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Yyearup

Practicing High Performance

Tools, Guidance, and Lessons for Social Sector Leaders




Objectives

1.Define high performance and introduce free,
helpful resources to support and sustain it

2.Provide tangible examples of high performance
in practice at two large youth-serving nonprofits

3.Reflect on our experiences trying to strengthen
organizations, and identify practical steps to
take with our teams/clients after AEA



What does a high-
performing organization
look like?

Does that organization
value learning?




Yyearup

6-month
classroom training

6-month
paid internship
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The number of young people in this country who are neither in school nor working.

Over the last 20 years, has become one of the leading advocated of youth employment programming targeting
high school students. The main elements of our programming include:
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Definition

The meaning of high performance

Behaviors
The Performance Practice,
an approach for putting
the framework into action

Disciplines
The Performance Imperative,
a framework for
soclal-sector excellence



high performance djcciive

Definition of high performance

: the ability to deliver—over a prolonged period of time—meaningful, measurable,
and financially sustainable results for the people or causes the organization is in
existence to serve.

/1 high-performance organizations




OPERATIONALIZING HIGH
PERFORMANCE



STEP 1: GETTING STARTED

1.Recognize that ALL
organizations are all on the
journey.

2.Anyone can start the
conversation.

3. Buy-in matters, but
consensus can be hard to
obtain.



STEP 2: IDENTIFY STRENGTHS AND GAPS

1. Performance Imperative

2. Performance Practice




Courageous, adaptive
executive and board

~ o Disciplined,
External evaluation for = ) people-focused
mission effectiveness =& management

High performance is the ability to
deliver—over a prolonged period of time
meaningful, measurab(]le, and financially
sustainable results for the people or causes
the organization is in existence to serve
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LEAP OF REASON
PERFORMANCE PRACTICE

@ LEARN @ COLLECT DATA @ REVIEW RESULTS

A
USER GUIDE WORKSHEET REPORTING APP
Introduction to the Performance Use this worksheet to complete The reporting app compiles your PROOF POINT RATING RATIONALE | EXPLANATION
Practice, acknowledgments, the self-assessment. results - no manual aggregation Princlple 1.1: Executves and bowds embrace thek responsibiity to deliver meaningful, measurable, and financially sustainable resuits
application, and development N required! for the pecple of causes the organizaton (s i exisience to serve.
methodology Download File 111 My organczation's executves and board have formally documested  (Choose One
2¥ Windo < that they are mutaly responsible for ensurng strong performance and heir
- 4 X respective rokes in achieving & Arthermaore, they have fuly commilted to and
Download File Windows Reporting App accepted hese roles and responsibilties.
112 Theough a foemal process, my OMganizance's axecutives and board -
& MacOS Instructions assess thameatves indvidualy and colectvely, ot kst once a yaar, 1o hold 1:;::’:'
MacOS A to v10.12/Si . themseives accountable for delvering strong resuls. YOV N
TRES Ll il Principle 1.2. Boards e strong, assertive govermors and stewards, notNs - ' undraisers. They recrul, advise, and hotd
acLs App, vIU.15+/High Sierra zﬂuuu:umm.wdmmm e v Mg Up 10 fts promises and acknowledoe
COSE COMeCtion is needed.
Watch: Reporting App Guide 121 My organcation’s executves and board idensfy and pricrtize e |Choosa One |
diverse skiis and backgrounds we need on our board for produsing
meaninghd results—and use ths as gudance for recruting &nd velling
prospective board members
T —— L2.2° Thooogh Seon) WOuT OWisicH N0 SOONMMNI pIUCRINS, Ty [CHOTHe One

organczation encourages board members (o ask probing questions and
pravide constructive pushback on the CEO

123 My organization's board mestngs are data-nformed, provide repons |Choose One
on resuks, and alow for irdeph discussions on macr syalegic issues

124 My organization’s bosed reviews ouw CEO's performance snvualy | Choose One
and uses this process 1o help set goals for the coming year. This review

