
Collection: Irreplaceable in the AI Era™ 
"Because leadership begins with you" 

This is not just another ebook.​
It’s a practical guide for leaders who—amid the relentless 
advance of technology and artificial intelligence—seek to 
ensure that their leadership, decisions, and results remain 
relevant and sustainable. 

It was conceived and written from a place of deep 
conviction—combining strategic clarity with the genuine love for positive impact, the 
personal power that comes from lived experience, and the essence of leading with integrity.​
Every concept, framework, and tool included here has been chosen with a single purpose: 
to deliver real value that can tangibly transform the way you lead and generate results. 

Experience shows that most failed transformations don’t fall short because of technical 
limitations, but because of invisible factors that silently erode performance: internal 
resistance, cultural misalignment, loss of strategic focus, or lack of team commitment.​
These rarely appear in the metrics—yet they determine the success or failure of any 
initiative. 

In this guide, you’ll find actionable tools and frameworks to help you: 

●​ Identify and anticipate risks that can slow or derail your strategy. 

●​ Protect and strengthen your leadership capacity in high-disruption environments. 

●​ Use technology—including AI—as a multiplier of results, not as a replacement. 

●​ Stay competitive without compromising your team’s cohesion or your 
organization’s future. 

This resource is available in PDF format for quick reference. If you prefer the editable 
version, you’ll find a link to the download center at the end, where you can get it in Word 
format and adapt it to your needs. A new ebook will be added to the collection every 
week—until all 25 are complete. Simply visit the download center to see what’s new each 
week. 

If these words have reached you, it’s likely not by chance. You are in the right position, at 
the right time, and in the right circumstances for this information to make a real difference. 
And as you put it into practice, you may discover it could also spark transformation in 
others. 

Because in today’s era, real value lies not just in the technology you use—but in your 
ability to lead with vision, precision, and purpose. 
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2. Central Theme – Ensuring Continuity of Strategy 
The central question that guides this ebook is: 

How can boards and long-term stewards design structures, agreements and practices 
that keep the organisation’s strategy alive, coherent and evolving across generations of 
leaders? 

We will explore five strategic levers: 

1.​ Board succession planning. 
2.​ Long-term contracts. 
3.​ Strategic roadmaps. 
4.​ Periodic evaluations. 
5.​ External reviews. 

Each lever will be translated into definitions, frameworks, examples, exercises, templates, 
checklists and KPIs. 

 

3. Initial Sections 

3.1 Why strategic continuity matters 

When continuity is weak: 

●​ Every change in CEO or board composition generates strategic turbulence. 
●​ Long-term investments are delayed or cancelled with each new leadership cycle. 
●​ Talent and partners lose trust because priorities seem to fluctuate constantly. 

When continuity is strong: 

●​ New leaders inherit clarity, not confusion. 
●​ Strategic bets survive the ups and downs of quarterly performance. 
●​ The organisation earns a reputation as a reliable, long-term partner. 

Strategic continuity is not rigidity. It is the ability to adapt without losing the thread that 
connects decisions to purpose. 
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3.2 Purpose of this guide – Five objectives 

This guide has five specific objectives: 

1.​ Clarify concepts and responsibilities related to strategic continuity at board level. 
2.​ Equip you with practical tools to formalise and communicate continuity 

mechanisms. 
3.​ Provide examples (including hypothetical cases) that make abstract governance 

ideas tangible. 
4.​ Offer templates for succession maps, contract portfolios, roadmaps and review 

cycles. 
5.​ Inspire you to see strategic continuity as a collective discipline, not just as a legal 

requirement. 

3.3 How to navigate this guide 

Suggested route: 

●​ Start with Subtopic 1 if the board is facing generational change or significant 
rotation. 

●​ Focus on Subtopic 2 if long-term contracts feel fragmented or misaligned. 
●​ Work on Subtopic 3 when the roadmap is either outdated or non-existent. 
●​ Use Subtopic 4 and Subtopic 5 to strengthen evaluation and oversight practices. 

At the end, use the Global Templates and Tools, Self-assessment and Glossary to 
consolidate your continuity framework. 
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4. Subtopic 1 – Board Succession Plan 

4.1 Definition 

A board succession plan is a structured approach to anticipate, prepare and manage 
changes in board composition so that the organisation always has the skills, perspectives 
and continuity it needs. 

It addresses questions such as: 

●​ Who will chair the board in three to five years? 
●​ How will we replace members who rotate out or retire? 
●​ Do we have the right balance of expertise (technology, finance, people, 

sustainability)? 
●​ How will we bring in new voices without losing institutional memory? 

Without a succession plan, transitions become urgent, political and risky. With a plan, they 
become expected and guided, supporting stability and renewal. 

