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EXECUTIVE SUMMARY

This disruptive strategy outlines a comprehensive approach for Dr. Leslie Rogers Thirst Quenchers Ltd to build resilience into its organizational culture and operations, preparing it to withstand and thrive amid future crises such as supply chain disruptions, climate events, and global health emergencies, inter alia. The strategy entails micro-level and macro-level actions designed to foster a culture of adaptability, agility, and continuous learning. Ultimately, the company will develop a proactive posture, ensure operational continuity, and gain a competitive advantage.

The strategic purpose of the resilience plan is to transform resilience from a reaction function to a core cultural and strategic capability. As opposed to merely surviving disruptions, Dr. Leslie Rogers Thirst Quenchers Ltd will leverage crises as opportunities for innovation, stakeholder trust-building, and sustainable growth. This approach aligns with best practices (Maor et al., 2022). The specific skills employed to address this issue include: leadership and cognitive skills, organizational and cultural techniques, and strategic and operational skills for a multi-faceted approach.

At the micro-level, resilience is embedded directly into daily work processes and team behavior via initiatives such as positive deviance, crisis pods and failure-as-data. At the macro-level, resilience defines the company’s long-term competitiveness through transformational leadership, voice of the crisis, supplier resilience and Black Swan Friday sessions. Understanding that organizational change usually causes resistance, the plan also covers the reactions of the staff and ideal management strategies to cope, for example, leadership modelling and clear communication of the why.

The roadmap sets out a time-frame of eighteen (18) months to full implementation. Some of the expected outcomes include competitive advantage, operational continuity and greater adaptability. Ultimately, the company is seeking to develop the capability of turning disruptions into stepping stones to achieve growth and 











 



CHAPTER 1: INTRODUCTION


1.1 Crises and Their Impact on Business Performance

The 21st century has been marked by a series of global crises that have consistently impacted business performance in a negative way. These events could be financial, political, health-wise or environmental and the effect on business varies depending on the nature of the crisis and the characteristics of the business entity. Cumulatively, these challenges present a scenario of social, economic and environmental volatility.

Seville (2016, p.3) states that at some stage in the life of an organization it will experience a disruptive crisis and research shows that every organization has a 40% chance of experiencing a crisis within five (5) years. Resilience is a core business priority that concerns an organization’s capacity to continue operations, protect revenue, and maintain competitive advantage when faced with unpredictable shocks or disruptive events. A study conducted by the Business Continuity Institute (BCI) found that organizations facing disruption without having a robust plan experienced an average revenue loss of 43% (BCI, 2020 Horizon Scan Report). Therefore, resilience is vital to financial performance and stability as it  determines whether a business can execute its strategy in a volatile world.

Financial Crises
In terms of financial crises, the 2007-2008 Global Financials Crisis (GFC) was a major upset disrupting business performance worldwide triggering reduced profitability and liquidity, credit constraints, sharp decline in consumer demand, spike in bankruptcies, global supply chain disruptions, and increased volatility (Isabirye, 2021; Ivashina and Scharfstein, 2010). These financial events, inter alia, demonstrate the interconnectedness of the global financial system and the vulnerability of business performance to external macroeconomic shocks. In particular, the juice industry would be affected by decline in consumer purchasing power, rising cost of raw materials, limited access to credit, supply chain disruptions, operational cost pressure, labor market effects, reduced investment and changing consumer trends.

Health  Crises
The Covid 19 pandemic was a global health crisis which caused governments to impose unprecedented lockdowns, restrictions on mobility and economic activity. The result was a simultaneous supply and demand shock which crippled business activity globally. Covid 19 was considered the worst recession since the Great Depression that led to sectors like travel and tourism, and brick-and-mortar retail to experience near demise in revenue (IMF, 2020).

Geopolitical Crises
Some recent geopolitical crises which impacted the business world include the Russia-Ukraine conflict, tensions in the Middle East and U.S-China rivalry, all of which served to disrupt business performance by destabilizing markets, supply chains and investment environments. Subsequently, businesses faced a surge in input costs e.g. energy, raw materials; aggressive monetary tightening and operational uncertainty (Bank for International Settlements, 2022).

Natural Disasters
Natural disasters such as earthquakes, hurricanes, tsunamis, etc. have significant and multifaceted impacts on business performance. They directly affect business operations as they destroy physical assets, human capital and infrastructure which reduce production capacity (World Economic Forum, 2015). According to UNESCAP (n.d.), small and micro-enterprises suffer more, often lacking the resources to continue operations. Moreover, businesses tend to experience supply chain disruptions, shifts in conusmer demand,  reduced credit availability and increased cost of borrowing (Alalmaee, 2024).

1.2 Beverage Industry Risks
Based on current and emerging trends, there are both primary and secondary risks and amplifiers that face the juice industry, in particular. This information will help build stronger mitigation into the resilience strategy.

1.3.1. Major risks
· Supply chain and ingredient risk: Firstly, the availability and cost of raw materials is threatened by extreme weather events, climate change, crop disease and geographic concentration of key ingredients. According to Ross (2023), heavy reliance on a region engenders vulnerability. 

