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Abbreviations

1O

IRR
KPI
MEL
MIS
NSDC
NSQF
OBF
OF

PM

RI

SIB
SIDH
Steer Co
ToC
TP/ SP

Implementing Organisation

Internal Rate of Return

Key Performance Indicators
Monitoring, Evaluation and Learning
Management Information System
National Skill Development Corporation
National Skills Qualifications Framework
Outcomebased Financing

Outcome Funders

Performance Manager

Risk Investors

Skill Impact Bond

Skill India Digital Hub

Steering Committee

Theory of Change

Training Provider/ Service Provider (used instead of 10 in certain SIB exhibits)



Glossary of Terms

Absorptive capacity

Burn Rate

Cohort

Discordance

Leakage Cost
Outcome Cost
Outcome Funder
Outcome Price
Return Caps
Risk Investor

Sliding Scale

The maximum volume of trainees an implementing organisation (IO) can effectively train and support for a specifictahtntaligh to placemen
and retention, given its infrastructure, faculty, systems, and operational bandwidth.

The pace at which funds are spent by the program (or 10) over time, often tracked monthly, to monitor financial hejathraneay.

An entire implementation cycle from enrolment to retention

Mismatch identified during independent candidate verification by third party evaluator between reported and actual piteativensgtatus.
Type 1Reported placed/retained but candidate denies.
Type 2Reported not placed/retained but candidate affirms employment.

Cost implications arising from candidate dropouts at each stage of the skilling and placement value chain, resultorgiimdswunilized
investments.

The predetermined cost paid by Risk Investors to the implementing organisation (I0) for each beneficiary successfuily eatpiogohent for 90
days/120 days post placement

The entity that pays for verified outcomes. Phtcome Funder makes these payments to the Risk Investardrad absorbed the upfront
implementation and performance risk.

Pre-agreed price paid per verified outcome by the Outcome Funder to the risk investor, reflecting negotiated cost and ratcap&bpectations.
Upper limit set on financial returns to the risk investor, ensuring that incentives remain reasonable and alignecdogimtine jplevelopmental
objectives.

Entitythat provides upfront working capital to the program/IOs, absorbing performance risk and recouping in@stmegitenspased on
outcomes achieved.

Structured payment mechanism where proportion of funding shifts progressively from inputs (like enrolment, certificatiayttomes
(placement, retention) over successive cohorts, thereby increasing outcome orientation.
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Compendium of tools and templates

Note for readers:

The tools and templates linked in this toolkit are illustrative examples drawn from the Skill Impact Bond (SIB) progexsnd@sigyned for the specific
objectives, transaction design, and stakeholder context of SIB.

These materials are shared to provide deeper contextual understanding of how performance management was operati@uiteed hregrmmay not serve as
readyto-2 + Wt Yade qRYUt OoWO 31+ Wel JWIUHY2 !l ¢NUT WagVYWel ¢ GagWwe UT uieaehtsy ahd épdrafinga 6 1J 4

context.

Pillar Layer Block Tool/Template Link
1 Portfolio PM Strategy IO selection model Link
1 10 PM Governance Changelog Link
1 Portfolio PM Governance IO data reporting Link
1 (@] Project Planning Target allocation framework Link
1 10 Project Planning IO cohort planning templates Link
1 10 Project Planning IO cost template Link
1 10 Risk management Risk register Link
2 10 Capacity strengthening Outcome readiness survey and program readiness survey Link
2 10 Capacity Strengthening Field team training template Link
3 Portfolio Outcome monitoring IO performance tracker Link
3 Portfolio Outcome monitoring Program outcomes tracker Link
3 Portfolio Cashflow monitoring RI financial management template Link
3 10 Cost monitoring IO cost analysis Link



https://docs.google.com/spreadsheets/d/1zt2lEUIevwTVacsg3-CMiJdvGBSvcEVj/edit?usp=sharing&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1yzGDbSOGF5Z33mVO-1_pSNWy8VPoZzuB/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1pck8EsYPNzDjOkXb2-O3yyDAKmiHmTaw/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/11xb5Q4nRb1X5LCPExAvS3T85d0S_5qCP/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1VDQAhoLaskfhIW3UW1wT9SFNus8yFL7B/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1IxGpQLWIgcV_elz4O5MnN0JTk0qYTWcC/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1NBgu3Bqr8FUCr-jiWQH6SJXX7XhiJveG/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://drive.google.com/file/d/1N9gQO6kHuwqr0lr6WZ6UewwiJ6e8Od59/view?usp=sharing
https://docs.google.com/presentation/d/1xFJlChVxfwLi6y-z4kBpfWjJxzu42HqU/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/142gEBtyKUG2SCxGtDEEJjI3Si__Md3al/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1Cya3tTG9dCwQ9lJVVqbRggZcYBbYfKX0/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1MAgJDacskvVNCXUORAnTtxfROXZcHdi-/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1OZKsKp25Q7XUHmS8gsUWuztVjJikp-7B/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