4.2 Practical framework – The LEGACY Model 

Use the LEGACY model to structure board succession: 

●​ L – Long-term direction. What future is the board stewarding? 
●​ E – Essential capabilities. What competencies must always be present? 
●​ G – Governance rules. What are the terms, rotations and eligibility criteria? 
●​ A – Active pipeline. Who could join or lead in the future? 
●​ C – Continuity of knowledge. How is experience transferred? 
●​ Y – Yearly review. How often and how systematically is the plan updated? 

Long-term direction 

Succession planning only makes sense in relation to a strategic horizon. A board serving a 
growing digital enterprise has different needs from a board guiding a mature, 
asset-intensive organisation. 

Clarify: 

●​ Strategic horizon (5–10 years). 
●​ Major transformations expected (digitalisation, internationalisation, sustainability 

commitments). 
●​ Implications for board expertise (e.g., AI ethics, global partnerships, regulatory 

landscape). 
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Essential capabilities 

List capabilities the board must collectively cover at all times, such as: 

●​ Strategy and risk. 
●​ Finance and capital markets. 
●​ Technology and data. 
●​ People, culture and transformation. 
●​ Sector-specific expertise. 
●​ Stakeholder and community perspectives. 

Assess whether current members provide sufficient depth in each area. 

Governance rules 

Formalise: 

●​ Term lengths and maximum consecutive terms. 
●​ Diversity and independence requirements. 
●​ Process for proposing, evaluating and appointing new members. 
●​ Criteria for board leadership roles (chair, committee chairs). 

Active pipeline 

Identify: 

●​ Potential internal candidates (executives, advisors, former leaders). 
●​ External profiles (entrepreneurs, academics, community leaders). 
●​ Development actions to prepare them (mentoring, committee participation, observer 

roles). 

Continuity of knowledge 

Design mechanisms to ensure that when someone leaves: 

●​ Critical contextual knowledge is documented. 
●​ Handovers include not only facts, but also relationships and history. 
●​ New members have onboarding programs and access to key archives. 

Yearly review 

Schedule an annual succession review: 

●​ Validate assumptions. 
●​ Update pipeline. 
●​ Adjust criteria based on strategic shifts. 
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4.3 Hypothetical case 

Hypothetical case 

A regional bank is facing simultaneous retirements of three long-serving board members. 
Historically, new members have been selected informally through personal networks. The 
chair recognises the risk: the bank is entering an era of digital competition and needs fresh 
perspectives. 

Using the LEGACY model, the board: 

●​ Defines a long-term direction around digital inclusion and sustainable finance. 
●​ Identifies essential capabilities in cybersecurity, impact investing and customer 

experience. 
●​ Formalises governance rules with limited terms and clear diversity objectives. 
●​ Builds an active pipeline including fintech founders, risk experts and community 

leaders. 
●​ Establishes a structured onboarding and mentoring process. 
●​ Commits to an annual succession review, regardless of immediate vacancies. 

Within two years, the board composition shifts gradually, aligning better with the bank’s 
future while honouring its history. 

4.4 Exercise – Designing or Updating the Board Succession Plan 

Objective​
Create or refine a practical board succession plan aligned with long-term strategy. 

Duration​
Half-day working session (3–4 hours). 

Roles 

●​ Board chair. 
●​ Governance or nominations committee. 
●​ CEO or general manager (as invited guest). 
●​ Board secretary. 

Inputs 

●​ Current board composition and terms. 
●​ Strategic plan or roadmap. 
●​ Governance policies and bylaws. 
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Steps 

1.​ Strategic Horizon (45 minutes) 
o​ Review the strategic horizon (5–10 years). 
o​ Identify 3–5 key shifts that will affect board composition. 

2.​ Capability Map (60 minutes) 
o​ Define essential capabilities and perspectives. 
o​ Assess current board against each capability (strong / adequate / gap). 

3.​ Pipeline Brainstorm (45 minutes) 
o​ List potential profiles (not names first) that could fill gaps. 
o​ Only later, suggest potential individuals respecting conflict-of-interest 

norms. 
4.​ Governance Rules (45 minutes) 

o​ Confirm or adjust term limits, evaluation criteria and nomination process. 
o​ Agree on principles for diversity, independence and ethical standards. 

5.​ Onboarding and Knowledge Transfer (45 minutes) 
o​ Design a 90-day onboarding program for new members. 
o​ Define how outgoing members document strategic lessons and key 

stakeholder relationships. 
6.​ Plan Approval (30 minutes) 

o​ Synthesize decisions into a written plan. 
o​ Assign responsibilities and review dates. 

Deliverable​
“Board Succession Plan – LEGACY Version 1.0”. 

4.5 Template – Board Succession Map 

Board role / 
capability 

Current 
holder 

Term end 
date 

Readiness of 
successor 

(1–5) 

Key risk if 
vacancy 
occurs 

Immediate action 

Chair of Strategy 
Committee – 
strong digital and 
AI understanding. 

Maria 
López 31/12/2026 

2 – Potential 
successor 
identified but 
not yet fully 
prepared. 

