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Frqmlng and Prefacmg Comments

. Undomg a Iong Iegacy of conserva’rlon ot
~ focused on dlver3|ty, equity, inclusion cmd
justice (DEIJ) complex and dlsrup’rlve
o Point-in-time reflection of how partners are
_ experlencmg Western Conserva’rlon Portfolio
e Oppor’runl’ry to learn from the perspechves of
| par’rners - '

o The Western Conservo’rlon Progrqm Offlcer

tends to serve as proxy for ’rhe Hewle’r’r
' -oundahon = ' |

| -9 Qesul’rs reflec’r the CO”ObOFCﬂ'IOh with Wes’rern =
Conserva’rlon Portfolio, not o’rher Program




Evaluation Questions and Goals

How did the Western
Conservation
Program’s
grantmaking help
build organizations,
coalitions, and the

field that were DEIJ-
centered?

2.

What strategies and
approaches did the
Western Conservation
feam use 1o
contribute to
organizations,
coalitions, and the

field that were DEIJ-
centered?

3.

In what ways did the

Western Conservation

grantmaking
contribute to and
influence change in
organizations,
coalitions, and the

field that were DEIJ-
centered?



Evaluation Questions and Goals

4.

What were the benefits
and challenges that

grantee organizations
experienced in
implementing equity-
centered work including
approaches, initiatives,
and change
management process

internally and externally?

o. 6.

From the perspective How did the Western
of funded Conservation team
organizations, how can build relationships
Hewlett continue to . with and support

build, accelerate, grantees as they

and propagate DEIJ- focused on DELJ in

centered their organizations,

orSanEagaps, coalitions, and the

coalitions, and the fiald?

field?
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Overview of Methooly

Mixed-methods approach that included:

ol?

- e Survey for grant-funded organizations
* Interviews with grantee organizations, peer funders of Hewlett§

~oundation, and DElJ thought-leaders

Review of tunded organizations’ DElJ-focused grant Proposals
and final reports.

Grantee

Document

Grantee

Review Lk Interviews B

Survey



Survey

24 responses to the survey
out of 40 that were invited
to participate (60%)

25 question-survey

Overview of Methods

Document Review

Interviews

e A total of 19 qualitative
interviews were conducted

e 11 grantee organization
representatives, 5 field-
wide thought leaders and
3 tunders

e Document analysis of 64 DEIJ
Organizational Effectiveness
(OE) and program grants

e Reviewed grant proposal,
application summaries, and

tinal reports



Organizational
Approaches
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Voice and
Influence of
Hewlett

Foundation



Task Forces

Training and q Frameworks
an -.
Learning i ond Language

Committees

Plans and Human

Budgeting

Roadmaps Resources

Engagement
with Tribes and
Indigenous

Decision-

Making

Field/Cohort [
Learning |

’ Communities

' DEIJ Strategies and Approaches

Grant proposal and final report analysis revealed

several strategies and approaches grantees took
to DEIJ work.
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Accomplishments

Throughout the surveys, grant reviews, and

interviews, a set of themes emerged regarding

grant accomplishments.



Top Reasons for the Success of DEIJ Strategies

Top Reasons for the Success of DEIJ Strategies

Topic Percent
Building the DEIJ capacity of statf through learning and
. e 56%
skills training
Leadership support/buy-in to DEIJ 56%
Common understanding that DElJ is a mission-imperative for 599
our organization o
Staft support/buy-in to DEIJ 52%
Common understanding of the complexity of DEIJ work 44%




- Y e "’g:;‘ { . Lack of Statt Lack of Resources No Accountability
o v gl *--é ra : | : | Structure(s) for DEIJ
2 e 43 Capacity B Available to Staft Work
| e _

45% (29%) S (25%)

Lack of
Organizational

Lack of Board of

No Common

Understanding of the Directors/Trustees

Supprt/Buy-In
(17%)

Mission Imperatives
(17%)

Readiness
(]7%)

Inadequate Amount

of Communication
about DEIJ
(]7°/o)
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S Barriers and Challenges to DEIJ
S | o Savarel b
ﬁ‘.ﬁ‘a:’\ urvey results revealed several reasons Tor w Y

organizations experienced challenges in their

DEIJ efforts.
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Organizational
Capacity and
Resources

Community
Engagement

Complexities
of DEIJ

Lessons Learned

Respondents' reflections on lessons learned T s 1, TS

highlighted a number of themes; many of which are S ad - i e g
fundamentals of organizational change management.