· Regulatory risk: Secondly, there are regulatory risks as consumers shift to low-sugar, natural, functional beverages  which will ensue in greater pressure concerning labeling and prohibition of additives (Thomson, 2025). 

· Brand risk: Thirdly, brands that fail to adjust to trend shifts such as health-consciousness face the risk of loss of relevance in the industry (Harapko, 2025).


1.3 Approaches to Developing Organizational Resilience 

1.3.1 Traditional Approach
· Vogus and Sutcliffe (2007, p. 3418) defined resilience as “the maintenance of positive adjustment under challenging conditions such that the organization emerges from those conditions strengthened and more resourceful”.   

· According to Vogus and Sutcliffe (2007, p. 3418) resilience is much more than adaptation, it implies vital preparation for adversity  which necessitates  improvement in overall capability”. 

The primary components of the traditional view are preparation and enhanced capability to absorb the shock and quickly return to a stable state. The emphasis was on managing and not leading, personal excellence as opposed to team excellence and, risk mitigation rather than new ways to create value (Hutchins, 2013, p. 8). Such business organizations are stable, efficient, risk-aware and controlled but, are not good enough to operate in an increasingly volatile business environment that is impossible to predict or control (Hutchins, 2013).

1.3.2 Innovative Approach
· Organization resilience entails a systems mindset that focuses on agility, psychological safety, adaptable leadership, and cohesive culture (Maor et al., 2022).

· The key to organizational resilience is having both planned and adaptive capabilities (Seville, 2016). 

· As Hutchins (2013, p. 18) highlighted, building resilience entails the absorption of negative fallout while maintaining a position of readiness to accept opportunities that arise from major business disruptions.


Figure 1. Indicators of Organizational Resilience


[image: ]
Source: Seville, E. (2016). Resilient Organizations: How to Survive, Thrive and Create Opportunities Through Crisis and Change. London: Kogan Page.

· Additionally, Duchek (2020), conceptualizes resilience as a dynamic capability that entails a) anticipation of potential threats, b) effectively coping with disruptions, and c) adaptation to make a company proactive and transformative.

· Vakilzadeh & Haase (2021) identify the key elements of organizational resilience as leadership commitment, organizational culture, resource availability and communication systems and emphasizes the importance of interconnected systems and cross-functional co-ordination. 

Based on contemporary research, the modern view to building business resilience sees it as more than a defensive measure, but more so, a proactive strategic capability for thriving and not merely surviving. Organizations that seek to adapt and transform will prosper by pursuing opportunities during turbulence (Hutchins, 2013). These research findings will form the basis of the resilience plan.


1.4 Case Study: LEGO Group
The LEGO Group’s turnaround from near-bankruptcy in the early 2000s is considered a prime example of business revival that moved beyond traditional risk mitigation approach to a holistic, contemporary resilience strategy centered on adaptability, agility, and culture. The core elements of their resilience strategy included:

· Agility (Strategic refocusing) - The new CEO retreated to focus on its core competency, that is, the plastic brick and ended diversification efforts.
· Dynamic innovation - they invested heavily in Research & Development.
· Adaptation Digital Integration - the company embraced digital platforms.
· Culture (Empowered Workforce) - bureaucracy was reduced and leadership responsibility was distributed more evenly.
· Community Engagement (External Learning) - fans were engaged to integrate their demands.

The Group began to experience significant turnaround in its financial performance starting in 2005 and by 2015, had become the world’s largest toy company by revenue (The Economic Times, 2025). The LEGO Group’s success was not simply a return to pre-disruption state (“bouncing back”), but a transformation into a more resilient entity. Crisis was used as a catalyst to achieve fundamental, lasting changes to its strategy, culture and operational model, enabling the company to “bounce forward”.















STAKEHOLDER IDENTIFICATION

The following is a list of key stakeholders who will play a vital role in the organizational resilience plan for Dr. Leslie Rogers Thirst Quenchers Ltd. along with their specific responsibilities. These are grouped by internal and external stakeholders to demonstrate how resilience is built across the entire business ecosystem.


	INTERNAL

	Objective: To build operational strength and cultural adaptability

	Stakeholder
	Role in the Resilience Plan

	1. Board of Directors/Executive Leadership
	Strategic oversight and governance

	2. Chief Executive Officer
	Visionary leader and change champion

	3. Chief Operating Officer
	Operational resilience lead

	4. Human Resource Department
	Cultural and workforce resilience driver

	5. Procurement & Supply Chain Managers
	Supply Chain continuity leaders

	6. Production & Quality Control Teams
	Operational stability maintainers

	7. Finance Department
	Financial resilience

	8. Research and Development
	Innovation and adaptive capacity

	9. Marketing and Communications
	Stakeholder trust and brand resilience

	10. Frontline employees/Production Staff
	First responders and operational implementers

	11. Resilience Steering Committee (RSC)
	Cross-functional co-ordination body






	EXTERNAL

	Objective: Provide network resilience through transparency, trust, and mutual preparations.