Loss of 
guidance on 
digital 
investments 
and data 
ethics. 

Formalise 
mentoring 
relationship 
between Maria and 
potential successor; 
include successor 
as observer in key 
meetings. 
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4.6 Checklist – Healthy Board Succession 

●​ ☐ Future strategic needs are explicit and inform board profiles. 
●​ ☐ Essential capabilities and perspectives are mapped and reviewed yearly. 
●​ ☐ Governance rules for appointments, terms and rotations are clear and respected. 
●​ ☐ There is an active, diverse pipeline of potential board members. 
●​ ☐ Knowledge transfer and onboarding are structured, not improvised. 

4.7 Suggested KPIs – Board Succession 

●​ Percentage of essential capabilities covered at strong or adequate levels. 
●​ Diversity indicators (gender, age, background) relative to agreed targets. 
●​ Time required to fill a board vacancy. 
●​ Satisfaction of new board members with onboarding process. 
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5. Subtopic 2 – Long-Term Contracts 

5.1 Definition 

Long-term contracts include agreements with executives, key suppliers, strategic partners, 
investors, clients and even communities that extend across several years and materially 
affect the organisation’s strategic trajectory. 

When used thoughtfully, they: 

●​ Provide stability for critical relationships. 
●​ Reduce volatility in costs, supply and talent retention. 
●​ Signal long-term commitment to stakeholders. 

When used blindly, they can lock the organisation into outdated terms or misaligned 
incentives. 

5.2 Practical framework – The ANCHOR Approach 

Use the ANCHOR approach to manage long-term contracts: 

●​ A – Alignment with strategy. Does the contract serve the long-term direction? 
●​ N – Negotiated value. Is the value fair for both parties over time? 
●​ C – Conditions and flexibility. How are risks, changes and exits handled? 
●​ H – Human impact. How does the contract affect employees, communities and 

partners? 
●​ O – Oversight. Who monitors performance and risk? 
●​ R – Renewal logic. Under what conditions should the contract evolve or end? 

Alignment with strategy 

Before signing any long-term contract, the board should ask: 

●​ Does this agreement help execute the strategic roadmap? 
●​ Does it limit future options in ways that could become problematic? 

Negotiated value 

Ensure that: 

●​ Price and value are reasonable not only today, but also in future scenarios. 
●​ There is transparency in cost drivers and expected benefits. 

Conditions and flexibility 

Contracts should: 
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●​ Include clear performance criteria and service levels. 
●​ Define mechanisms for adjustment (e.g., indexation, renegotiation windows). 
●​ Manage exit conditions fairly. 

Human impact 

Consider: 

●​ Effects on workforce (e.g., outsourcing, joint ventures). 
●​ Implications for community relationships. 
●​ Ethical and environmental standards. 

Oversight 

Assign: 

●​ Internal owners responsible for contract management. 
●​ Reporting mechanisms to the board or relevant committee. 

Renewal logic 

Decide: 

●​ How and when the contract will be reviewed. 
●​ Criteria for renewing, renegotiating or terminating. 

5.3 Hypothetical case 

Hypothetical case 

A healthcare organisation signs a 10-year contract with a technology provider to manage its 
digital records and AI-supported diagnostics. Initially, the contract seems favourable, but 
after several years the board realises it lacks flexibility to integrate newer technologies and 
vendors. 

Learning from this, the board revises its approach using ANCHOR: 

●​ New long-term contracts are explicitly tied to strategic objectives for digital 
transformation. 

●​ Value-sharing mechanisms reward innovation, not only volume. 
●​ Flexibility clauses allow integration of complementary technologies and periodic 

renegotiation. 
●​ Human impact is evaluated to ensure staff are trained and patients’ data is protected. 
●​ Oversight is assigned to a joint steering committee with clear KPIs. 
●​ Renewal logic includes independent benchmarking before extending agreements. 
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5.4 Exercise – Mapping and Improving Long-Term Contracts 

Objective​
Identify critical long-term contracts and evaluate them through the ANCHOR lens. 

Duration​
2–3 hours. 

Roles 

●​ Board committee (audit, risk, finance or strategy). 
●​ CFO or contract management lead. 
●​ Legal counsel. 

Inputs 

●​ List of contracts beyond a predefined threshold (e.g., value, duration, strategic 
importance). 

●​ Existing contract summaries. 

Steps 

1.​ Contract Inventory (45 minutes) 
o​ Compile a list of long-term contracts. 
o​ Classify them by type (executive, supplier, partner, client, community). 

2.​ ANCHOR Assessment (60 minutes) 
o​ For each contract, discuss alignment, value, flexibility, human impact, 

oversight and renewal logic. 
o​ Flag contracts that present significant risk or misalignment. 

3.​ Action Plan (45 minutes) 
o​ Define mitigation or renegotiation actions for high-risk contracts. 
o​ Identify contracts that could be used as positive models for future 

agreements. 
4.​ Governance Integration (30 minutes) 

o​ Decide how contract oversight will be reported to the board. 
o​ Update policies or guidelines as needed. 

