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PREFACE

As the European Union steers its ambitious course toward climate
neutrality by 2050, the narrative around Net Zero has become
increasingly technical, regulatory, and carbon focused. However,
beneath the policy frameworks, technological innovations, and carbon
accounting mechanisms lies an often-overlooked cornerstone of this
transition: people delivering the transition.

The methodology, takes a human-centric approach to the Net Zero
transition. It argues that while green technologies, sustainable
finance, and regulatory compliance form the skeleton of the Net Zero
agenda, human infrastructure—the capabilities, culture, and
coherence of teams and organizations—is its nervous system.
Without strategically developed, resilient, and purpose-aligned teams,
the implementation of Net Zero strategies is at risk of becoming
fragmented, underpowered, or misaligned with long-term goals.

The complexity of the climate transition requires more than technical
know-how. It demands Net Zero teams that are equipped not only
with the hard skills of data analysis, sustainability reporting, and
environmental systems but also the soft skills of collaboration,
adaptability to change, and purpose-driven leadership.

To cultivate such teams, organizations must engage with principles
from organizational psychology, adopt systemic thinking, and
reimagine human resources functions as central drivers of climate
action. Moreover, the future of work—defined by automation, hybrid
models, and digital transformation—adds an additional layer of
complexity and opportunity.

6



The Green Mindsets methodology provides a structured yet
flexible framework for embedding human capacity building
iInto the DNA of climate strategies. By integrating cross-
disciplinary insights and leveraging systems thinking, this
document lays out a methodology for designing,
developing, and sustaining human infrastructure within Net
Zero-aligned organizations. It is intended for sustainability
practitioners, HR leaders, organizational designers, and
policy makers who recognize that achieving Net Zero is not
just about reducing emissions—but also about enabling
people. This is not merely a methodology for compliance or
efficiency—it is a blueprint for transformation—where
humans are not the problem, but the potential.




APPROACH AND SCOPE

The purpose of this document is to reframe the Net Zero transition
as not solely a technical or compliance challenge but a complex
human and organizational transformation. It introduces an
interdisciplinary methodology that tiers together six critical
domains:

« Net-Zero Policy and Implementation (EU context) - focusing on
the regulatory drivers, targets, and strategic imperatives set by
the European Green Deal and related frameworks.

e Human Resources and the Future of Work - understanding
evolving workforce dynamics, talent development, and strategic
workforce planning in a sustainability context.

e Net Zero Teams - defining and developing the hard and soft
skills needed for cross-functional, climate-literate, purpose-
aligned teams.

« Team Dynamics - analyzing how collaboration, diversity, trust,
and psychological safety contribute to sustainable performance
and innovation.

« Organizational Psychology - integrating insights from behavioral
science to guide change management, motivation, and
leadership development.

« Systemic Thinking - using holistic approaches to understand
interdependencies within organizations, ecosystems, and
society, enabling adaptive, resilient Net Zero strategies.




BACKGROUND AND OBJECTIVES

This methodology document provides a comprehensive framework
for integrating human-centered development into the European
Union's Net Zero transition. As climate action scales across
industries, organizations also are increasingly confronted with a
paradox: while their sustainability targets are technologically and
policy-driven, their ability to implement them rests on the strength
and readiness of their human systems.

ALIGNMENT WITH NET-ZERO CONTEXT AND EEA
GRANTS' STRATEGIC PRIORITIES

This methodology strongly aligns with the EEA Grants’ strategic
priorities and EU policies, by supporting capacity development,
innovation, and organizational transformation in pursuit of climate
neutrality. It particularly supports:

« Reducing social and economic disparities by investing in
inclusive workforce development and equitable access to Net
Zero capability-building.

- Bilateral cooperation through its potential for knowledge-
sharing and pilot replication with similar institutions.

« Decent work and climate resilience by future-proofing the
workforce  through a human-centered approach to
sustainability education, leadership, and behavioral change.



OUTCOMES

To that end, this methodology provides:
1.A conceptual framework grounded in systems thinking and
organizational development theory
2. A step-by-step implementation guide, including assessment tools
and capability mapping (Annex 7).
3. An analytical matrix to evaluate team readiness, gaps, and
strategic alignment to Net-Zero context (Annex 2).

TARGET AUDIENCE

The intended audience includes sustainability officers, HR
professionals, organizational leaders, consultants, policymakers, and
net-zero educators. By following this methodology, organizations can
not only meet compliance benchmarks but become dynamic
ecosystems where people are equipped and empowered to lead the
climate transition.

IMPLEMENTATION MODALITIES

The analysis relies on expert work, but also on a participatory
approach (pilot experiment trial). Pilot trials will be used to validate
key assumptions, refine tools, and capture qualitative feedback from
teams undergoing Net Zero capability transformations (Annex 2).
These pilots serve both as a proof of concept and as a dynamic
learning process, enabling iterative improvements to the methodology
based on real-world insights.
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Therefore, the Green Mindsets methodology advocates, for a
phased approach:

1) Diagnostic Phase - assessing the current organizational and
human systems' readiness for Net Zero integration.

2) Design Phase - co-creating tailored intervention strategies with
cross-functional teams.

3) Deployment Phase - implementing the strategies through human
development objectives, iterative cycles, ensuring continuous
alignment between human capabilities and sustainability goals.

4) Evaluation Phase - applying both quantitative metrics (e.g.,
capability scores, project KPls) and qualitative methods (e.g.,
employee feedback, cultural audits) to monitor impact and
recalibrate efforts.

1. Diagnostic

Assess the current organizatio...
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SEGTION 1

THE METHODOLOGY

The Green Mindsets: Human Capital Powering Net Zero Teams
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1.1. GONTEXT AND PURPOSE OF
THE METHODOLOGY

The European Union’s commitment to becoming climate-neutral
by 2050-as outlined in the European Green Deal-represents
one of the most ambitious policy transformations in global
history. This endeavour demands nothing short of a systemic
reconfiguration of how we produce, consume, govern, and
collaborate. However, current discourse and implementation
strategies remain heavily weighted toward technological,
regulatory, and market mechanisms, often marginalizing

the human dimension of this transition.

This methodology arises from a growing recognition: climate
neutrality cannot be attained by technical expertise alone. The
social architecture of organizations—how they are led, how
teams function, how decisions are made, and how people adapt
to change—is equally fundamental. As such, this work is
grounded in the conviction that achieving the Net Zero transition
is equally a matter of human engagement as of technical
capacity or regulatory frameworks.

Human capital refers to the stock of skills, knowledge,
experience, and attributes embodied in individuals that can be
used to produce economic value.

In organizational theory, human capital is seen not only as
technical skills but also as social and cognitive abilities that
enhance performance, efficiency and adaptability (Crook, 2011).
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In the context of Net Zero, this infrastructure is specifically
critical because:

« Climate strategies require cross-functional collaboration
that traditional organizational silos inhibit (Yin, 2023).

e Decarbonization targets often necessitate cultural and

behavioral change, not just technical compliance (Wilson,
2021).

« Innovation in sustainability depends on interpersonal trust,
psychological safety, and shared vision—features of team
dynamics rooted in organizational psychology (Frazier, 2017)

« The shift toward the future of work-including remote work,
automation, and digital platforms—demands new skills and
mindsets, particularly around agility, lifelong learning, and
digital sustainability (Forum W. E., 2025).