	Stakeholder
	Role in the Resilience Plan

	12. Suppliers (Fruit Growers, Packaging vendors, Transport providers)
	Supply continuity partners

	13. Distributors and retailers
	Market continuity partners

	14. Customers
	Brand trust enablers

	15. Investors
	Financial backing and stability

	16. Local communities
	Social and environmental resilience partners

	17. Industry associations
	Knowledge-sharing and coordination

	18. Environmental NGOs
	Climate and sustainability advisors



CHAPTER 2: THE RESILIENCE STRATEGY

The major objective of this resilience plan is to make Dr. Leslie Rogers Thirst Quenchers Ltd future-ready with an inbuilt capacity to endure hardship and also thrive in adversity. As a result, the main elements of the resilience plan are: improved agility, self-sufficiency, adaptive leadership and talent management to cultivate organizational resilience and obtain a lasting advantage over competitors. The following will be adapted to the resilience plan.


2.1 Summary of 3-year strategic plan

A strategic planning process was initiated in July 2025 by the Board of Directors and Strategic Planning Steering Committee. Over the next three (3) years, Dr. Leslie Rogers Thirst Quenchers Ltd will seek to attain new horizons by proactively focusing on innovation initiatives, agile leadership, sustainability and digital transformation. The company identified high impact areas in alignment with the overall vision and mission. Goals, objectives and actionable items were discussed. This strategic plan aims to inform decision-making, influence behavior and build confidence in the company’s mission.


2.2 Summary of Collaborative decision-making process

Dr. Leslie Rogers Thirst Quenchers Ltd. took on a challenge to develop a new decision-making process that would eliminate any current issues and close the gap between our strategic ambition and operational execution. In order to achieve our goals such as operational excellence, sustainable market expansion and growth, and human capital development, this new process requires discipline, collaboration, and a data-driven approach to solve complex problems.

As a result, a new structured collaborative decision-making process was developed based on McKinsey 7-step problem-solving methodology to counteract the challenges posed by cognitive biases. This framework provides a rigorous, step by step approach to developing an actionable plan that is powered by Information and Communication Technology (ICT), ensuring efficiency, transparency and inclusivity.

The key components of the process entail a) structured collaboration which outlines the 7-step process, b) ICT-enabled agility to facilitate real-time collaboration, seamless data analysis, etc., and c) strategic alignment with the strategic plan. Some of the anticipated benefits include faster, better decisions, enhanced organizational agility and increased employee engagement.

2.3 The Synergy 
This disruptive strategy focuses on integrating organizational culture as the core mechanism for building resilience in Dr. Leslie Rogers Thirst Quenchers Ltd. That is, developing cultural resilience - the shared values, beliefs, and norms that promote agility, learning and adaptability - as our company’s core readiness for future crises. The disruption lies in shifting from a reactive to a proactive, agile, and crisis-aware mindset. By focusing on cultural resilience, psychological safety and continuous adaptation will be injected into the DNA of the company and ensure that all employees are adequately prepared for uncertainty.

In a truly resilient organization, the strategic plan, collaborative decision-making and resilience plan form a synergistic triangle. The Strategic Plan is the Compass that sets the direction and the “why”. The Resilience Plan is the Armor and the Map that protects the journey and outlines alternative routes when obstacles arise. Collaborative decision-making is the Crew, that is, the empowered, adaptive human engine that navigates using the compass and the map, and is capable of handling both calm seas and violent storms. 


2.4 Skills & Techniques to Build Resilience Plan
A multi-level approach will be utilized to resolve this critical business problem at the micro and macro levels.

1. Leadership and Cognitive Skills:
· Strategic Foresight and Scenario-planning
· Cognitive Flexibility and Adaptive Leadership
· Psychological Safety Cultivation

2. Organizational and Cultural Techniques:
· Decentralized Decision-making and Empowered Teams (Pods)
· Failure-as-Data and Post-Mortems

3. Strategic and Operational Skills:
· Supply Chain Mapping and Resilience Vetting
· Stress-testing

These resilience skills and techniques will be applied across micro and macro levels to create a cohesive and deeply embedded resilient organization. The macro level sets the system and strategy while the micro level brings it to life through individual and team behaviors.

Macro-level - focuses on structures, systems and culture
Micro-level - focuses on individual and team behaviors, actions and mindsets








CHAPTER 3: THE MICRO-LEVEL: BUILDING INTERNAL AGILITY


3.1 Objective: The objective on the micro-level is to focus on people, processes, and daily interactions to foster a culture of rapid, informed response.