Deliverable​
“Strategic Long-Term Contract Portfolio and Action Plan”. 
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5.5 Template – Long-Term Contract Portfolio 

Contract / 
relationship Type Strategic 

role 

Risk 
level 

(A/M/B) 

Key issue or 
opportunity Immediate action 

Cloud 
infrastructure 
provider – 
7-year 
agreement. 

Supplier / 
technology. 

Critical 
platform for 
AI and data 
analytics. 

Alto 

Contract lacks 
clear exit clauses 
and benchmarks 
for innovation. 

Initiate review with 
legal and 
technology teams; 
prepare 
renegotiation 
proposal before next 
milestone. 

      

5.6 Checklist – Responsible Long-Term Contracts 

●​ ☐ All long-term contracts are mapped and assigned to internal owners. 
●​ ☐ Each contract has a clear link to strategic objectives. 
●​ ☐ Flexibility and exit mechanisms are defined. 
●​ ☐ Human and ethical impacts have been considered. 
●​ ☐ Renewal decisions are informed by independent data and benchmarking. 

5.7 Suggested KPIs – Long-Term Contracts 

●​ Percentage of long-term contracts with up-to-date summaries and assigned owners. 
●​ Share of contracts with defined renewal logic and review dates. 
●​ Number of contracts renegotiated proactively vs. reactively. 
●​ Impact of long-term contracts on strategic KPIs (e.g., cost stability, innovation 

outcomes). 
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6. Subtopic 3 – Strategic Roadmap 

6.1 Definition 

A strategic roadmap is a visual and narrative representation of how the organisation 
intends to move from its current position to its desired future over a defined period (usually 
3–5 years), connecting goals, initiatives, resources and milestones. 

It is not merely a list of projects; it is the story of strategic execution. 

6.2 Practical framework – The PATH Roadmap 

Use the PATH framework: 

●​ P – Purpose and positioning. Why do we exist and what space do we want to 
occupy? 

●​ A – Ambitions and outcomes. What measurable results will show progress? 
●​ T – Tracks and initiatives. Through which work streams will we move? 
●​ H – Horizon and checkpoints. Over what time frame and with what milestones? 

Purpose and positioning 

Reaffirm: 

●​ Core purpose and values. 
●​ Desired position in the ecosystem (local, regional, global; niche or broad). 

Ambitions and outcomes 

Define 3–7 concrete ambitions with measurable outcomes, such as: 

●​ Entering new markets. 
●​ Reaching certain impact thresholds. 
●​ Achieving financial resilience goals. 

Tracks and initiatives 

Group work into tracks (e.g., digital, people, impact, operations) and within each track 
identify key initiatives. 

Horizon and checkpoints 

Set: 

●​ Time horizon (e.g., 2026–2030). 
●​ Major checkpoints (e.g., annual, semi-annual). 
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●​ Dependencies between initiatives. 

6.3 Hypothetical case 

Hypothetical case 

A foundation focused on education realises its programs are fragmented. The board wants a 
clear roadmap to align funding, partnerships and internal capacity. 

Using the PATH framework, they: 

●​ Reaffirm their purpose: enabling young people from vulnerable communities to 
thrive in a digital economy. 

●​ Set ambitions: support 50,000 students, influence public policy, and become 
financially resilient through diversified funding. 

●​ Define tracks: program innovation, strategic partnerships, digital infrastructure, 
organisational culture. 

●​ Outline a 5-year horizon with milestones, including pilot projects, scaling decisions 
and evaluation points. 

The roadmap becomes the board’s primary tool for prioritisation and monitoring. 

6.4 Exercise – Building or Refreshing the Strategic Roadmap 

Objective​
Develop or update a 3–5-year strategic roadmap aligned with continuity goals. 

Duration​
One-day strategy session (could be split into two half days). 

Roles 

●​ Board and executive leadership. 
●​ Strategy or transformation office (if existing). 
●​ Key stakeholders (as invited). 

Inputs 

●​ Current strategic documents. 
●​ Market and risk analyses. 
●​ Lessons from previous cycles. 

Steps 

1.​ Purpose and Positioning (60 minutes) 
o​ Revisit purpose and desired position. 
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o​ Validate with current context and aspirations. 
2.​ Ambitions and Outcomes (90 minutes) 

o​ Define or confirm 3–7 strategic ambitions. 
o​ Attach measurable outcomes and baseline data. 

3.​ Tracks and Initiatives (120 minutes) 
o​ Identify key tracks and associated initiatives. 
o​ Prioritise using the Impact × Effort rubric (see global tools). 

4.​ Horizon and Checkpoints (60 minutes) 
o​ Map initiatives across 3–5 years. 
o​ Define milestones and review points. 

5.​ Synthesis and Communication (60 minutes) 
o​ Create a concise visual roadmap. 
o​ Decide how to communicate it to internal and external stakeholders. 

