the relationship. When viewing the world from a socialised mind, the individual 
is strongly influenced by what they believe others expect of them. Strongly integrated into the social norms, 
it becomes difficult to emerge beyond “that’s the way it has always been done”. They experience great 
stress when required to think outside of their traditions or when they must deal intimately with those whose 
values and beliefs differ from their own. The transition beyond this level can occur when faced with 
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ambiguous situations, where faced with questions such as: why are they doing what they are doing? 
Whether preserving the relationship at any cost is beneficial to them? Reflecting on the establishing one’s 
own separateness from other’s definitions.

Order 4: Individuals who reach the Self-authoring stage of the mind are able to clearly define and protect 
their boundaries. They are well-controlled and self-possessed. Consciously or unconsciously, they have a 
direction, an agenda, a strategy and a context based on which they operate. They do not ignore being 
influenced by the relationships but they are limited by it. They engage with the world with a focus on their 
goals and perceive the others, systems and relationships through the filter of how it aids them in reaching 
their goals. The shift from a state of self-dependence and self-sufficiency towards seeking relational 
intimacy helps them transition to the next stage of self-transforming mind.

Order 5: The rare and small number of individuals who reach the Self-transforming stage of the mind, 
usually do after 40 of age. They are able to maintain an open, incomplete stance, admitting that they could 
be wrong, taking a not-knowing position and creating spaces for co-creating experiences with others. They 
preserve the distinctness of others while actively seeking out the differences and conflicts. They view the 
challenges as opportunities to grow and become intimate with the pluralities. They are able to stand back 
and observe the others, the systems and themselves. This enables them to see value in multiple perspectives 
as they recognize any single perspective will have its blindspots. They engage with others in a manner of 
not only advancing their agenda but also accommodating tensions and obstacles. They focus more on the 
process than the product of transformation.

In the book, Immunity to change (2009), Kegan and Lahey explain how the mental complexity of the 
individual impacts how information flow is processed and how this in turn affects work competence. Each 
successive level is formally higher in mental complexity because they can perform the mental functions of 
the prior level as well as additional functions. This was evaluated by Eigel (Kegan and Lahey, 2009. P.21) 
in a study of CEO’s mental complexity and their business effectiveness. The results indicate that “being at 
a certain level of mental complexity can make the complex world more or less manageable.  

The development from one stage to another “is driven by limitations in the current way of constructing 
meaning; this can happen when a person faces increased complexity in the environment that requires a more 
complex way of understanding themselves and the world” (Mcauley et al., 2006. P. 635). Mcauley et al. 
explore how constructive-developmental theory has been connected to studies on leadership development 
(2006). The research paper points to limitations within this field as “constructive-developmental theory 
developed out of a Western perspective and does not have a strong base of cross-cultural research” 
(Mcauley et al., 2006, p. 648). Only two of the studies reviewed in the paper studied leaders outside of the 
United States (Mcauley et al. 2006, p. 648). Building on the connections made to leadership literature, this 
research will draw connections between different stages in constructive-developmental theory and 
transcendent leadership. 

3.2 Transcendent Leadership
Meadows (2009, P. 103) refers to self-imposed limits vs system-imposed limits. In explaining the limits to 
growth concept, Meadows refers to systems choosing to limit oneself, growth within the capacity of the 
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supportive environment, rather than the environment choosing to enforce the limit. In the case of self-
imposed limits, the decision makers or the leadership team are expected to guide the shift in behaviour. 
This behaviour shift in its early stages begins from within the leader before it can be extended to influence 
others within the team and the organisation. This ability of the leaders to recognize and lead the change 
within oneself, team and organisation is discussed in Crossan & Mazutis (2008) as Transcendent 
Leadership. As the study indicates, the values and beliefs of the leaders influence how they perceive 
information and decisions. In this context, they are also required to be aware of their internal biases, their 
mental maps or filters and be able to self-regulate their actions. These are seen as essential for navigating 
complex changes of today’s business. A transcendent leader is thus expected to a) lead oneself by being 
self-aware, being able to self-regulate and developing personal strengths; b) lead their teams by instilling 
motivation, commitment, and loyalty among followers; and c) lead the organisation by aligning their actions 
with the strategy of the organisation.

Crossan et al (2008) propose the need for leadership in dynamic environments to transcend the levels of 
leading self, others, and organisations. The study evaluates the short-term and long-term impact of 
leadership that focuses on either one or two levels against leadership that transcends all three levels; and 
concludes that “The transcendent leader, who has high levels of leadership of self, others, and organisation 
will be associated with the highest level of firm performance” (Crossan et al., 2008). The study also 
indicates that the level's perspective needs to be expanded to include societal level as well. The authors 
identify the role of a changing external environment, changing strategies, and changing organisations are 
critical for the firm’s performance. The role of the transcendent leader is seen as an interpreter of the 
changing environments and by sense-making for organisational learning. The leader is also seen as 
preserving the firm’s purpose and guiding the firm’s development with evolving and emerging strategies 
that are not fixed to a specific future. And towards enabling organisational effectiveness and distributed 
intelligence, the leader is expected to focus less on control and more on empowerment and human capital 
development.

Figure 2: Transcendent leadership (Crossan et al., 2008)

Transcendent leadership is explained methodically and metaphorically in Gardiner (2006) through the 
statement: “It is this ability to lead from a consciousness of wholeness, modelled by Gandhi, that most 
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distinguishes the transcendent leader”. The recognition of the connectedness of all beings and to operate 
with that understanding and consciousness is said to distinguish transcendent leaders. Dialogue is identified 
as the method or the core interactive process through which the leader is able to embody and build collective 
consciousness. It is recognized strongly that the evolution of consciousness is required to resolve the 
complex problems of the world. Transcendent leadership is said to pave the way for human talents and 
energies to be maximised for the betterment of everyone in the world - personally, organisationally and 
globally.

Gardiner and Walker (2009) examine transcendent leadership as applied globally in various contexts, 
theories, and perspectives. In a global perspective, transcendence is described as “the human capacity for 
freedom. It is freedom of choice, freedom to raise above and beyond internal limitations and external 
constraints” (Gardiner and Walker, 2009). The authors present various leaders and their core-values that 
exemplified their ability to transcend their world views and inspire others to follow them. A reference to 
Anwar Sadat, President of Egypt who brought about the Camp David Peace Accord between Israel and 
Egypt states that “he who cannot change the very fabric of his thought will never be able to change reality, 
and will never, therefore make any progress” (in Gardiner and Walker, 2009). This is the recognition of the 
mindset shift that is required in a leader before changes can be brought to effect. The mindset shift in the 
case of a transcendent leader is the expansion of the sense of self to connect with the wholeness and accept 
the interconnectedness of all. The authors call out the core values that ground transcendent leadership as 
humility, love, courage, persistence, integrity, compassion, service, and peace. They conclude that “It 
involves spiritual intelligence regarding the true nature of an interconnected world and its dominant 
principles of truth and love” (Gardiner and Walker, 2009). 

3.3 Capability development

Nussbaum’s capabilities approach to development asks the critical question “what is each person able to do 
and to be?” (2011, p. 18). This approach takes a normative stance on human development, which is centred 
around promoting opportunities for people, who have the freedom to choose to exercise those opportunities. 
In addition to this, the capabilities approach is fundamentally concerned with social injustices and inequality 
and how these systemic challenges lead to capability failures, building on works by Amartya Sen. 

Nussbaum highlights the importance of referring to capabilities in plural, as a person’s quality of life is 
made up of a multitude of aspects such as health, education, and well-being, and therefore cannot be reduced 
to a single metric (2011, p. 18). An individual’s capabilities is a combination of opportunities shaped by 
personal abilities, as well as the political, social and economic environment (Nussbaum, 2011, p. 20). 
Nussbaum conceptualises internal capabilities as traits and abilities that can be trained or developed often 
through interaction with social, economic, familial, and political environments (Nussbaum, 2011, p. 21). 
Internal capabilities are just one aspect of the combined capability of an individual. This distinction is useful 
for understanding that a person may have the internal capabilities to work with sustainable change but may 
not have the opportunities to realise those capabilities in their context. This raises the question, which 
internal capabilities are the most important to bringing about sustainable change and how does the context 
play a role in shaping individual opportunity to realise these capabilities? 
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Sustainability challenges fit well into Northouse (p.262) description of adaptive challenges: problems that 
are not clear cut or easy to identify. These are also not easy to tackle and often resisted because it requires 
changes in people’s assumptions, beliefs, perceptions, attitude, and behaviours. When faced with such 
problems, the skills, and capacities within the leaders and within the systems they work within, also needs 
to be sufficiently developed to tackle and overcome the challenges. Jakku and Lynam (2010) studied the 
definition of adaptive capacity and framed it as “Adaptive capacity comprises the properties of a system 
that enable it to modify itself in order to maintain or achieve a desired state in the face of perceived or actual 
stress”. In explaining the definition, they refer to ‘modify itself’ as the process of adaptation, the ‘maintain 
or achieve a desired state’ as the transformation. Adaptation is here referring to the process and outcome of 
intentional change that is expected to create a desired change or do away with an undesirable condition. 
The system reference here can be taken at a micro (individual), meso (organisational) and macro (societal) 
level.

Uhl-Bien and Arena (2017) provide an integrative review of the context of leadership towards building 
adaptability in organisations. By synthesising the theories across complexity, innovation, organisation 
theory, strategy, and network, they show that leadership for organisational adaptability involves engaging 
in tension with the operational system (stability) and generating innovations (change) to meet the adaptive 
needs of the organisation and its environment. When faced with complex challenges, the organisations that 
are drawn to operate from stability, Uhl-Bien and Arena (2017) state “managers are trained in hierarchical 
leadership with a bias toward order and a focus on top-down control. This is compounded by reward systems 
that incentivize productivity at the expense of adaptability”. However, the leaders who are dealing with 
complex adaptive challenges are required to hold adaptive spaces which allows for conflicts and 
connections to co-exist and build on one another to create a new equilibrium for the organisation. Here, 
conflict is described as engaging in tensions in an effective way to maintain the delicate balance. Tensions 
that are too overwhelming can create divides and work against amplification, and tensions that are too low 
does not create sufficient energy and motivation to create adaptive solutions. The leader in such a situation 
is expected to build an enabling adaptive space, a climate of trust and support. For adaptive solutions to 
emerge, another underlying factor is connections. Connecting is required to overcome the barriers in various 
forms: structural, behavioural, cognitive, and political. The networks created by linking ideals, resources, 
people, and technology provides the rich interconnectivity for the system (individual/ team/ organisational) 
to be adaptive. Connection and cohesion help in making the conflicts productive, in the absence of 
connection, the conflicts can be destructive. 

3.4 Theoretical Framework Sub-conclusion
Constructive-developmental theory provides the lens through which this research will examine how 
members perceive their leadership development within the CSO. Transcendent leadership provides the lens 
to understand sustainable development starting from the perspective of the inner development of a leader 
to bring about change within the self, among others, the organisation and society at large. Nussbaum’s 
capabilities approach provides a conceptual understanding of how internal capabilities are situated in a 
broader environment that can be enabling or limiting for an individual to realise certain opportunities. The 
adaptive capacities and the organisational adaptability in tackling complex challenges bring the perspective 
of sustainable challenges being handled by an organisation in the context of a developing country. Together 
these theories and concepts create a framework through which this research will explore the leadership 
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development processes of a CSO in a developing country, with a focus on inner capacities for working 
towards sustainability. 

4. Methodology 
Building on Saunders’ research onion (2019), this section will first identify the underlying philosophical 
approach to our research. This provides context and consistency in our research design. Furthermore, the 
research design and methods for data collection and analysis will be explained in this section. (Saunders, 
2019). 

4.1 Philosophical approach
This paper is formulated using a social constructivist approach. Our topic of study relates to exploring 
concepts including inner development, and capacity building for sustainability among a CSO and its 
members. These concepts build on a subjective understanding of the world, where “reality is constructed 
through social interaction in which social actors create partially shared meanings and realities” (Saunders, 
2019). A social constructivist approach highlights that the social phenomena are constantly under 
construction by the actors involved, and thereby the study of social phenomena focuses on how meaning is 
ascribed to it (Egholm, 2014, p. 145). This approach also brings focus to the importance of understanding 
the context from which meaning emerges including situational, historical, geographical, and cultural. This 
is particularly relevant, as the interest of this research is to explore how the IDG framework, which was 
developed within a predominantly Eurocentric context, applies to how a CSO in the Philippines works with 
capacity building among their members to bring about local sustainable change. In this way social 
constructivism supports the relevance of examining how the organisational and broader social context shape 
the way that our interviewees talk about and ascribe meaning to capacity building for sustainability in 
aligning and diverging ways. 

A social constructivist approach further provides an understanding of how to view the interconnection 
between individual meaning-making and broader societal discourses. On the one hand, is the view that an 
individual’s language and knowledge is reflected and constrained by a broader mainstream societal 
discourse. On the other hand, social constructivism takes a normative standpoint on the power of language, 
knowledge, and discourse to bring about societal change by revealing and questioning what is taken for 
granted in the status quo (Egholm, 2014, p. 144). A parallel can be drawn between the SDGs, IDGs and the 
CSOs Action Framework and Areas of Opportunity; they are all a form of guideline or model for how 
different actors can work towards a more sustainable future. In this way all these frameworks provide a 
normative view on how the future should be and what getting there should look like. However, the SDGs, 
IDGs and the CSOs Action Framework address change at different levels ranging from the global to the 
local to the inner capacities. However, what the IDGs and the CSO in the Philippines have in common, is 
that organisations are viewed as the key context within which individuals develop their inner capacities for 
sustainability. This leads to the relevance of exploring where these frameworks overlap and where new 
meaning can emerge, keeping in mind the different contexts in which they emerge and seek to create 
sustainable change.
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4.2 Research Design
The study focuses on the development of leadership capacity in the context of a CSO in a developing 
country. The empirical method creates the centering of the perceptions of the leaders with regard to their 
experiences and reflections on their leadership development within the organisation. The theoretical 
frameworks applied, namely the Transcendent Leadership and Cognitive Development Theory are used to 
understand how the leader’s development of the inner self (level of consciousness) helps them become more 
effective in working towards sustainable challenges (Figure 1).

Figure  3. Visualisation of the researchers’ approach to the study

To gather the data needed to support our study, the researchers conducted qualitative interviews with 
individuals from the IDG team and the CSO.  These individuals were identified based on their roles within 
the organisation to gain varying perspectives and find parallels and differences in their experiences. The 
interviewees identified from the CSO were members who held positions at various levels, ranging from the 
local, regional, and national levels. To gain a well-balanced perspective from the interviews, the researchers 
have chosen experienced members who have been part of the CSO for at least seven years and have held 
multiple positions in the organisation.