This methodology, therefore, bridges the gap between climate
strategy and human strategy by offering an integrated,
academically grounded framework for developing the "human
capital infrastructure” of Net Zero teams. It equips organizations
with the tools to align technical ambitions with human
capabilities, ensuring that the workforce is not merely compliant
but actively empowered to drive, sustain, and innovate toward
climate neutrality goals. In doing so, it positions human
development not as a secondary support function, but as a
equal enabler of systemic, long-term climate success.
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1.2. STRATEGIC FOUNDATIONS OF
THE METHODOLOGY

This methodology assumes that organizations are living
systems, continuously co-created by the beliefs, behaviors, and
relationships of the people within them (Morgan, 2006).
Therefore, any change in organizational performance—especially
in relation to complex goals like Net Zero—must account for
both formal structures (roles, responsibilities, policies) and
informal dynamics (culture, motivation, learning patterns).
Rather than prescribing rigid processes, the methodology
supports adaptive learning and context-specific adaptation. It
aims to foster self-organizing capabilities, where in teams
become active participants in shaping and sustaining their own
Net Zero futures (Robert, 2000).

Theory of Change: Human capital for Net Zero transformation

This methodology is grounded in the foundational belief that
achieving a sustainable Net Zero transformation requires more
than meeting technical standards or regulatory benchmarks. It
necessitates the intentional development of resilient, adaptive,
and purpose-driven human systems across all levels of society
and industry. Human capital must be recognized not just as a
support mechanism, but as a central driver of systemic change.
The approach assumes that without investing in strategic
human infrastructure—skills, leadership, collaboration cultures,
and shared purpose—efforts to mitigate climate change will
likely become disjointed, short-lived, or fall to scale.




RESULTS CHAIN
MAPPING ACTIVITIES TO LONG-TERM OUTCOMES

Inputs Activities Qutputs Outcomes Long-Term Impacts

e L - M

Expertise, diagnostics, Assessments, training, Skills maps, team models, Effective strategies, Human-centered Net Zero
commitment to learning experiments, feedback loops systemic tools Iinnevation, engagement transition and innovation

Climate action that is purely technocratic or policy-centric often
overlooks the behavioral, organizational, and cultural shifts
needed to sustain change over time.

A truly effective Net Zero transition demands leadership that
fosters collective ownership, workforce readiness, cross-sector
collaboration, and community engagement. These human-
centered capacities are critical to navigating complexity,
overcoming resistance, and ensuring equitable participation in
climate solutions. As Peter Senge (2006) noted,
transformational change becomes unsustainable when human
systems are neglected; technical solutions alone cannot
substitute for social coherence, learning ecosystems, and
adaptive capacity.

By placing human capital at the core of this Theory of Change,
this methodology provides a framework to align climate
objectives with the development of inclusive, empowered, and
future-ready human systems capable of carrying the transition
forward. The above causal pathway outlines how activities and
interventions lead to long-term impact.



LEVEL

Inputs

Activities

Outputs

Outcomes

Long-Term

Impact

Results Chain: Mapping Activities to Long-Term Outcomes

DESCRIPTION

Expertise in sustainability, HR development, systems thinking, digital
analytics; validated psychometric and organizational diagnostics;
organizational commitment and learning infrastructure.

Conduct climate literacy and capability assessments; design
personalized and team-based Net Zero development pathways; deliver
learning interventions; build feedback loops for adaptation; pilot Net
Zero team transformation experiments.

Net Zero-aligned skills maps; resilient, cross-functional teams;
leadership models for human-centered sustainability; systemic change
tools embedded in HR and organizational practices.

Organizations operationalize Net Zero strategies more effectively;
improved climate performance through empowered human systems;
increased innovation, adaptability, and employee engagement in
climate action.

Accelerated, just, and human-centered climate neutrality transition in
line with the European Green Deal goals; organizations become
ecosystems of continuous sustainability-driven innovation.

The Green Minds methodology concludes with a clear
proposition: the path to Net Zero is fundamentally a human
journey. While technologies, policies, and carbon metrics
define the structural contours of the climate transition, its
true success hinges on the readiness, resilience, and

engagement of the people and systems who bring those
frameworks to life. The long-term outcomes, articulates how

strategic investment in human capital-through knowledge-
building, leadership development, team transformation, and
systems thinking—can serve as the connective tissue
between ambition and implementation.
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1.3. REQUIRED EXPERTISE FOR THE
IMPLEMENTING THE
METHODOLOGY

Implementing this methodology effectively requires itself a cross-
functional coalition of expertise. The Net Zero transition is a
complex, multi-level process that involves technological,
behavioural, cultural, and structural changes.

The following domains of expertise are essential for operationalizing
this methodology:

1. Sustainability and Climate strategy experts: these professionals
bring deep knowledge of decarbonization pathways, sustainability
standards (e.g. CSRD, SFDR), lifecycle analysis, and regulatory
compliance. They ensure that human infrastructure strategies are
aligned with the organization's climate goals, including carbon
reduction targets, material risk assessments, and sustainability
reporting frameworks.

2. Human resource development professionals: HR and learning
professionals are central to identifying, mapping, and building
future-proof capabilities across the workforce. Their expertise in
talent development, performance management, and succession
planning must be reframed in light of the Net Zero agends,
embedding sustainability into every aspect of the employee
lifecycle.
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Skill development within Net Zero teams is rarely scrutinized.
Yet, the data reveal a systemic misalighment between ambition
and ability.

3. Systems thinkers and organizational designers: these experts
contribute a meta-level perspective, helping organizations
understand the interdependencies, feedback loops, and
leverage points within their internal systems and external
ecosystems. They help translate linear strategies into adaptive,
systemic interventions, ensuring coherence between micro
(team) and macro (organizational/ecosystem) levels.

4. Digital and data analysts: the integration of digital tools and
metrics is essential for mapping skills, tracking learning
outcomes, and assessing performance across Net Zero teams.
These professionals support the development of analytical
dashboards and data-informed decision-making in human
iInfrastructure management.

1.4. ORGANIZATIONAL PRECONDITIONS FOR SUCCESS

Even with the right expertise, the success of this methodology
depends on key organizational enablers. These include:
 Leadership and role modeling: Top management must visibly
commit to the notion that human development is not peripheral
but central to climate success. Leaders should be active
participants in development processes, modeling vulnerability,
learning, and cross-boundary collaboration.
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e Cultural readiness for change: Organizations must foster a
culture where experimentation, reflection, and systems thinking
are valued. This includes creating space for critical inquiry,
encouraging diverse perspectives, and rewarding learning
behaviors rather than only outcomes.

Psychological safety and trust: Team members need to feel safe
to speak up, take risks, and challenge prevailing norms. Without
psychological safety, the deep cultural shifts required for Net
Zero alignment will remain surface-level and fragile.

Access to learning infrastructure: A dynamic and equitable
learning ecosystem must be in place, including formal learning
programs, peer-to-peer learning opportunities, digital
platforms, coaching, and mentoring structures—all embedded
within the context of sustainability, human resources and
future-oriented work.