A practical guide for performance managers, drawing on insights from experts and
experience from the Skill Impact Bond (SIB) performance management unit

@ Objectives of the toolkit

This toolkit answers three main questions:

[

V Whatis performance management?

fqWe UGEHIt Whsdcecqk WG nYl
programs through four core pillardefining performance,
enabling delivery, monitoring progress, and embedding
learniny applied across both the portfolio and organisational
levels of implementation

(o]

¢ URL

V Whyis performance management important?

f qWU* Gi ¢ RUt Wa 6 1J Mhnkirdg it dirddiyidostie0 T U
outcomes it drives, not just outlining procedural steps. For
example, defining performance priorities to create shared focus,
monitoring to detect risks early, and diagnosing to address root
causes of underperformance

V Howto undertake performance management?

Audience for the toolkit

A The audiencéor this toolkit comprises of
A Governmentor quasigovernment bodies serving as performance managers in
OBF programs (e.g., NSDC in the Skill Impact Bond)

WaeUenw GAIJ FJ%%@B tgalgr]:ng Bltllj]lr*] (Q?E lfjﬂﬂﬂg@ etn(M)hllanthroplc organizations looking to
adoptan appro

ac
A While useful for anyone seeking to understand performance management in OBF
programs across sectors, the toolkit draws heavily from the skilling gedorg the
Skill Impact Bond as its main referepamaking its examples most relevant to OBF
programs in this space

IIJc H6 WGROG ¢

I
Research methodology

A Dalberg knowledge and expertise: Most of the toolkit content draws on documentation and

RUt RNDSqt Wn! YawW?2c¢aAW nweUl W E?29kt WGWI nYIl G

A Stakeholders and external experts: The toolkit content was validated and enriched througr
consultations with SIB stakeholders and industry experts, including consultations with SIB

fqWnYret 13t WY U WS WpretidadyinsigHislink |
the process, equipping readers with practical tools/ templates,
demonstrating successful models through case studies, etc.

Steering Committee and implementation organisations, and with external organizations:
¢ t JlWa 6 IJUAl YEBIDptimus Foundation
A Bridges Outcomes Partnership
A Education Outcomes Fund




Why
performance

management
& why now




Across India and the world, outcome-based financing is gaining traction as an
effective approach to ensuring development programs reach outcomes

Outcome-based financing (OBF) programs are mechanisms which linkeaningful proportion of funding to pre -agreed, measurable and verified outcomes,
thus using financial incentives to ensure accountability to outcomes . This approach shifts the focus from funding inputs to rewarding measurable
improvements in development objectives. OBFs include instruments like DIBs, SSNs, RBFs, outcome guarantees, etc

? How it typically works 83" Benefits
" : v Mobilizes private capital for
, development outcomes by eesking
Funds Implementation partner Results

. . rant mone
transferred delivers programme achieved? 9 y

° | want to provide / Brings in implementation discipline and
P-4 funding for this —) —) @ —) S accountability via increased
activity - transparency in reporting and outcome
measurement

Incentivizes innovation to enhance

v ne
Outcomes-based finance (OBF) delivery

: Advances the entire ecosystem by
Implementation partner Results Funds - . e
delivers programme Achieved! transferred building an evidence base and distilling
learnings

‘ | want to provide . . . T
S funding for thisesult ) —) N ) All this combined increases the likelihood
of outcome achievement
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This document builds on the experience of designing and implementing the Skill Impact Bond,

«T J7Z~ zZ 38 0o

J « Fevelppnient Mpatt boid (DIB)- E 2 X « ©

TheSkilllmpactBondR t Wf Ul R¢ kt Wn RI Hlinkdtd¢c UT LG Over four years, the Skill Impact Bond will,

employmentdevelopment impact bond (DIB) aimedempowering

50,000 young adults (at least 60% wonfeYigr:-Wie]s: =1y
period. The initiative has introduced a paradigm shifbhe Indian
skillingecosystemby linking payments to outcomes:

27
U
Certification Placement Retention
Number of candidates Number of candidates Number of candidates who
successfully completing as  successfully joining a j within  maintained employment for a
assessment of their skills by  the training sector within two  period of 3 out of 4 months

a thirdparty assessment months of being certified. from the date of their initial
agency. placement.

@

Bring about transformative change in the skilling ecosystem
for enhanced training, employability, and job retention,
especially for women.

Shift the focus from outputs such as enrolment towards
outcomes such as lonterm job retention.

Encourage creativity and innovations in outcome delivery,
by providing flexible and riskking capital to training
partners.

Generate and disseminate robust evidence, data, and
learnings on additionality, price per outcome, and value for
money in the skilling ecosystem.

Facilitate mainstreaming of outcoméscus, innovations,
and gender lens in the skilling ecosystem.