3.1.1. Leadership and Cognitive Skills
· Psychological Safety and Positive Deviance - The relationship between these two concepts is symbiotic and forms the core of behavioral resilience. Edmondson (2018) explains that psychological safety is a climate where people feel confident that no one will be punished or humiliated for speaking up with ideas, questions, concerns, or mistakes. This is crucial for learning and performance in uncertain environments. In a business context, positive deviance refers to employees breaking dysfunctional rules or norms for the good of the organization using innovation which is vital during crisis (Spreitzer & Sonenshein, 2004). Disruptive events requires both the ability to act (positive deviance) and the environment that permits such action (psychological safety). Psychological safety is the enabler of positive deviance and positive deviance is the expression and reinforcer of psychological safety. This aligns with literature such as the AMO framework for resilience which states that performance and adaptability increase when employees have the ability, are motivated and given the opportunity to act (Bailey, 1993). In this case, positive deviance is the ability, intrinsic drive is the motivation, psychological safety is the opportunity.

· Resilient Leadership and the Transformational Leadership Model - This dynamic represents two sides of the same coin for effective leadership in VUCA environments. Transformational leadership is a style that inspires and motivates followers to achieve extraordinary outcomes by transforming their attitudes, beliefs, and values (Bass, 1985).

· Workforce Agility and Flex Rotations - The connection between these two concepts is crucial for organizational resilience as it represents a strategic balance between operational flexibility and employee security that enables a firm to absorb shocks and adapt rapidly. According to Sumukha and Gurumani (2020), workplace agility is an organization’s capacity to rapidly redeploy, reskill, and reconfigure its human resources to respond to changing environmental demands. “Flex rotations” ensures flexibility, proactivity and adaptability which produces a synergistic relationship for adaptive capacity. It enables sustainable workforce agility and the connection builds cognitive resilience, behavioral resilience and contextual resilience (Worley and Lawler, 2010).

1.3.2 Organizational and Cultural Techniques
· Decision-making and Decentralized Crisis Pods - The relationship between decision-making and decentralized crisis pods is a cornerstone of modern organizational resilience theory. It represents a fundamental shift from a rigid, command-and-control model to an adaptive, agile network capable of responding to complex and fast-moving crises. In stable environments, the traditional, hierarchical structure of centralized decision-making is viable but it proves to be vulnerable during crises. According to Weick and Sutcliffe (2007), top-level decision-makers are often furthest from the real-time, contextual details of the crisis event and as a result, their decisions can be based on abstract information, making them less effective. Moreover, senior leaders become overwhelmed by the flow of data from the frontlines which slows decision-making (Boin and t’Hart, 2010) and are also unable to handle “wicked problems” single-handedly (Snowden and Boone, 2007). Decentralized crisis pods also known as agile teams, swat teams, or cell-based structures are small, cross-functional, and empowered units designed to operate semi-autonomously during a disruption. The connection between these crisis pods and decision-making is procedural and cognitive and designed to enhance speed, quality, and relevance of organizational decision-making under pressure. Therefore, the crisis pods create a resilient system whose key components include anticipation and sensing, response and adaptation, and learning and reconfiguration.

· Continuous Learning and Failure-as-Data: The relationship between continuous learning and the treatment of failure as data is a fundamental pillar of organizational resilience. It represents a profound cultural and procedural shift from a punitive, failure-avoidant mindset to a learning-oriented, adaptive one. A resilient organization, in contrast, views failure as a necessary and valuable source of data that fuels adaptation and learning; it is a self-reinforcing cycle. Continuous learning creates the conditions for failure to be surfaced, and failure provides the raw material for continuous learning. Pisano (2019) notes that a learning culture must not only tolerate failure but also be able to distinguish between “praiseworthy” failures and and “blameworthy” ones.


Figure 2. Micro-Level Cultural Reslience
	Cultural Pillar
	Disruptive Strategy
	Impact on Resilience

	1. Psychological safety
	1. “Resilience through Positive Deviance” Initiative: This approach leverages existing successes and exceptional performance to drive organizational change and readiness for future crises.


	This initiative impacts the company’s resilience by shifting its organizational culture from reactive error correction to proactive strength amplification and rapid learning. In turn, this will achieve a) enhanced psychological safety and motivation, b) operational agility and standardization, c) efficiency and reduced volatility, and d) an adaptive mindset.


	2. Workforce Agility
	1. Mandatory “Flex Rotations”: Every manager and essential employee must spend at least one (1) week per quarter working in a completely different critical department (e.g. marketing spends time in Quality Control and Finance in Production or Logistics). 

2. Scenario-based drills: Drills based on possible crises scenarios must be inserted into weekly routines to embed readiness.
	This creates deep cross-functional empathy and breaks down organizational silos. Additionally, it ensures immediate and informed resource allocation and readiness of staff during a crisis. Cross-training rotations essentially builds interdisciplinary thinking and reduces single points of failure.

	3. Decision-Making
	“Decentralized crisis pods”: Train and empower small, pre-identified teams (pods) across all business locations to make autonomous decisions within pre-approved financial and operational guardrails during a predefined crisis scenario. This flat organizational structure encourages an entrepreneurial spirit and quicker action (Maor et al., 2022).
	This bypasses slow, top-heavy management chains during high-stress events, leading to faster market pivots (a vital lesson learned from Covid 19).