4.3 Data Collection
The collection of our data is three-fold, in order to bridge findings from the organisational frameworks to 
how they are used in practice. Data is collected through organisational documents and semi-structured 
interviews to triangulate the findings of the research (Silverman, 2015, p. 151). 
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Organisational documents from the CSO and the IDG initiative make up the secondary data used in the 
research. These organisational documents are viewed by the researchers as information that has been 
filtered by the CSO and the IDG initiative. Examining these frameworks via organisational documents, 
gives insight into how the CSO and the IDG initiative present themselves and frame inner capacity building 
through the language used in their respective frameworks (Silverman, 2015, p. 404). 

Semi-structured interviews were conducted to triangulate the findings from examining organisational 
documents, in order to better understand the context in which the approaches to capacity building for 
sustainability were developed, as well as their application in practice. A total of eight online interviews and 
one in-person interview were carried out with various representatives from the CSO and the IDG initiative 
(Table 2). Conducting semi-structured interviews allows researchers to collect responses from the 
interviews that are relevant to answering the research question, while still leaving the possibility for open-
ended responses and follow-up questioning (Silverman, 2015, p. 247). In addition to this an interview guide 
was made prior to conducting the interviews in order to consistently inform the interviewee of the aims of 
the research and their participation, collect consent to record the session, as well as prepare open-ended 
questions informed by the research question and theory (Jacob & Furgerson, 2015). 

Interviews were conducted with 5 representatives from the CSO at both the national and local level. 
Interviews were conducted with both National and Local Skills Development Directors from the CSO to 
gain insight into the support and training provided for members to help them implement the CSO’s Action 
Framework. This included getting a better understanding of the content of the trainings and how the content 
is decided on according to local needs. In addition to this, Project Chairpersons were interviewed to better 
understand how the CSO’s Action Framework is used to guide their work and which skills and competences 
are needed in implementing local community projects on the ground. Exploring perspectives from the 
content development process of trainings and to those that carry out the local projects sheds light on the 
adaptability of the skills, competences and values surrounding the CSO’s Action Framework to support 
local implementation of sustainable solutions. A separate interview that was used in a prior study by one of 
the researchers, which included information that is relevant to this study was also used. After their initial 
interviews, the interviewees from the CSO were sent a link to a video about the IDGs and were asked to 
answer 2 follow-up questions related it. 

In addition to this, interviews were carried out with representatives from the IDG initiative. This provided 
insight into the background and purpose of the IDG initiative, as well as its ongoing development. The 
researchers also participated in a one-day summit  centred around the 5 aspects of the IDGs: being, thinking, 
relating, collaborating and acting (Inner Development Goals Summit 2022, n.d.). At the summit several of 
the founders and main contributors to the IDGs presented on topics related to different aspects of inner 
development. In addition to this the global outreach and examples of practical application of the IDGs were 
introduced. Participation in this summit shed light on the current development of the IDGs and the discourse 
around knowledge sharing when it comes to concrete examples and ways of practising the IDGs. In addition 
to this, it provided an opportunity to connect with interview persons related to the IDG initiative. As a 
result, 3 interviews have been conducted with representatives of the IDG initiative, to gain insight into the 
context of the development of the IDGs and the approaches to becoming a global framework for developing 
capacities for sustainable development.

https://www.zotero.org/google-docs/?B7IzYL
https://www.zotero.org/google-docs/?y2ifeC
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Table 2. Overview of Interviewees

4.4 Data Analysis 
The researchers approached data analysis in two steps. Firstly, thematic coding was used to organise the 
findings from the interview transcripts. Codes were generated beforehand, informed by the research's 
theoretical framework. However, upon analysing the interview transcripts during the coding process, the 
researchers included additional codes as they saw fit. As a result, the researchers identified ten overarching 
themes, under which are 3-5 more specific codes. The researchers used the software Nvivo as their primary 
tool in coding. Table 3.1 illustrate the codes that were formulated. 

Secondly, the codes were used throughout the analysis section of the research to add an in-depth 
understanding of the topics and aid in the researcher's analysis. These topics and corresponding codes that 
applied are illustrated in Table 3.2. 
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Table 3.1 - Coding Themes 

1. Capacity Building 
Approaches

2. Complexity 3. Context and External Environment 4. Civil Society Organisations 5. Developing Others

- Leading Projects
- Mentoring
- Networking
- Training
- Other Capacities

- Diversity
- Interconnections
- Networking
- Training
- Other Capacities

- Developing Country Context
- External Challenges
- Internal Challenges
- Global Outreach
- Socio-cultural Awareness

- Local Adaptability
- Volunteer

- Beneficiaries
- Teams

 

6. Developing Self 7.Leadership 
Capacities

8.Operationalisation 9.Organisation 10.Sustainability

- Consciousness
- Individual Growth
- Purpose
- Willingness to Change

- Acting
- Being
- Collaborating
- Relating
- Thinking

- Impact
- Implementation Challenges (Internal)
- Implementation Challenges (External)
- Implementation Methods and Tools
- Intervention Examples
- Needs-based (Process)
- On the Ground
- Risks

- Motivational Structures
- Organisational Structure
- Organisational Context
- Organisational Development
- Organisational Mission

- SDGs
- Sustainable Impact
- Sustainable Project 
Management

Table 3.2 - Analysis Topics and Corresponding Codes

Organisational Context 
Shaping Leadership 
Development

Leadership Approaches 
within the CSO

Member’s Perception of 
their experience in the CSO

Development of Self Among 
Leaders in Working Towards 
Sustainable Development

Organisations as an 
Agency of Change and 
Individuals as Vehicles 
within them.

- Organisation
- Capacity Building 
Approaches
- Complexity
- Context and External 
Environment
- Leadership Capacities
 - Civil Society 
Organisations

- Capacity Building 
Approaches
- Complexity
- Developing Self
- Developing Others
- Sustainability
- Civil Society Organisations
 
 

- Capacity Building 
Approaches
- Operationalisation
- Leadership Capacities
- Civil Society 
Organisations

- Developing Self
- Developing Others
- Leadership Capacities
- Sustainability
- Complexity
- Civil Society Organisations

- Organisation
- Operationalisation
- Complexity
- Civil Society 
Organisations
 

4.5 Ethical Considerations
Before conducting the interviews, the researchers provided all interviewees with a consent form detailing 
the interview's purpose and required their signatures to indicate their approval. The names and personal 
identities of the interviewees and their respective affiliated organisations are also kept anonymous. The 
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interviewee featured in an interview from a previous study by one of the researchers was also informed of 
its inclusion in this research, and the corresponding updated consent form was provided. When citing quotes 
from the interviews throughout the research, the researchers wrote the quotations verbatim to ensure that 
the statements were interpreted within the intended contexts.

4.6 Limitations
Although the IDG framework is relevant across multiple disciplines, our study brings perspectives only 
from the theories of Leadership, Organisation theory, Adult Development, and Complexity theory. The 
CSO featured in our research operates in multiple countries, but we chose to focus on the CSO’s operations 
only in the Philippines. Within the CSO, multiple perspectives among its members who hold different 
positions in the organisation and have varying personal experiences are present; however, we chose to focus 
on gathering information from members that we find relevant towards attaining the study's objectives.

Eight out of nine interviews were conducted online via Zoom, mainly due to logistical and time constraints. 
Although convenient, certain risks such as connectivity and technical issues are present. Virtual 
conversations also limit the depth of interaction between the interviewers and the interviewee compared to 
in-person interviews. As a result, interviewees may miss out on non-verbal cues such as body language that 
could prompt them to either build on or divert their line of questioning.

5. Object of study 
The international parent organisation of the CSO featured in this research was first established in St. Louis, 
Missouri, in the United States in 1915 to enable community problem-solving, promote goodwill, 
collaboration, and understanding amongst all people. Its founder envisioned the CSO as an organisation 
that could harness the energy of young leaders to overcome a variety of civic challenges (Junior Chamber 
International, n.d). Guided by its mission, “To provide development opportunities that empower young 
people to create positive change,” and its vision, “To be the leading global network of young active citizens” 
(JCI Philippines, n.d), the CSO aims to nurture young people to become great leaders and be the catalysts 
for creating sustainable and long-term results in their respective communities. Through its skills 
development initiatives and the CSO’s guiding Action Framework, the organisation is committed to 
developing its members and equipping them with the necessary skills to create positive change. The CSO 
featured in this research was founded in December 20, 1947 and is the first nationally organised leadership 
development organisation established in Asia. Today, the CSO has over 200 local chapters in the country 
(Junior, n.d., Yu, n.d)



26

Figure 4. The CSO’s Action Framework and the 4 Areas of Opportunity

The CSO’s Action Framework is a cyclical and iterative process to ensure that the solutions developed by 
their members are able to provide sustainable and lasting impact for their beneficiaries. The framework 
comprises four main steps: analyse, develop, implement, and evaluate, and serves as a guide for local 
chapters across the globe to identify the pressing needs and provide the corresponding sustainable solutions. 
The Action Framework is designed to help create actions centred around the 4 Areas of Opportunity 
identified by the CSO namely: Individual Growth, Community Action, International Cooperation and 
Business and Entrepreneurship, through which members of the organisation can acquire or refine leadership 
skills and benefit society mutually (JCI Macao, n.d). Under Individual Growth, members of the CSO are 
provided with certified personal and professional training programs from the CSOs International Training 
Institute. These training programs develop valuable skills such as goal setting, time-management, public 
speaking, parliamentary procedures, and protocol. By equipping members with these skills, the CSO aims 
to develop its members as future leaders of the community (JCI Kowloon, n.d; JCI Macao, n.d). Under 
Community Action, members can create impact on a local, national and international level through various 
community development programs. Guided by the Action Framework and the philosophy “think locally, 
act globally”, members identify social needs and issues and develop the necessary projects to improve their 
communities' well-being (ibid, n.d). The wide international network of the CSO also allows members to 
gain valuable international exposure, develop international friendships, and derive awareness on cross-
border, cross-culture issues. Through a network of more than 200,000 members in over 100 countries 
globally, the CSO offers its members opportunities to understand and be involved in global issues. 
Activities under the International Cooperation area of opportunity include international conferences and 
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programs, sister-chapter relationships through twinning agreements and business exchange. Lastly, the 
Business and Entrepreneurship area of opportunity allows members of the CSO to pursue personal business 
interests. Through numerous forums and programs, such as [the CSO] Business Academy, members of the 
CSO can develop entrepreneurial and business skills. As one of the objectives of this area of opportunity, 
the CSO supports business development as a means to eliminate poverty and human suffering (ibid, n.d). 
Another objective of the CSO’s Action Framework is to add value to the organisation itself through 
increased brand awareness, membership growth and financial sustainability through public and private 
partnerships (Junior Chamber International, 2021).

6. Analysis 
The analysis aims to explore the leadership development process of a CSO in a developing country. The 
leadership development approach within the CSO is shaped in the broader sense by the organisation’s 
mission, values and organisational structures, and in the narrower sense by organised activities through 
which the CSO aims to build the capacities of its members primarily through training, leading projects, 
leading within the organisation, mentoring and networking. The analysis will furthermore explore the 
members’ perception of their experience in the CSO and how it has shaped their leadership development.

6.1 Organisational Context Shaping Leadership Development
The CSO’s approach to building capabilities among their members is closely tied to the purpose of the 
organisation. In line with the CSO’s mission, “to empower young people to create positive change,” 
members described the purpose of the organisation as being centred around the growth and development of 
its members. One interviewee described the CSO as: “it’s actually a leadership organisation that finds its 
expression in community development” (Interview 6). This highlights the connection between developing 
leaders within the organisation through planning and implementing local community interventions. This 
was further elaborated on by another interviewee: “The purpose of [the CSO] is not community work. It is 
not charity. The purpose of [the CSO] is to empower people, to train people, teach and mentor people, so 
they can gain the skills and the character that will enable them to help communities solve their problems” 
(Interview 2). This points to the “process-oriented” approach within the CSO, that is centred around 
strengthening the capabilities of an individual to enable having a significant impact on their community. 

A head trainer within the CSO explained a historical shift in how the outcomes of the organisation was 
viewed, from measuring the number of activities carried out to focusing on the impact of those activities 
(Interview 6). This was illustrated through the example of a shift from counting the number of beans 
planted, to the number of plants that survived, or a shift from looking at the number of scholarships given, 
to how many of those scholars got a job afterwards (Interview 6). The head trainer reflects on how this 
reorientation towards long-term impact of the CSOs activities has led to a focus on developing adaptive 
capabilities among members: “the impact is what dictates the skills that you will need to teach the 
implementers, so that they can get the results that they want” (Interview 6). 

Through the CSO’s Action Framework, members are given a systematic process that guides them in how 
to create impactful outcomes. The Action Framework is a problem-solving tool that guides members 
through a four-step process where: “you have to analyse the problem, you have to develop a solution based 
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on the problem, and then you have to execute, and then you have to review the results” (Interview 1). The 
Action Framework serves as a tool that members can apply to all activities within the organisation including 
developing training modules and leading projects among other organisational activities. In this way the 
Action Framework becomes the roadmap that members should apply to reach their intended outcomes. 

Although the Action Framework is an official process within the CSO, members highlighted that not 
everyone is aware of the framework and how to apply it (Interview 1, 2, 5). In addition to this, one 
interviewee highlighted that the use of the Action Framework tends to become more of a compliance 
requirement that has to be fulfilled rather than a tool that is intentionally used to create impact (Interview 
4). Several interviewees highlighted the need to bring more awareness to the framework and train members 
in how to use it. A previous trainer and chapter president expressed: “You force them to go through the 
process. You lead them, you go with them, you work with them, pull them, push them [...] in order for them 
to be able to appreciate its value” as he further describes that “people won't, on their own initiative, go 
through this lengthy tedious process” (Interview 2). This highlights some of the challenges to 
operationalising a formal framework among members and the role of training and guidance in encouraging 
members to adopt and apply the framework in their activities. 

A defining characteristic of the CSO’s organisational structure is the principle of “One Year to Lead”, 
where members are given one year to fulfil the responsibilities for a role. Through this approach, members 
are encouraged to maximise their growth and contributions, given their limited time in their position. 
Concurrently, this approach also allows members to lead from various leadership positions at the 
organisation's local, national, and international levels every year. Through their leadership experiences at 
different roles, members further develop their leadership capabilities by handling varying responsibilities 
and challenges that come with it.