The Skill Impact Bond is a four-year DIB focused on enhancing skilling outcomes

In India through an outcomes-based approach, especially for women

M CHILDREN'S
2| INVESTMENT FUND
=l FOUNDATION

e Verifies results to

outcome funders

Evaluator
Conducts milestone

Oxford Policy

Management evaluations and verifies

whether agreed outcomes have
been achieved

° Evaluation of

performance

Nonfinancial flows

—> Financial flows

Transaction Manager

Anchors the governance, oversigh
management for the overall transaction

payments
British Asian
Trust

=
JSW HSBCX
%@

zlaall 59

Dubai Cares
Outcome funders
Pay investors upon ]
achievement of outcomes Investment &
returns
l O
' o\Je
Risk Investors
) _ N:S-D-C
Supply V\IOI'kIng Capltal I RE»IMAGINE FUTURE
@ Michael & Susan Dell
E FOUNDATION
Upfront working

capital

Implementing organisations * Performance Managers

Deliver interventions using working capita
provided by investors

Tracks ongoing performance and enables
effective delivery

REDIMAGINE FUTURE

Technical Partners

LI

British

High Commission
New Delhi

tand risk
, and managt

Benefits to key stakeholders

A Risk Investor: Financing social impact along with
earning potential returns

A Outcome Funder: Funders pay only for results,
this improving value for money and cost
effectiveness

A Implementing organisation : 10s get access to
flexible upfront capital along with support and
encouragement to innovate and scale successful
models

Risks to key stakeholders

A Risk Investor: Risk of loss of capital due to
underperformance

A Outcome Funder: The shortterm focus on
achieving measurable outcomes may not translate
into sustainable systemic change.

A Implementing organisation : Potential income
variability based on outcomes and high pressure to
meet targets

*|Os in the Skill Impact Bond have included organizations such as Magic Bus India Foundation, Learn(i[
Ltd., PanlIT Alumni Foundation, Tech Mahindra Foundatadpb#\cademy, Tata STRIVE, Gram Tarang, €

?kills
C.




Performance management is a core enabler in OBF programs

Performance managemesteers implementation toward outcomes achievemenby enhancing accountability, reducing programmatic risks, and

driving continuous improvement in programme delivery

.

As astrategic facilitatory it fosters
an outcome mindset among
implementing organisations, builds their
capacities to deliver outcomes, and
supports them in piloting innovations

As arisk mitigatoly it anticipates
risks (programmatic, operational,
financial, safeguarding, reputational,
etc.), develops mitigation plans, and
continuously monitors emerging risks to
keep outcomes on track**

As alearning partney it generates
insights and learnings from performance
data, informs ongoing course correction,
and contributes to ecosystem knowledge

and best practices

* The PM usually is engaged only after the program design and primary contract with the funder are finalized. iffiedradad @Ainstream contracting and does not include involvement in the initial contracting process.
**The role of the PM as a risk manager and learning partner can be a shared role in some of the larger and more wommpkxringhich case the PM is also bound to work with partners like the Transaction Manager and

Evaluator/Learning Partners to deliver these objectives, with a specific focus on representing the position of thahdbegilementation Organizations.

*= Additional Resource: The OECD repor®atcomesBased Financing in the New Financing for Development Archithasitighlighted the role of performance managemeniin R2 RUNKOY 2 qHY G131 IOA! IORG Gl Y2 RUNK

TWARt RYUG¢Et RUNeto¢c UT 106 DG GRUNIKOH U1 2 RAIIOGT Y2RT I+ ot el Utonl Yaoe UT 1ol 13t GYUT tog YU s ORUNYI G¢ qRYUCD
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https://one.oecd.org/document/DCD(2025)9/en/pdf
https://one.oecd.org/document/DCD(2025)9/en/pdf
https://one.oecd.org/document/DCD(2025)9/en/pdf

A few key tenets of good performance management as identified by ecosystem stakeholders

Foundations: Embedding Performance

Execution: Tailoring Engagement and Being

Outcomes: Operating with Insight

Management into Program Design Collaborative

The performance management function
must be structurally enabled.

rdhe performance management function must be
structurally enabled from the outgetvith

dedicated budgets, clearly defined authority, and

I RI DRqWe #AIE + Wa Y W ctéeYarylt 1o

and outcome delivery are
deeply interconnected.
14\ PM should have as much
ownership of outcomes as the
implementing organizations
themselvey success

NS WGl nY!l Gc¢ Udegents onointd 1J1 &+ L _
role is dynamic and must cHAY2 Ugqc ARG Rq! i toplerformance conversations must

flex based on context and go beyond numbers.
capabilities. Jdrue progress comes from deep

/The extent of involvement Ilsten_lng and trusbuildingy notjust
. : tracking numbers. PMs must invest in
varies by prograynif 10s have

strong capabilities, the PM can relationships with 10 leadership and

| Wac ROWE qUIC| 6kt WIIKIUN Q6 6 WRN WU Y q iy Jffocus discussions on how
outcomes will be achieved, not just
PM must play a more hands

< 211 :
enabling role. Adaptability is SO0cCqllgot Wel iow
t 3! Ow

Contextual intelligence is critical.
/d'he PM must recognise that contexts
UHPios are widely different (e.g., rural vs.
urban settings), and adapt expectations,
requirements, and support strategies
CHHEYI I RUDGOG! OwUW

and Driving Improvement

Candor, courage, and longerm

vision are essential.

rdhe PM must be willing to make difficul
callsy like switching IOs or pausing
programg 132 U Ws 6 13U Wa 6 13
protect shortterm optics over longerm
impact. Navigating competing stakeholde
Gl RYI RqRIJt WRY WGE | q

Early engagement is high
touch, later involvement
can taper.