	4. Talent Management & Continous Learning
	1. “Failure-as-Data”: Formal, blameless post-mortems will be instituted on all mistakes and minor failures. These reflection sessions after “near misses” would capture lessons learned and propagate insights across teams. 

2. Well-being and stress support as a healthy, alert and supported team becomes resilient.
	The post-mortems serve as a disruptive shift from blame to organizational learning, which is crucial for resilience. Reporting errors encourages a culture of learning on the part of management as opposed to “we will punish”.

Promoting staff health is vital because burnout undermines resilience.

	5. Resilient Leadership
	“Transformational Leadership Model”: Leaders will be trained to function as inspirational role models, communicate effectively in order to secure commitment and encourage employees to excel and adopt a positive attitude toward change.
	Resilient leadership fosters organizational resilience by cultivating a resilient culture and enhancing awareness. Emphasis on emotional intelligence and psychological safety in leadership development is necessary for leaders to guide teams through adversity. 


3.2 Reactions and Management Strategies

· Line supervisors - Decentralization of decision-making may cause line supervisors to lose control. This response can be addressed by clarifying guardrails, providing support, and appreciation for those who handle exceptions well.

· Operators - operators may feel stressed due to greater responsibilities being placed on them. Support can be provided through training, clear role definitions while reassuring them that their voice matters.

· Quality control - quality staff or compliance teams may fear shortcuts. Resilience decisions would be integrated into the quality framework to preserve integrity.

· Teams - they may feel extra work with reflection sessions. Management could ensure though that they are short, relevant and demonstrate the benefits.

· Middle-managers - they may have fear that reporting errors will lead to blame. However, this concern can be managed by requiring leadership to model vulnerability by sharing their own failures first, and reward transparency, not perfection. This would reinforce the concept of psychological safety.

· Managers & essential staff - may perceive that cross-training would result in inefficiency or time sink. Management could justify it as a low-cost, high return insurance policy against staff shortages.


















CHAPTER 4: THE MACRO-LEVEL CULTURE

The macro-level strategy integrates external risks (political, environmental, technological) into the daily thinking of the organization.

4.1 Strategic and Operational Skills

· Future Proofing and Black Swan Friday - This is a critical aspect of organizational resilience whose relationship is built on preparation not prediction. Future-proofing is a strategic process of anticipating long-term trends, disruptions, and potential changes in the market, technology, and society, and building the capacity to adapt to them successfully. A Black Swan event is an event that is an outlier, carries extreme impact that seem predictable and explainable such as Covid-19 pandemic (Taleb, 2007). It is impossible to future proof against a specific, unknown Black Swan event but as Taleb (2007) notes, the strategy is to be be prepared to exploit them when they occur; i.e. indirect capacity-building or “antifragility”. 

· Sustainability Ethos and Supplier Resilience Vetting - Sustainability ethos is a deeply embedded organizational belief system that prioritizes long-term environmental stewardship, social equity, and economic viability. Supplier resilience vetting is “how” i.e. the process of evaluating a supplier’s capacity to anticipate, withstand, respond to, and recover from disruptions. A sustainability ethos provides the “why”, the strategic lens and motivation for vetting while supplier resilience vetting provides the actionable, operational proof of that ethos together building a more resilient organization (Kiron et al., 2017). The result is a more resilient supply base that is less vulnerable to shocks, social unrest and resource scarcity which strengthens overall organizational resilience by ensuring a more reliable, adaptable and ethically sound flow of materials.

· Consumer-centric crisis and Voice of the crisis - This is a critical dynamic that separates resilient organizations from fragile ones during disruption as it represents a shift from a defensive posture to an adaptive, outward-looking learning stance. Consumer-centric crisis is a disruptive event where the primary impact is on the end-user or customer e.g. product contamination. The voice of the crisis channel is a dedicated, real-time feedback loop designed to capture and analyze stakeholder sentiment during a crisis (Edmondson, 2018). It is an inter-dependent relationship in which consumer-centric crisis defines the battlefield where organizational resilience is tested whereas the voice of the crisis channel is the primary intelligence gathering tool that enables effective navigation.

	Cultural Pillar
	Disruptive Strategy
	Impact on Resilience

	1. Future-proofing
	“Black Swan Friday” Sessions: Hold quarterly, mandatory, cross-departmental workshops focused solely on discussing low-probability, high impact disruptions (e.g. a global water crisis that would impact fruit farming).
	Formalizes strategic foresight and ensures the organizational culture is constantly scanning the horizon, moving beyond short-term tactical thinking. This facilitates the shift from extrapolating the present to defining mechanisms for creating and testing disruptive scenarios.

	2. Sustainability ethos
	Supplier Resilience Vetting: Embed environmental and social resilience (e.g. climate change adaptation plans) as a core metric in the procurement team’s culture, weighted equally with price and quality.
	This future-proofs the supply chain against macro-level shocks and aligns with long-term sustainability mandates.

