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Partner
Proposal Template
Tell us about your idea, what you're aiming to achieve, and how your organisation is positioned to deliver it.
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Welcome to your Proposal.
This proposal helps us understand your idea, what you're aiming to achieve, and how your organisation is positioned to do it. Think of it as the start of a partnership conversation. Complete each section as concisely as you can - we value clarity over length. Your Laudes contact person is available if you have questions at any stage.

	THIS PROPOSAL HELPS US UNDERSTAND:
1.  What you want to do and why it matters
2.  What success looks like
3.  How your organisation is positioned to deliver



	BEFORE YOU BEGIN
On submission, Laudes will commence or update a partner assessment including a risk assessment and background screening. Partners who have previously received grants confirm that their originally submitted information (legal name, address, registration documentation) remains unchanged. Any changes must be documented in this proposal.  We accept proposals in other formats (e.g. co-funder templates) if all questions below are addressed. Proposals in languages other than English are welcome - please check with your contact person. By submitting personal data, you agree that Laudes Foundation may process it in accordance with our privacy statement.  We encourage proposals of no more than 15 pages (not including annexes).
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	About you
General information about your organisation and this initiative.




	ORGANISATION LEGAL NAME
	REGISTERED OFFICE ADDRESS

	CONTACT PERSON NAME
	CONTACT PERSON TITLE

	CONTACT EMAIL

	AUTHORISED SIGNATORY NAME
	AUTHORISED SIGNATORY TITLE

	SIGNATORY EMAIL

	If two signatories are required
AUTHORISED SIGNATORY NAME 
	
AUTHORISED SIGNATORY TITLE

	SIGNATORY EMAIL



INITIATIVE TITLE
	 



	COUNTRY/-IES OF IMPACT
	REGION(S) OF IMPACT

	PROPOSED START DATE
	PROPOSED END DATE



FUNDING TYPE(S) REQUESTED
☐ Programmatic Funding   ☐ General Operating Support[footnoteRef:1]   ☐ Organisational Development Support[footnoteRef:2]   ☐ Wellbeing Support[footnoteRef:3] [1:  General Operating Support (GOS) is our most flexible grant type that aims to support an organisation and their mission rather than a discrete area of work.]  [2:  Organisational Development (OD) support is targeted support to strengthen organisational functions, governance and/or strategy. OD can be standalone grant but are often blended either with a programmatic or a GOS grant.]  [3:  Wellbeing Support can be used to support an organisation’s staff members or constituents. Both long-term and one-off initiatives are possible (e.g., psychosocial support, staff retreats and team building activities, care support, etc.).] 


	TO BE COMPLETED BY LAUDES
Which Laudes outcome rubric(s) have been chosen for this initiative?
Not required for research grants, event/convening funding, or exit grants.
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	Your initiative
The case for this initiative and what you plan to do. 


We ask that you keep your proposal to around 15 pages maximum (not including annexes).

	Help us understand the landscape your initiative responds to. We use a simple structure - what's the situation, what's the complication, and what's needed to address it.



SITUATION: WHAT IS THE INDUSTRY CONTEXT RELEVANT TO THIS INITIATIVE?
	 


PROBLEM/COMPLICATION: WHAT IS HOLDING BUSINESSES BACK FROM TRANSITIONING IN A GREEN, FAIR AND EQUITABLE WAY?
	 


SOLUTION: WHAT IS NEEDED TO RESOLVE THE COMPLICATION?
	



	This is the heart of your proposal. Tell us what you want to do, how it responds to the problems you've identified, and why your organisation is the right one to do it.
We encourage the use of bullet points to make this as concise as possible.



WHAT MAIN ACTIVITIES DO YOU PLAN TO UNDERTAKE?
	 








WHO ARE YOU COLLABORATING WITH AND WHAT ROLE DO THEY PLAY?
	 


WHY IS YOUR ORGANISATION BEST POSITIONED TO IMPLEMENT THIS INITIATIVE?
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	What success looks like
Your expected outcomes and how you'll know progress is being made.




	Define your expected outcomes as specific, observable changes - in behaviour, practice, capacity, relationships, or conditions - among the people or institutions your work targets. We suggest two to six outcomes. Include any GESI-related outcomes if relevant. This section is not required for research grants, event/convening funding, or exit grants.



	💡  A good outcome describes a change, not an activity. "We held three workshops" is what you did. "Financial regulators incorporated climate risk guidance into draft banking regulations" is what changed.



	💡 Contribution explains how your actions plausibly influenced changes - by shaping decisions, relationships, incentives, or conditions - while recognising the work of other stakeholders. In systems change work, changes are rarely the result of one initiative or stakeholder and usually the result of a combination of stakeholders - hence attribution is less important.