6.2 Leadership Development Approaches within the CSO 
The activities through which the CSO develops its members is through a combination of training, project 
implementation, along with mentoring from senior members and networking opportunities. The following 
sections will explore how members of the CSO view their own leadership development within the CSO by 
engaging in these activities. 

6.2.1 Training

Training sessions are one of the primary ways that the CSO attempts to develop their members. This 
includes official courses that are applied to all chapters globally. For example, all new members are required 
to participate in an introductory course that orients them to the history, purpose and values of the CSO. 
Other official courses cover topics related to effective leadership, effective meetings, public speaking, 
networking, and project management. In addition to this, there are non-official courses that are developed 
by national, regional, and local trainers in the CSO. 

Skills development and training in the CSO is adapted to the needs of members, which vary across local 
chapters. Members who choose the training path within the CSO, are taught how to develop non-official 
courses: “we have close to 100 [local trainers] that have basic design skills, so that they can come up with 
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courses, short ones, where people can actually deepen or get their introduction about certain skills they 
want” (Interview 6). In addition to local trainers, there are senior trainers that are professionally trained to 
develop courses, complemented by practitioners in the industry who are also members of the CSO and 
volunteer to speak on specific topics (Interview 6). 

The training needs of members are identified through various tools including the application of the CSO’s 
Action Framework and needs-based analysis methods. One previous trainer identified the needs of members 
by surveying various local chapters and asking them directly what their training needs were, as a foundation 
to build a regional training plan (Interview 5). In addition to this another trainer used training-needs analysis 
methods: “to identify what are the gaps in their organisational and individual skills within the organisation 
and plug those gaps” (Interview 2). Examples of local, non-official courses include training modules that 
teach members how to drive a car, how to plant mangrove trees (Interview 5) and a course on the SDGs 
(Interview 2). A head trainer highlights the potential to improve storing the local training courses that are 
developed in the CSOs online library to make them accessible for others to use throughout the CSO 
(Interview 6). 

The significance of the training courses in the CSO was highlighted through reflections on the consequences 
of the absence of them via the statement: “if we don’t have the required training, you might end up creating 
interventions that do not address a problem in a particular community, or worse, you might end up doing 
harm or exacerbating the problem” (Interview 2). This was further echoed by another interviewee, who 
expressed: “[...] without training these members will be misguided. They will not know how to create [...] 
a sustainable and impactful project, what [the CSO] is all about.” (Interview 5). This suggests that certain 
skills are needed to be developed in order to deal with and address the complexities of creating a sustainable 
and impactful project. Without these skills and knowledge, members risk creating outcomes that are 
unintended for the beneficiaries of the CSO’s interventions. This highlights the importance of developing 
a certain level of knowledge and competence through training, in order to affect sustainable change 
externally.

One member explains the connection between the CSO’s Action Framework, skills development training 
and leading projects in developing members: “There is a process component that all of us have to be 
excellent in. But processes are also dependent on individuals that are properly formed in terms of 
knowledge, skills, and attitude, so that they can actually run the projects well and be able to get good results 
for their communities, then eventually have replicable results” (Interview 6). This highlights the importance 
of developing the competencies and outlook of members to be able to apply the Action Framework in the 
proper way when planning and implementing community interventions. This connects to Transcendent 
Leadership, in that the knowledge, skills and attitude of a member within the CSO influences the way that 
they make decisions and ultimately their capacity to bring about change among others by applying the 
Action Framework (Crossan & Mazutis, 2008). 

Training in the CSO’s Action Framework is typically incorporated into the CSO’s Impact Course. This 
involves introduction to the steps that a member should take to create an impactful outcome as applied to 
different organisational activities. A previous trainer explained “creating an intervention requires a plan, 
and you need to have the skills to see something, to be able to see the root cause of a particular problem. 
Then you intervene, you set out to resolve the root cause of the problem. Otherwise, if you are just treating 



30

the symptom, signs of a particular issue, the problem will recur, and you can’t say that you solved the 
problem” (Interview 2). This shows that cognitive skills are needed to be able to identify the root cause of 
a problem including complexity awareness, perspective skills, long-term orientation and sense-making in 
order to understand the underlying and complex challenges to local community issues (Inner Development 
Goals, n.d.). 

Another course related to developing the inner capacities of members included a training module on the 
Japanese principle of Omoiyari. This was mentioned by two interviewees, where one described it as “it’s 
all about something like consideration for others. Whatever it is that you do, it is how you decide, how you 
act, you should always keep in mind other people. How your decisions, how your actions, even the words 
that you are going to say. Always consider how it is going to affect other people” (Interview 2). This speaks 
to developing skills related to oneself including self-awareness, empathy and compassion, openness and 
learning mindset, and having an inner compass that is closely guided by connectedness towards others 
(Inner Development Goals, n.d.). This cultivates a level of awareness around how one’s individual actions 
have a potential effect on others. Building on Gardiner and Walker’s view on transcendent leadership 
(2009) the principle of Omoiyari speaks to developing the ability to view the interconnectedness between 
the self and the whole. Eriksen (2006) describes the people operating from the socialised mind (level 3 
order of consciousness) seeking clear direction, structure and authority-based experiences. The exposure of 
the CSO’s members to trainings that focus on developing an appreciation for the connectedness of the self 
with the others and the larger community creates an environment within the organisation that values social 
relationships and support for one another. 

Both trainers expressed that a part of their role is to motivate other members through training as their job is 
not to discipline members, but to encourage them (Interview 2, 5). The resistance to learning within the 
training courses was further elaborated on by a former trainer: “it’s easy to teach, but it’s difficult to make 
people comply, follow, appreciate the lesson” (Interview 2). One way of motivating others through training 
is achieved by developing courses that meet the interests of members to avoid burnout and inactive 
participation in the CSO (Interview 5). Another way to motivate others is to “influence people to see things 
the way we do as well” (Interview 2). However, in order to be a role model for others, one trainer explained 
that he needed to build credibility as a trainer, which was supported by gaining recognition through awards 
given by the CSO. The same trainer also incorporated his experience from outside the organisation into his 
training sessions: “I cite examples, anecdotes, stories, from real world experience in development 
interventions, realities in my view, to enrich the perspective, open the eyes to the realities out there” 
(Interview 2). Building on transcendent leadership, this shows the ability of trainers to motivate others by 
being aware of the needs of members and being self-aware of one’s personal perspectives and strengths that 
can inspire others (Crossan and Mazutis, 2008).

Creating and sharing knowledge not only among individuals, but also within organisations is identified as 
one of the four core aspects that influence capacity development in UNDP’s Capacity Development Primer 
(2009). The One Year to Lead principle within the organisation, make training courses a way through which 
members become aligned with the organisational direction and values and become socialised into the 
organisational context. When members occupy new positions, they must undergo a training academy related 
to the duties and responsibilities within their role (Interview 5). Trainings are also a way to facilitate 
knowledge transfers between members. For example, before becoming a president of a local chapter of the 
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CSO, one must attend a three-day training session on how to lead the local organisation. During this session, 
the incoming presidents are presented with and made aware of the “possible hardships that you are going 
to encounter, what are the past failures of the past president that can be avoided by the next” (Interview 5). 
In addition to this, a previous regional trainer pointed out that although there is an evaluation phase of the 
Action Framework, where members are encouraged to review their learnings, the CSO does not provide an 
official format for reviewing projects (Interview 5). This led him to develop a module that introduced a 
method for After Action Review, to fill this gap. This shows the importance of training in facilitating and 
developing the skills for knowledge sharing between members. 

6.2.2 Leading Projects

The primary objective of the training initiatives of the CSO is to equip members with certain skills and 
knowledge to establish the foundation that is essential for their leadership development. However, it is 
through the practical application of the knowledge gained from training that the CSO and its members can 
create the intended impact. One interviewee states: “The training teaches us just more of the foundation of 
everything, and then when you're out there in projects when you're implementing projects, that's when these 
theories, the things that you learn from trainings come in.” (Interview 4). Another interviewee emphasises 
how the CSO compliments training with practical application by putting its members in a position to lead 
and apply their gained knowledge: “JCI is a training ground for leaders because it puts you in a position to 
lead, so we don't just talk about leadership, we don't just train you to become leaders. We put you in a 
position to lead” (Interview 1). 
 
Through projects, members of the CSO are not only able to apply learnings gained from training, but they 
are also able to develop themselves by putting the Action Framework into practice. Several interviewees 
mentioned the importance of the Action Framework in achieving project objectives and sustainable impact: 
“…as we work with our community we don't just do projects, because [the CSO] taught us to use first active 
citizens framework [Action Framework]. Like don't just do feeding programs, don't just do read along 
programs, what you need to do is to address and make it a sustainable solution for every problem. So survey, 
analyse, plan for it, take partnerships, take action and of course evaluate” (Interview 5). By consciously 
applying the Action Framework, members develop skills in how to develop solutions that address the 
underlying challenges of a problem, which in turn can lead to creating a more sustainable impact. 

The first step of the Action Framework, Analyse, encourages members of the CSO to identify the root 
cause of the problem. One interviewee explained how he experienced a tension between taking action in an 
urgent humanitarian situation, when a typhoon hit the Philippines, and taking the time to understand the 
needs of those receiving the help: “my approach was considered slow because I said no, let's just see what's 
happening on the ground, let's actually go there first, let's talk with people and ask them what they need. 
Because they may not even need food, they may not even need clothes. You know so we had this argument 
because [another CSO member] was saying that we have to be fast, we have to be on the ground. But that 
goes against the Action Framework because we haven't even analysed the situation yet” (Interview 1). This 
provides an example of dealing with a complex and conflicting situation by seeking to make sense of the 
problem and solution from the perspective of those on the ground. This builds on several skills identified 
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by the IDGs including critical thinking, perspective skills, sense-making, as well as courage to take a 
different approach to addressing an urgent challenge (Inner Development Goals, n.d.).

The second step, Develop, focuses on planning high-impact projects that have sustainable and long-term 
benefits. Interviewees 4 explained: “Yes, I think that the framework helps a lot since it's a step by step 
guide. It's a guide I guess to just make sure that, it's not a temporary fix to a problem, it has to be more 
sustainable, like plan the next couple of months, next couple of years” (Interview 4). This shows how a 
member practices and learns how to adopt a more long-term orientation when it comes to planning projects 
by applying the Action Framework. In addition, an interviewee highlighted the importance of 
communication skills planning phase: “You need to be able to speak out about what you think, how you 
feel, going through the whole planning process, of the project management process, you need to talk to your 
potential beneficiaries” (Interview 2). In addition to this, developing communication skills are also crucial 
in mobilising resources and support for a project through sponsors and partners.  

The third step, Execute, brings focus to the importance of the ability to collaborate with others and maintain 
collaboration over time. Several interviewees mentioned experiencing challenges when it came to project 
implementation in the implementation phase due to lack of participation from the local partners and the 
community (Interview 1, 5). One member was involved in the planning and implementation of an extensive 
project in collaboration with the authorities and community of a local district. The project involved sorting 
household waste and building a community garden, where the composted waste could be used to grow food. 
However, the interviewee explained that the project “eventually failed because the [local district authority] 
didn’t cooperate with us” (Interview 5). In reviewing the project, they found out that the local district 
authority felt they did not have the time to manage the community garden by themselves and in addition to 
this the garden did not produce sufficient vegetables (Interview 5). However, this project became a lesson 
in what went well and what could be improved, and it was implemented again the following year in another 
local district where the collaboration worked well (Interview 5). The project was unsuccessful again 
because the soil was not good enough (Interview 5). The following year, the local chapter planned to 
continue the project, however this did not happen due to the COVID-19 pandemic (Interview 5). This 
example shows several skills that were practised and developed through the challenges met during the 
implementation of a project including building trusting relationships with local partners and perseverance 
through setbacks within and outside of one’s control (Inner Development Goals, n.d.). 

The final step of the Action Framework, Review, encourages the project team members to interpret the 
project results and improve the project based on past learnings. Despite the potential benefits of the Action 
Framework, its implementation does not guarantee that all projects are successful. By evaluating the results 
of the project, members of the CSO are given the opportunity to make the necessary adjustments. In cases 
where, due to certain factors such as limitations in resources and time, the project team can make 
recommendations on what aspects of the project could be improved if the CSO decides the project serves 
as a guide for the development of other projects. Interviewee 1 illustrated his experience with evaluating 
one of the projects he was involved in: "We had this charity fundraising event for car enthusiasts and we 
computed that we needed at least 80 participants for us to make the donation that we were targeting to 
donate, but on the day itself only 20 participants showed up so you know we thankfully we didn't lose a lot 
of money we were still able to donate to our beneficiaries. The same project happened the following year, 
and we raised so much more because we already applied the learnings from the previous year". By 
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evaluating the results of their fundraising project, the project team was able to identify their shortcomings 
when it came to collaborating with external partners. As a result, the project team that handled the 
fundraising activity the following year was able to make stronger and more formal commitments from the 
partners involved to achieve their objectives and exceed their expectations. This showed the ability to adopt 
a learning mindset in order to improve mobilising resources through collaboration (Inner Development 
Goals, n.d.).

Although impactful results of projects are part of the objective, the growth of members through project 
management is not entirely dependent on its result or output. Interviewee 1 and 4 mentioned in their 
interviews about the “process oriented” nature of the CSO, wherein self-development occurs when 
members go through the project management process, which at times, also include setbacks. Interviewee 4 
expresses: “in [the CSO] we're a process-oriented organisation, so it doesn't really matter. I mean, of course 
it matters what the outcome would be, but we learn things along the way”. This perspective on failure within 
the organisation was also reiterated by Interviewee 1: “.. [the CSO] is, I would say, a process-oriented 
organisation so we really value the learning, the growth of the individual because that is what really results 
in the, you know, other things such as community development, sustainable development”. The process-
oriented nature of the CSO influences a shift in the members' perspective when leading projects. It allows 
them to put more emphasis on learning by willingly going through the process despite possible risks and 
uncertainties. Interviewee 1 states: “I was kind of like a perfectionist, like I wanted everything to be perfect 
but that's when I came to realise that, even though [the project] wasn't perfect, I learned so much and that's 
when I realised that [the CSO] is really a process-oriented organisation. You may not have got the results 
that you wanted, but what did you learn?”. In tackling the challenges faced while implementing projects, 
the processes, and structures within the CSO helps ground the leaders in their learnings even when the 
projects may have failed. Putting emphasis on this process allows for the possibility of a “win-win” 
scenario, wherein both the intended beneficiaries, through projects, and the members of the CSO, through 
their involvement in the project cycle, can benefit. One interviewee reflects on how leading projects “it's 
not just to give back to the community, but also for individuals to develop themselves” (Interview 6). This 
provides practical insights into how engaging with local sustainability challenges can develop individuals, 
when supported with the tools and knowledge of how to address the complexities of a challenge 
perseveringly, mobilise resources and reflect on learnings to further develop oneself and a project.