	3. Consumer-centric crisis
	“Voice of the Crisis Channel”: Dedicate a permanent, high visibility team to monitor social media, news and competitor activity specifically for emerging threats and consumer sentiment changes that could indicate a looming crisis.
	Enables proactive communication during public health scares or political events, ensuring the company’s response is timely and empathetic. 





















CHAPTER 5: IMPLEMENTATION PLAN


The resilience strategy is an 18-month plan that would be divided into four (4) phases:

1. Foundation
2. Pilot
3. Scale & Embed
4. Sustain & Measure

5.1 Phase 1: Foundation and Communication (Months 1-3)

The objective in this phase is to gain executive buy-in, establish governance, and transparently communicate the “Why”.

	Step
	Action Item
	Deliverables & Tools
	Rationale

	1. Secure Leadership Alignment
	An executive workshop can be held to align the entire C-suite on the strategy. 
	Signed Executive Charter on Resilience
	This is crucial for managing senior leadership’s financial reaction.

	2. Launch Communication Campaign
	Launch the company-wide “Future proofing” campaign. Town halls and digital platforms can be used to introduce the “Failure-as-data” and “Flex Rotations” concept.
	“Why Resilience Matters” video series (featuring CEO). Additionally, a dedicated intranet hub for Q&A.
	This step creates psychological safety by normalizing change and removing blame from failure.

	3. Establish governance
	Form the Resilience Steering Committee (RSC) including leaders from Operations, HR, and Finance. The RSC would be responsible for tracking KPIs and making resource allocation decisions.
	The RSC mandate and meeting cadence (bi-weekly).
	It provides the necessary cross-functional oversight and accountability for the cultural shift.


5.2 Phase 2: Pilot & Test (Months 4-9)

This phase focuses on testing the disruptive concepts in controlled environments and training the initial “Crisis Pods”.

	Step
	Action Item
	Deliverables & Tools
	Rationale

	4. Pilot “Failure-as-Data”
	Roll out the reporting protocol and blameless review process in two departments: Quality Control (QC) and Logistics.
	1. Standardized “Failure Report” template. 

2.Quarterly “Lessons Learned” internal bulletin. 
	This initiative tests the process in high-risk areas first, allowing for iteration before wider scale.

	5. Activate & Train Crisis Pods
	Identify and train the first three Decentralized Crisis Pods (e.g. fruit sourcing or local distribution).
	Pod charters with clear decision authority limits.
	This step prepares small, agile groups for rapid response, managing the fear of decentralization among managers.

	6. Initiate External Scans
	Conduct the first “Black Swan Scenarios” Workshop with the RSC and key strategists.
	Documented “Black Swan” mitigation strategies (e.g. a severe water crisis).
	The initiative embeds macro-level thinking and strategic foresight into the planning cycle.





5.3 Phase 3: Scale & Embed (Months 10-18)

The program scales across the organization, formalizing training and introducing the critical supplier vetting component.


	Step
	Action Item
	Deliverables & Tools
	Rationale

	7. Scale Agility Programs
	Mandate and schedule “Flex Rotations” for all essential employees. Fully deploy “Failure-as-Data” company-wide.
	1. Centralized rotation schedule. 

2.Updated job descriptions reflecting cross-training requirements.
	This achieves the critical mass required for the workforce agility (a major Covid-19 lesson).

	8. Implement Resilience Vetting
	Begin auditing high-risk Tier 1 suppliers for their Climate Change Adaptation Plans (CCAP).
	Updated Supplier Code of Conduct.
	This ties the cultural commitment to sustainability and macro-risk directly to financial decision-making.

	9. Crisis Communication Readiness
	Formalize the “Voice the Crisis” monitoring team. Conduct a full, realistic simulation testing external communication.
	1. Crisis Communications Playbook with pre-approved templates.

2. Post-simulation report.
	Ensures external messaging is fast, clear, and trustworthy during a real event.





5.4 Phase 4: Sustain & Measure (Ongoing, Post-Month 18)

The resilience culture becomes the new standard, with continuous auditing and leadership accountability. 


	Step
	Action Item
	Deliverables & Tools
	Rationale

	10. Annual Resilience Audit
	Conduct an annual, external audit resilience KPIs.
	Annual Resilience Report shared with the board and key investors.
	This ensures accountability and prevents the cultural initiatives from fading into the background.

	11. Continuous Learning Loop
	Formalize the “Black Swan Scenarios Workshop and “Failure-as-Data” as permanent processes. Introduce mandatory bi-annual Resilience Refresher Training.
	Updated training modules based on the previous year’s “Failure-as-Data” reports.
	Sustain the cultural momentum by continually refining processes based on fresh internal data and external threats.




Conclusively, this resilience plan shifts Dr. Leslie Rogers Thirst Quenchers Ltd from a reactive entity to a proactive, learning organization capable of effectively managing future macro and micro shocks.
5.6 Key Performance Index (KPI)
The KPIs are designed to monitor and evaluate the resilience plan for Dr. Leslie Rogers Thirst Quenchers Ltd. They are grouped under five resilience pillars: Operational, Financial, Cultural, Supply Chain and Strategic/Environmental Resilience to ensure balanced measurement and continuous improvement.