NBPM support is especially
crucial in the early stages to
enable 10s and set systems up

The performance manager is a
strategic partnery not just a
taskmaster.

d gt W YOGUWRY WaVYwe U
for success. Over time, the PM 5Yl t RUNDos6¢cqkt WUYa
can transition toward a more learning and innovation, and ask the
strategic, lighty Ye H#6 WUG Yt g 2 | IkKdtal "so what?) what could we

have done better and what should we
do next? This distinguishes the PM

nl YO We WGl YTWHqWDG ¢ C
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Performance management entails four pillars of work across two layers of implementation

4. Embedlearning for 1. Defineimplementation

improvement and strategy and set up
ecosystem growth Performance systems

(10%) management (20%)

strategy

Cross A performance manager operates across
learning : two layers of implementation
Project
planning Perf .
In(r;pvatiqn m;‘;gg%“;ﬁ Portfolio Iayer:The p_erformancmanager N
e T . governance focuses on aligning investors and the IOs, driving
management performance towards shared goals, and
safeguarding financial and impact returns
(30%)
moﬁgﬁ:ing @ Organisation layerThe performance manager
Cashflow _ empowers each implementing organization to
monitoring and Capacity deliver outcomes effectively, while also
forecasting strengthening . . -y o
Delivery strengthening their capacity to sustain impact
mi“n‘?tgjﬁg beyond the program
Leadership (70%)
engagement
) Outcome ) )
3. Monitor and monitoring and 2. Enableorganizations
diagnose progress verification to deliver effectively
(35%) (35%)

The percentages in italics indicate PM effort allocation 15




The circular model ensures that each pillar translates into layer-specific actions

1. Defineimplementation

2.Enableorganisations
to deliver effectively

3.
diagnose progress

4.Embedlearning for
improvement and
ecosystem growth

Monitor and

Layer/ Pillar
y strategy and set up systems
A PM strategy:PM principles, priority
areas for the prelefined outcomes,
Portfolio portfolio KPIs, 10 selection

(ensuring program A
outcomes are
achieved)

PM governanceStakeholder
roles/relations, reporting formats and
cadences, escalation pathways, data
architecture and verification protocols,
financial management tools

A

A Leadership engagement.eadership

discussions, leadership developme
and crossleader engagement, focus A
on performance culture

Outcome monitoring and
verification*: Outcomes tracking,
Cross-org comparisons, sample

verification, stakeholder updates A Cross-learning: Crossconsortium

learning, portfolio pilots, ecosystem

Cashflow monitoring and knowledge products

forecasting: Cashflow and returns
tracking, projections, stakeholder
updates and decisions

A Project planning:Target allocation,
implementation strategy and budgets,

Organisation outcome and budget monitoring tools

(setting 10s up for
successful
execution)

Risk managementlO-customised risk
management and risk tracking tools
including safeguarding monitoring and
reporting, and verification protocols

A

A Capacity strengtheninginitiatives to

address capacity gaps (e.g., HR,
finance) and build delivery skillsets
(e.g., quality, agility, data analysis) A

Delivery and risk monitoringtO-level
delivery tracking across the value
chain, root cause analysis of
performancepngoing adaptation

A Innovation and iteration:
Systemic/pivotal updates to 10
delivery models, 10 pilots to test
innovations that enhance delivery or

Cost monitoring:Cost tracking and optimise processes

analysis

*Verification here refers to internal verification done by the PM for the investor, which is different from the \adtifitatiores undertaken by an independent body for the funder
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This toolkit uses visual trackers and signposts to guide readers
through the content in a structured way

Navigating this document Dpage orientation

The circular tracker indicates whether the portfolio
level (outer green circle) or the organizational level
(inner green circle) is being discussed

The left-side tracker ©) Block name B Topic in focus SKILL
indicates which of the . e
four PM pillars is being e — @ "
discussedDdefine, The chapter name indicates the chapterb

overview, deep dive, deep dive in practice,
case study- being discussed within each
block. Each block has these four chapters.

enable, monitor, or
embed; for example,
start with define if
setting up a new PM

suyaq

function, or jump into The icon indicates an embedded link that
enable/monitor if mid - directs the reader to a downloadable
program version of the template

AThe icon highlights guidance/advice to help

readers elevate performance management
practices from good to great

17




03

Defining
Implementation
strategy and
setting up
systems

I. Defineimplementation
strategy and set up
system

1. Performance (20%)
management
strategy

3. Project

planning 2. Performance
management
4. Risk governance

management




|. Define implementation strategy and set up systems (20% effort)

Portfolio laye Organisation laye

Define a program performance management strategy Translate performance expectations into organisational

encompassing not just core paymeintked outcomes delivery strategigs spanning training models, target

(e.g., placement, retention) but also guiding principles that  geographies, beneficiary profiles, sector and job roles, etc.
Purpose go beyond outcomes (e.g., gender equity, focus on Set up systems to track and drive progress, aligned with each

disadvantaged populations, innovation). Then, set up YI DcURA¢ qRY Ukt We URie J Wt gl ¢ qINR

systems to operationalize this vision.

