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Learning Objectives for Today

ÅUnderstand basic principles of a results 
orientation

ÅDiscuss the importance of Organizational Culture
ïhow it can change.  

ïIdentifying roles of agency staff and board 

ÅBrief review of elements of a Local Theory of 
Change 

ÅUsing the ROMA Checklist
ïExplore integrating a ROMA implementation plan with 

the other activities already in place





Full Workshop Learning Objectives

ÅUnderstand basic principles of a results orientation
ÅPrepare to create a Local Theory of Change 
Å/ƻƴǎƛŘŜǊ ǿƘŀǘ ƛǎ ƳŜŀƴǘ ōȅ άƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ƻŦ ǘƘŜ Ŧǳƭƭ 
wha! /ȅŎƭŜέ 
ïUse of the ROMA Checklist
ïExplore integrating a ROMA implementation planning with the 

other activities already in place

ÅDiscuss the concept of Organizational Culture and the roles 
of agency staff and board in assuring agency-wide 
understanding of ROMA

ÅExplore measuring and monitoring progress and success
ÅCreate an action plan



SETTING THE CONTEXT

Part 1



What is ROMA?

Results Oriented Management and Accountability

ÅResults Oriented ςbasic assumption about the 
impact of your agency services and strategies

ÅManagementςthe system for producing 
services and strategies 

ÅAccountability ςthe process for knowing (and 
being able to share) what your efforts 
achieved 



Elements of ROMA



What does the agency do now?

ÅThink about the various services and 
strategies your agency is engaged in.

ÅWhat do you do for the customer? 
ïHow much service does each customer receive?  

ï²Ƙŀǘ ƛǎ ǘƘŜ ŀƎŜƴŎȅΩǎ ƛƴǾƻƭǾŜƳŜƴǘ ƛƴ ǘƘŜ ŘŜƭƛǾŜǊȅ 
of the service?

ïHow many customers receive multiple services 
from the agency?

ÅWhat changes for customers?



Consider ςWhat Results?

²Ƙȅ ŘƻƴΩǘ ǿŜ ǘƘƛƴƪ ŀōƻǳǘ ǊŜǎǳƭǘǎΚ

ÅA historical focus on what we do, not what we 
accomplish

ÅConfusion between services and results.  
ÅIf we give out food boxes and people receive food 

boxes, the receipt of the service is sometimes 
considered to be an outcome.  

ÅIt is not an outcome.  It is receipt of a service.

ÅLack of follow up 
ïlack of resources for follow up, lack of measurement plans



Services for Individuals and Families



Two Different Approaches

Basic  Services

Advocacy

Jobs
Education
& Training

Health Care 
Prevention/
Treatment

Asset Accumulation

Self

Sufficiency

Improved Quality
Of Life

Improved Living Conditions

Basic Services

More Basic Services

OR



How does work get done?

/ƻƴǎƛŘŜǊƛƴƎ ȅƻǳǊ hǊƎŀƴƛȊŀǘƛƻƴΩǎ 
Culture



¢ƘŜ ά/ǳƭǘǳǊŜέ Lƴ !ƴ hǊƎŀƴƛȊŀǘƛƻƴ
ÅIncludes beliefs about
ïWhat the world is like (what is reality?)
ïHow to respond to social and material environments
ïThe appropriate way for people to interact with each other
ïSuch things as chain of command and other management 

structures

ÅIs reflected in
ïWay work is organized
ïHow technologies are used

ÅIt affects how people
ïUnderstand conditions related to poverty
ÅHealth/wellness (including mental health), disabilities
ÅŜŘǳŎŀǘƛƻƴΣ ƳƻǘƛǾŀǘƛƻƴΣ ŜǘŎΧΦΦ  



Organizational Culture

learned beliefs, traditions,  
principles and guides for 

individuals

collective behaviors that 
members of a  group commonly 

share with each other.



/ƻƴǎƛŘŜǊ άǎǳō-ƎǊƻǳǇǎέ

ÅThink about your organization.

ÅAre there different sub groups that have 
different behaviors? 

ïConsider 

ÅAttire

Åinteractions with customers

Åwhat they have on the walls/desks

Åetc.   



Changing Organizational Culture
Why do efforts to initiate organizational change fail? 
ÅNo matter the change, no matter the company, there is 

one constant that largely determines success or failure 
ςit is the role and importance of organizational 
culture.
ÅCulture shapes behaviors and help individuals 

understand the organization. 
ÅCulture is often so strong and so powerful that when 

there is a discrepancy or inconsistency between the 
current culture and the objectives of change, the 
culture will win.  

ÅAn organization's culture is directly related to its 
effectiveness and its success.



How to Change the Organizational 
Culture

ÅFirst, assess the current culture.
ÅUnderstand what the changed culture should look 

like.
ÅReinforce  ROMA principles; integrate the values into 

all aspects of the agency functioning.
ÅIdeas include:
ïPosting values in the workplace
ïRecognize people who integrate the values into their 

everyday work
ïIncorporate the values into recruiting and performance 

appraisal process



Assessing Organizational Culture

Use the Organizational Assessment



How to Change the Organizational 
Culture

ÅFirst, assess the current culture. 
ÅUnderstand what the changed culture would 

look like.
ÅReinforce  ROMA principles; integrate the values into 

all aspects of the agency functioning.
ÅIdeas include:
ïPosting ROMA values in the workplace
ïRecognize people who integrate the values into their 

everyday work
ïIncorporate the values into recruiting  new staff and board 

members; and performance appraisal process



Moving to a Results Oriented 
Culture

Implementing the concepts of 
Performance management



Buy-in or No Buy-in at the Top ?

άL ŀƳ ǾŜǊȅ ŦŀƳƛƭƛŀǊ ǿƛǘƘ [ŜŀŘŜǊǎƘƛǇ 
ǘƘŀǘ ǿƻƴΩǘ ōǳȅ ƛƴ ǘƻ wha!Φ .ŜŎŀǳǎŜΣ 

for years, that was meΦέ



Who is the Champion?

ÅThe person at the top of the agency (ED/CEO)

ÅSomeone from agency leadership (upper 
management) who has authority

ÅAnyone else who feels passionate about the 
anti-poverty work the agency is doing 
Åto move individuals and families to economic stability 

and 

Åto support the creation of healthy communities



Building Blocks of a ROMA Culture

1. Recognition of a Results Orientation

2. Broad exposure to Introduction to ROMA 

3. Executive Staff and Board acceptance and 
participation in ROMA and Performance 
Management 

4. Trained staff in trusted position

5. Employing a shared language  

6. Includes the whole agency (not just CSBG)

7. Incorporated into existing regular activities