Time and resources for development: Organizations must
allocate dedicated time and financial resources to human
infrastructure. This includes investment in long-term capacity
building rather than short-term training solutions.

It reflects a multi-level, interdisciplinary approach to diagnosing and
developing the human infrastructure necessary for Net Zero transitions,
combining evidence-based tools with adaptive system design.
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1.5. GREEN MINDSETS - TOOLS
AND INSTRUMENTS

The methodology integrates multiple validated psychometric
instruments and psychological assessments to capture both
quantitative measures (e.g., trait scores, cognitive diversity indices)
and qualitative dimensions (e.g, motivational patterns, team
dynamics). The methodology is designed to capture both individual
human capital insights and systemic Net Zero readiness. The
framework relies on a carefully structured 12 selected dimensions,
each designed to capture critical aspects of human and
organizational readiness for the Net Zero transition. These
dimensions are assessed and developed through a combination of
validated tools, instruments, and approaches, ensuring both
quantitative rigor and qualitative depth.

The dimensions are divided into two major categories: Assessment
dimensions (diagnosing the current state) and Development
dimensions (building and evolving capabilities and systems).

I. ASSESSMENT DIMENSIONS

The Assessment Phase focuses on mapping current capacities,
gaps, and potentials across organizational, team, and individual
levels. It uses both qualitative and quantitative measurement tools.
Each of these ten assessment dimensions provides a vital data
point to understand how the organization, teams, and individuals
currently interact with Net Zero challenges, and where strategic
interventions are needed.
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Il. DEVELOPMENT DIMENSIONS

The Development Phase builds upon the assessment results,
structuring targeted growth and transformation processes at
multiple levels. The development dimensions ensure that human
infrastructure evolves systematically — from personal mindsets and
behaviours to collective team dynamics and, ultimately,
organizational structures and cultures.

ASSESSMENT DIMENSIONS

Net Zero Policy Alignment 10%
Human Capital Readiness 20%
Net Zero Team Maturity 30%
Team Dynamics and Trust 40%
Organizational Behavior and Change Adaptability 50%

60%

Dimension

Climate Literacy and Net Zero Skills
Psychological Profiles (Big Five OCEAN) 70%
Motivational Styles (Enneagram Typology) 80%

Cognitive Styles 90%

Decision-Making Styles 100%

DEVELOPMENT DIMENSIONS

Individual Development Pathways
47.8%

Team/Departmental and Organizational/Systemic Development Pathways
52.2%
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1.6. RSSESSEMENT STAGE TOOLS

The selected tools for this stage, are designed to comprehensively
address both technical and human dimensions, support mixed-
method data collection, enable iterative learning throughout the
transformation process, and ensure that all interventions are
grounded Iin evidence-based practices from organizational
psychology, leadership development, and sustainability sciences.

CORE CATEGORIES OF INSTRUMENTS

Climate Literacy and Skills Diagnostics: E-learning platforms,
knowledge assessments

Psychometric Instruments: Big Five, Enneagram, Cognitive
Inventories

Team Diagnostic Tools: Trust surveys, team maturity models,
psychological safety audits
Organizational Tools: Network analysis, scenario planning

platforms, systemic feedback mapping

These tools not only provide a snapshot of the current situation but
serve as active enablers of transformation, embedding learning,
resilience, and adaptability into the DNA of the organization.

The following integrated matrix summarizes the core dimensions,
objectives, tools, and measurement types utilized throughout the
methodology. It reflects a multi-level, interdisciplinary approach to
diagnosing and developing the human infrastructure necessary for
Net Zero transitions, combining evidence-based tools with adaptive
system design.
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This methodology integrates climate literacy and Net Zero skills
diagnostics as a foundation, layered with deep psychological and
cognitive profiling to wunderstand how individuals process
information, collaborate, adapt to complexity, and engage with
climate challenges, and ensures that human capital is both
technically competent and psychologically resilient.

TOOL 1. CLIMATE LITERACY AND NET ZERO SKILLS
ASSESSMENTS

A successful Net Zero transition demands a workforce that is not
only motivated but also well-informed and technically equipped.
Thus, the starting point of assessment focuses on measuring
climate literacy and Net Zero-critical skillsets across the
organization.

Application in the Methodology:

o Climate literacy assessments: Evaluate knowledge of climate
science fundamentals, sustainability frameworks, systemic
environmental risks, and the FEuropean Green Deal
imperatives.

e Net Zero skills mapping: Assess proficiency in technical areas
such as carbon accounting, ESG reporting, lifecycle analysis,
green finance, climate communication, and systemic
innovation thinking.

- Skills gap analyses: Identify deficits in sustainability
competencies and create structured, role-based development
pathways.
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For example, a project management team may excel in general
leadership but lack specific knowledge about Scope 3 emissions
or ESG compliance, requiring targeted upskilling to close critical

gaps.

Evaluate knowledge of clima...

TOOL 2. BIG FIVE PERSONALITY TRAITS (OCEAN
FRAMEWORK)

The Big Five (Openness, Conscientiousness, Extraversion,
Agreeableness, Neuroticism) offers a validated psychological lens
into human behavior. These dimensions reveal how individuals may
engage with change, innovation, collaboration, and sustainability
challenges. o5



Application in the Methodology:

e Personal development planning tailored to psychological
strengths and vulnerabilities.

» Aggregated team profiles to ensure personality diversity crucial
for innovation-driven Net Zero work.

« Organizational psychological culture mapping to align with
resilience and climate action imperatives.

TOOL 3. ENNEAGRAM TYPOLOGY - MOTIVATIONAL
AND ADAPTIVE STYLES

The Enneagram is a personality framework that categorizes human
behavior into nine core types, each rooted in specific emotional
motivations, cognitive filters, and adaptive strategies. Unlike trait-
based models (e.g, OCEAN), the Enneagram focuses on why
individuals behave the way they do—highlighting motivational
patterns, not just observable behaviors.

Application in the Methodology:

« Understand motivational drivers and stress reactions during
Net Zero transformations.

e Predict potential areas of conflict or resilience within teams
facing high-pressure sustainability deadlines.

e Build complementary team compositions balancing motivation

types.
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TOOL 4. COGNITIVE STYLES - INFORMATION
PROCESSING AND PROBLEM-SOLVING PREFERENCES

Cognitive style mapping highlights how people think, organize
information, and solve problems — key capabilities for complex,
systemic work.

Application in the Methodology:

e Optimize team compositions by balancing analytical and
intuitive thinkers.

« Customize learning interventions (e.g., highly analytical teams
might need experiential, not just theoretical, climate training).

« Foster cross-cognitive collaboration to enhance creative
problem-solving in sustainability innovation.

TOOL 5. DECISION-MAKING STYLES - NAVIGATING
CLIMATE COMPLEXITY AND ORGANIZATIONAL
CHANGE

Navigating Net Zero challenges requires agility across diverse
decision-making approaches (directive, analytical, conceptual,
behavioral).

Application in the Methodology:

 Build balanced decision ecosystems in teams and leadership
groups.
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o Identify and correct over-dominant decision styles that may
hinder sustainability initiatives (e.g, overly directive teams
resisting flexibility).

 Align leadership development programs with the demands of
complex, uncertain Net Zero pathways.