‘ 1. PM Strategy 2. PM Governance 3. Project Planning 4. Risk Management

Portfoliolevel KPIs IO strategies and KPI targets

|O selection guidelines Data reporting template

Key outputs Performance review cadences Budget template

Outcome monitoring tool Team structures and roles & responsibilities

< <K< <LK KL<
< < K< <K <

Outcomelinked cashflow monitoring tool Risk tracking register with safeguarding reporting

I critical for the performance hile we always had an outcome e SIB performance manager really appreciate the flexibility
nager to invest adequate time on us within our organization...SIB Iped IOs build hygiene and own by the SIB performance
he set up to avoid +&orking this rought a lot of rigor in outcome iscipline around data management anager...we were encouraged to
later definitions, verification, etc., which and reporting evolve our strategies and targets
~ Risk investor increased confidence ~ Implementing organisation according to ground realities
~ Implementing organisation ~ Implementing organisation

19




1. Performance

management
strategy

3. Project
planning 2. Performance
management
A Risk governance

management

Block 1:
Performance
management
strategy




(©) PMU strategy: An overview

Lay out the foundation for how
performance management will be
undertaken

A Includes

o defining performance
management principles and
strategic priorities,

0 selecting critical KPIs to
monitor at the portfolio level,
and

o designing a process for
selecting any new
iImplementing organisations
(I0s) for the program

/

Steer Co) on the performance prioriti

andensures clarity and consistency in

decision making

A Focuses efforts on what matters most,

avoiding lowvalue efforts

A Strengthensmplementation quality by

selecting the right set of 10s

es

A Aligns all stakeholders(investors, |0s,

Define performance management
principles

Define performance management
priorities
Identify portfolielevel KPIs

Support the selection process for ne
IOs

w
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(©) PMU strategy: A deep dive

01

management function, in

alignment with broader program

principles

Define performance
management principles

i. Define key principles to guide all
activities under the performance

: OUTPUTS:

Define performance
management priorities

i.  ldentify priorities for
performance management, i.e.,
what the function will focus on
managing and enabling in the
program (eg., impact,
resilience, innovation)

Identify portfolio-level
KPIs

i.  ldentifythe most importankKPls
to track at theortfolio-level,
drawing from the broader
paymentlinked outcome
framework and nofpayment
linked outcome priorities

ii. Setinternal targets for these
KPIsaccounting for a safety
buffer and internal ambitions

Support the selection
process for new Os*

i. Define the key capability
requirementdor 10s tdbe
considered for the program

ii. Design assessment tools to
support any new lO selectipn
e.g., rubric to assess IO
proposals, guiding questions for
IO leadership interviews

List of codified performance
management principles

Strategic priorities for performance
management

Portfoliclevel KPI framework

IO selection approach

')

Going from good to great!

V Performance management priorities, 10 selection criteria, etc. should evolve over time as program priorities and coialelytshiaegeg do not treat these are rigid!

*Some 10s are already selected in the program design phase. Most OBF programs also has the flexibility to add ortbisaisgefi€sed to as portfolio changes

22



(©) Deep dive 1 in practice: Define performance management principles

What are performance
management principles?

V Foundational beliefs/ guidelines
that shape how the function
operates

V Create a shared understanding
with investors and 10s of what the
performance manager stands for,
promoting programvide alignment

V Helpanchor design of all PM
tools, processes, relations

V For example, commitment to
outcome orientation, datdriven
decisionmaking, proactive risk
mitigation, continuous learning

core values

Overarching principles ensure that every action, decision, and relationship of the PM is anchored in a few

} What do performance management principles look like operationally?

PM principles

Outcomes
Orientation

Calibrated
Prescriptiveness

Proactive Risk
Mitigation

Targeted
Enablement

Depth-Scale
Trade-off

Description

Keeps every 10 focused on key
z«-F @3 7
in the Theory of Change;
prevents mission-drift

Balances set standards and
guardrails with delivery
flexibility so IOs can innovate

Treats risk as an upfront design
choice and concentrates
monitoring on threats most
likely to derail outcomes

Builds on existing 10 assets
(rather than re-creating) and
focuses where there is the

M zzX 2 TzTA KAX

Forces explicit choices between
maximizing impact per
beneficiary and expanding reach

axo3 N'

How does it translate operationally

A Lock 2-3 non-negotiable outcome metrics and embed them
b -infoimylemeitation design, contracts, monitoring plans
A Vvalidate that every data source reliably feeds those metrics