	Outcome Number
	Expected Outcome(s): What change(s) are you expecting to see, with/for whom?
	Outcome Signals: How will you know when progress is being made?

	Example
	Financial regulators in [country/region] incorporate climate risk guidance into draft banking regulations
	- Organisation invited to formal consultation processes
- Draft regulatory guidance references climate risk frameworks produced by the project

	Expected Outcome 1
	 
	 

	Expected Outcome 2
	 
	 

	Expected GESI outcome (optional)
	 
	 


Add additional rows as needed for outcomes 3-6.
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	Your organisation
Your strengths, ambitions, and how you're developing.




	At Laudes, we see Organisational Development and Inclusion[footnoteRef:4] as a key part of building strong, inclusive and resilient partners. In this section, we'd like to understand your organisation beyond this grant - your strengths, ambitions and the shifts you're navigating. There are no "right" answers, and the success of this grant is not conditional on what you share here. We hope this is a conversation starter. This section is not required for research grants or event/convening funding. [4:  Organisational Development & Inclusion (ODI) can include everything from strengthening day-to-day functions (like human resources, fundraising and / or communications) to shaping deeper elements like leadership, strategy and learning, organisational culture, partnerships and Gender Equity and Social Inclusion across your work.
Gender Equity and Social Inclusion (GESI) is about understanding and actively including the diverse perspectives and needs of transition affected groups to ensure industry transitions leave no one behind.] 




ARE THERE 1-2 AREAS WHERE YOUR ORGANISATION EXCELS?
For example: governance structure, strategic clarity, learning practice, financial diversification, recruitment processes.
	 


ARE THERE AREAS UNDERGOING SIGNIFICANT CHANGES OR THAT NEED STRENGTHENING?
For example: leadership transition, strategic update, systems change. What will support that improvement?
	 


WHO ARE THE TRANSITION AFFECTED GROUPS[footnoteRef:5] THIS GRANT ADDRESSES? [5:  Transition affected groups are defined as both (1) historically marginalised groups, which vary by place and context but often include women, people of colour, indigenous peoples, and gender-diverse individuals; and (2) other groups that may experience negative effects from green transitions if those transitions are not designed to be just and equitable, such as workers in transitioning industries.] 

Please describe clearly who they are and how you will engage them during the grant. Where relevant, explain how their lived experience and expertise will shape the work.
	 




ORGANISATIONAL RESILIENCE - A LEARNING EXERCISE
Select two to four resilience components that resonate with your organisation's needs, priorities or ambitions. For each, choose the stage that best reflects where your organisation is today (1 harmful to 5 thrivable) and explain why. See Organisational Resilience - A Learning Exercise at the end of this template for full descriptions.

	Component 1: 

	☐ 1  Harmful    ☐ 2  Unconducive    ☐ 3  Partly conducive    ☐ 4  Conducive    ☐ 5  Thrivable
PLEASE EXPLAIN WHY
 
 



	Component 2: 

	☐ 1  Harmful    ☐ 2  Unconducive    ☐ 3  Partly conducive    ☐ 4  Conducive    ☐ 5  Thrivable
PLEASE EXPLAIN WHY
 
 



	Component 3 (if applicable): 

	☐ 1  Harmful    ☐ 2  Unconducive    ☐ 3  Partly conducive    ☐ 4  Conducive    ☐ 5  Thrivable
PLEASE EXPLAIN WHY
 
 



	Component 4 (if applicable): 

	☐ 1  Harmful    ☐ 2  Unconducive    ☐ 3  Partly conducive    ☐ 4  Conducive    ☐ 5  Thrivable
PLEASE EXPLAIN WHY
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	Risks, lessons, and adaptation
What could get in the way, and what have you learned from past experience?




	Describe the major risks you foresee - external or internal - and how you plan to adapt. Where relevant, draw on lessons from similar work you or others have done.



	Risk(s)
	Mitigation strategy

	 
	 

	 
	 

	 
	 


Add additional rows as needed.

WHAT LESSONS FROM PAST EXPERIENCE HAVE INFORMED THIS INITIATIVE?
Where relevant, explain what has worked or not worked in similar efforts, and why.
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	Finances
Funding request and co-funding details.




FUNDING REQUEST FROM LAUDES (PLEASE INDICATE CURRENCY)
Laudes can disburse grants in EUR, CHF, USD, GBP. For other currencies please check with your contact person.
	 