6.2.3 Leading within a Voluntary Organisation

In addition to training and leading projects, another pathway that can be taken within the CSO is to become 
elected into a leadership role, for example as a local chapter president. Moving across levels in the 
organisation creates exposure to new types of challenges and requires members to learn and adapt to the 
situation, expanding their comfort zones and skill sets. One interviewee explained “…different 
responsibilities meant that at every role I was learning something different about the organisation and more 
importantly I was learning to deal with different I would say situations of leadership” (Interview 1). This 
shows how by being exposed to different challenges can lead a member to grow.

The CSOs structure, culture, and capacity-building activities allow its members to choose their path towards 
their leadership growth as they see fit. However, the voluntary nature of the organisation implies that there 
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are also certain limitations and challenges. Interviewee 2 states: “[the CSO] is a voluntary organisation. 
People are free to join, and people are free to leave anytime they want. Having said that, [the CSO] may 
not be an organisation for everyone. It goes without saying, you must commit yourself willingly to go 
through this process in order for you to stay in the organisation”. Although numerous opportunities for 
capacity building exist within the CSO, the growth and development of a member is dependent on their 
own willingness and interest. Interviewee 2 also describes the challenges surrounding one’s leadership 
journey within a voluntary organisation: “It’s difficult to practice leadership within a voluntary organisation 
because people can leave simply because they don’t like you. If you said something once that they did not 
like, they can leave. They won’t show up to the next project meeting or the general membership meeting. 
So you have to be really prudent in how you communicate and how you talk to people, how you manage 
people. You can’t run an organisation without members”. These statements from Interviewee 2 illustrate 
the internal challenges in a voluntary organisation that requires a leader to have a deeper understanding of 
themself. A leader's awareness in handling their expectations, assumptions, emotions, and mindset toward 
themselves and others, plays a critical role in maintaining a trusting and dependable relationship with peers 
and team members and helps to maximise the opportunities for growth. 

Compared to other more conventional organisations, leaders in voluntary organisations require a different 
approach to influencing others. Relating to the IDGs, this requires a leader to practise qualities such as self-
awareness, appreciation, empathy and compassion, and trust in others (Inner Development Goals, n.d.). 
During his term as the president of his local chapter, Interviewee 1 mentions his experience in leading 
others, some of whom he considered more accomplished than him; he states: "some members that were 
under my term were more successful than me you know they were, I would say…came from like rich 
families, they had more experience, and some of them were older, so I had to learn how to motivate these 
people to listen to me". Interviewee 6 also echoes this by saying: “at the same time they are all volunteers 
and so they cannot really be told around the things that they need to do”. This pushes members within a 
leadership position to create a space for co-owning the projects, where members of the team can take 
ownership and contribute actively instead of taking a passive role. Interviewee 1 narrates his experience of 
recognizing the contribution of his team member in a project he was leading as “I’m the president yes but 
I’m not the smartest, I’m not the best you know there are people who are smarter than me and I’m not afraid 
to like kind of step back… Oh yeah this project was her idea, she did most of the work I just guided her, 
helped her but that’s her, let’s congratulate her”. The ability of a leader to step away from the spotlight and 
encourage and support their team members shine, grow and get recognized, allows for a climate of trust 
and ownership. It also increases the potential for team members to pursue the leadership journey as they 
experience validation of their contribution and success through their own efforts.

In most cases, members in a voluntary organisation are not compensated for their involvement and 
contributions, and sometimes, this may limit a member's involvement and commitment to the organisation. 
As a way to motivate the members of the CSO, they employ an award system which is aimed to highlight 
and recognise both organisational and individual achievements. Interviewee 2 states: “In JCI, one of the 
ways they try to motivate members is to have awards. So, awards in terms of individual accomplishments 
as well as project implementation”. Interviewee 2 also mentions how awards are beneficial for a member’s 
journey within the organisation. When he pursued the path of being a trainer in the organisation, he 
perceived winning awards as a way to establish his credibility as a trainer (Interview 2). Although there are 
benefits of the CSO’s award system, it does come with unintended consequences. Some members and local 
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chapters end up diverting from the objectives of the CSO and instead, make the awards and recognition as 
their motivation to conduct community projects. Interviewee 6 states: “this one is controversial because 
some people are motivated by awards. To us, the awards are a consequence, they're not what you should go 
on for”. The competitive nature of some members and local chapters also exacerbates this unintended 
consequence. Interviewee 4 mentions this experience: “I guess it's like they're making it like it's supposed 
to be a competition, but it's becoming not that good in my opinion”.

Another experience of leading within a voluntary organisation is learning how to manage and work together 
with a diverse group of members. One interviewee expressed: “I realised that I could be really patient, for 
people who think differently, hold contrary opinions on some stuff. I could still work with these people 
within [the CSO], within a particular project to achieve a particular goal. I realised that I could work with 
different people, with different skills” (Interview 2). This reflection shows a shift in how the interviewee 
viewed his own ability to collaborate with others with different perspectives and skills in order to reach a 
shared goal. Building on transcendent leadership, this shows how self-reflection and awareness of one’s 
growth in a leadership position in the CSO can expand the ability to draw on the strengths of diverse 
perspectives within the CSO in reaching organisational goals (Crossan and Mazutis, 2008). 

6.2.4 Mentoring

Another defining aspect of how members view their development within the CSO is through the guidance 
and mentoring of older, more experienced members. Membership within the CSO typically lasts several 
years, with the interviewees having been a part of the CSO for 5 to up to 20 years. This means that there is 
the opportunity to seek guidance from older members in times of struggle with one interviewee 
highlighting: “there will always be members in your chapter who could give you guidance on how to do 
things better” (Interview 1). However, it was noted by an interviewee that there is a difference among local 
chapters in the level of available wisdom from senior members, depending on how long the chapters have 
existed (Interview 2). 

A previous trainer further highlighted the importance of mentoring when it comes to learning among 
members: “the lessons are going to seep in faster, if these people have some sort of coach, mentor or 
somebody senior within the organisation to guide them through the process, rather than them learning things 
as they go on their own” (Interview 2). This shows potential of how individuals can be nurtured to grow 
within the context of an organisation, as they can gain access to and build on the knowledge and past 
learnings of senior members within the organisation. 

Mentoring also plays a role in grooming and retaining leaders within the organisation. An interviewee who 
is a previous president of a local chapter explained how he identified the potential of other members during 
his term and encouraged them to take leadership positions in the organisation. Two interviewees expressed 
that one of their metrics for success as a local chapter president was to inspire others to become president 
after them (Interview 1, 4). For someone who sits as a local chapter president, they have undergone the 
same trainings and process of leading a project as other members. In some local chapters it is even a 
requirement for all new people interested in joining the organisation as a regular, paying member to have 
led a project in their first year. One interviewee highlight that “it makes them understand what the 
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organisation is, because if they like the experience then most of them go forward” (Interview 1). This 
highlights how shared experience, learnings and commitment is built among members through the project 
implementation process. The process of learning and growing through experiences can be challenging and 
stressful for the members, though it is unavoidable. The mentors play a key role in creating a safe space 
and a support system that allows members to reach for guidance and help when needed. The mentors in 
their own perspective, are able to offer their knowledge and reflection on their experiences. This process of 
mentoring also helps them learn and grow. To be able to reflect on one’s own actions and the reasons behind 
those actions is said to be one of the triggers that helps an individual evolve from stage 3 level of 
consciousness towards self-authoring level of consciousness (Eriksen, 2006). 

A mentor may be able to identify the skills that are essential for leadership within the organisation, which 
can help hone and shape those individuals into well-rounded leaders. Building on Transcendent Leadership, 
the recognition and encouragement to develop certain capabilities in other members, especially the adaptive 
and complex ones, could also help in shaping the culture of the organisation (Crossan & Mazutis, 2008). 
While the individual member has to have the willingness to learn, grow and lead, sometimes the 
encouragement of their current leaders and peers nudges the individuals with potential to make the leap and 
give leadership a try. Although mentoring is a way to shape and encourage members to take leadership 
positions within the CSO, there was no mention of formal mentoring structures or processes in the CSO. 
This leaves it up to the individual member to seek guidance when needed. In this organic process, those in 
leadership positions may follow their own instinctive feeling about who to encourage and groom for certain 
positions, which has the potential to overlook others. 

6.2.5 Networking

In a developing country with few well-established support structures for civic development led by CSOs 
(as described in section 2.1), networks play a key role in navigating challenges, overcoming obstacles and 
opening doors of possibilities. 

Members are taught how to build relationships and thereby strengthen their network in a training course 
offered by the CSO. One interviewee expressed that this was one of the most important and eye-opening 
trainings because he was able to apply it within the CSO and in his professional career (Interview 2). During 
this course members within the CSO are encouraged to build their social network of dependable connections 
that can be tapped into at times of need. Social capital (Leadbeater, 1997) is built among members based 
on what is referred to as ‘debt of goodwill’, where a member helps another in an area of concern and without 
any expectation of monetary returns (Interview 2). Even if the concern is not resolved, the earnest attempt 
to offer support and aid is recognized and forms goodwill between the two members. At another instance, 
the members may be able to call on the other for a favour or request which is more likely to be honoured 
(Interview 2). This network and connection is one of the factors that enable access to resources and 
opportunities that may otherwise be out of reach for people outside the network.

Outside of the training, members practice building their network and collaborating with partners while 
implementing projects. At the centre of the Action Framework are partnerships (Interview 2). Several 
interviewees emphasise the importance of partnerships when it comes to carrying out local projects to be 
able to tap into and build on the resources and expertise of others (Interview 2, 5, 6). There is a level of 
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self-awareness among members that they are not the ones that sit with the technical knowledge needed to 
carry out a project, for example knowledge on solar panels (Interview 2), scholarships (Interview 6) or the 
healthcare sector (Interview 1). Therefore, partnerships with local businesses, the government agencies and 
schools become crucial to developing and implementing local sustainable community projects. Rather than 
building technical skills, members in the CSO develop skills and competences in how to network, 
communicate and collaborate with others, which strengthen their capacity to mobilise resources through 
partnerships. 

In addition to this, network building happens during both formal events and activities organised by the 
CSO, as well as during informal gatherings or socialising among members. These gatherings open the space 
for friendship and camaraderie to grow within the group as they connect and reflect over their experiences 
and struggles. These are also spaces for co-creation as new ideas get discussed and when it is supported by 
peers, could turn into a project (Interview 1). As an international organisation, networking extends beyond 
local chapters to different parts of the world. One interviewee explained that these network opportunities 
allow members “to be able to grow not just where you are, but also be able to have and develop lasting 
friendships throughout potentially our lifetime” (Interview 6). This shows how the CSO provides the 
context for members to connect with each other and build personal relationships, which also are a part of 
shaping and developing an individual. 

6.3 Member’s perception of their experience in the CSO

This section will explore how members within the CSO perceive they have developed by engaging in the 
CSO through the lens of constructive-developmental theory and transcendent leadership. 

6.3.1 Developmental Stages in a Member’s Journey with the Organisation

In response to how the interviewees view their journey, one member responded that he was encouraged to 
join the CSO by a family member: “It started off with just to stop the nagging and then now like [the CSO] 
is one of my biggest passions. So, it really changes the more you get involved in the organisation” (Interview 
6). He explained that like many others he joined the organisation because someone he knew was trying to 
get him involved with the organisation. His own interest got piqued as he got more actively engaged, and 
now he describes the organisation and his involvement as a passion in his life. Other interviewees also 
concurred that it was a friend or a family member who introduced them to the CSO and over the years their 
purpose in associating with the organisation has changed. Interviewee 6 agreed it changed but in his view 
it could have shifted into a higher purpose or changed due to priorities in life “if you call that change or if 
you call that evolution, either way, I agree with you”. As new members join the CSO, they are introduced 
to various opportunities for engagement and growth through projects and training. They develop their social 
network within the CSO community and choose to take an active role within the organisation, when they 
see the benefits of personal growth and development. 

The leadership development of the members begins when they decide to take up an active role at the chapter 
activities which include trainings and projects. Those who choose to step up to leadership roles, are offered 
support, guidance, mentoring and training to perform effectively and grow through their experiences. In 
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relation to the developmental stages (Kegan 1982, 1994, 2000), the leaders here operate from a socialised 
mind, they are responding to the authority, expectations of the organisation and the norms of the social 
groups. They prize validation from others in their social groups and are motivated by awards and 
recognitions. Eriksen (2006) explains that this stage of the evolution of the self, also referred to as 
Interpersonal balance, is where the individual adapts to the norms and culture of the social groups they are 
in and become good, productive members of the groups. The CSO offers a safe and supportive environment 
for the personal growth of individuals. Interviewee 2 describes the awards and recognition as a motivation 
for the members “In [the CSO], one of the ways they try to motivate members is to have awards. So, awards 
in terms of individual accomplishments as well as project implementation.” By rewarding the efforts of the 
projects and its members, the leaders in this stage are encouraged to continue their contribution. Over time, 
this holding environment also offers the challenges that help them evolve to the next stage of development.

The leader’s inner compass plays a key role in shaping the way their chapter and projects are run. 
Interviewee 4 shared her thoughts as “if the President wants to win awards to get a good ranking, the 
tendency is to just do whatever, right? But if you want to make an actual change, that will change the way 
the members would think as well”. The discomfort that some leaders experience in doing what is popular, 
leads them to choose what they think is the right thing to do by following the process of applying the Action 
framework. This sets them on the track to a stage of self-authoring mind. As members spend more time 
within the organisation in leadership roles, they build stronger connections with the cause and the 
organisation itself. Interviewee 2 who is a trainer and has experience in leading a local chapter and projects 
says “I get a sense of satisfaction in accomplishment out of helping people, I don’t really mind if I have to 
help in my profession and then again in [CSO]”. He proudly described his approach to training and his 
purpose in choosing training as “I take the shock approach in my training, making people realise the 
realities. In the hopes that they could come up with better projects, better project design and avoid pitfalls 
in project design and project implementation”. Eriksen (2006) explains that at this stage, the leaders become 
more reflective of their own roles, values, boundaries, and they become self-initiating, self-monitoring and 
self-evaluating of their own roles and contributions within and towards the organisation. Their contributions 
are not motivated only by expectation of personal gains but also from an expanded willingness to contribute 
for the implementation of the vision and goals that are also internalised by the leader. Interviewee 1 
describes his perspective on how the organisation during his term viewed project implementation and 
awards: “we don't see it as a competition in a way, but at the same time we don't forget the sustainable 
aspect like yeah… If we can make it a competition, we can win all the awards that we want, but don't forget 
that the project actually has to be, something sustainable”. In this process, they are exposed to various new 
opportunities and challenges. They can influence the social groups and the organisation to effect changes 
by seeing the parts and the whole. They demonstrate autonomy in their ability to make sense of the activities 
and are self-authoring in their own behaviour. Exceptional leaders within the CSO have evolved in their 
ability to influence their team and the local or national organisation by pursuing the channels of action that 
they believe are in alignment with the vision of the organisation. The individual also becomes aware of 
their own ability to be self-dependent and can inspire others through their authentic self-expression.