5.6.1 Operational Resilience KPIs
	KPI
	Definition/Purpose
	Measurement Method
	Target/Benchmark

	1. Crisis Response Time
	This measures how quickly the company activates crisis management protocols.
	Time from crisis detection to first co-ordinated response (in hours).
	Maximum 2 hours for major disruptions.

	2. Operational Downtime
	This indicator evaluates how long operations are halted due to disruptions.
	(Downtime hours/total operational hours) x 100
	Less than 5% annually.



5.6.2 Cultural and Human Resilience KPIs
	KPI
	Definition/Purpose
	Measurement Method
	Target/Benchmark

	3. Employee engagement Score
	To gauge employee trust and morale during crises.
	Annual engagement survey (scale 1-5)
	More than 4.0 average.

	4. Resilience Training Participation Rate
	To track staff involvement in preparedness training.
	% of employees trained annually in resilience or crisis response.
	100% participation.

	5. Turnover Rate During Crisis
	Monitors staff retention under stress.
	(Employees leaving/total employees) x 100 during crisis
	Less than 10% turnover.

	6. Internal Communication Effectiveness Index
	Assesses clarity of internal crisis communication.
	Employee feedback + average response time to internal alerts.
	More than 90% satisfaction.




5.6.3. KPI Summary: These KPIs will 
· Track preparedness, adaptability, and recovery speed across all functions.
· Align resilience with corporate performance goals (profitability, sustainability, innovation).
· Promote evidence-based decision-making and a culture of continuous improvement.
CHAPTER 6: CRITICAL REFLECTION

The Howarth and Gilham (1981) model will be used to critically review the resilience strategy outlined for Dr. Leslie Rogers Thirst Quenchers Ltd. This approach focuses on four (4) key dimensions: description, analysis, evaluation and synthesis. 

6.1 Underlying Assumptions and Context
The strategy assumes that disruptions such as climate events, pandemics, etc. will continue to occur and therefore resilience must be built proactively. Additionally, there is the assumption that embedding resilience into the culture and operations will produce competitive advantages. Moreover, the strategy presupposes that decentralizing decision-making, creating cross-functional squads and building redundancies are viable given the cost/complexity trade-offs.

From a critical perspective, the assumption that resilience is not an option but actually strategic is sound as beverage sector disruptions are common. The emphasis on culture aligns with recent resilience literature. However, the cost and level of complexity may be under-estimated in a Caribbean context. Additionally, if there are structural weaknesses in the regional market, e.g. high logistics cost, the strategy may over-estimate adaptability.

6.2 Stakeholders, Power Relations & Organizational Dynamics
At the micro-level, the strategy proposes decentralized squads and steering committees at the macro-level which involves procurement, operations, marketing, supplier ecosystem and employees at multiple levels. The strategy aims to shift power from centralized control toward more autonomous teams, and emphasizes transparency, cross-functional communication and feedback loops.

This aspect can be seen as a strength because it recognizes that resilience is enabled by relationships and power dynamics (not just processes). A voice is given to frontline teams and fosters cross-functional collaboration which aligns with resilient culture research. However, the shift in power dynamics may be disruptive internally as middle managers may feel like they are losing control whereas frontline staff may feel burdened with greater responsibility and inadequate support. This power shift may cause more friction than anticipated. Furthermore, organizational culture change can be difficult and explicit change-management plans may be required.

6.3 Implementation and Operationalization
The strategy outlines cross-functional teams, scenario drills, etc at the micro level and supply chain diversification at the macro level. In terms of change management there will be training, steering committee, recognition/rewards and the proposed roadmap entails rolling out and full implementation within year 1 with maturity by year 2.

From a critical point of view, the roadmap provides clear outline of phases and attention to detail will ensure action and not mere theory. Having scenario drills shows operational thinking and training/rewards are good for embedding organizational culture. However, one potential weakness is that there may be significant implementation risk as the pilot phase may not fully reveal the full complexity of scaling. Another risk is that the rolling out of cross-functional teams may create duplication of roles or confusion about who reports to whom. More specificity is needed regarding the integration of these teams with organizational structure, performance systems and resource allocation to avoid fragmentation. Additionally, there may be an under-estimation of cost and should be noted that cultural change initiatives may take longer than expected and it would be optimistic to map complete rollout within one year.

6.4 Monitoring and Adaptation
The strategy employs continuous feedback loops after disruptions and recognition of resilient behaviour. By including monitoring and adaptation the strategy moves from being a “one-off” to an ongoing process. However, the monitoring plan is dependent upon an existing resilient culture. For example, if the culture is still blame-oriented, staff may hide errors and the feedback will be flawed. Additionally, there is the assumption that resilience will definitely occur within one cycle but in reality resilience is continually evolving and the environment will change.


























EXPECTED OUTCOMES & CONCLUSION


· Operational Continuity amid external shocks.

· Increased Adaptability through empowered teams and agile processes.