1.7. DEVELOPEMENT STAGE TOOLS

TOOL 6. PERSONALIZED CLIMATE CAPABILITY MAPS

Purpose:

To design individualized learning and development journeys,
aligning each person's growth trajectory with the Net Zero
organizational strategy.

Application in the Methodology:

« Based on assessment phase outputs (skills audits, climate
literacy tests), individuals receive customized capability maps
outlining:

o Current competencies (technical + behavioral)

o Critical Net Zero gaps

o Recommended learning pathways (courses, coaching,
project-based assignments)

e Each map links individual growth objectives directly to the
organization's Net Zero goals, fostering ownership, agency,
and strategic alignment.

« Capability maps are dynamic — updated during reflection
phases based on feedback loops and evolving sustainability
targets.

» Net Zero transformation requires not only technical literacy
but also adaptive, future-ready personal development, tailored
to real-world climate transition needs.
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SECTION 2

GUIDELINES FOR
IMPLEMENTATION

The Green Mindsets: Human Capital Powering Net Zero Teams
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2.1. THE ASSESSMENT PHRSE

Before teams and organizations can design effective interventions
or build capability, they must understand their current state: Where
are we now? What capacities already exist? What gaps must be
filled to align with Net Zero objectives? The assessment phase is
not a bureaucratic step—it is a vital act of organizational self-
awareness. It creates the baseline from which strategic, targeted,
and human-centered transformation can emerge. This section
defines the core domains to be evaluated when diagnosing human
capital for Net Zero alignment, addressing both quantitative and
qualitative dimensions, with a focus on the alignment of Net Zero
policy awareness and critical human soft skills.

A. Organizational readiness for Net Zero

This dimension explores the extent to which the organization’s
structure, culture, and systems are aligned with sustainability
principles and climate goals.

Key indicators include:
e Clarity of Net Zero goals and language across departments
« Integration of sustainability into core strategy and governance
 Leadership commitment and visibility on climate issues
e Cross-functional collaboration mechanisms for climate
initiatives
« HR and alignment with Net Zero strategies
Readiness is not only technical; it also reflects cultural and
relational maturity to support systems transformation.
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B. Team capability and climate literacy

Each team must possess the necessary knowledge, skills, and
attitudes (KSAs) to contribute meaningfully to climate-related
work. This includes both technical knowledge (e.g., emissions
tracking, regulatory frameworks) and soft capabilities (e.g., adaptive
leadership, systems thinking, change adaptation).

Assessment categories include:

« General climate literacy: Understanding climate science, EU
policy, and Net Zero frameworks

 Role-specific knowledge: How sustainability affects functional
responsibilities (finance, ops, legal, etc.)

o Hard skills: Data analytics, ESG reporting, sustainable
procurement, lifecycle assessment

« Soft skills: Collaboration, resilience, critical and system thinking,
communication, adaptive leadership

« Systems thinking: Ability to see interdependencies and long-
term consequences

A matrix of skills vs. roles can be developed at this point, in order to
identify gaps and clusters of excellence.

C. Team dynamics
Beyond skills, effective Net Zero teams require psychological and
mindset conditions that support innovation, accountability, and
change. This section assesses the quality of interpersonal
dynamics, including:

« Level of trust and openness among team members

« Presence of psychological safety (Can people speak up?

Challenge ideas?)
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Conflict resolution and feedback culture
Sense of shared purpose and alignment
Level of inclusion and belonging

This content is best assessed through qualitative tools—e.g., focus
groups, anonymous pulse surveys, team interviews, and reflective

workshops.

D. Leadership and change readiness

Leaders at all levels must be equipped not just to execute a
strategy, but to inspire, coach, and guide transformation.
Leadership capacity should be assessed on:

Vision and communication: Can leaders articulate the ‘why’ of
Net Zero in a compelling way?

Change mindsets: Are leaders equipped to lead in complexity,
uncertainty, and transition?

Empowerment: Are they enabling distributed leadership and
autonomy?

Values alignment: Do their actions reflect climate
commitments?

Learning mindset: Are they modelling growth, reflection, and
openness?

Availability of training and development programs focused on
Net Zero: Are structured opportunities in place to build human-
centred competencies for Net Zero transformation®?

This content should include 360-degree feedback, leadership
diagnostics, and values alignment tools.

It is critical that the assessment process be participatory and
dialogical, not extractive.
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The goal is to generate shared insight, not just data. Implementing
a sustainable, human-centered Net Zero strategy demands more
than abstract assessments—it requires a structured, multi-level
understanding of human complexity within the organization. To that
end, the following assessment process outlines a rigorous,
academically informed methodology designed to diagnose,
contextualize, and strategically align human factors across
personal, team, and organizational dimensions.

2.2. ACTIVATING THE
METHODOLOGICAL FRAMEWORK

STAGE 1: INDIVIDUAL-LEVEL ASSESSMENT - THE
INTRAPERSONAL LENS

The foundation of this process begins with a deep diagnostic of
each team member, exploring their cognitive-emotional orientation,
work style, and climate alignment potential.

This includes:

 Psychometric profiling (e.g, Big Five, MBTI, risk tolerance
indices)

« Cognitive style assessments (e.g, reflective vs. impulsive
decision-making)

« Values clarification and sustainability motivation inventories

« Emotional intelligence and interpersonal adaptability
diagnostics

« Risk-taking profiles (identifying how individuals assess
uncertainty and volatility)
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 Learning style inventories (to personalize development
pathways)

These assessments are not evaluative in a punitive sense but
rather diagnostic and developmental, creating visibility into human
potential and blind spots.
Example: An individual may exhibit high conscientiousness and risk
aversion—traits that suggest methodical work but possible
resistance to Innovation or change. This becomes crucial when
mapped against the innovation needs of a team or department.

STAGE 2: DEPARTMENTAL/TEAM-LEVEL ASSESSMENT - THE
INTERPERSONAL AND RELATIONAL LENS

Once individual profiles are established, the next level of
assessment is conducted at the team or departmental scale,
exploring how individual traits aggregate and interact to form a
team dynamic. This is where systems thinking becomes operational:
a team is not merely a sum of its members but a living, relational
system with emergent properties.
At this level, the methodology examines:
o Risk diversity and balance across the team (e.g., do cautious
members balance out innovators?)
o Collective personality profiles (e.g., introversion/extraversion,
openness to new experiences)
« Team roles and informal dynamics (Belbin-type roles, influence
mapping)
 Conflict patterns and trust dynamics
« Shared purpose and psychological safety measures
« Distributed decision-making styles and cognitive balance



For instance, a department may include individuals with high
openness to experience but low dominance, suggesting creative
potential but weak decision execution capacity. Such insight helps
inform tailored team coaching and structural interventions.

This team-level diagnostic allows for tailored interventions that
build balance, cohesion, and resilience—rather than applying one-
size-fits-all strategies.

