Guiding Principles

1. The foundation seeks to bring about meaningful, socially
beneficial change in the fields in which we work.

Illustrative Practices:
▪

▪

▪
▪
▪

Presumption of continuity for
programs, including ongoing
budget.
Long-term relationships with
organizations aligned with our
goals and approaches.
Willingness to adjust course.
Requirement to evaluate risk.
Time-limited initiatives outside
programs.
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2. The foundation pursues change by tackling defined problems in a
pragmatic, nonpartisan manner.

Illustrative Practices:
▪

▪

▪

▪
▪
▪
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Commitment to acting on evidence provided through
ongoing monitoring, regular evaluation and high-quality
research from the fields in which we work.
Continuing to work in areas like climate change or women’s
reproductive health, which became politicized after we
launched our efforts.
Launching efforts, like Madison and Cyber initiatives, built
around supporting organizations across the ideological
spectrum in addressing deeply politicized problems.
Ensuring we do not engage or appear to engage in
inappropriately partisan or political conduct.
Collaborating with funders across the ideological spectrum
who are interested in solving the same problems that we are.
Being open-minded to potential solutions regardless of where
the grantee falls on the ideological spectrum.

3. The foundation focuses on outcomes in order to maximize the
effectiveness of its support.

Illustrative Practices:
▪
▪

▪
▪
▪
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Practicing Outcome-Focused Philanthropy
(OFP) as detailed in the OFP guidebook.
Requiring assessments of progress using
outcomes, tripwires, and implementation
markers for each strategy as part of annual
budget process.
Relying on, and disseminating,
independent third-party evaluations.
Combatting confirmation bias through
term limits for program staff.
Requiring regular interactions with board
members so they can ask questions and
offer input, including through board
advisory committees, annual “deep dive”
sessions, in-depth retreats and the budget
approval process.

4. The foundation is committed to openness, transparency, and
learning.
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Illustrative Practices:
▪ Encouraging staff to participate in
conferences, seminars, and peer
networks, and supporting such networks
and other organizations that strengthen
the sector.
▪ Administering Grantee and Staff
Perception Reports, and taking the
resulting feedback seriously.
▪ Engaging or creating task forces and
working groups to solicit feedback,
encourage dialog, and develop
recommendations for issues that arise.
▪ Openly licensing our own work product
and requiring that project-funded
research be openly licensed as well.
▪ Regularly convening grantees or
subgroups of grantees, while helping
grantees develop their own networks.
▪ Hosting regular conference calls with all
of the foundation’s grantees as a group.
▪ Organizing cross-program and crossfoundation learning.
▪ Supporting professional development for
staff.
▪ Sharing ideas through a variety of
channels, and supporting efforts to
promote foundation openness.
▪ Explaining our philanthropic strategies
clearly, while being transparent about
individual grants.
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5. The foundation is committed to working, both internally and
externally, in a collaborative fashion based on mutual respect.
Grantees, co-funders, and other colleagues in our work are our
partners in problem-solving.

Illustrative Practices:
•

•

•

•

•

•

•
•

Being clear with grantees about expectations that
come with a grant. Showing respect for grantees’
time by keeping procedures flexible and asking for
reports and other materials only if genuinely
needed.
Acting consciously and intentionally to mitigate
the power imbalance with grantees by listening to
their ideas and opinions without imposing our own
and being flexible about budgets and process.
Supporting grantees that are experiencing
organizational or operational difficulties with
advice, organizational effectiveness grants, and
by being flexible about our own needs.
Creating cross-functional learning opportunities
through forums like Shop Talks and in-town weeks
for members of different teams to share
knowledge.
Seeking feedback from those who are intended to
benefit from our work as part of the development
and implementation of our strategies.
Seeking opportunities to collaborate with other
funders, including openness to whatever means
will be most effective.
Accommodating our strategies and procedures to
the needs of other funders when necessary.
Soliciting feedback on internal practices to ensure
staff experiences are consistent with our
aspirations, do not needlessly reinforce a
hierarchical culture, and are conducive to
achieving our best work.

•
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Discouraging turf-consciousness and encouraging
staff to solve problems together and give each
other the benefit of the doubt.
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6. The foundation seeks to promote the values and practice of
diversity, equity, and inclusion in its workforce, its culture, and its
grantmaking.
Illustrative Practices:
▪ When hiring and recruiting staff, looking
for candidates from a broad pool of
qualified applicants with different
backgrounds and experiences.
▪ Paying attention to diversity when
setting up search committees.
▪ Striving to build a diverse staff and
board by searching for candidates
outside traditional and familiar
networks.
▪ Incorporating questions about the
inclusion of diverse voices and
perspectives in the OFP guidance for
strategy development and
implementation.
▪ Supporting sector efforts to increase
diversity.
▪ Providing organizational effectiveness
grants to help grantees with their own
efforts to enhance the diversity, equity,
and inclusiveness of their organizations.
▪ Encouraging internal conversations in
which varying viewpoints can be
expressed.
▪ Making training in cultural competency
and in having difficult conversations
available to all staff.
▪ Collecting data about the diversity of
our grantee pool and pursuing
measures to combat the role of implicit
and structural biases in our grantee
selection.
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7. The foundation approaches its role in philanthropy and its
responsibilities to society with humility and respect for others.
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Illustrative Practices:
• Using our voice and platform to amplify the
work of grantees, through our website and
by other means.
• Acknowledging when we are wrong, both
internally, by reflecting formally on what did
not work, and externally, by sharing lessons
learned publicly.
• Communicating about the foundation’s
work through a lens focused on advancing
or enhancing our strategic goals or the
goals of our grantees.
• Avoiding language that is boastful or that
can be interpreted as bragging.
• Dedicating our communications resources
chiefly to supporting programs and
grantees.
• Letting grantees decide whether to
publicize our support if helpful in advancing
their goals, unless disclosure is ethically
appropriate for reasons of transparency.

• Not requesting naming rights in exchange
for our grants or support.

8. The foundation’s operations depend on (a) a lean staff, which is
given considerable autonomy; (b) a commitment to simple, flexible
procedures; and (c) a cooperative working relationship between the
board, the president, and the staff. The president is the leader of the
foundation.
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Illustrative Practices:
▪

▪
▪

▪
▪

▪

▪
▪

▪

▪

Housing the foundation in a single
headquarters rather than working out of
branch offices.
Keeping the organizational structure flat,
with few levels for reporting up or down.
Providing opportunities for staff to socialize
and learn together across teams and
functions, including lunch, Shop Talks, in
town weeks, social events, and dinners
with the board.
Emphasizing flexibility in grantmaking and
in strategy origination and implementation.
Reliance on cross-team task forces that
consult widely to address important
organizational issues.
Making significant changes through
consultation with the senior staff followed
by recommendations to the whole staff for
feedback.
Having the president and senior staff
maintain an open door policy.
Helping preserve the founders’ values by
requiring that three of the board’s
permanent directors be members of the
Hewlett family; a fourth position is reserved
for a family member to serve for two years
as Special Director, giving subsequent
generations an opportunity to learn and
prepare for later board service.
Selecting board members through an
extensive vetting process that includes
one-on-one or small group meetings with
everyone on the Nominating and
Governance Committee and with most
board members.
Having the board engage in an annual
self-evaluation to ensure it is operating as
intended.
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