Deliverable​
“Strategic Roadmap 20XX–20XX – PATH Overview”. 

6.5 Template – Roadmap Snapshot 

Strategic track Initiative Year 1 milestone Year 3 
milestone Owner Success 

indicator 

Digital 
transformation 
for impact 
measurement. 

Implement 
integrated 
data platform 
across all 
programs. 

Complete system 
selection and pilot 
implementation in 
two units. 

Platform 
operational in 
all regions 
with real-time 
dashboards for 
the board. 

Chief 
Data 
Officer. 

90% of 
programs 
reporting 
through the 
platform; 
decisions 
informed by 
data in every 
board meeting. 

      

6.6 Checklist – Effective Strategic Roadmap 

●​ ☐ Purpose and positioning are explicit and widely understood. 
●​ ☐ Strategic ambitions have measurable outcomes. 
●​ ☐ Initiatives are grouped into clear tracks with owners. 
●​ ☐ Dependencies and timeframes are realistic. 
●​ ☐ The roadmap is used in board discussions, not only archived. 

6.7 Suggested KPIs – Strategic Roadmap Execution 

●​ Percentage of roadmap initiatives on track, delayed or completed. 
●​ Progress against key outcomes (e.g., market share, impact indicators). 
●​ Frequency with which roadmap is reviewed at board level. 
●​ Stakeholder understanding of strategic priorities (survey-based). 
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7. Subtopic 4 – Periodic Evaluations 

7.1 Definition 

Periodic evaluations are structured reviews of the organisation’s strategy, performance and 
governance at regular intervals (e.g., quarterly, annually). They ensure that learning from 
experience, data and stakeholder feedback is integrated into the strategic journey. 

Evaluations can cover: 

●​ Strategy execution. 
●​ Board performance. 
●​ Executive leadership. 
●​ Specific programs or investments. 

7.2 Practical framework – The CYCLE Review 

Use the CYCLE framework: 

●​ C – Calendar. What evaluation happens when? 
●​ Y – Yardsticks. Which indicators and questions guide the review? 
●​ C – Conversations. How are findings discussed and processed? 
●​ L – Learning and decisions. What conclusions and actions follow? 
●​ E – Evidence loop. How is information stored and reused? 

Calendar 

Design a multi-year evaluation calendar that avoids overload and ensures rhythm: 

●​ Quarterly: progress check-ins and risk updates. 
●​ Annually: strategy review and board self-evaluation. 
●​ Every 2–3 years: deeper thematic evaluations. 

Yardsticks 

Define: 

●​ Quantitative metrics (financial, operational, impact). 
●​ Qualitative questions (culture, stakeholder trust, innovation capacity). 

Conversations 

Ensure that evaluations: 

●​ Are not reduced to presentations; they trigger dialogue. 
●​ Include both successes and failures. 
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●​ Invite voices beyond the board when relevant. 

Learning and decisions 

Each evaluation should end with: 

●​ Clear agreements on actions and priorities. 
●​ Assigned owners and timelines. 

Evidence loop 

Store: 

●​ Reports and data in accessible repositories. 
●​ Summaries of decisions and rationales. 

7.3 Hypothetical case 

Hypothetical case 

A manufacturing company has historically reviewed financial metrics monthly, but 
strategic progress and cultural indicators are rarely discussed. After a crisis related to safety 
and reputation, the board decides to redesign evaluations using CYCLE: 

●​ A yearly strategy and culture review is added, using both KPIs and qualitative 
feedback. 

●​ Quarterly meetings now include a dedicated segment for learning from incidents 
and innovations. 

●​ A digital repository centralises evaluation reports and follow-up status. 

Over time, decisions become more consistent and aligned with long-term strategy, not only 
short-term numbers. 

7.4 Exercise – Designing the Evaluation Calendar 

Objective​
Create an integrated three-year evaluation calendar that supports strategic continuity. 

Duration​
2–3 hours. 

Roles 

●​ Board chair and committee chairs. 
●​ CEO and strategy lead. 
●​ Board secretary. 
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Inputs 

●​ Current meeting calendar. 
●​ Existing evaluation practices and reports. 

Steps 

1.​ Inventory (45 minutes) 
o​ List all current evaluations (what, who, how often). 
o​ Identify overlaps and gaps. 

2.​ CYCLE Design (60 minutes) 
o​ Decide what should be reviewed quarterly, annually, and every 2–3 years. 
o​ Link each evaluation to specific yardsticks. 

3.​ Conversation Design (45 minutes) 
o​ Determine how evaluation findings will be integrated into meetings (agenda 

time, formats). 
4.​ Evidence Loop (30 minutes) 

o​ Define where reports will be stored and how follow-up will be tracked. 

Deliverable​
“Three-Year Board Evaluation Calendar”. 