STAGE 3: ORGANIZATIONAL-LEVEL ASSESSMENT - THE META-
SYSTEMIC LENS

The final assessment level zooms out to view the entire
organization as a human ecosystem, composed of diverse
departmental cultures, individual psychologies, and relational
systems. This macro-diagnostic identifies alignment (or
misalignment) between organizational strategy and human
infrastructure. This includes:
o Cultural fit diagnostics (Is there a culture of development or
innovation? What kind of psychological profiles dominate?)
« Network and sociometric analysis (Who are the connectors,
brokers, or bottlenecks in the organizational system?)
Aggregate behavioral profiling (e.g, what percentage of the
workforce exhibits high risk aversion? Are decision-makers over-
indexed on tradition and safety?)
« Change-readiness assessments (Is the organization cognitively
and emotionally ready for transformation?)
 Strategic value alignment (Do the values of teams and
individuals align with the vision of Net Zero?)
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Example: An organization aiming to be a climate innovation leader
cannot afford to be dominated by low-openness, high-certainty,
and risk-averse behavioral profiles—regardless of technical
capability.

This organizational scan enables strategic realignment at scale,
ensuring that human dynamics are not a liability but a force
multiplier in the climate transition.

2.3. MONITORING RND
EVALUATION FRAMEWORK

To ensure that the Green Mindsets methodology achieves its
intended outcomes and fosters adaptive learning throughout
implementation, a structured Monitoring and Evaluation (M&E)
framework is established to ensures systematic data collection,
ongoing feedback loops, and evidence-based adjustments.

PURPOSE OF MONITORING AND EVALUATION

e Track Progress: Monitor the achievement of key milestones
across assessment, development, and deployment phases.

e Support Learning. Capture insights from pilots and
organizational implementation to refine interventions
dynamically.

« Measure Impact: Quantify changes in human capital capabillities,
team dynamics, and organizational climate readiness.

 Ensure Accountability: Provide transparent reporting to internal
stakeholders and external funders (e.g., EEA Grants).
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EVALUATION MATRIX

This methodology has been developed to support the
implementation, monitoring, and continuous improvement of
capacity-building interventions within the framework of an EEA and
Norway Grants-funded initiative. Rooted in principles of
transparency, accountability, and systemic transformation, the
methodology ensures that all key evaluation areas are assessed
through standardized, evidence-based practices aligned with the
strategic priorities of the project. The approach is structured
around five core dimensions: Climate literacy and Net Zero skills
development, Team dynamics and psychological safety, Leadership
and change readiness, Skills gap closure, Systemic organizational
change readiness.

Each area is evaluated through a combination of qualitative and
quantitative tools, enabling a comprehensive and context-sensitive
understanding of progress and development needs.

The use of tools such as climate literacy tests, psychological safety
surveys, leadership diagnostics, capability mapping, and network
analysis ensures both depth and breadth in data collection.

A defining feature of this methodology is the clear assignment of
evaluation responsibilities to designated roles within the
organization and project structure. These include the Learning and
Development Lead, Organizational Development Coach, HR
Business Partners, HR and Sustainability Officers, and External
Evaluators.
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e CLIMATE LITERACY AND NET ZERO SKILLS IMPROVEMENT
Tools/Methods: This area is assessed using climate literacy tests and
technical skills assessments.

Erequency: Evaluations are conducted every 6 months.
Responsibility: The Learning and Development Lead is accountable for
overseeing this process.

- TEAM DYNAMICS AND PSYCHOLOGICAL SAFETY
Tools/Methods: Evaluations rely on psychological safety surveys, focus
groups, and team diagnostics.

Erequency: Conducted on an annual basis.
Responsibility: Managed by the Organizational Development Coach.

- LEADERSHIP CHANGE READINESS
Tools/Methods: Includes 360° leadership evaluations and adaptive
leadership assessments.
Erequency: Assessed annually.
Responsibility: Responsibility falls to HR Business Partners.

« NET ZERO SKILLS GAP CLOSURE
Tools/Methods: Monitored using capability mapping updates and skills
audits.

Erequency: Reviews take place every 6 months.
Responsibility: Carried out by HR and Sustainability Officers.

« SYSTEMIC ORGANIZATIONAL CHANGE READINESS
Tools/Methods: Involves organizational change diagnostics and network

analysis.
Erequency: Evaluated at the start, mid-term, and end of each project.
Responsibility: An External Evaluator is responsible for this dimension.
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EVALUATION MATRIX

The Evaluation Matrix graphic presents a structured visualization of
the monitoring and evaluation responsibilities embedded within the
Green Mindsets Methodology. It illustrates how different
organizational roles—such as Learning and Development Leads, HR
Business Partners, and External Evaluators—are distributed across
various monitoring frequencies to ensure a comprehensive, multi-
layered evaluation process aligned with Net Zero transformation
goals.

This timeline-style chart categorizes responsibilities across three key
temporal layers:

« Every 6 months - frequent touchpoints for ongoing skills
assessment and team development activities.

« Annually - strategic reviews of leadership readiness and team
dynamics.

At start, mid-term, and end of project - critical checkpoints for
macro-level  organizational = diagnostics and  external
evaluations.

Each vertical line connects a specific role to its associated
evaluation rhythm, highlighting the systemic distribution of
monitoring tasks across time and function. This structure supports
continuous feedback loops, capacity-building alignment, and the
coherence of human development with climate objectives.

The visualization reinforces one of the methodology's core
principles: that effective climate transition requires not only
strategy and tools, but also a culture of learning, reflection, and
accountability, enabled through clearly assigned responsibilities and
temporal discipline.
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EVALUATION MATRIX

LEAN IMPLEMENTATION OPTIONS
If full implementation of the monitoring framework is not feasible
due to resource constraints, a strategic and cost-effective

alternative is cross-functional delegation.

This involves distributing responsibilities across existing internal
roles in a more integrated and flexible manner.
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For instance, a Learning and Development Team Lead can oversee
both climate literacy initiatives and team development processes,
as both areas focus on capacity-building and organizational
learning. Similarly, HR Business Partners can be tasked with a
broader scope, such as conducting leadership readiness
evaluations while also managing skills audits and capability
mapping, given their central role in workforce planning and talent
development.

This approach minimizes the need for additional hires while
ensuring that core components of the methodology are addressed
within the organization’s existing human infrastructure.

In addition, organizations operating under EU or EEA grants can
benefit significantly from collaborating with academic institutions or
mission-aligned NGOs. These partners often seek real-world
projects that align with their research or capacity-building
objectives, and may offer diagnostic tools, evaluation expertise, or
technical assistance at low or no cost.

For example, a university department focused on organizational
behavior or climate policy may support survey design, data analysis,
or impact assessments as part of a funded collaboration or
internship program. NGOs working in sustainability or workforce
development may also contribute expertise or tools in exchange for
shared learning outcomes.

Such partnerships not only ease implementation burdens but also
enhance the credibility and rigor of the monitoring process, aligning
well with the collaborative and impact-oriented nature of EU and
EEA-funded projects.

42



INDICATORS AND KPlIs

The Green Mindsets methodology establishes a comprehensive set
of Key Performance Indicators (KPIs) to monitor progress, assess
outcomes, and measure impact throughout the human
infrastructure transformation process. These indicators are
designed to support rigorous, evidence-based tracking of individual,
team, and organizational development in alignment with Net Zero
objectives.

PURPOSE OF KPIS

The KPI framework serves multiple strategic functions:

« Monitor progress toward defined human and organizational
development objectives.

« Support strategic decision-making by identifying areas that
require intervention or recalibration.