Share general rules around data reporting, verification, etc.
Prescribe tighter SOPs only where 10 capabilities are low
Define areas where high-capability 10s are free to innovate

Identify top 3 B5 cross- 10 and 10-specific risks that are
recurring and define warning signals/indicators for each
Pre-agree on mitigation levers (incentives, penalties,
contingency funds)

o Do oo e

b

2XAEX3JzX XJINJ
tech stack, alumni networks
Focus PM support where there is the biggest incremental
lift, to show additionality

b

A Declare the current depth-vs-scale balance and embed it in
planning tools and target sheets

° J 3 o PG, Eector ties,3 -

«z X~ ©°o J7




(©) Deep dive 2 in practice: Define performance management priorities

What are performance
management priorities?

V Key priorities that theM
intentionally focuses on
tracking, enabling, and
improvingthroughout the
program

V Provide direction to the
performance management
function and ensure time is
directed where there is greatest
value

Performance management

"% priorities are decided on the basis
of predefined payment linked
outcomes, consortium priorities
and learning and innovation
potential, ecosystem and sectoral
needs

Performance management priorities clarify what the PM wants to dribeyond payment-linked outcomes

} SIB performance management priorities

Priority

Impact

Resilience
Outcome
fidelity

Innovation

Cost

Parameter

Gender

Sector

Geography

Demographics

Reporting
compliance

Cost of impact

Description
gl Yon C-2 X«
across portfolio

Greater retention in
manufacturing and
healthcare sectors

Focus on underserved
states (e.g., Bihar, Odisha)

Prioritise first -time job
seekers, SC/ST candidates

Lower risk of failure

Ensure data integrity and
real-time insight

Encourage scalable,
demand-led innovations

Driving cost efficiencies,
stabilising outcome costs

How does it translate operationally

3 AX Higher Weightage for 10s with strong gender outcomes
A Rebalance targets to offset underperformance

A

10 scorecard assigns higher points to aspirational, high
growth sectors

Target allocation favors |Os working in priority
geographies
Higher outcome cost allowance for these 10s

Incentives for 10s enrolling underrepresented groups

Diversity in intervention models prioritized during
selection of IOs

Bonus eligibility linked to timely, accurate data
submission

IO scorecard assigns higher points for testing new
models or approaches

IO scorecard includes costefficiency metrics (e.g.,
expected cost per outcome)




(©) Deep dive 3 in practice: Identify portfolio -level KPIs

Prioritizing a subset of KPIs* for periodic tracking at the portfolievel helps make monitoring efforts more

targeted and strategic

Matrix to help prioritise KPIs, thereby targeting data collection efforts } lllustrative rationale for prioritisation/deprioritisation of KPIs
Prioritised

Indicators to be tracked for cohort 1 have been prioritized keeping in mind EE—
the criticality and feasibility of data collection A Number of trainees graduated/p|aced/retained

Identify a proxy indicator :’rr;(:lr(iitr:;aandsupportIOSininternal Prinritise- ng | R (]] R 'H C lj LL|C i LLIR CI] K Jf LL'H |J U (]] | C CI LL|(]] Y LL'CI] 6 |J LUG' Y D | C
5 Cutcome cestper sscsrashy 2% of women retained -3 and & St phced/retained Dz Feasible since I0s are already tracking these for reporting and
- Calculation of gender wage sap verification

EE—— EE— [ A Percentage of women retained at 3 and 6 months

Success/ failure rate of skilling models Tr‘oafdl'stih(t'lnterventl'on models per % women in non-traditional roles DZ Crltlcal as It helpS plnpOInt gaps affeCtIng Women glven that gendel’ |S

Medium

a core part of the outcomes
Dz While this required disaggregated data collection mechanisms, it
Deprioriti=e peprioritise Deprioritize becomes feasible with setting up data reporting and collecting

Outcome delta for innovation models Diversity of intervention models % SC/ST, women, first-timme job seekers

atenroliment template for the 10s

Deprioritised

Low

_

Low Medium High A Outcome delta for innovation models
Dzx I3t + WHI RqRHACE T Wet WRqWRE We Wn s W q3GH W Wa
Criticality refers to how essential an indicator is to understanding program success or driving outcomes (not directly tied to placement/retention)
strategic decisions at a particular stage in time. Dz Lower feasibility as it is high in effort (e.g., need additional effort in
Feasibility refers to how realistically and consistently data on a given indicator can be conducting observations, interviews, etc. and synthesising of
collected and tracked, based on available systems at that stage of the program qualitative feedback)

. Not all KPIs are born eqgyathis framework helps ensure portfelevel KPIs are both critical (i.e., linked to main outcornes] decome a key risk,
aligned with PM priorities) and feasible (i.e., should yield high return on effort) to track
sAUAT T W YUK qlUt Y0 Kthey cdRaihta inex bf ihjhli ¥, 20uigit¥ dntd dutcomes that are tracked through the colaggagtamme /