· Improved supplier reliability and supply chain transparency.

· Enhanced employee engagement and psychological safety.

· Greater brand trust due to sustainability ethos.

· Competitive advantage through innovation and reputation for stability.


The disruptive strategy outlined in this plan redefines resilience as the company’s DNA and not a contingency plan. By embedding adaptability into structures, systems, and culture, Dr. Leslie Rogers Thirst Quenchers Ltd. positions itself to anticipate, absorb and adapt to disruptions, turning crises into catalysts for growth and innovation (“bouncing forward”). This proactive and culturally grounded approach will ensure long-term sustainability, stakeholder confidence and market leadership. It contrasts with the traditional reactive approach to business resilience whereby a company focuses merely on “bouncing back”.
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APPENDIX A


THREE (3) YEAR STRATEGIC PLAN FOR DR. LESLIE ROGERS THIRST QUENCHERS LTD.

This comprehensive Strategic Plan included:

A situation analysis
Strategic goals and objectives
A three (3) year plan with specific actions and resources required.
An implementation plan
KPIs and other metrics

Strategic planning keeps an organization on track over time and enables the company to respond to change while keeping its vision and mission in view. This process provides Dr. Leslie Rogers Thirst Quenchers Ltd with the opportunity to scrutinize, assess and question its activities.

Following the development of the 3-year strategic plan, the report contained an implementation plan which breaks down the following three over-arching (3) goals:

Goal 1: FOUNDATION, ALIGNMENT AND OPTIMIZATION - In the first year, July 2025 - August 2026, one of the main areas of focus will be Foundation, Alignment and Optimization. The objective is to crystallize operational foundations, maximize core processes and institute strategic initiatives throughout the organization. 

Goal 2: GROWTH AND INTEGRATION - In the second year of the strategic plan, September 2026 to August 2027, the overarching objective will be to drive market growth, integrate the strategic initiatives and increase the company’s commitment to people and planet.

Goal 3: INNOVATION, IMPACT AND EXPANSION - The final year of the strategic plan runs from September 2027 to July 2028, and the overarching objective is to promote sustained innovation, achieve measurable social and environmental impact and position Dr. Leslie Rogers Thirst Quenchers Ltd as a regional leader.












APPENDIX B

COLLABORATIVE DECISION-MAKING PROCESS USING MCKINSEY 7-STEP FRAMEWORK


Step 1: Problem Definition & Goal-Framing - The problem definition will be aligned with the overall strategic goals of the company and also the resources and capabilities that are available. The problem definition will be specific, measurable and actionable. To facilitate step 1 of the Collaborative process, our company will employ proACT which will ensure that the decision process is sound and the goals are aligned with core values.

Step 2: Problem Disaggregation - In this step, the problem will be broken down into smaller, more manageable sub-components, thereby creating a decision/logic tree or Ishikawa diagram that reflects people, process, equipment, materials, and environment. Responsibilities will be allocated to Quality Assurance for instance, to investigate causes of spoilage; Operations will investigate temperature control; Supply Chain will check logistics timing.

Step 3: Prioritization of Issues and Development of Hypotheses - The third step in McKinsey’s model is to determine which branches of the issue tree need to be resolved urgently and formulate initial, testable hypotheses for those key drivers. Having formulated the decision tree in the previous step, the Impact Matrix will be utilized to decide which branches of the tree to investigate first. This tool helps the teams to focus on “quick wins (high impact, low effort) and major projects (high impact, high effort) while avoiding “thankless tasks” (low impact, high effort). Subsequently, a number of testable solutions or hypotheses will be formulated.

Step 4: Developing a Work Plan and Analysis Plan - In step 4, the issue owners and their teams develop the work plan. Quantitative and qualitative data must be collected to validate the hypotheses using resources such as maintenance logs, data analytics software and customer feedback systems. Some of the stakeholders that would be involved in this process would be operational analysts, finance team and market research firms. A detailed work plan for each high-priority issue will be done to facilitate the analytical process.

Step 5 - Conducting Analysis - The issue owners and their teams now execute the work plan that was created in the previous step. This is a period of intense data gathering, financial modeling and customer research. Stakeholders involved in this aspect of the process include operational analysts, finance team and market research firms. 

Step 6 - Synthesize Findings - Next, these insights gained from analysis of high priority issues would be converted into actionable recommendations. Firstly, they must prove or disprove initial hypotheses. These recommendations will be practical and account for potential people issues such as workflow changes and training needs. The findings will be pieced together into a coherent story using the SCQA tool to structure the presentation.

Step 7 - Development of Action Plan and Implementation - In step 6, a detailed implementation plan for each recommendation will be created, assigning ownership, setting a timeline, and defining required resources (who, what, when). The RACI matrix can be utilized to clarify roles.


Expected Outcomes - 

· Improved operational efficiency and agility.
· Enhanced employee engagement, inclusivity and morale.
· Strengthened inter-departmental communication.
· Data-driven and transparent decision-making culture.
· Sustainable growth and competitive advantage.
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