Leaders who continue to evolve from the self-authoring stage start recognizing the relational connections 
between them and the systems at large and around them. Though initially this could stretch their bounds of 
self-dependence, their recognition and acceptance of the inter-connectedness helps them move to the stage 
of self-transforming mind (Kegan, 1982, 1994, 2000). At this stage, the leaders engage in deeper 
understanding of the system from various perspectives. This inner drive to learn and grow, makes them 
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explore conflicting theories and perspectives with curiosity rather than an attempt to resolve the conflict. 
They operate from a sense of connection to the systems/ society at large and develop their awareness of the 
interconnections and relationships between various parts of the society, the organisation, the other and the 
self. In their effort to learn and understand, they create opportunities for co-creating new meaning by 
seeking out plurality. The focus shifts from the end goal or the result to the process of change and 
transformation. They see the interconnection between the society, the organisation and the other as a part 
of self and transcend across those boundaries to realise their full potential. They approach obstacles along 
their path as opportunities, hold the tensions with curiosity and go through the process of meaning making 
through life experiences. One interviewee who stood out distinctly in his perspectives and also his outlook 
towards the CSO was a Head Trainer in the CSO. Interviewee 6 was deliberate and deep in his reflection 
of his experiences and was able to break down the nuances of the organisational structure and its impact on 
the members and leaders. His ability to nonchalantly engage in reflection on his own journey as well as the 
way the organisation has evolved over the years. He spoke of conflicting priorities and pluralities that exist 
within the organisation.  

The leadership experiences could shape the individual’s journey in different ways, it depends on where they 
are as they begin their journey. However, there are some common threads running along the examples given 
by the different interviewees on their learnings through the leadership experiences. These are described as 
essential skills in a leader such as: People skills, communication skills, project management skills, etc. And 
some of the values and qualities that repeatedly surfaced during the interviews are easily related to these 
IDGs: Humility, appreciation, co-creation, openness and learning mindset, empathy and compassion, 
Inclusive mindset and inter-cultural competence, complexity awareness, perspective skills, perseverance, 
inner-compass, and self-awareness (Inner Development Goals, n.d.).  

6.3.2 Connection between the Member and the CSO

Although numerous opportunities exist within the CSO, the voluntary nature of the CSO implies that the 
growth and development of a member is dependent on their own willingness and interest. Through projects, 
members are able to become active members of society… “You need to be active and one of those is 
becoming a leader for yourself, so in order for you to become a better person a better leader of your 
community or society you need to be active and get involved. So one way of getting involved is being a 
project chairperson” (Interview 5). It is seen as the interplay of the individual’s drive to grow and the 
utilisation of the support offered by the CSO at each stage that the members experience their own 
development.
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Table 4: Interplay of Organisation’s support and member’s choice

It can be seen as a to and fro movement that gains momentum over time. There are external factors that 
may trigger certain options for the members to choose from, the choice of the member always determines 
how much they contribute and associate with the organisation. As a volunteer organisation, it is well 
recognized that any member is free to join and step away from the organisation at any time. However, it is 
interesting to see that the CSO incorporates self-selection in various aspects of the organisation. The 
opportunities to develop oneself (as an individual) is presented in the CSO indirectly. By encouraging the 
members to learn to work better in projects that are aimed at benefiting another, and by building the required 
support to the new members to take small initiatives and experience success and fulfilment, the CSO builds 
the willingness in the members to take on additional initiatives, roles and responsibilities. Though it is 
widely recognized that working on self and developing one’s own capacities is essential, the focus of the 
trainings and growth opportunities are outwardly focused, towards benefiting a community in need. 

Members of the CSO have certain expectations when they come into the organisation and this evolves as 
they stay with the organisation over the years. Interviewee 6 reflects on the different needs members seek 
to fulfil by staying with the organisation over years, he said “Does it make me grow physically?... does it 
make me grow in terms of mobility or networks? Does it make my heart grow? Are my relationships intact? 
Are my relationships improving? Are they healthy and then part of it is am I growing in terms of my mind?... 
Do I have specific skills that I can use for industry?... and then last is, I think the sense of purpose, that’s 
why people stay there because the purpose keeps on changing the moment people stay in the organisation 
OK, so it is the purpose also ages with time”. The ways in which the organisation, its community, its 
network can help a member grow is seen from various dimensions. Members seek to grow in all aspects of 
their life and when JCI enables that growth, they stay with the organisation. These are active, productive, 
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skilled members of the society, their growth as an individual, as a business owner or an employee, helps 
build themselves and the organisations they are part of. Through the social networks that they are connected 
to, an even larger scope of influence is created. When the members recognize how their skills and the 
opportunities for growth have expanded, they value their own contribution as an investment as well. There 
is also the element of satisfaction one gains by recognizing that their contribution towards the needs of the 
community

The members choose to associate with the organisation because they see value in it. Interviewee 6 describes 
it in two parts as “First it is a value proposition, this is what we offer and then second, because it is an 
opportunity you can also explore and create your own”. He goes on to explain “you can wait for opportunity, 
but you can also create it or it can be laid out for you when people invite you, it's because they match you 
with a certain opportunity that they see happening in an organisation”. This creates the image of a platform 
that is offered to individuals to step on, tap into available opportunities, contribute towards others and the 
society, and in the process grow and evolve as an individual. 

6.3.3 Impact of the CSO on the members’ lives

The CSO creates a network of people from different walks of life, they join the organisation with varied 
knowledge and skill sets. Through the projects and the trainings, the skills are put to work and more relevant 
ones are provided. In addition, peer learning and informal interactions create new channels of skill transfer 
and development among the members. This strengthens the value of the social group and builds 
opportunities beyond the CSO for the members. This is especially helpful for those members who are 
entrepreneurs, whose social circles also become channels for business development. The transferability of 
the skills and competencies of the individual from their professional spaces to the CSO and vice versa, 
enables the individual to grow more effectively in many aspects of their life. Members of the CSO are also 
known to bring their family members in and some are even able to find their partners for life, these personal 
and professional overlaps between the individual’s life priorities and the CSO’s community allows for a 
holistic development of the members. Though this is not the experience of everyone, the level of 
connectedness one experiences at JCI varies depending on how they integrate the CSO in their life. 

The CSO’s approach to self-development can also bring value to the members' endeavours outside of the 
organisation. By seeking out opportunities and going through the project management cycle, members are 
able to equip themselves with skills and knowledge that could be valuable in their own professions outside 
of the CSO. One interviewee mentioned how he was able to develop his own business through his active 
involvement in the organisation: “Because I was teaching, I used the [CSO] movement or the opportunity 
to also launch my consulting business. And training business down the line down into the future. So that's 
what I'm doing right now.” Another interviewee echoes this statement and mentions how he is also able to 
bring value to the organisation by applying skills that he developed in his profession to activities in the 
CSO. “I carry those skills with me. Once I go out of [the CSO], apply them to my workplace. Let me just 
say this, most of the soft skills, leadership, communication, that I have learnt in [the CSO] I have applied 
to my work. My technical skills in terms of my work, I apply them to [the CSO], This synergy between my 
professional career and [the CSO] allowed me to make the most of both.” said Interviewee 2. Multiple 
members outlined that the skills developed during training sessions are not only relevant to the activities 
within the CSO, but can also be applied outside the organisation in the personal and professional lives of 
members. It was also expressed by the head trainer that “the longer people stay in the organisation, they 
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also want to be able to apply the skills for job mobility and career development” (Interview 6). Some of 
these skills include “personality development” such as “confidence, public speaking, leadership, 
supervision, motivation” (Interview 6). In addition to this, members seek to develop leadership and 
entrepreneurial skills that can be used outside the CSO in their personal and professional lives. 

The opportunities to lead and manage projects also has a significant impact on a members’ self-confidence. 
By attempting to solve complex issues through projects, members are continuously taken out of their 
comfort zones and the process-oriented nature of the organisation allows members to embrace failure and 
thus develop more resilience. Interviewee 5 mentions: “ [the CSO] taught us to get out of our comfort zones 
and try things that are new to us, don't be afraid to get out of your comfort zone, and of course failure, [the 
CSO] teaches us to embrace failure”. Implementation of successful projects also impacts how members are 
perceived among their peers in the CSO as these make them more reliable and trustworthy. Interviewee 6 
states: “When they implement a project and it is successful, their confidence improves. When they 
implement the project and it is successful all the time, they become competent and reliable and trustworthy. 
When they implement the project and it impacts the lives of other people, then that’s change for them 
Right?” (Interview 6). The experiences of success in project management drive the members' motivation 
within the CSO. If they are operating from the socialised mind (level 3 stage of consciousness), the 
validation from their peers and recognition in their social group encourages them to contribute more and 
take on additional project responsibilities (Eriksen, 2006). The member at this stage may already have 
moved from a state of reluctance or social pressure to contribute toward a willingness to engage more 
actively. The community impact also creates a sense of satisfaction that helps expand the connection of the 
self to the other and the society. Gardiner (2006) propositions and concludes that a transcendent leader who 
has a high level of leadership across self, others and organisation will be associated with the highest level 
of firm performance. He also insists that the leadership should include the level of society in order to move 
towards responsible leadership. In the context of the members of the CSO, the capacities built through the 
various activities of leadership development helps them expand their experiences and skills in leading self, 
the other, the organisation and the society. 

6.4 Development of Self Among Leaders in Working Towards Sustainable 
Development 

In Immunity to Change, Kegan and Lahey (2009, p. 29) refer to adaptive challenges as the change 
challenges that require a transformation of the mindset, an advancement of the stage of mental development. 
Further it is explained that leaders who apply technical solutions to adaptive challenges may end up 
misdiagnosing the desired change. Further the authors say, “We’ve said that ‘complexity’ is really a story 
about the relationship between the complex demands and arrangements of the world and our own 
complexity of mind” (Kegan and Lahey, 2009, p. 30). In closing the gaps between our mental complexity 
and the complexity in the world, we become closer to understanding the adaptive challenges and how to 
work with them. The context of leaders in a CSO working with sustainable challenges in a developing 
country is a clear case of complex adaptive challenges. 

Dealing with complexity is the capacity in leaders to be able to engage with the tension as change happens. 
When challenges are complex and the situation is always emergent, it is difficult to create a sense of order 
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or stability or a sense of certainty of outcomes. Uhl-Bien and Arena (2017) discuss the ability of the leader 
to navigate this uncertainty and ambiguity, it becomes extremely important for the leaders in this space to 
have enough comfort in dealing with uncertain situations, a learning mindset, a willingness to engage with 
multiple stakeholders, be open for new things as they emerge, and to be able to see the opportunities in the 
challenges. When the leaders are able to do that, their ability to make connections at a broad systemic level, 
even across systems, would be possible. Those are the kind of solutions that may be required in order to 
tackle the sustainable development challenges that we are facing today. 

In dealing with complex adaptive challenges, conflicting priorities and tensions among stakeholders and 
their values are unavoidable. There is a high level of stress and discomfort among individuals in dealing 
with this tension; leaders operating from a socialised mind, try to bring back comfort to the group and 
engage in a way to reduce the stress in a way that brings back comfort to the people involved. The leader 
with a self-authoring mind may be able to deal with the conflict, but will feel threatened in not being able 
to work independently. Eriksen (2006) describes a person who operates from stage 5 as being able to engage 
more inclusively with various perspectives and conflicting values and tensions. At this stage leaders are 
able to see the interconnections and find meaning in engaging at the broad systemic level. So, the need for 
someone to evolve to a stage 5 is driven by the need to handle complexity in an adaptive way. Dealing with 
complexity becomes manageable for an individual when they are able to see themselves as neither as 
followers of the existing system with a socialised mind, nor as individuals who can make change happen 
with a self-authoring mind, but as agents of change who are part of systems. Individuals who are able to 
see the systems, navigate the systems and work with the system in such a way that they are able to create 
collective solutions, operate at the developmental level of a self-transforming mind.  In this expanded sense 
of the self, a transcendent leader is able to see the inter-independence of the self, the other, the organisation 
and society. The expansion of consciousness occurs over time, through making sense and reflecting on 
one’s leadership experiences. 

Transcendent leadership and adult development theory provide a better understanding of the connection 
between the development of the self at different stages and how this increases the capacity of an individual 
to influence change among others, organisations and society. In Figure #, the researchers have overlaid the 
expanding sense of self, other, organisation and society on the plateaus of adult mental development (Kegan 
and Lahey, 2009, P.19). The successively expanding rings are indicative of the expanding connectedness a 
person experiences as they move along the development of their mental complexity. 
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Figure 5: Combining Transcendent leadership and the cognitive development of theory as applied to 
leadership development in the CSO

By Kegan’s levels of consciousness (1982), every successive level subsumes the previous level and 
increases in complexity, accordingly, the self expands to find the connection with the other. The other being 
referred to here could be the peer group or the social circles that the individual finds themselves part of. 
The socialised mind at this stage is comforted and conforms to the expectations and norms of the social 
relationships. Expansion from this level includes connectedness to the organisation. Beyond doing what is 
expected of them and following the norms of the social groups, the individual finds connection to values 
and a purpose that drives them on their own path. The connection with the organisation helps them 
internalise the organisation goals as their own and operate with a self-authoring mind to realise their goals. 
At this stage, their sense of consciousness and connectedness transcends across the self - the other - the 
organisation. They may be effective in delivering the results for the organisation, however their evolution 
beyond this stage makes them find a larger purpose and greater sense of connection with the society at 
large. The development of this connection, recognition of the interconnection across the systems at various 
levels, leads to the evolution of the self-transforming mind. The challenges that trigger the transitions are 
expected to be in line with Kegan’s Cognitive Development Theory, summarised in Eriksen (2006). In 
leadership roles, the individual evolving along this trajectory could find themselves expanding their comfort 
zone in handling increasingly complex problems. The capacity in those leaders to handle interpersonal 
relationships, inter-organisational situations and the inter-independence across the levels makes them an 
adaptive and responsible leader. 
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In the context of the CSO, the organisation offers various forms of support and opportunities for the growth 
and evolution of the individual. The leadership pathways within the organisation helps the members gain 
various experiences through the project implementation supported by the action framework. The 
experiences from leading or implementing the projects and reflecting helps in the meaning making process. 
Connecting it to the 5 categories of the IDGs, the development of the individual does not take a linear path 
of Being > Thinking > Relating > Collaborating > Acting (Table 1). The member’s experiences could kick 
off from a place of relating or collaborating before they begin to develop their being, thinking and acting 
skills. It could be different for each individual as well. 