*List of KPIs is derived from both paymiimted outcomes and nepaymentlinked outcomes. The former are often laid out inrtiti@l design phase



(©) Deep dive 3 in practice: Identify portfolio -level KPIs

KPIs evolve basis the evolving needs and maturity of the program and program partners

lllustrative Core KPIs (consistent across cohort) for SIB

[llustrative Cohort-Specific KPIs Introduced and retained over time in SIB

KPI

Retention Rate

Certification
Rate

Placement Rate

Gender
Participation

Outcome Cost
per Candidate

Reporting
Compliance

Sample targets

60% by end of
program

91% by end of
program

74% by end of
program

62.5% are women

KPI tracked for
learning; no target

100% document
accuracy & <10%
discordance
reported

Rationale for inclusion as KPI

Primary outcome of the SIB, reflects
°3 . z3Jaz’” T ANNX "~
employment

Primary outcome of the SIB, reflects
°3 . z3Jaz” T ANNX"~
individuals

Primary outcome of the SIB, reflects
°3 . z3Jaz’” ~ ANNX "~
employment

Focus on improving inclusion and
diversity outcomes

Key to assess costefficiency for
investor and program scaling

Ensures data integrity and outcome
verification

TheH Y | 1J WdweAdngistent across all cohortSohort-specific
KPlsare introducedver time depending dhepriorities of the
program and capacity of th@s to deliver on these KPIs. These
KPIs are also retained for further cohorts

Cohort

Cohort 2

Cohort 3

Cohort 4

Cohort5

Cohort 6

Cohort 7

Cohort 8

New KPI

Introduced Indicative KPI and targets set for SIB

Ensure placements in diverse nonrtraditional job -roles, and
A Increase % of women enrolments in ntraditional job roles to at least
50% within 2 cohorts.

Job Diversity for
Women

Push for demand driven models for stronger retention.

A For I10s following a demand driven model, ensurdesst 50% of batches
are demandled in Cohort 3 with 10% increments for each subsequent
cohort.

A For 10s following a nomiemand driven model, ensure 20% of batches to

Demand-Driven
Placement %

demand led in Cohort 3 with 20% increments for each subsequent cohoit.

% difference
between input
and outcome
cost

Introduced bonus triggers for cost-efficiency improvements
A Bonus triggers based on a difference of less than 65% between input ar
outcome cost (translating to <35% attrition across value chain)

Discordance %
for reported
outcomes

Ensure two-factor (candidate + employer) verification and HQ level
checks for robust outcomes reporting
A Less than 5% verification discordance at retention

No new KPIs introduced to stabilize portfolio performance as SPs continued to work increasing
efficiency of internal verification mechanisms

Geographic Enable outcomes testing for new geographies and adding higher NSQF
diversity and level job-roles to the portfolio

Aspirational job A «N3XJ X ?2.#7Z° N-/AEX3JzX ©°- ©°o]3X
roles higher skill course

No new KPIs introduced in the last cohort

o

«XC




(©) Deep dive 4 in practice: Support the selection process for new 10s

Selection criteria for new 10s balances mushave capabilities with portfolio diversity

SIB key capability requirements for 10s } SIB considerations for portfolio composition
o ey Diversity of skilling interventions to provide an opportunity to test
models which drive quality outcomes at low costs. For ez,
Strategic alignment of the organization with . ) model residential vs non-residential training, classroom vs virtual training
the SIB, vis-a-vis focus areas, intervention type Numper OT years of operation and experience of the
and target segments organization 9
Innovation/ Unigue design features which can be implemented by others if
. : unique feature successful in the SIB. For e.g., skill loans
1:riteriag
2 e Geographic Spread of the portfolio across geographies to ensure pan-India
A spread coverage of the portfolio
Historical track record of trainees placed and 5(? Size of the organization including annual
share of women enrolled training capacity o
Spread of the portfolio across sectors to ensure coverage of
Sectoral spread different high potential sectors with a particular focus on women-
oriented sectors
A These ar@mon-negotiableffirst filter criteria that all prospective 10s A 10s should not just be individually strong but etdiectively
need to meet to be considered for the program diverse, to ensure an overall strong portfolio
A Only 10s that meet the benchmarks for these requirements should A Based on specific program goals, different aspects need to be
progress to the detailed evaluation (or even apply in the first place, if checked for diversity (e.g., sectors, geography)
these are embedded in the eligibility requirements)

|
A

/

27




(©) Deep dive 4 in practice: Support the selection process for new 10s

Assessment matrices help with the systematic and objective evaluation of all eligible 10s

SIB weighted assessment matrix to evaluate 10 proposals

5 0selectionmodel

Key theme

Impact (36%)
(How likely is the TP
to achieve key
impact metrics and
repeat the
intervention after
the SIB?)

Cost (10%)

(What are the
proposed costsand
cost efficiencies over
time?)