« Demonstrate impact to internal and external stakeholders,
including funders and regulatory authorities.

« Enable continuous learning by generating feedback loops
between assessment, action, and reflection.

STRUCTURE OF KPIS

KPIs are organized across three interrelated levels of analysis:
e Individual Level: Tracks the development of Net Zero-relevant
skills, adaptive capabilities, and mindset evolution.
« Team/Department Level: Assesses collaboration quality, cross-
functional coherence, and psychological safety.
« Organizational/Systemic Level: Evaluates cultural adaptability,
integration of climate strategy, and systemic learning capacity.
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The indicators are intentionally designed for dual use: they allow for
both quantitative aggregation (e.g, tracking climate literacy
improvements across departments) and qualitative exploration (e.g.,
surfacing team dynamics through facilitated workshops). As such, they
function not only as evaluative tools but also as catalysts for ongoing
development.

INTERDEPENDENCIES AMONG INDICATORS

Indicators within this methodology are not isolated metrics but
parts of a dynamic relational system. Their meaning and value
emerge largely through their interactions.

For instance, a high degree of cognitive diversity within a team can
theoretically foster innovation, but if psychological safety is low, the
team may fail to capitalize on that diversity, leading instead to
conflict or disengagement.

e Similarly, a team or individual exhibiting high motivation but low
learning agility may still struggle to adapt to emerging Net Zero
complexities, despite their enthusiasm.

e Risk-tolerant individuals, who could drive breakthrough
innovation, may become destabilizing influences in highly risk-
averse teams If not supported by coherent leadership
practices.

Thus, indicators must be interpreted relationally and contextually,
acknowledging the systemic feedback loops and cultural dynamics
they inhabit. No single indicator should be treated as definitive in
isolation; instead, insight arises through understanding patterns,
tensions, and synergies across multiple dimensions. collaboration.
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The indicators used in the Green Mindsets methodology are not
isolated metrics. Therefore, they operate within a dynamic human
system, where their significance arises through interrelation and
context. Their effects often reinforce or counterbalance one
another.

Examples of indicator interdependencies

« Cognitive diversity » Psychological safety
Diverse thinking styles can foster innovation, but only in
psychologically safe environments. Without trust, this diversity may
lead to conflict or disengagement rather than creative
collaboration.

 Learning agility » Motivation
High motivation is insufficient if individuals lack the capacity to
adapt, unlearn, and integrate new information. Low learning agility
can block progress even among highly committed employees.

* Risk tolerance » Team culture
Risk-tolerant individuals may drive innovation, but in risk-averse
teams, their behaviors can be destabilizing unless guided by strong
leadership and shared understanding.

« Visionary Leadership » Psychological Safety
A leader who communicates strong Net Zero vision can increase
team engagement-but only if psychological safety is present
Without it, even well-intentioned leadership may be perceived as
pressure, leading to resistance or burnout.
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Indicator Interdependencies & Data Sources
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 Climate Literacy * Role-Specific Relevance
General awareness of climate issues is not enough. If individuals
don't understand how Net Zero affects their specific role (e.g.
procurement, finance, operations), motivation and alignment will
remain superficial.

e Team Inclusion » Collaboration Quality
A diverse team composition does not guarantee effective
collaboration. Inclusion practices and equitable voice distribution
must be in place to translate diversity into value.
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« Team Inclusion * Collaboration Quality
A diverse team composition does not guarantee effective collaboration.
Inclusion practices and equitable voice distribution must be in place to
translate diversity into value.

« Adaptive Capacity » Organizational Stability
Adaptive teams need a certain level of structure. In unstable
organizations (e.g, with high turnover or unclear roles), even highly
adaptive individuals may lack the consistency or support needed to act
effectively.

« Resilience » Feedback Culture
Teams that exhibit high resilience in the face of change are often those
with strong internal feedback loops. Without this, resilience may
degrade over time into passive endurance or stagnation.

« Purpose Alignment » Burnout Risk
Individuals deeply aligned with the organization's sustainability mission
may overcommit, especially in the absence of boundaries and wellbeing
mechanisms—paradoxically increasing the risk of burnout.

« Trust in Leadership = Decision-Making Autonomy
Distributed leadership and team autonomy are only effective when
there's foundational trust in leadership direction. Otherwise,
decentralization may feel like abandonment.

« Learning Orientation » Change Fatigue
Continuous learning is essential-but in environments with too many
parallel initiatives or constant reorganization, even growth-oriented
teams may experience cognitive overload and disengagement.
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Green Mindsets Methodology - KPI Framework

Phase

Diagnostic

Diagnostic

Diagnostic

Diagnostic

Design

Design

Design

Deployment

Deployment

Deployment

Evaluation

Evaluation

Evaluation

Domain

Climate
Literacy

Skills Audit

Psychological
Safety

Leadership
Readiness

Co-Design
Participation

Competency-Goal
Alignment

Cognitive
Diversity

Learning
Participation

Intervention
Effectiveness

Team Dynamics
Impact

Human-Centered
Goal
Achievement

Cultural
Feedback &
Mindset Shift

Organizational
Resilience

KPI Description

% of employees passing climate
literacy assessment

Number of critical skill gaps
identified per key role

Average score in psychological
safety audit

% of leaders rated as 'change-
ready’

% of teams involved in
participatory design

% of key roles with personalized
development pathways

Team cognitive style diversity
index

% of employees completing Net Zero-
aligned training

% improvement in post-intervention
assessment scores

% improvement in trust,
collaboration, and feedback metrics

% of human infrastructure targets
achieved

Average score in organizational
culture audit

Score on adaptability and change
readiness assessments

Measurement Type

Quantitative

Quantitative

Qualitative

Quantitative /

Qualitative

Quantitative

Quantitative

Quantitative

Quantitative

Quantitative

Qualitative

Quantitative

Qualitative

Quantitative /
Qualitative
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Quantified KPI Framework - Green Mindsets Methodology

Level
Individual

Individual

Individual

Individual

Individual

Team

Team

Team

Team

Team

Organizational

Organizational

Organizational

Organizational

Organizational

Mixed/Outcome

Mixed/Dutcome

Mixed/Outcome

Mixed/Dutcorme

Mixed/Outcome

Indicator
Climate Literacy Improvement

Het Zero Role-Specific Knowledge

Leaming Agility Index

Motivation alignment Score

Risk Tolerance Mapping

Psychologlcal Safety Score

Cognitive Diversity Balance

Team Collaboration Index

Target KPI
= 35% increase in scores after
intervention

= T0% describe Net Zero relevance ta

their role

= 20% improvement post-assessment

= B0% motivation alignment reported

100% mapped and grouped by risk type

= 4.2 75 average score

At least 1 per cognitive style per team

= 30% improvement post-coaching

Conflict Resolution & Feedback Culture: 0% show competence in simulations

Team Trust Index

Leadership Readiness Score

Cultural Readiness for Met Zero

Strategy-to-Capability Match

Training Participation Rate

Leaming Systenn Activation

Capability Develapment Scare

Engagement in Reflection Activities

Human Infrastructure Maturity Index

Cross-Team Innovation Index

Behavioral allgnment Score

= TO% trust score in team surveys
= 85% rated ‘change-capable’ in 360°
= 75% cultural alignment score

= 30% strategy backed by development
plan

= 90% complete Net Zero training

= B0% departments using LM5feedback
tools

= T0% improvement in assessed
capabilities

= 60% participate in post-intervention
TEVIEWS

At least Level 3 of 5 within 1 vear
= 25% of projects are cross-departmental

= B0% behavioral alignment in
performance
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2.4. IMPLEMENTATION RISK AND
OPPORTUNITIES

However, the very systemic depth that makes this methodology
innovative also introduces complexity. The requirement for multi-
disciplinary expertise (spanning HR, psychology, systems thinking,
and climate strategy) means it cannot be deployed superficially. Its
success Is contingent upon leadership commitment, organizational
cultural readiness, and access to learning infrastructure.