The CSO is seen as a platform that helps the individual tap into their potential and explore and grow their 
capacity to impact others, the organisation and the society at large. And in this process the 23 skills, values 
and qualities that comprise the IDGs are both part of the process as well as the outcomes of leadership 
capacity building. The values of the organisation (Appendix 1) as explained by the Head trainer relate 
directly to the 5 categories of the IDGs: “first is faith, second is developing self and others the third now is 
brotherhood, so I cannot work by myself, I am not an individual contributor, I find myself in in in the 
context of a team working together, OK, and then where are we headed, we're headed towards three things: 
Economic justice and then government and then service” (Interview 6). While describing the values of the 
CSO and how it related to the vision of the organisation he went on to reflect “that's how I appreciate the 
organisation after having stayed so many years and so if there is the self, and then, there is also the other 
and then there is society but the foundation is the spirituality aspect of it”. Though they use different words 
to convey the meaning, the essence of the organisation directly connects to the inner development of the 
members. The vision of the organisation (Appendix 1) also conveys the belief in human potential and its 
expansion contributing towards the larger good. 
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7. Discussion

This section will discuss some of the main findings from the research and bring in new perspectives to 
reflect on them in a broader light.

7.1 Organisations as an agency for change and individuals as vehicles within them
Mary Uhl-Bien, in her work on organisational adaptability studied ‘How organisations need to engage with 
tensions?’ (2017). The need for meaningfully engaging with tensions is essentially the need to evolve the 
self. Uhl-Bien and Arena (2017) bring the focus to two primary factors: connectedness and staying with the 
conflict in complex situations so that adaptive solutions can be found. It is important for individuals to be 
connected in order for them to engage meaningfully with the tension and navigate the complexity without 
resorting to a short-term fix that essentially do not solve the problem.  Unless someone feels the 
connectedness across all the different systems and to oneself, they will not be able to engage with the 
tensions that emerge, especially when they're dealing with sustainable challenges. And from a transcendent 
leadership perspective, it is then that the leader is able to look at the other, organisation and themselves as 
something that they are able to work with. Across all the different stakeholders, including themselves in a 
manner that allows for the most beneficial output for everyone. Co-creating solutions towards the good of 
the whole. It is important for the person who is in the leadership role to have experienced the highest level 
of evolution so that they're able to handle the conflicts, they're able to find the way for things to evolve and 
resolve (Kegan and Lahey, 2009). They're not essentially trying to fix the problem, but they're trying to 
create the space for people to come together and work together meaningfully.  

This is where the organisations play a key role as the agency for change. Interviewee 3 calls out the 
connection between the individuals and the organisations as “the organisations as good vehicles for 
individuals to act within, and to support development. We spend a lot of time in our organisations”. He 
goes on to explain how organisations shape a large part of the individual’s experiences and meaning making 
as one spends a lot of time in their chosen field of work. In this study, the researchers find that a typical 
member in the CSO falls between the age of 18 to 40, their choice to volunteer and contribute towards 
projects for community development makes them fit the description of a responsible, productive citizen as 
described in stage 3 of the level of consciousness (Eriksen, 2006). The trainings offered by the CSO offers 
a clear structure and direction for the members to gain new skills and expand their view of the world. As a 
person comes into the organisation, the trainings that are offered to them are based on their needs within 
the organisation at that point. They seek to understand the organisation and how it functions. As they get 
more involved in the projects, skill trainings are offered to help them function efficiently. As they gain 
more experience, new skill needs are recognized. As they move into leadership roles, the complexity of the 
challenges they face increases, and the skill development brings focus to technical as well as adaptive 
capacities. Offering these trainings and opportunities to lead and apply the learning in practice aids in 
further expansion of the meaning-making processes, which eventually helps the individuals evolve to higher 
levels of mental complexity.

In tackling the challenges faced by the leaders, the processes, and structures within the CSO helps ground 
the leaders in their learnings even when the projects may have failed. The CSO being repeatedly referred 
to as a process-oriented organisation drives a focus on the potential for perseverance through setbacks, 
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which builds the capacity to work towards long term change. So the CSO as an organisation, is creating a 
holding environment for its members to evolve to take on leadership roles to perform their responsibilities. 

The individual has to be a voluntary driver of their own development while they may be supported through 
the organisational, social and societal structures. The need to grow may sometimes be an external pressure 
but the willingness to act on that pressure is set deep within the individual. The readiness of a person to 
open oneself to new experiences, could determine how meaningful the experience is for them. The 
considerations of willingness to engage in inner development or evolution of the self came up as the first 
response to the question “Is inner development for everyone?”.

One of the interviews from the IDG team said “No matter how big this initiative [IDG movement] will be, 
there will always be people who are not willing or not able to go beyond where they are and nor should 
they be because they're fine where they are… they don't need to either, because they're doing exactly what 
they're doing and what they should do” (Interview 3). And then there are those who are not aiming for inner 
development but their life experiences challenge their perspectives of the world and helps them evolve 
through the stages. While it is an organic process of meaning making and self-discovery, are there external 
conditions that enable this to happen for more people? This study has helped the researchers see that the 
CSO is creating that platform for individuals to grow and develop as leaders and in that process, they also 
evolve in their mental complexity. Kobb’s (1984) model of Experiential Learning is applied in the CSO’s 
leadership development approach where the members get trained, apply the knowledge in practice, 
experience the process of implementation of projects and reflect on their experience to integrate the 
learnings from those experiences back into the organisation and themselves. Through this process, the 
members eventually face tensions that challenge their world views and expand their mental complexity. 
The CSO offers the context for the individuals to have these experiences, to engage in community 
development projects which may not be possible for all members to engage in, outside the organisation. An 
IDG team member said, “we need to stress…what are the environment that can tap into the potential of the 
humans and, that's for me, it's the essence of inner development is allowing people to be the best versions 
of themselves and help each other to grow.” The organisations that offer the right conditions for the 
individuals to evolve, essentially are unlocking the potential for those individuals to flourish and in that 
process, they create growth and value for themselves, the organisation and the society at large.

The second response to the question of “Is inner development for everyone?” brings the consideration to 
all the people in the world. Does everyone care about sustainability and well-being? There are several 
millions of people in every country, especially the Global South, who struggle with day-to-day survival, 
how does inner development relate to them? Interviewee 3 from the IDG team explained that when basic 
survival needs are the priority, inner development could be seen as a project for the privileged. Another 
member from the IDG explains further that the process of inner development is for everyone. Interviewee 
7 says “I think inner development is for everyone, in its essence and for me, in order to do any outer 
development, we need the inner development”. For someone to access the inner developmental journey, 
she explains certain settings make it more congenial: “you can grow in so many contexts and so many ways 
but there are certain conditions that we see and know that are better…  as Amy Edmondson would say, you 
know, in an organisational context psychological safety is a good growth environment” (Interview 7). The 
psychological safety is an essential need for everyone, but this becomes a concern only when the individual 
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is able to forget the concerns of physiological needs and physical security (Based on Maslow’s hierarchy 
of needs). 

So the essential pre-conditions for inner development excludes a large portion of the developing world. 
However, there are those within the developing countries who are working towards creating change for the 
under-privileged. Those change agents who are striving to create better living conditions for the people are 
essentially positioning themselves in front of complex adaptive challenges and in handling those challenges, 
they evolve. Interviewee 7 says “getting engaged in sustainability, getting engaged in societal development 
in best cases, that also evolves the humans because we interact with people, meaning that we learn the 
capacities for collaborating and acting, we learn the capacities for bringing in new perspectives, et cetera, 
so in a good environment, we grow with with just getting engaged”. In a person working towards sustainable 
solutions, the development of the inner skills and capacities needed to deal with the complexities of these 
challenges are guided by the IDGs. Amongst individuals who are trying to create change in the sustainable 
development space, it is a huge loss if they lose hope. They could lose the drive to create positive change 
by being faced with challenges that they are ill-equipped to handle in their mental capacity, as well as, with 
their repository of tools. Helping them navigate this would essentially lead to opening up more capacity for 
the whole system, because there will be more changemakers who are willing to engage beyond the self 
authoring level and operate at the level 5 of Self-transformation. There is a potential that the synergy across 
all of these people will create an accelerative level of change towards sustainable development.

7.2 IDGs as a Global Framework for Inner Development 
The IDGs aim to be a global framework for inner development, however in its current state it is mainly 
informed by stakeholders and research that stems from Western, developed countries. In interviewing 
people from the IDG team there was an explicit awareness around the lack of global representation in the 
development of the IDGs, with only 6% of survey respondents being from the Global South (Interview 3, 
8). However, there are several initiatives to expand the outreach of the IDGs to more parts of the world 
through Phase 3. One aim of this phase is to “validate the framework as it is in different parts of the world” 
through various methods including surveys, interviews, and field studies (Interview 3). In addition to this, 
a pilot project will be launched “to test the framework and test methods that will develop these ideologies 
in different countries” (Interview 8) including Costa Rica and Rwanda. This will involve the commitment 
from government, private sector and civil society in five countries (Interview 8). 

A common theme that arose during the interviews with members of the IDG team is the glaring challenge 
of the IDG initiative: its relevance, application and effectiveness in the context of developing countries.  
Interviewee 3 acknowledges that one of the challenges of the framework stems from the “Eurocentric” and 
“Western” context upon which it was developed.  He also gives an example of a scenario wherein the IDG 
toolbox cannot be simply imposed on organisations in another country "What if we come with our tool box 
and say we try and impose that in different geographical and cultural context where it's not appropriate or 
where they already are functioning, and that's kind of where we don't want to push things out, rather it 
would be nice to see what does the tool box field kit look in their context and what is it that they need" 
(Interview 3). This highlights the importance of considering the input of the intended partner organisation 
to ensure that the toolbox (field kit) is able to make the desired impact. For example, if the CSO of this 
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research were to adopt the IDGs to the organisation, it could be developed through a training course and in 
relation to leading projects. 

Interviewee 8 mentions her experience in developing the pilot project to test out the IDGs in different 
countries. She discusses the importance of gaining as much input from varying contexts as possible to avoid 
further bias and see how the IDG framework affects countries not involved in its initial development. 
Interviewee 8 states: "We are being approached by [some developed countries] and I'm basically saying no, 
I mean you have the same way of thinking of, that's the people who created these problems and who created 
the IDGs and what we need to do now is to you know, really see how it works in other countries and learn 
from that". This shows that there is room for the attachment of new meaning-making to the IDGs with input 
from the Global South. Another member of the IDG team reflected on how the IDGs can be used as a tool 
to tap into local cultures: “Ubuntu, I think is a perfect example “I am what I am because of you”. And if 
you understand the essence of that, and if you understand how you can use the IDGs in order to revitalise 
the Ubuntu, maybe that can help many, you know African local contexts to grow and also to have a starting 
point for a dialogue for them in how do we create a context for where people can grow and create more 
well-being for themselves, their local context and the society and the planet by using what's, you know, 
they have it in there” (Interview 7). This shows how the adaptability of the IDGs to existing cultural 
practices can create a space in which current ways of being and doing can be viewed in a new light. The 
IDGs can be used to create a dialogue around how to develop inclusive opportunities for growth and well-
being within a given context. This ultimately shows the potential for the IDGs to question existing practices, 
norms and actions and develop new ways of approaching sustainable development with an expanded 
awareness of the complexity and interconnections of the solutions needed to address the sustainability 
challenges that we face. 

Since the IDGs are meant to accelerate the achievement of the SDGs, of which developing nations struggle 
with and are most affected by the challenges surrounding them, the adoption of the IDGs is vital to these 
countries' progression towards Agenda 2030 and beyond. In their attempt to address the complex challenges 
unique to developing countries and aid its progression, agents of change in these environments must 
formulate creative and innovative solutions. Achieving this objective can be made possible through 
leadership capacity building, supplemented by the willingness for the inner development of the workforce 
in developing countries.

7.3 Ecosystem for Inner Development Towards Sustainability 
Achieving the SDGs, wherein each goal represents complex systems with various stakeholders, requires 
innovative and adaptive approaches that engage a broad network of stakeholders towards systemic change, 
rather than traditional top-down, hierarchical, and linear approaches to development. Given the complex 
sustainability challenges that cannot be solved by a single organisation, leadership that understands and 
works across systems is essential in fostering coordination among diverse stakeholders to develop a shared 
approach. Systems Leadership can be used to better understand the skills and capacities that an individual 
or organisation can use to catalyse, enable, and support the process of systems-level change (CR Initiative, 
2019). This lens provides the opportunity to explore how individuals within organisations can engage with 
societal change at a broader scale by collaborating in multi-stakeholder networks and partnerships. 
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Both the IDG initiative and the CSO can be found to seek out participating in and creating multi-stakeholder 
partnerships to mobilise resources and expertise. The IDGs seek to address the inner dimension of 
sustainability, which can potentially accelerate reaching the SDGs. This is achieved through building a 
bridge between inner or personal development and societal change (Interview 7). This involves engaging 
in “a big conversation between those who work with inner development and those who work with 
sustainability” (Interview 3). By drawing on many disciplines within the field of inner development work 
and research, the IDG initiative takes a trans-disciplinary approach. In addition to this, input to the IDGs 
was gathered from a wide set of stakeholders including individuals, the private and public sector 
organisations, as well as NGOs. As examined in the analysis under section 5.2.6 the CSO engages in 
partnerships with government entities, private companies, schools, as well as other actors in the 
development space to sponsor and help implement community projects. 