7.5 Template – Evaluation Calendar Snapshot 

Evaluation Frequency Responsible Key yardsticks 
Next 

scheduled 
date 

Follow-up 
owner 

Annual 
strategy and 
culture review. 

Annual. 
Strategy 
committee 
chair. 

Progress on 
roadmap, cultural 
indicators, 
stakeholder trust. 

15/11/20XX 

Board 
secretary – 
track actions 
and decisions. 

      

7.6 Checklist – Robust Evaluation Practice 

●​ ☐ Evaluations are planned on a multi-year calendar, not improvised. 
●​ ☐ Yardsticks combine financial, operational, impact and cultural indicators. 
●​ ☐ Evaluation sessions allow time for reflection and debate. 
●​ ☐ Decisions and actions are documented with owners and deadlines. 
●​ ☐ Evidence is stored and accessible for future reviews. 

7.7 Suggested KPIs – Evaluations 

●​ Percentage of planned evaluations completed on time. 
●​ Implementation rate of actions agreed from evaluations. 
●​ Board satisfaction with the quality of evaluation discussions. 
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●​ Reduction of repeated issues over time. 
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8. Subtopic 5 – External Reviews 

8.1 Definition 

External reviews involve independent parties—consultants, auditors, peer organisations, 
regulators or expert panels—who assess specific aspects of the organisation and provide 
insights that complement internal perspectives. 

They strengthen: 

●​ Credibility. Stakeholders see that performance and ethics are being scrutinised. 
●​ Learning. External reviewers bring comparisons and best practices. 
●​ Risk management. Blind spots are reduced. 

8.2 Practical framework – The OUTSIDE Review 

Use the OUTSIDE framework: 

●​ O – Objectives. Why are we commissioning this review? 
●​ U – Universe (scope). What will be included and excluded? 
●​ T – Team of reviewers. Who is qualified and independent? 
●​ S – Sources of information. What data and voices will be consulted? 
●​ I – Insights. How will findings be synthesised? 
●​ D – Decisions. What governance mechanisms will respond to the review? 
●​ E – Engagement and follow-up. How will we communicate and act? 

Objectives 

Clarify if the review aims to: 

●​ Validate strategy. 
●​ Assess culture or governance. 
●​ Respond to regulatory requirements. 
●​ Prepare for large transformations or partnerships. 

Universe (scope) 

Define boundaries: 

●​ Time frame (e.g., last 3–5 years). 
●​ Units, programs or regions included. 
●​ Topics (strategy, risk, culture, technology, sustainability). 
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Team of reviewers 

Select: 

●​ Individuals or organisations with relevant expertise. 
●​ No conflicts of interest. 
●​ Respectful and constructive approach. 

Sources of information 

Ensure: 

●​ Combination of quantitative data and qualitative perspectives. 
●​ Inclusion of external stakeholders (clients, partners, communities) where 

appropriate. 

Insights 

Request: 

●​ Clear prioritisation of findings (critical, important, secondary). 
●​ Specific recommendations with rationale. 

Decisions 

Plan: 

●​ Governance process to analyse the report. 
●​ Assignment of responsibilities for responses. 

Engagement and follow-up 

Agree: 

●​ Communication with internal teams and external stakeholders. 
●​ Monitoring of implementation. 

8.3 Hypothetical case 

Hypothetical case 

An international NGO decides to commission an external review after rapid growth. The 
board wants to understand whether governance, culture and systems are ready for the next 
decade. 

Using OUTSIDE, they: 
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●​ Define objectives: evaluate governance, financial management, strategy and culture. 
●​ Limit the universe to the last 5 years and key regional hubs. 
●​ Select a team of independent reviewers with experience in similar organisations. 
●​ Provide access to data, interviews and field visits. 
●​ Receive a report with clear insights and prioritised recommendations. 
●​ Use the findings to redesign committees, update policies and invest in leadership 

development. 

The external review becomes a turning point that strengthens both impact and legitimacy. 

8.4 Exercise – Planning the Next External Review 

Objective​
Design a high-value external review that supports strategic continuity. 

Duration​
2–3 hours (planning phase). 

Roles 

●​ Board chair. 
●​ Relevant committee chair (audit, risk, impact or governance). 
●​ CEO. 
●​ Board secretary. 

Inputs 

●​ Previous external reports (if any). 
●​ Strategic roadmap and risk register. 

Steps 

1.​ Objective Clarification (45 minutes) 
o​ Discuss why an external review is needed now. 
o​ Prioritise 2–3 core objectives. 

2.​ Scope and Review Team (60 minutes) 
o​ Define universe and topics. 
o​ Brainstorm possible reviewing entities; identify selection criteria. 

3.​ Information and Timeline (45 minutes) 
o​ Decide what data will be required and how it will be prepared. 
o​ Outline timeline from commissioning to board deliberation. 

4.​ Follow-up Governance (30 minutes) 
o​ Agree on how the board will respond and monitor implementation. 