Western Conservation
Program Organizational
Impact

Support from the Western Conservation Program led to
several long-term changes to organizational values,
policies, behaviors and/or strategies for DEIJ

e Allowed for deeper discussions and examination of
organizational practices

e Helped support the Board in understanding DEIJ
as a mission imperative

e Bolstered the organization's HR policies around
hiring diverse candidates

e Changed the organization’s budgeting process




Western Conservation Program
Organizational Impact

In conversations and reflections of conservation leaders, a lack of
tether between internal DEIJ work & external conservation outcomes
was prominent. Two principal and divergent themes emerged:

1. The partnerships and inclusion of Tribal Nations was something
they could directly link to their internal capacity building

2.The organization's work has yet to translate to conservation
outcomes. Internal DEIJ efforts will be toundational to their
external strategies when they are at that stage.
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and their internal diversity

s work begins for grdn
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~ trar ormation in their partnershi

“I also did some internal data gathering to see how our coworkers work with Indigenous groups. There's a
body of things in their recommendations that | cannot do, as a non-Native person. So, | said I'd do the job
for a couple of years and then we'd e_z.thsfrlys;sﬁ’meone with a personally informed experience, as a native

person, or we are gonna stop doing the work. Then. ;bedeﬁgaal,g_Jon hired an Indigenous person, the hlrlng
pool had 50% Indigenous applicants.and we [have| grown ourNative employee population too.”

- Environmental Grantee




Voice and Influence of Hewlett Foundation

“Hewlett has been the greatest champion for building a more
inclusive community-led equitable mevement based on
meaningful relationships. They ve figured out how to be a
catalyst in a way that has created big change.”

Conservation Organizational Executive



Ways the Hewlett Foundation
leverages their voice & influence

Organizing,

Centering DEIJ
In the Western
Conservation

Modeling DEIJ
as a Foundation

and Staff

Practice

Providing

Leveraging, and

DElJ-centered

Learning

Reframing
Communications

Opportunities
on DEIJ

Philanthropic

Porttolio Strategy for DEIJ

Grantees share the various approaches Hewlett

used their voice and influence on DEIJ issues.



Alighment and Relationship with Western Conversation Program

Grantees seem to be well-versed in the priorities and strategy the Western Conservation Program
had set out, and many are working_in support of the program’s theory of change that

bringing atfected communities’ voices to the work can lead to more durable outcomes.

Through the survey and a series of interviews, we were able to explore issues of trust, the working
relationship, and experiences with the Western Conservation Program Officer.




Relationship and Partnership with Western
Conservation Team and Grantmaking

“Bluntly, our relationship with Hewlett is one of the best, especially with Andrea
[Western Conservation Program Officer| and should be seen as a case study for
how philanthropies should show up and work with.communities like ours.”

- Leader of BIPOC Organization




rengths and Assets of the Western
onservation Program Officer

Connector of

Field Expertise,

Thought-Partner

ldeas, People, Knowledgeable, and
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|
¥

and Partnership
and Resources Savvy

lInvestment In

Feedback with
Support

Ally and

Building and
Reinforcement

Relationships

Funder, Collaborator
and Leader



Consmlerotlons ond Reflectlons

b Whlle orgomzahons apprecmted the dlrechon of Wesiern Conservohon Program s DEIJ work fhey ralsed
issues that are important for Hewleﬂ to conswler. | '

. Value and place of grantee within the Western Conservation Portfolio

. The complexﬂles of funder—foclllfofed change, which can feel high-touch fo some
orgonlzahons/lnchwduols =

Sa Leveraging the existing ecosystem of experhse to value irodlhonal graniees, some who may be less furfher
| olong in ihelr DEIJ work, alongsmle newer, more progressive groups




Program 3
Officers: |
Building Equity
Competencies
“7;-!51 T

Overall
Grantmaking
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figin
| Building Equity Competencies of Program Officers

—

—

Standardize, hire, train, and institutionalize skills and

competencies for Program Officers that broaden

and hold them accountable for the role of

__ g grantmakers in organizational and field-wide change.

— e




Overall Grantmaking —

1.Examine, interrogate, and refine your organizational risk assessment process

within grantmaking to evaluate whether organizations are ready to

engage in deep and transformational DElJ-centered conservation.

2.Examine and expand to multi-year (three to five year) grants to support the

long-term transtormational work that DElJ requires.

‘ 3. Assess, evaluate and hold intermediaries accountable for their DEIJ
= journey and equitable grantmaking practices to toster greater and more




" Lt o L
- : ¥ “, 4
; . :. )
Ve 1y
V. i 3R
3 rae o
o L
o ’ % o
et :
‘ it
o i
L /1
i LT
o
:
F 4
& e S
’ I3 %
- /

4 SR E
- - -~
R
-

w’;.gvs:
g ES

 .;; -~ Grantmaking at the Organizational Level
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Require funded organizations to connect short, intermediate,

and long-term internal organizational work with externadl

strategies to DElJ-centered conservation outcomes and ensure

overall mission alignment.
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Fieldwide Impact of Grantmaking

1. Maintain, scale, and formalize tield-wide initiatives that convene Hewlett-

}
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funded organizations to learn from, network, and create the conditions and

outcomes for DElJ-centered conservation.
2.Accelerate Indigenous, Tribal, historically marginalized community-led and
focused conservation by directly funding, encouraging other funders to

engage, and aligning with long-term partners to ensure durability and

sustainability.
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ewlett Foundation Voice & Communications

Create consensus for, systematize, train staft on, and evaluate

how Hewlett will use its voice and influence toradvance its

toundation strategic goals for DEL.



Thank you!

To read the tull report, please reach out to

the Hewlett Western Conservation Team.

Chris
Armijo
Consulting,

LLC