A parallel can be drawn between how the CSO and the IDG initiative operates as a node that connects 
diverse stakeholders in order to have a larger reach. As seen in section 2.1 and 5.2.6, the CSO brings 
together people from different walks of life connected by the community development projects and other 
activities of the organisation. By working with inner development through leadership capacity building 
among these members, the members develop their adaptive capacities which are not only applied within 
the CSO, but also in their own professional spaces (Interview 2). The dispersion of adaptive competencies 
among individuals in different sectors and strata within the society, creates a potential for synergies and 
collaborative action. The social networks that cross the geographic, socio-economic and organisational 
boundaries play a key role in mobilising the knowledge, skills and resources required for effecting change 
within the Philippines and at an international level (Interview 5). 

The adoption of the IDGs by the governments of Costa Rica and Rwanda were due to personal connections 
with the IDG team. Interviewee 3 said “it's very much dependent on contact, from human contacts, personal 
contacts with different parties”. It is through these networks that the IDG initiative has formed its team of 
experts, researchers and collaborators. The IDG summit that was held on the 29th of April, 2022 was an 
event that brought together professionals (coaches and trainers), scholars, organisations to engage with the 
IDGs: “the conference is very much kind of to work as an attractor to bring people to start having a 
conversation” (Interview 3). This shows how the IDG team seeks to build an ecosystem of various 
organisations and individuals who are already working towards building capacities for sustainable 
development. The aim is also to make the IDGs accessible to everyone “that has been the whole idea is for 
us to tap into those networks and also to really make this an open source learning platform that everybody 
can use” (Interview 7). 

The IDG initiative can be viewed as a global civil society of individuals who share the common purpose of 
“researching, collecting and communicating science-based skills and qualities that help us  live a 
purposeful, sustainable and productive life” (Inner Development Goals, n.d.). By tying together the 
knowledge across various fields and connecting multiple stakeholders across the world, the IDG initiative 
becomes a connection between two important nodes: people working in the inner development space and 
the knowledge of how to develop the skills, capabilities and qualities (Interview 2). Within the ecosystem 
for building capacities towards sustainable development, the IDG initiative becomes an enabler by bridging 
the practices from across the world and working with the governments, private sector and NGOs. 
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Though this approach aims for a systemic change, there are barriers or resistance that the IDG team expects 
to face. One interviewee pointed to “a discrepancy between the SDG Framework and the IDG Framework, 
in that the SDG is kind of the officially, UN promoted and carried out and so forth, and this [the IDGs] is 
kind of more on the side. So, it doesn’t have the same status and shouldn’t have as well. But also it's a 
statement of let's do it. Let’s not wait for approval, official approval of doing something before you do it” 
(Interview 3). This shows acknowledgment of the lack of institutional backing for the framework. This 
sheds light on how the lack of readiness of other actors to embrace inner development as an accelerator for 
reaching the SDGs is both a driver for the IDGs and a potential barrier in its outreach. However, the spur 
of interest towards the adoption of the IDGs into the academic world within premier educational institutions 
has expanded the scope and increased the potential for IDGs to be accepted as a credible global framework.

8. Conclusion
This research set out to explore the leadership development approach within a CSO in a developing country 
and its connection to the IDGs. Our focus was driven by an interest and need to better understand how inner 
capacities to work towards sustainability can be developed among leaders, within an organisation in the 
context of a developing country, as the primary survey that led to the creation of the IDGs has 
predominantly been conducted in a Western context. 

Constructive-developmental theory and transcendent leadership provided the lens through which to explore 
how developing inner capacities can shape constructing new meanings of the world around us with a 
heightened understanding and awareness of complexity and interconnectedness. This made it relevant to 
investigate how individuals within an organisation perceive how they have developed through engaging in 
the organisation. 

The leadership development approach within the CSO is characterised by its purpose and structures that 
are oriented towards creating positive change by developing young leaders.  Through the activities of 
trainings, leading projects, leading within the organisation, mentoring, and networking members have the 
opportunity to develop themselves within the organisation. The CSO’s Action Framework provides a 
process through which members are encouraged to learn how to analyse the root cause of a problem, 
develop collaborative solutions and review the impact of their initiatives. Members develop themselves 
through engaging with community development projects that are closely aligned with the SDGs. Learning 
how to deal with the complexity of these issues through training, tools and guidance provided within the 
enabling environment of the CSO, the members are able to develop adaptive capacities. 

Within a voluntary organisation, members are free to choose how much time they can dedicate to the task 
and responsibilities they take up within the projects. As the members experience small wins and validation 
as a changemaker through awards and recognitions, it feeds back into their willingness to contribute more 
time and effort into the organisation’s activities. When this expanded interest and commitment is supported 
by additional training, support and mentoring, there is a potential to form a positive spiral. The members 
that have stayed with the organisation for many years are able to see the shift in how they see themselves, 
as an agent of change, as an enabler of human development and as a purposeful leader.
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The study has uncovered the significant role that the CSO's leadership development approach plays in the 
development of the mental complexities of its members and leaders. This equips them with the capabilities 
required to navigate adaptive challenges and co-create sustainable solutions. These skills and capabilities 
are closely aligned with the IDGs.

8.1 Recommendations for the CSO
Three interviewees from this study have been directly involved in various levels of capacity building in the 
CSO as trainers, ranging from local to international levels. Collectively, they have trained thousands of the 
CSO's members in personal and professional skills development modules throughout their tenure, and upon 
being made aware of the IDGs, they saw how the IDG framework could be an effective tool to supplement 
the existing capacity-building activities within the CSO. Interviewee 5 mentions: "[CSO members] have 
joined the organisation with the passion and drive to be better, to create an impact of positive change in 
their communities. I think IDGs could help them in giving real growth as they work on themselves before 
working for others." Interviewee 6 also mentions how inner development and self-mastery contribute to 
creating positive change, one of the CSO's objectives. When asked about how he thinks the IDGs can 
contribute to the growth and development of the CSOs members, he states: "Self Mastery is important 
because a leader has to know himself better in order to relate with others and with the world. The concept 
is not new: relating with self, relating with others, and relating with the world. These three have to align to 
make positive change lasting and more meaningful". In addition to this another member highlighted: 
“training programs rooted in the IDGs, I think, will provide the appropriate perspective and meaning as to 
why we do the things that we do in [the CSO]; why we provide development opportunities; why we want 
to create positive change. This is not just to solve the greatest problems the world is facing today but 
addressing the root cause why those problems exist in the world today in the first place--because of us” 
(Interviewee 2). 

Based on this research, our recommendation for the CSO is to establish an IDG Hub, wherein people can 
come together with a shared interest and knowledge on inner development. Within the hub, individuals can 
co-create and deepen their understanding of what the IDGs mean and bring context to how the IDGs can 
be applied in their personal and professional lives. The initial participants in the hub can start with members 
of the CSO and eventually reach out to communities and individuals outside of the organisation. Another 
recommendation is to integrate the IDG field kit, once it is made available, into the capacity-building 
activities of the CSO through modules, official courses, and projects. Given that one of the objectives of 
the IDGs is to help accelerate the achievement of the SDGs, this integration can also aid in the CSO's 
initiatives toward the SDGs through the CSO's UN SDG directorship, which develops numerous UN SDG 
projects annually.

8.2 Recommendations for IDG initiative
How the IDG team sees itself and its role in the ecosystem could be a key determinant in how the initiative 
shapes the future. As an initiative with a clear purpose and focus on its goals, the IDGs are driving the 
conversation and bringing focus to inner development. Its closed organisational structure allows control 
over how the initiative moves forward and is strategically planned. However, this structure limits the team’s 
ability to engage with every potential collaborator interested in IDGs. Also, the constraints in human and 



53

financial resources determine what becomes possible for the team as they are moving forward. 
Alternatively, by taking the position of a driver of a movement for inner development, the IDG team 
becomes a key node in an organic and evolving network of actors. Although, this open structure may convey 
very little control over how the direction forward could be. 

Phase 2 of the IDG initiative is essential for keeping the IDG framework open for further development and 
global application. This phase is where the toolkit is built upon methods grounded in research and practice. 
The process is however not likely to be complete because the fields and theories are evolving and the 
feedback from implementation is likely to push existing boundaries of the framework as well. Concurrently, 
Phase 3 of integrating the IDGs into the organisations and testing them out in the real world is the way to 
open up for global implementation. Based on the interviews with the IDG team members, the researchers 
recognise competing priorities and different possibilities for how the initiative positions itself. Our 
recommendation is for the IDG team to take up a hybrid format that allows for reaching out and include 
various perspectives, grounding in research and the wisdom of the communities across the world; combined 
with a focus on implementing the framework in the various parts of the world to drive the change towards 
the SDGs. A synergy of actions like in an accordion, that expands to take in air and compresses with nuance 
to create beautiful music. 

The second recommendation from this study is to draw focus on the target groups. Within the broad 
category of organisations, it could be helpful to increase the collaboration with NGOs, especially CSOs in 
developing countries. This research has uncovered the potential of CSOs as key change agents in the context 
of developing countries in working towards the SDGs. By choosing to work with the changemakers in this 
sector between the age group of 20 - 40 years, the number of changemakers who are equipped with the 
capacity for handling the complex adaptive challenges increases for the future. This in turn will help 
accelerate the efforts towards reaching the SDGs for Agenda 2030 and beyond.

8.3 Recommendations for future research
Though the skills, capacities and qualities in the IDG framework are not new, the IDG as a framework is 
creating a new focus towards Inner development, there is very little research available on the framework. 
The researchers on this study recommend that the IDG’s applicability to the context of various cultures 
and countries will aid in refining the framework further. In addition, these are some interesting questions 
that could be explored in future research:

1. How are the 23 skills, capacities and qualities inter-connected? Can they be scaffolded in a way 
to make them more accessible?

2. Explore the impact of multi-node connection on the eco-system, in the context of IDGs.
3. Study the role of CSOs in developing country’s context as building the capacity to work towards 

SDGs.
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Appendix 2

Interviewee 1

Thank you for taking the time to speak with us today. The purpose of this interview is to get a better 
understanding of the skills and competences needed to work with sustainable solutions and how the CSO 
develops these capacities among their members. Your participation in this interview is voluntary. With 
your consent, this interview will be recorded and transcribed by the researchers. 

Introduction

● Can you start off by telling a little bit about your role in the CSO and how long you have been a 
part of the organisation?

● Could you tell us about the projects that you have been involved in? 
○ What was the aim of the project (s)? 
○ How did they relate to sustainability? 

Organisational structure and culture
● How are the projects organized?
● How does a member’s journey look like within the organisation?

● What sustainability challenges or gaps does the CSO Philippines work with? 
○ Are there any unique sustainability challenges in relation to being a developing country? 

Leadership 
● What does it mean to be a leader at the CSO?
● How does the CSO support their members in becoming leaders in their communities? 

The CSO and Capacity Building 
● What types of training have you participated in at the CSO?

○ Of the trainings you have received, which have been most useful for you? 
○ What was this training about what was the format? 
○ What did you feel that you got out of the training? 
○ Did you use anything of what you learned in the projects that you were a part of? 

● Was there anything that you would have liked more training about? 
● Are there a certain set of skills and competences that the CSO has identified that you need to be a 

good leader? 
● Are there specific gaps that the CSO identifies when it comes to developing their members? 

Implementation of the Action Framework
● Which skills and competences do you think are most important to being able to carry out the 

projects that you have been a part of?
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○ Skills and competences in a crisis (COVID-19)
○ Skills and competences in a developing country context 

● How did you use the CSO Action Framework in relation to implementing the project(s) that you 
were a part of?

● Do you train members in the CSO Action Framework? 
● Did you face any challenges when it came to implementing the project? (which ones)

○ Internal in the organisation and external in environment 
○ What is the CSO Action Framework useful for and what is it not so useful for? 
○ What are some challenges faced in the roles? Within the organisation and working with 

external stakeholders?
○ How were you supported by the CSO in overcoming the challenges?

● Did you feel that you developed any skills and competences while implementing the project? 
(which ones?)

○ Have you applied these skills outside of your work with the CSO in relation to other 
things? 

Personal development
● How do you feel that you have personally developed during your time at the CSO?

○ What leadership qualities do you feel that you have developed? 
○ How has being a part of the CSO contributed to your understanding of developing local 

sustainable solutions? 



62

Interviewee 2

Thank you for taking the time to speak with us today. The purpose of this interview is to get a better 
understanding of the skills and competences needed to work with sustainable solutions and how the CSO 
develops these capacities among their members.

More specific: Getting an understanding of the org from Raymond’s perspective. How Capacity 
building for leadership development is approached in the CSO. Understanding how training helps 
the members to address the issues that are important for the CSO Phillippines.
 
Your participation in this interview is voluntary and anonymous. With your consent, this interview will be 
recorded and transcribed by the researchers.

Intro questions
● Can you start off by telling us about the CSO and how long you have been a part of the 

organisation? Mention your past roles in the the CSO (local and national)

the CSO and Capacity Building 
● What types of training have you participated in at the CSO?

○ Of the trainings you have received, which have been most useful for you? 
○ Have you been able to apply what you learnt in trainings for the implementation of the 

projects? 
● What is the importance of training in the CSO?

○ How does the CSO training help develop leadership qualities among its members?
○ How does Training help shape a member’s journey in the CSO?

● How do you identify the type of training needed by members?
● What are the trainings able to achieve vs. not able to achieve? 

Leadership 
● What does it mean to be a leader at the CSO?
● What are the leadership qualities that the CSO aims to develop among its members?
● Among the different roles you have held, how similar or different was your experience, the skills 

and capacities required of you?

Project implementation (gap in soft skills not met through training)
● Does project implementation develop one’s leadership skills? If so, how?
● Which skills and competencies do you think are most important to being able to carry out that 

project? 
○ Are these skills and competences generalizable to other projects or do they vary 

according to the project?

the CSO Action framework (importance of communication)
● What is the importance of the CSO Action Framework?
● How do you make the members be aware of and apply the CSO Action Framework?
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Personal development
● How do you feel that you have personally developed during your time at the CSO?

○ What leadership qualities do you feel that you have developed? 
○ Have you applied these skills outside of your work with the CSO in relation to other 

things?
● How has being a part of the CSO contributed to your understanding of developing local 

sustainable solutions? 

the CSO Impact and Gaps 
● How do you see the CSO Philippines contribution to the sustainability challenges faced in the 

Philippines?
○ Is there anything that is overlooked or could be improved? 



64

Interviewee 3

Objectives of the interview

● Motivation behind the creation of IDGs. 
● Why is it important to have them?

○ The needs that they aim to address through the IDGs. 
● Creating the 23 Capacities from Survey responses - Methods applied
● Understand the application of the IDG tool kit
● Challenges in operationalizing
● Creating IDG as a trans-disciplinary framework
● Theoretical connection and linkages with existing body of knowledge 

○ Challenges in working with evolving BOK and mismatched level of development of 
theories across disciplines

● Stakeholders in successful operationalization of the IDGs 
○ Role of civil society in adopting the IDG. 