Inchades @ sef-assassment by the CED, an assessmant by B govermance
commitiee, input from the ful board. and irsights from stalf (nol necessariy
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STEP 3: MONITOR AND ITERATE

Leap's pillars and tools are
modular and can be taken
individually.
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PILLAR THREE

Well-Designed Programs
and Strategies

=gm Well-designed
and well-
implemented
programs and
strategies




PILLAR 3: WELL-DESIGNED
PROGRAMS AND STRATEGIES

e Clear Target Population

e Evidence-based Program Design

e Careful Understanding of
Ecosystem

e High Fidelity

e Participant Informed

e Relationship Based

e Mission Commitment
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PILLAR 3:
URBAN ALLIANCE

UA always had a
compelling story.

But purposely monitoring data
solidified our program design,
leading to improved outcomes
and program expansion.




PILLAR SIX

I\/Ionitoring for Continuous
Improvement

6 Internal
monltormg

for continuous
improvement
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PILLAR 6: MONITORING FOR
CONTINUOUS IMPROVEMENT

e Clear Metrics

e Frequent Reporting

e Data Collection & Analysis
e Learn from Research




PILLAR 6: MONITORING FOR
CONTINUOUS IMPROVEMENT

Year Up collected
everything and the
kitchen sink.

But extensive research
isolated the factors that
matter most at the start of
program, the ones that
shape success during
program, and the single
outcome that spells out to
the longest-term impact
after program.

@2 YEARS AFTER GRADUATION
UNPRECEDENTED WAGE GAINS
HOLD STRONG OVER TIME



To what end?

The seven pillars of the Performance
Imperative are the pathway to high
performance—the ability to deliver
meaningful, measurable, and
financially sustainable results for the
people or causes you serve.

The Performance Practice puts the
seven pillars into action by
empowering social sector leaders to
assess, measure, report, and then
discuss their organization’s
performance and develop strategy for
positive change over time.




PILLAR 5: A CULTURE
THAT VALUES LEARNING

» Periodically review mission and
results
Have and set high expectations
Be curious, ask questions, push
thinking
« Benchmark against others, learn from
z peers
=k Aculture that + Feel safe acknowledging where there
= J values learning
are problems

« Carve out some time to step

back, take stock, and reflect
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THINK/PAIR/SHARE - PILLAR 5 LEARNING CULTURE

1. FIND a buddy. Complete the short
questionnaire.

2. DISCUSS with your buddy: "What do
’ your responses suggest about your

organization’s learning culture?”

3. TAKE ACTION: write down question that
you can take back to your team that
would motivate them to start thinking My
differently about high performance and
learning at your organization.



Step 1: Define the Learning Session
Step 2: Prepare Your Team
Step 3: Complete The Performance Practice

Step 4: Review The Responses

Step 5: Share The Data With Staff

Step 6: Learn and Improve

Step 7: Repeat




Questions?

Garrett Warfield, PhD Dan Tsin

Chief Research Officer Chief Impact Officer

Year Up Urban Alliance

Boston, MA Washington, D.C.
gwarfield@yearup.org dtsin@theurbanalliance.org

@dtsin_UA
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=PERFORMANCE
IMPERATIVE

A FRAMEWORK FOR SOCIAL-SECTOR EXCELLENCE

Courageous, adaptive
executive and hoard
leadership

~ g Disciplined,
External evaluation for = people-focused

mission effectiveness Z& management

High performance is the ability to
deliver—over a prnlon?ed period of time

Internal
monitoring
continuous
improvement

meaningful, measurable, and financially
sustainable results for the people or causes

the organization is in existence to serve

Well-designed
and well-
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““AMUST-READ FOR NONPROFIT LEADERS.”

GEDFFREY CANADA, FOLMDER, MARLEW CHELEREN S 20ME

LEAP OF REASON

MANAGING TO OUTCOMES

IN AN ERA OF SCARCITY

Mario Morino
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ors.orqg/

THE CHRONICLE OF
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PHILANTHROPY.

By MARC GUNTHER

ThevlmpactEvangeIist

“Funders should expect

high performance,
but they must help
their grantees.”