Additionally, while the methodology offers strong alignment with EU
values around participation, psychological safety, and social
inclusion, it may encounter friction in risk-averse, hierarchical, or
short-term-driven environments.

What differentiates this methodology is not only its vision but also
its operational logic: a phased, evidence-based approach that
combines diagnostic tools, learning pathways, and systemic
feedback loops. It does not promise quick fixes but enables deep
transformation. When supported by the right enabling conditions—
executive sponsorship, resource investment, and cultural openness
—it can generate long-term value in the form of more resilient,
innovative, and Net Zero-ready human systems.

In this light, the following visual map distinguishes the external
enablers that amplify the methodology’s relevance, and the internal
vulnerabilities that must be proactively addressed to ensure
successful implementation.
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STRATEGIC ENABLERS SUPPORTING THE
METHODOLOGY

The methodology is strengthened by several external and strategic
enablers that align with broader policy goals, funding opportunities,
and sectoral trends. These enablers not only validate the relevance
of the approach but also increase its potential for impact,
replication, and long-term sustainability.

1. EU & EEA Strategic Alignment

This methodology is directly aligned with the climate neutrality
objectives and capacity-building priorities set by the EU Green Deal
and the EEA Grants framework. It reinforces workforce inclusion,
green transition skills, and systemic organizational change—key
goals within both policy environments.

2. Policy-Driven Demand for Climate Skills

There is an accelerating policy momentum across Europe to equip
public and private sector actors with green capabilities. This
methodology addresses that need head-on, supporting structured
development of climate literacy, Net Zero skills, and leadership
readiness in sustainability.

3. Cross-Sector Replicability
The methodology has been designed for broad applicability. It can
be adapted and deployed across a variety of contexts, including:

« Non-governmental organizations (NGOs)

e Public administrations

 Corporate sustainability departments

« Educational and training institutions
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5. Growing Availability of Climate Funding
The methodology is positioned for integration into multiple funding
streams, including:;
« EEA and Norway Grants
Horizon Europe
Erasmust

National green workforce transition programs

Its alignment with funder priorities increases the chances for
resourcing, replication, and scaling.

6. Academic & NGO Collaboration Potential

This framework has been intentionally structured to support
partnerships with academic institutions and civil society
organizations. It enables co-creation in research, learning program
development, and field experimentation—-making it ideal for
collaborative and interdisciplinary initiatives.

RISKS AND STRATEGIC VULNERABILITIES

The successful implementation of this methodology depends not
only on its technical design but also on the organizational, cultural,
and leadership environments in which it is deployed. Several risks
and vulnerabilities may affect its depth, sustainability, and systemic
integration. Below are key areas of concern along with their
strategic implications:

1. High Implementation Complexity

Risk: The methodology requires coordinated efforts across
disciplines such as human development, climate literacy,
organizational psychology, and leadership strategy.
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Strategic Implication: Smaller organizations or those with limited
internal resources may struggle to implement the methodology
effectively without external facilitation or tailored support
structures.

2. Leadership Short-Termism

Risk: When executive leadership is driven primarily by short-term
metrics or visible outputs, deeper cultural investments—such as
team trust-building or leadership adaptability-may be undervalued.
Strategic Implication: This short-term focus can limit long-term
capacity development and weaken the embedding of
transformational change practices.

3. Cultural Resistance to Introspection

Risk: The methodology includes tools that require self-assessment,
feedback loops, and vulnerability-based trust—elements that may
be uncomfortable in highly hierarchical or rigid institutional cultures.
Strategic Implication: Resistance to these introspective methods
could undermine engagement and reduce the accuracy or impact of
diagnostics and development efforts.

4. Resource Sensitivity

Risk: In contexts of economic pressure, budget constraints, or
restructuring, human development initiatives (e.g, leadership
coaching, psychological safety programs) are often among the first
to be postponed or canceled.

Strategic Implication: The sustainability and continuity of the
methodology depend on strong institutional commitment and ring-
fenced resources.
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5. Superficial Adoption Risk

Risk: There is a risk that the methodology may be used only for
pilot activities or reporting purposes without being fully integrated
into HR, sustainability, or leadership systems.

Strategic Implication: Partial or symbolic adoption will limit systemic
impact and reduce the potential for transformative outcomes.

6. Data Ethics & GDPR Sensitivity

Risk: Several tools used within this methodology (e.g., psychological
profiling, behavior tracking) involve sensitive data and participant
feedback.

Strategic Implication: Ensuring GDPR compliance, ethical data
handling, and participant trust is critical for maintaining credibility
and legal alignment.

2.5. IMPLEMENTATION RISK
MANRGEMENT FRAMEWORK

CORE RISK CATEGORIES AND MITIGATION MEASURE

The successful implementation of the Green Mindsets methodology
depends not only on the strength of its conceptual design but also
on the ability of organizations to anticipate, monitor, and mitigate
key operational and behavioral risks. This section outlines five
primary risk areas relevant to human-centered climate transitions,
alongside corresponding mitigation strategies.
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o Leadership discontinuity represents a major risk, as the
departure or transition of key leaders may result in reduced
momentum or shifting strategic priorities. To mitigate this, it is
essential to embed Net Zero values within the organization’s
leadership development programs and succession planning
processes. This ensures continuity of vision and commitment,
regardless of individual leadership changes.

Organizational resistance may also emerge, particularly when
employees perceive sustainability initiatives as complex,
disruptive, or misaligned with their current roles. Organizations
should therefore apply structured change management models,
such as those developed by Kotter or Lewin, to guide
transitions. In parallel, targeted internal communication
strategies can help build understanding, reduce uncertainty,
and foster shared purpose.

Skills and capacity gaps often present a critical obstacle to
implementation. Teams may lack either the technical skills
required for sustainability practices or the behavioral
competencies needed for adaptive and collaborative work. This
risk can be mitigated by conducting regular capability audits
and designing targeted development interventions, including
coaching, upskilling, and team-based learning initiatives aligned
with Net Zero objectives.

Burnout and change fatigue constitute a fourth risk, particularly
when multiple organizational initiatives run concurrently
without adequate support or pacing. Over time, this can lead to
disengagement, decreased psychological safety, and diminished
impact.
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2.6. SGALABILITY AND FINANGING

SCALABILITY STRATEGY

The Green Mindsets methodology has been designed as a modular
and adaptable framework, capable of being scaled across different
organizational sizes, sectors, and governance contexts. Its
architecture supports implementation in a variety of institutional
settings, from small and medium-sized enterprises (SMEs) to
multinational corporations, public institutions, and civil society
organizations.