Deliverable​
“External Review Terms of Reference – Draft”. 
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8.5 Template – External Review Tracker 

Review topic Period 
covered 

External 
reviewer Main objective Status Next action 

Governance 
and strategic 
alignment 
review. 

2020–20
24. 

Independent 
governance 
consultancy. 

Assess whether 
governance 
structures support 
long-term strategy 
and ethical 
standards. 

Proposal 
approved; 
contract under 
negotiation. 

Finalise terms 
of reference 
and schedule 
kick-off 
meeting. 

      

8.6 Checklist – High-Value External Reviews 

●​ ☐ Objectives and scope are clearly defined and documented. 
●​ ☐ Reviewers are independent, competent and aligned with organisational values. 
●​ ☐ Data and stakeholder perspectives are provided transparently. 
●​ ☐ Findings are prioritised and translated into decisions and actions. 
●​ ☐ Implementation of recommendations is monitored and reported. 

8.7 Suggested KPIs – External Reviews 

●​ Frequency of major external reviews (aligned with policy). 
●​ Percentage of critical recommendations implemented within agreed time. 
●​ Stakeholder perception of transparency and accountability (survey-based). 
●​ Improvements in governance or performance indicators following reviews. 
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9. Global Templates and Tools 
These tools help you integrate all five subtopics into a coherent continuity system. 

9.1 Impact × Effort Prioritisation Rubric 

Initiative Impact (1–5) Effort (1–5) Priority Responsible Next 
milestone Date 

Establish 
formal board 
succession plan 
and policy. 

5 – High impact 
on long-term 
governance 
stability. 

3 – Moderate 
effort over 
several 
sessions. 

Alta 
Governance 
committee 
chair. 

Draft plan 
reviewed by 
full board. 

30/06 

       

9.2 RACI Matrix – Strategic Continuity Program 

Activity R A C I Deliverable Date 
Define integrated 
continuity framework 
(succession, 
contracts, roadmap, 
evaluations, reviews). 

Board 
chair + 
CEO. 

Full 
board. 

Committee 
chairs, senior 
executives. 

Key 
stakeholders 
(investors, 
major partners). 

Approved 
strategic 
continuity 
policy. 

31/08 

       

9.3 KPI Dashboard – Continuity and Governance 

KPI Definition Target Baseline Frequency Owner Data 
source 

Board 
succession 
readiness 
index. 

Percentage of key 
roles with 
identified and 
prepared 
successors. 

≥ 80% 
within 3 
years. 

35%. Annual. Governance 
committee. 

Succession 
map. 
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9.4 Human–Cultural Risk Map 

Risk Probability 
(A/M/B) 

Impact 
(A/M/B) Mitigation Owner Status 

Loss of strategic 
continuity due to 
simultaneous board 
and executive 
transitions. 

Alta Alto 

Stagger terms; develop 
emergency succession 
protocols; maintain 
strategic roadmap and 
documentation. 

Board 
chair. 

En 
curso 

      

9.5 30–60–90 Plan – Launching the Continuity Framework 

Horizon Objective Actions Responsible Indicators Deliverable 

30 days 

Establish shared 
understanding of 
continuity 
priorities. 

Present this 
ebook’s key 
ideas in a 
board 
session; 
collect 
feedback and 
questions. 

Board chair. 

Level of 
alignment 
measured via 
quick survey. 

Summary of 
board reflections 
and priorities. 

60 days Draft continuity 
framework. 

Use templates 
to design 
succession 
plan, contract 
map and 
evaluation 
calendar. 

Governance 
committee. 

Draft documents 
produced and 
reviewed. 

Continuity 
framework v1. 

90 days 
Approve and 
begin 
implementation. 

Integrate 
changes into 
governance 
policies and 
board 
calendar; 
assign 
owners. 

Full board. 

Policy approval; 
first 
implementation 
actions 
underway. 

Board-approved 
continuity policy 
and 
implementation 
tracker. 
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10. Summary and Next Steps 

10.1 Integrated insights 

In this ebook you have explored five levers that, together, sustain strategic continuity: 

1.​ Board succession plans keep governance capabilities alive and evolving. 
2.​ Long-term contracts act as anchors when they are aligned with strategy and 

values. 
3.​ A living strategic roadmap connects purpose, ambitions, initiatives and time. 
4.​ Periodic evaluations transform data and experience into learning and decisions. 
5.​ External reviews invite independent eyes to strengthen trust and adaptation. 

Strategic continuity is not about guaranteeing a fixed future. It is about ensuring that, 
whatever the future brings, the organisation has clarity, memory and direction. 

10.2 Next steps checklist 

Próximo paso Responsable Plazo Estado Observaciones 
Conduct LEGACY-based 
session to design or update 
board succession plan. 

Governance 
committee chair. 

2 
months.  Invite an external 

facilitator if needed. 

Build ANCHOR-based 
inventory of long-term contracts 
and identify priority 
renegotiations. 