● Euro centricity and Global context
○ Knowledge and Frugality are excluded as Foundational - How is that relevant in the 

developing country context
 
Introduction
 
The purpose of this interview is to explore the competences and skills needed to bring about global 
sustainable development and how the IDG initiative seeks to drive this forward. Your participation in this 
interview is voluntary. With your consent, this interview will be recorded and transcribed by the 
researchers.
 

·   Can you share briefly about your role in the IDGs? How did you get involved with the 
initiative?

● Where did the need to create a Global framework for inner development emerge from? 
 

● How do you describe what the IDG initiative is? 
○ Do you consider the IDG initiative as a civil society organisation?

 
Method and process of creation

● Can you share the methods and processes of going from the Survey responses to building the IDG 
framework? 

● What is the strength and struggles of taking a trans-disciplinary approach?
·   How does the conflict emerge in operationalizing it? The personal barriers
·   What limitations have you identified to the disciplines and theories that are behind the IDGs? 
·   (If eurocentricity is mentioned ask) how has the eurocentricity in the framework emerged?

 



65

Operationalization and multistakeholder approach

● Who are the stakeholders of IDGs at its different stages: Initiation, formulation and roll out? 
○ What is the role of the IDG team in creating synergies between different stakeholders?
○ Building ecosystem

● Otto Scharmer refers to the open will as a lever to shift perspectives when faced with challenges. 
How willing are the stakeholders to engage with the IDGs? How ready is the ecosystem for 
collective action towards sustainability (the global community, institutional leaders and system 
drivers) to adopt the IDGs?

● What are different approaches and strategies towards making the IDGs a Global framework for 
building capacity for sustainable development?

○ What is the role of context in the local adaptation of the IDGs?
● Are there certain conditions needed to be able to work (Readiness to apply) with the IDGs? 

○ At an individual, organisational or country level 
○ Conditions could be (Institutional, leadership, knowledge, accountability)

● How does the field kit aim to help the implementation of the IDGs? 
○ Have you made efforts to collect responses from developing countries? 

● What is the next stage for the IDGs?
·   Collaborative Action, How ready is the ecosystem? Is there an ecosystem that’s ready to take 

in the framework and adopt it and make it work?
·   How does a global perspective look like from going to individual, organisational and 

systematic adoption of IDG?
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Interviewee 4

Interview Objectives:

Focus on Project Management/Chairmanship: (National Projects, and Local Projects)
Understand how she evolved as a leader in the CSO (different roles in the CSO), How has she built her 
leadership capacity?
Why is she part of multiple orgs? What is your contribution? 
Connection to sustainability
View on sustainability

Interview Questions

Thank you for taking the time to speak with us today. The purpose of this interview is to get a better 
understanding of the skills and competences needed to work with sustainable solutions and how the CSO 
develops these capacities among their members.
More specific: Getting an understanding of the org from Bea’s perspective. Understand how she 
evolved as a leader in the CSO (different roles in the CSO), How has she built her leadership 
capacity, Her connection to sustainability and perspectives on Sustainability.  
 
Your participation in this interview is voluntary and anonymous. With your consent, this interview will be 
recorded and transcribed by the researchers.

Intro questions
● Can you start off by telling us about the CSO and how long you have been a part of the 

organisation? Mention your past roles in the the CSO (local and national)

Project implementation (gap in soft skills not met through training)

● Mention some of the notable projects you handled in the CSO (local and national)
○ How would you say the projects you have led have contributed to Economic, Social or 

Environmental sustainability?
● Does project implementation develop one’s leadership skills? If so, how?
● Which skills and competencies do you think are most important to being able to carry out that 

project? 
○ Are these skills and competences generalizable to other projects or do they vary 

according to the project?
Leadership 

● Among the different roles you have held, how similar or different was your experience, the skills 
and capacities required of you?

● What does it mean to be a leader in the CSO?
● What are the leadership qualities that the CSO aims to develop among its members?
● What were the leadership qualities that YOU developed?
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the CSO and Capacity Building 

● What types of training have you participated in at the CSO?
○ Of the trainings you have received, which have been most useful for you? 
○ Have you been able to apply what you learnt in trainings for the implementation of the 

projects? 
● Does training have a significance in the CSO for capacity building for leadership?

○ How does the CSO training help develop leadership qualities among its members?
○ How does Training help shape a member’s journey in the CSO?

the CSO Action framework (importance of communication)

● What is the importance of the CSO Action Framework?
● Did you apply the CSO Action Framework during your project implementation? How? (How 

consistent)
● As a project chairperson, how do you make the rest of the project team (co-chair, committee) 

aware of and apply the CSO Action Framework?

Personal development

● How do you feel that you have personally developed during your time at the CSO?
○ Can you share about your journey with the CSO over the years? What makes you stay 

committed to the organisation?
○ Have you applied these skills outside of your work with the CSO in relation to other 

things?
● How has being a part of the CSO contributed to your understanding of developing local 

sustainable solutions? 
○ (Beyond the CSO as well, other CSOs and in professional roles)

the CSO Impact and Gaps 
● How do you see the CSOs contribution to the sustainability challenges faced in the Philippines?

○ Is there anything that is overlooked or could be improved? 

Is there anything else that you would like to add?
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Interviewee 5

Interview Objective/s:

Thank you for taking the time to speak with us today. The purpose of this interview is to get a better 
understanding of the skills and competencies needed to work with sustainable solutions and how the CSO 
develops these capacities among their members.
More specific: Getting an understanding of the org from Chris’s perspective. How Capacity 
building for leadership development is approached in the CSO. Understanding the implementation, 
relevance of the Action Framework.
 
Your participation in this interview is voluntary and anonymous. With your consent, this interview will be 
recorded and transcribed by the researchers.

Intro questions

● Can you start off by telling us about the CSO and how long you have been a part of the 
organisation? Mention your past roles in the the CSO (local and national)

 
the CSO and Capacity Building 

● What is the importance of training in the CSO? (Trainer’s perspective)
○ How does the CSO training help develop leadership qualities among its members?
○ How does Training help shape a member’s journey in the CSO?

● How do you identify the type of training needed by members?
● What kind of challenges does the CSO aim to address through training its members?

 
the CSO Action framework 

● What is the purpose of the CSO Action Framework?
● How is it different from previous iterations? (the CSO Active Citizen Framework)

○ What was the primary purpose of the framework transition? (Talk about the societal and 
sustainability challenges that influenced the change)

○ What has been the impact on the CSO Projects from the transition to the framework?
○ Please walk us through the transition process and how you identified which areas to 

add/focus on.
○ (What is the need for transition/differences of the previous Active Citizens Framework 

and the current Action Framework).
● Why does the CSO have its own internal framework, why not adopt an existing model?
● How do you make the members be aware of and apply the CSO Action Framework?

 
Capacity Building and the CSO Action Framework
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● What are the skills and values needed among the CSO members, for them to implement the 
framework?

● How do you build the capacity of the CSO members to effectively apply the Action Framework at 
different levels?

○ How does training members impact the leadership within the organisation in itself at the 
CSO?

● How do you know/measure that the CSO framework has been internalized by the CSO members?
 
Implementation of the framework

● What are the challenges in implementing (localisation and operationalising) the CSO Action 
Framework?

 .           Internal in the organisation and external in environment
● How do the trainings complement the hands-on experience of carrying out a project and vice 

versa when it comes to learning?
● How does the Action Framework support developing sustainable solutions in the CSO projects?

 
Personal development

● How do you feel that you have personally developed during your time at the CSO?
○ What leadership qualities do you feel that you have developed? 
○ Have you applied these skills outside of your work with the CSO in relation to other 

things?

Looking forward 

● What are the trainings able to achieve vs. not able to achieve? 
● Do you think the CSO Action Framework will evolve again in the future? Is there a direction in 

which it is likely to evolve?
● How do you see the CSO Philippines' contribution to the sustainability challenges faced in the 

Philippines?
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Interviewee 6 

Interview Objective/s:
Thank you for taking the time to speak with us today. The purpose of this interview is to get a better 
understanding of the skills and competences needed to work with sustainable solutions and how the CSO 
develops these capacities among their members.
More specific: How training and capacity building are approached in the CSO. 
 
Your participation in this interview is voluntary and anonymous. With your consent, this interview will be 
recorded and transcribed by the researchers.

Intro questions
● Can you start off by telling us about the CSO and how long you have been a part of the 

organisation? Mention your past roles in the the CSO (local and national)

the CSO and Capacity Building 

● What is the CSO’s approach towards training and capacity building for the CSO members?
○ What is the purpose of training at the CSO?

● To help us understand the format and structures, could you share briefly about the different types 
and methods of trainings offered by the CSO?

● Do the trainings vary for members at different levels within the organisation? If so, how and 
why?

○ At higher levels of the CSO leadership structure, the competence required would be more 
nuanced than at lower levels (by our assumption), is that the case from your experience? 

○ What technical and non-technical skills and competence is required most at different 
levels of leadership within the organisation? 

● How do you identify the type of training needed by members?

Leadership

● What are the key skills or competencies that you want to build in the CSO members?
○ How does the CSO training help develop leadership qualities among its members?

● What kind of challenges do you want the CSO members to be able to handle? And how can they 
be equipped to handle them?

Individual growth 

● What is the purpose of this area of opportunity “Individual Growth”? Why is it important for the 
CSO?

● How do the CSO activities that members are involved in connect to their own personal growth or 
transformation?

● Do you think the leadership roles and the capacity building support offered to the the CSO 
members help them grow as individuals? In their own life?
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● How does Training help shape a member’s journey in the CSO?
○ How does a member’s journey within the CSO over years and various roles help shape 

their personal transformation? 

Organisational development

● How does training members impact the leadership within the organisation in itself at the CSO?
● What is the purpose in having the “One year to lead” principle, (Advantages and Disadvantages)

○ How is the alignment across the organisation built with new leaders stepping into roles 
every year? What are some challenges due to the frequent change in leadership? 

● How do you know/measure that people have internalized what they learn in the trainings?

Implementation of projects

● How do the trainings complement the hands-on experience of carrying out a project and vice 
versa when it comes to developing skills?

● How does the CSO approach developing the capacities of the stakeholders/beneficiaries of the 
CSO Projects?

● Are there certain capacities/ skills needed to ensure that the CSO projects have sustainable 
outcomes?

Personal development
● How do you feel that you have personally developed during your time at the CSO?

○ What leadership qualities do you feel that you have developed? 
○ Have you applied these skills outside of your work with the CSO in relation to other 

things?

Reflection
● What are the trainings able to achieve vs. not able to achieve? 
● How do you see the CSO’s contribution to the sustainability challenges faced in the Philippines?
● What are your reflections on how the CSO International which began in the US and now is active 

across various parts of the world. How does the CSO make itself still relevant across various 
geographies, socio-cultural differences?

● System perspective: the CSO’s activities have an impact on the individual, on the community 
(through the projects) and on the business or enterprises of the members. Is there a broader 
impact on the system that is caused by the CSO nationally and internationally?
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Interviewee 7

We are writing out master’s thesis in Leadership for Sustainability about how a civil society organisation 
in the Philippines works with developing leadership capacities among their members and how this relates 
to the IDGs. 
The purpose of this interview is to explore the competences and skills needed to bring about global 
sustainable development and how the IDG initiative seeks to drive this forward.
More specific objectives: historical context and the strategy and challenges towards making the IDGs 
a global framework. 

Your participation in this interview is voluntary. With your consent, this interview will be recorded and 
transcribed by the researchers. 

Interview Questions

● Can you share briefly about your role in the IDGs? How did you get involved with the initiative?
● Can you describe what the IDG initiative is and where the need to start it emerged?

● There are different stakeholders involved in the IDG initiative (fx, Eskerat) - what is the role of 
the IDG initiative in connecting these stakeholders?

○ What are the strengths and challenges of this multi-stakeholder approach?
○ There are multiple forums and platforms for capacity building towards sustainable 

development like the presencing institute, Gaia, etc. Is there a global ecosystem for 
capacity building towards sustainable development? 
 

● Towards making IDGs ‘a global framework for developing capacities for sustainable 
development’,  - how do you seek to achieve this?

○ What are the different approaches and strategies towards making the IDGs a global 
framework?

○ What are the challenges to making the framework global (internal and external)?
○ What is needed to make the IDGs more recognized? 
○ What is the role of context in the local adaptation of the IDGs?

● Are the IDGs for everyone?
○ Are there certain conditions needed to be able to work (Readiness to apply) with the 

IDGs?

● How will the IDGs build and bridge the capacities for sustainable change between different 
levels: the self, organisations and system levels? 
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Interviewee 8

Context of our study: We are writing our master’s thesis about a CSO in the Philippines that works with 
leadership development among their members to create sustainable local community projects and we are 
very interested in how this is a practical example of working with inner development. 

Questions for Interviewee 8: So for this interview we are very interested in hearing your take on how 
IDGs build capacity in leaders and the global outreach of the IDGs, particularly to the Global South. 

Formalities - with your permission we would like to record this interview 

● Can you share briefly about your role in the IDGs? How did you get involved with the initiative?

● Can you describe what the IDG initiative is and where the need to start it emerged?

● As we heard during the summit, the IDGs have been built with Eurocentric input, and there are 
efforts to make it a global framework. We want to understand, how are the IDGs culturally 
appropriated? Contextualised to the needs across the world?

○ What challenges have you encountered and how are you working to overcome these?
○ Who is it that you seek to work with or partner with (fx governments or NGOs)?

● What is the response from the Global South towards IDGs?

● How do you see other countries or cultures building on/adopting/integrating the IDGs?

● Are the IDGs for everyone?
○ Are there certain conditions needed to be able to work (Readiness to apply) with the 

IDGs?
○ IDG as a framework for change makers within the society, or is it for everyone in the 

sense of the beneficiaries as well? 

● What is the best way for organisations to adopt the IDGs into their leadership capacity building 
approaches?

● Otto Scharmer refers to the open will as a lever to shift perspectives when faced with challenges. 
How willing are the stakeholders to engage with the IDGs? How ready is the ecosystem for 
collective action towards sustainability (the global community, institutional leaders and system 
drivers) to adopt the IDGs? 

○ On March 22nd, at the Launch of the Global Inner Development Goals Alliance, UNDP, 
represented by Ullrica spoke extensively about the adoption of Inner development goals 
in alignment with building system's capacity. Could you help us understand the 
implication of UNDP's adoption of IDGs as a global framework? 
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Appendix 3