Scalability is achieved through three key design principles:

e Modularity: Each component of the methodology—from
assessment diagnostics to learning interventions and
evaluation tools—can be applied independently or as part of a
comprehensive program. This allows organizations to tailor
implementation to their specific readiness, strategic objectives,
and resource availability.

 Contextualization: Diagnostic and development tools are
designed to be calibrated based on organizational maturity,
industry type, and regional policy environments. This ensures
that the methodology remains relevant whether implemented in
high-capacity entities or emerging institutions.

o Phase-based Implementation: The four-phase structure
(diagnosis, design, deployment, and evaluation) enables
organizations to adopt the methodology incrementally. Pilot
trials can be conducted within selected teams or departments,
followed by gradual expansion based on feedback,
performance, and internal learning.
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To support systemic scalability, organizations are encouraged to
develop internal facilitators or “Green Mindset Ambassadors™
trained staff who can replicate the methodology internally and act
as knowledge multipliers. Additionally, partnerships with academic
institutions, sectoral networks, or EEA cooperation entities can
enhance scalability by enabling peer learning, replication, and
shared tooling.

FINANCING AND RESOURCE MOBILIZATION

The financial viability of the Green Mindsets methodology depends
on strategic resource planning, including internal budget alignment
and access to external funding mechanisms. The methodology is
designed to be cost-efficient and to allow for staged investment
depending on organizational scale and ambition.

Key cost categories include:
« Diagnostic tools and assessments (e.g., psychometrics, team
diagnostics, climate literacy platforms)
e Learning and development programs (e.g, workshops,
coaching, e-learning)
e Human resources and facilitation (e.g., time allocation of
internal staff or external experts)
« Monitoring and evaluation (e.g, survey analysis, impact
reporting)
o Digital infrastructure (e.g, capability dashboards, data
systems)
To support organizations operating under constrained resources,
the methodology offers lean implementation options, including
cross-functional delegation of roles (e.g., HR business partners
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facilitating leadership diagnostics) and integration of existing
infrastructure (e.g., internal LMS platforms for sustainability
education). Additionally, methodological tools can be applied
progressively to spread costs across phases.

Access to external financing—including EEA Grants, EU funding
instruments, green transition innovation funds, and public-private
partnerships—should be explored as a complementary resource.
These sources are particularly suited for initiatives that
demonstrate social innovation, inclusion, and long-term climate
resilience. Organizations may also consider cost-sharing
arrangements with NGOs, academic consortia, or international
climate partnerships to leverage both expertise and capital.

CONTEXTUAL BASIS FOR BUDGET ESTIMATION

Finally, the return on investment (ROI) of the methodology should
not be viewed solely in terms of short-term outputs but in terms of
medium-to-long-term institutional  transformation: improved
climate performance, increased employee engagement, enhanced
innovation capacity, and stronger alignment with ESG expectations
and regulatory compliance. The following indicative budget has
been developed to support initial implementation of the Green
Mindsets methodology within a mid-sized organizational context.

For the purposes of this document, a mid-sized organization is
characterized as follows:

e It employs approximately 20 to 50O personnel
« It operates through structured departments, including but not
limited to Human Resources, Operations, and Sustainability
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e It maintains a formal Learning and Development function or
equivalent internal capability-building structure

e It demonstrates moderate internal capacity to lead and
manage transformation initiatives independently, without full
reliance on external consultancy consortia.

This definition provides a consistent reference point for estimating
implementation scale, internal resourcing, and institutional
readiness.

The budget estimation is based on average EU-level service rates
as of Q1 2024, with cost benchmarks drawn from market
conditions in countries such as Portugal, Romania, and Poland-all
of which are active within the EEA Grantsand EU framework.

Figures reflect commonly required expenditures for human
infrastructure development, including:

Facilitation of learning and development interventions

Deployment of psychometric and diagnostic tools

Integration of digital infrastructure for capacity mapping and
feedback

Monitoring and evaluation of human readiness for Net Zero
transitions.

The financial framework is intended as a planning reference and
may be adapted to specific local contexts, procurement procedures,
or institutional configurations.
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Cost Category

Indicative Cost (EUR)

Description

Diagnostic Tools & Assessments 5,000 Climate literacy, psychametnics, cognitive mapping tools

Learning and Development Programs E8,000 Workshops, coaching sessions, e-learning development

Human Resocurces and Facllitation £4,500 Internal time allocation or external facllitation {partial FTE or consultants)
Monitoring and Evaluation £3,500 Data collection, analysis, and reporting {quantitative and gualitative)
Digital Tools and Infrastructu re £2,500 Dashboards, LMS integration, reparting templates

Total Estimated Budget £23,500 Far initial deployment covering 2-3 departments and 20-30 participants

GONGLUSIONS

In Annex 1, the methodology includes a full
set of tools—climate literacy assessments,
psychometric diagnostics, team dynamics
evaluations, and  skills  mapping
instruments—that support organizations
in assessing and growing their Net Zero
readiness.

In Annex 2, a pilot study is presented,
which  experimentally validates the
methodology’s effectiveness, captures
qualitative feedback, and demonstrates
its  applicability  across  real-world
organizational contexts.
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Conclusion: A Strategic, Realistic, and Systemic Investment in Human
Capital for Climate Action

The Green Mindsets Methodology responds with rigor and realism
to one of the most pressing yet underdeveloped dimensions of the
climate neutrality transition: the readiness and resilience of the
people and systems who must deliver it.

In doing so, it offers a high-impact, evidence-based, and scalable
framework that directly supports the EEA Grants' strategic
priorities of institutional capacity building, social cohesion, bilateral
cooperation, and climate resilience.

Rather than adding a layer of complexity to existing sustainability
strategies, this methodology serves as a structural enabler,
bridging the well-documented gap between policy ambition and
organizational implementation. Grounded in validated tools from
organizational psychology, systems thinking, and adult learning, it
delivers a credible, phased pathway to align individual development,
team dynamics, and institutional culture with Net Zero objectives.

Its strength lies in its realism: this is not a prescriptive or idealistic
vision, but a carefully constructed system of diagnostics,
development tools, and iterative evaluation mechanisms. It can be
piloted, adapted, and integrated within diverse organizational
contexts—especially in public institutions, NGOs, and mission-
aligned private actors—ensuring scalable replication and
measurable impact across the EEA beneficiary countries.

Furthermore, the methodology’'s emphasis on psychological safety,
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inclusion, learning ecosystems, and feedback cultures ensures that
the social side of the transition is not overlooked. This directly
contributes to the EEA Grants’ focus on reducing disparities and
enabling decent, future-proof work in climate-vulnerable contexts.
lts adaptability to lean implementation models, especially through
partnerships with academic or civic actors, further enhances its
cost-effectiveness and institutional relevance.

In conclusion, Green Mindsets offers more than a toolkit-it is a
strategic lever for systemic change. It transforms human capital
from a passive variable into an active, measurable driver of climate
performance. For EEA Grants, investing in this methodology means
investing in a robust, human-centered engine of climate resilience-
where the transition to Net Zero becomes not only feasible, but
enduring, inclusive, and collectively owned.
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