CFO + legal 
counsel. 

3 
months.  

Start with high-value 
or high-risk 
agreements. 

Refresh strategic roadmap using 
PATH framework and align with 
continuity goals. 

Board + 
executive team. 

4 
months.  Plan a dedicated 

strategy retreat. 

Approve three-year evaluation 
calendar using CYCLE. 

Board chair + 
board secretary. 

3 
months.  

Align with existing 
audit and risk 
processes. 

Define scope and terms of next 
external review using 
OUTSIDE. 

Relevant 
committee chair. 

6 
months.  

Consider timing with 
major strategic 
decisions. 
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11. Self-Assessment – Strategic Continuity Readiness 
Rate each statement from 1 (strongly disagree) to 5 (strongly agree). 

1.​ Our board succession needs are clearly linked to long-term strategy. 
2.​ Essential capabilities and perspectives for the board are mapped and reviewed 

regularly. 
3.​ We have an updated succession plan with identified potential successors for key 

roles. 
4.​ All critical long-term contracts are documented, mapped and assigned to owners. 
5.​ Long-term contracts have clear renewal logic and flexibility mechanisms. 
6.​ We have a concise, shared strategic roadmap for the next 3–5 years. 
7.​ Board discussions regularly use the roadmap to prioritise decisions and resources. 
8.​ There is an integrated evaluation calendar linking strategy, performance and 

governance. 
9.​ Evaluation sessions lead to concrete decisions and follow-up actions. 
10.​External reviews are planned proactively, not only when crises occur. 
11.​Recommendations from external reviews are tracked until completion or justified 

deviation. 
12.​Knowledge transfer and onboarding mechanisms ensure continuity when leaders 

change. 
13.​Our KPIs reflect not only short-term results but also long-term impact and 

resilience. 
14.​Stakeholders (investors, regulators, communities) see us as a consistent, reliable 

organisation. 
15.​Overall, we feel confident that our strategy can survive leadership changes and 

external shocks. 

11.1 Scoring and interpretation 

Add your scores (minimum 15, maximum 75). 

●​ 15–35 – Fragile Continuity 

Strategic continuity is mostly informal. Start by clarifying the strategic roadmap and 
designing a basic succession plan and evaluation calendar. 

●​ 36–55 – Emerging Continuity 

Several elements exist but are fragmented. Focus on integrating them into a coherent 
framework with clear owners and KPIs. 

●​ 56–75 – Mature Continuity 

You have solid mechanisms in place. Use this guide to refine risk management, deepen 
learning from evaluations and ensure the framework evolves with context. 
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Repeat this self-assessment every year and review trends with the board. 
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12. Glossary (15 Terms) 
1.​ Strategic continuity – The organisation’s capacity to maintain direction and 

purpose over time, despite changes in leaders, markets or technology. 
2.​ Board succession plan – Structured approach to anticipating and managing 

changes in board composition. 
3.​ Essential capabilities (of the board) – Set of skills, experiences and perspectives 

that must be present collectively in the board. 
4.​ Long-term contract – Agreement of extended duration whose terms significantly 

affect the organisation’s strategy and risk profile. 
5.​ Strategic roadmap – Visual and narrative representation of how the organisation 

plans to move from its current state to its desired future over a defined period. 
6.​ Periodic evaluation – Regular review of performance, strategy or governance using 

predefined metrics and questions. 
7.​ External review – Independent assessment of specific organisational aspects by 

third parties. 
8.​ Governance rules – Policies and norms that regulate how the board is composed, 

operates and makes decisions. 
9.​ Succession pipeline – Group of potential candidates for future board or executive 

roles. 
10.​Oversight – Ongoing monitoring and supervision by the board or designated 

committees. 
11.​Yardsticks – Metrics and guiding questions used to measure progress or 

performance. 
12.​Risk map – Tool that categorises risks by probability and impact and indicates 

mitigation actions. 
13.​30–60–90 plan – Structured plan detailing actions and objectives in the first 30, 60 

and 90 days of an initiative. 
14.​Terms of reference – Document that defines objectives, scope and methodology for 

an external review or project. 
15.​Stakeholder trust – Degree of confidence that investors, clients, employees and 

communities place in the organisation’s decisions and behaviour. 
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Final Note of Gratitude 
Thank you for dedicating time and focus to this material. Each concept and tool here was 
designed to provide clarity and strategic vision. 

The fact that you are here—investing in yourself and your organization—is proof of 
leadership commitment. 

Remember: true impact comes not only from learning but from applying and sharing it. 
May this guide support wiser decisions, deeper conversations, and more meaningful 
transformations. 

 
 

Reference to the HBT PORTAL™ 
The place where each week you will find: 

​
• 📕 Practical ebooks.​
• 🎧 Podcast summaries on Spotify.​
• 🎥 Videos on YouTube.​
 

All designed to connect innovation with the human. 

🔗 HBT PORTAL™ 
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