CO-FUNDING
Co-funding is financial or in-kind resources additional to the Laudes grant that directly support the initiative.
	Organisation
	Currency
	Amount
	Year
	Status (pending/confirmed)

	 
	 
	 
	 
	 

	 
	 
	 
	 
	 

	 
	 
	 
	 
	 

	 
	 
	 
	 
	 



TOTAL ESTIMATED COST OF THE INITIATIVE (PLEASE INDICATE CURRENCY)
For General Operating Support proposals, use your total organisation budget for the duration of the grant.
	 



	+
	Annexes
Supporting documents to include with your proposal.




	Please include the following:
Budget: For Programmatic Funding and Wellbeing Support - an activity-based budget including co-funding, line-item breakdown, and MEL costs (2-3% minimum) - Optional budget template. For Organisational Development and General Operating Support - an organisational budget forecast for the grant duration.
References: 1-3 references with name, title and contact information. Not required for proposals ≤ EUR 100K or for grant renewals.
Other: Any supporting documents you want to share.






	
Organisational Resilience - A Learning Exercise 
A reference to support your organisation's reflection and learning.

	This is part of an organisational learning exercise - not an assessment. The annex itself is a reference; you don't fill it in. It describes each resilience component across five stages, from 1 (harmful) to 5 (thrivable). Use it to think about where your organisation is today and what it's working on. What you choose becomes a starting point for reflection and conversation over the life of the grant - there are no right answers.




	EFFECTIVE LEADERSHIP CAPACITY
Leadership



	1 - Harmful
	Leadership is concentrated in a few individuals with little effort to include others or share power. Communication is unclear, feedback is not sought.

	2 - Unconducive
	Some commitment to organisational goals but remains largely top-down. Inclusivity and openness are minimal, succession planning is absent.

	3 - Partly conducive
	Leadership generally aligns with values and goals. Some efforts to include others in decision-making. Early signs of innovation and succession planning.

	4 - Conducive & supportive
	Leadership is mostly distributed and inclusive, with clear communication and openness to feedback. Succession planning is in place for most roles.

	5 - Thrivable
	Leadership is fully distributed and inclusive, consistently advancing agreed goals. Leaders model values, actively invite feedback, and foster innovation.




	STRENGTH OF GOVERNANCE
Governance



	1 - Harmful
	Governance is absent or dysfunctional. Board or oversight body do not have defined roles. Organisational instability exists.

	2 - Unconducive
	Governance structures exist but are immature with limited engagement. Many gaps in roles and responsibilities.

	3 - Partly conducive
	Governance structures exist with partial engagement. Some gaps in roles. Partial and/or emerging support for organisational stability.

	4 - Conducive & supportive
	Governance structures are mature, engage regularly with few gaps. Strong operational and strategic oversight. Established support for stability.

	5 - Thrivable
	Governance structures are very mature with no gaps in roles. Comprehensive and sustainable support for organisational stability over the long-term.




	ORGANISATIONAL WELLBEING
Wellbeing



	1 - Harmful
	Wellbeing is ignored or undermined. Leaders model overwork or unhealthy practices. High risk of burnout and very low trust.

	2 - Unconducive
	Wellbeing is acknowledged in principle but not practised systematically. Most leaders model overwork. Risk of burnout and low trust.

	3 - Partly conducive
	Wellbeing is recognised as important and partially practised. Some leaders model healthy behaviours but inconsistencies exist.

	4 - Conducive & supportive
	Wellbeing is intentionally built into practices and incentives. Leaders generally model healthy behaviours. Burnout risks are low.

	5 - Thrivable
	Wellbeing is a core organisational value shaping culture, practices and incentives. Leaders consistently model healthy behaviours. Burnout risks are very low.



	STRATEGIC CLARITY
Strategy



	1 - Harmful
	No clear strategy exists. Activities are reactive and disconnected from mission, with no consideration for future challenges.

	2 - Unconducive
	A strategy exists but is vague and/or outdated, focused only on current operations. Does not incorporate learning from the past.

	3 - Partly conducive
	Strategy is documented and somewhat aligned with mission but lacks clarity on priorities. Partial consideration of emerging challenges.

	4 - Conducive & supportive
	Strategy is clear, current, and actively used to guide decisions. Consideration of emerging challenges and learning from the past is factored in.

	5 - Thrivable
	Strategy is visionary, adaptive, and widely understood. Deep consideration of future challenges and systemic learning embedded into adaptation.



	FINANCIAL DIVERSIFICATION
Financial health



	1 - Harmful
	Funding relies almost entirely on a single source. Reserves are depleted or non-existent, creating high financial vulnerability.

	2 - Unconducive
	Limited funding sources with minimal reserves (less than 3 months). Dependent on one or a few major donors providing short-term support.

	3 - Partly conducive
	Some diversity in funding and modest reserves (3-6 months) but still dependent on a few major donors providing short-to-medium-term support.

	4 - Conducive & supportive
	Funding comes from multiple sources with healthy reserves (6-9 months), enabling stability, long-term planning and moderate flexibility.

	5 - Thrivable
	Funding is highly diversified with strong reserves (9+ months), enabling financial sustainability, long-term and strategic growth.



	COMMUNICATION & STORYTELLING
Communications



	1 - Harmful
	Communication is unclear, inconsistent, outdated or misleading. Not supporting visibility for fundraising or stakeholder engagement.

	2 - Unconducive
	Communication is minimal or poorly targeted. Little support for visibility, fundraising and stakeholder engagement. Risk to credibility.

	3 - Partly conducive
	Communication is somewhat clear and ongoing but lacks consistent alignment with audiences. Partially supporting visibility. Some risks to credibility.

	4 - Conducive & supportive
	Communication is clear, consistent, and aligned with audiences. Supporting visibility for fundraising and stakeholder engagement. Few credibility risks.

	5 - Thrivable
	Communication is compelling, proactive, with complete alignment tailored to audiences. Positioning the organisation as a trusted leader. No credibility risks.



	GENDER EQUITY AND SOCIAL INCLUSION
GESI



	1 - Harmful
	Organisational culture ignores equity and inclusion. Staff from underrepresented groups experience systemic barriers. No GESI in policies or programmes.

	2 - Unconducive
	Surface-level commitments without meaningful changes in HR, leadership pathways, or decision-making. Limited evidence of GESI in programmes.

	3 - Partly conducive
	Some practices reflect GESI but application is inconsistent. Staff from underrepresented groups have limited influence. Growing but partial integration.

	4 - Conducive & supportive
	GESI principles are embedded in recruitment, promotion, leadership and decision-making. Staff from diverse backgrounds actively shape priorities.

	5 - Thrivable
	GESI is a core organisational value reflected in governance, culture, and accountability. Staff from underrepresented groups hold equal power in shaping strategy.




	SAFETY AND SECURITY
Safety & Security



	1 - Harmful
	Safety and security are neglected. Staff, partners, and data are exposed to significant risks. No clear processes or infrastructure.

	2 - Unconducive
	Basic measures are in place but inconsistent or outdated. Digital systems are vulnerable, physical security is minimal. Maintenance is reactive.

	3 - Partly conducive
	Security processes exist and generally protect staff and data but gaps remain and maintenance is occasional. Innovation is not considered.

	4 - Conducive & supportive
	Safety and security are well managed with clear processes and regular maintenance. Infrastructure supports needs but is only moderately innovative.

	5 - Thrivable
	Digital and physical systems are robust, proactive, and integrated into all operations. Infrastructure is functional, innovative, and aligned with values.



	STRENGTH AND EFFECTIVENESS OF ORGANISATIONAL LEARNING
 Strength of Organisational Learning (including MEL)



	1 - Harmful
	Evidence assessment (of what is working / not working) is not part of how the organisation learns. Decisions are made based on individual intuition and lessons learned stay with individuals.


	2 - Unconducive
	Evidence assessment is present but dependent on individuals and lacks consistency across the organisation. Leadership values learning but rarely gives time for it, and lessons learned rarely inform decision-making.

	3 - Partly conducive
	Evidence assessment is consistently used by some teams to improve their work, but not all across the organisation. Learning happens, but isn't a consistent ‘must have for leadership. And / or where learning from evidence exists it is not always used in decision-making.

	4 - Conducive & supportive
	Evidence assessment is consistently used within teams and across the organisation. Leaders actively support evidence based learning; people feel safe to surface what is not working, and what is learned informs decision-making regularly.

	5 - Thrivable
	Evidence-based learning is woven into the practices and incentives – an integral part of strategic decision-making, championed by leadership. Evidence assessments draw on diverse perspectives and intelligent failures. Organisation shares learning with the external partners and the field.



	STRENGTH OF PARTNERSHIPS
Partnerships



	1 - Harmful
	Organisation is isolated with no meaningful partnerships or collaboration. May damage trust with others.

	2 - Unconducive
	Few external connections exist. Partnerships are weak, transactional, or rarely developed.

	3 - Partly conducive
	Organisation has some active partnerships but they are limited in scope or not strategically aligned.

	4 - Conducive & supportive
	Organisation maintains strong, mutually beneficial partnerships and actively engages in relevant networks.

	5 - Thrivable
	Organisation is a recognised, trusted actor deeply embedded in diverse, strategic networks that amplify impact.
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