Sub-theme

Ability to reach TG, especially
women

Ability to achieve key impact
metrics

Repeatability of intervention

Cost per beneficiary retained in
the intervention

Proposed mechanisms for
achieving costslower than INR
25k per beneficiary

Proposed mechanisms for
improvementin cost efficiencies

Amount and use of co-funding, if
any

Key questions for assessment

« How likely is the TP to reach women as per the SIB's requirements?
« To what extent can the TP reach beneficiaries within 18-40 years of age, unemployed,

possessing undergraduate or lesser degrees?

« To what extent can the TP reach target beneficiary size as required underthe SIB?

« How likely is the TP to achieve retention outcomes?

« How likely is the TP to provide quality employment?

« To what extent are interventions focused on sectors with high demand potentialand which

are oriented towards women?

« How able and likely is the TP to repeat the intervention after the SIB lifecycle?

*  Whatis the cost per beneficiary retained?

« Hasthe TP proposed any mechanisms to achieve lower costs? If so, how strong are these

mechanisms?

+ Hasthe TP proposed mechanisms forimproving cost efficiencies over the SIB lifecycle? If

50, how strong are these strategies?

« If proposed, howjustified are the uses of co-funding? How stable are the sources of co-

funding?

Key theme

Fit (20%)
(How aligned is the TP

with key priorities of the
SIB?)

Org strength
(30%)

(How strong are the org’s
general capabilitiesand
how flexible is it to adapt
to the SIB’s needs?)

Proposal clarity (4%)
(Is the proposal clear and
easy to understand?)

Sub-theme

Degree of innovationin the proposed
intervention

Resilience to Covid
Strategic fit with the SIB's goals
Direct influence of Rls on TP

Financial strength of the organization

Strength of governance structures

M&E capabilities of the organization

Strength of the leadership team

Flexibility to adapt to the SIB's needs

Clarity of proposal

Key questions for assessment

+ How innovativeisthe proposed intervention?

* To what extentis the model Covid resilient (method of training delivery, etc.)

+ Howalignedis the TP's ToC with the ethos and goals of the SIB?
« Do any of the Rls have directinfluence over the TP to drive greater impact?

+ How strong and stable are the organization's sources of funding? In case of for

profits,is the TP consistently profit-making?

« How strong and clear are existing governance structures? How experienced isthe

leadership team?

+ Hasthe TP conducted any M&E activities? What is the quality of existing data and

M&E systems?

« Does the organization have an experienced leadership team, including promoters

and senior management team members?

+ How flexible and nimble is the organization to adapt to the SIB's needs

throughout?

+ How clear is the proposal overall?

A This matrixused to evaluate |0 proposals,smarganized by key themesibthemes, and assessment questiotisemes were weighted according to
program priorities and risk tolerance

A A detailedscoring criteriaaccompanied the matrix, ensuring scoring is as standardised as possible across evaluators

A All scores along with a rationale were recorded systematically in a scorecard, and scores were aggregated to makerihe selecti

A Following the assessment stages (proposal, interviews, etc.), the PM undegiodivel due diligence(e.g., review scalep plans, conduct operational
readiness spot checks) for shortlisted I0s before confirming their participation

Fa

Weights across proposal assessment themes are not set inysiarfact, they were evolved in later SIB cohorts, as prograitigsievolved



https://docs.google.com/spreadsheets/d/1zt2lEUIevwTVacsg3-CMiJdvGBSvcEVj/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1zt2lEUIevwTVacsg3-CMiJdvGBSvcEVj/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1zt2lEUIevwTVacsg3-CMiJdvGBSvcEVj/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1zt2lEUIevwTVacsg3-CMiJdvGBSvcEVj/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1zt2lEUIevwTVacsg3-CMiJdvGBSvcEVj/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

(©) PMU strategy: A case study

Ot RUNWS 2 qHYAGWWAI RYI RqRAC¢ qRY U Llq YTtHditiorgalc)abfRledi Y & 13 U Kk

in the apparel sector, raising concerns about the equity of employment outcomes for women. Literature review showexnighathsadtigh concentration of women

Context:f UIWEf 7AWq6 IWf 8§t WaqVYVYt WYUWge!l NUqt WnY! Ws YGWUKY WGE | q RoktiRrGatedyangds k@tibcb¥irsg Plackd A WR U
often offered lower wages and limited upward mobility.

What we did:

The performance manager, having aligned on the criticality of this aspect with all stakeholders, applied a strong gehdérfeds=t G2 1 IJT Wbs YO W UK | WGe | «
nong |l ¢ T RaqRYU¢ 0 WT Y A HeveYriekdic, deidpitd itlHat Héfndd farGaNyl cantna¥téid R¥tric at the Bond level.

1

1

1

. Change Output

1 I

. A Applied a gender lens across all performance management priorities A For job roles, los were encouraged to focus on diversity of job roles -for

: (e.g., job roles, geogtaes), rather than a dedicated vertical alone women, equal wages, and career progression; similarly, |Os considered
; oY5LIJIRnnIJIIJUG]LIJDIJYDICG’ORIJ’:LIJUC'LLI:RuGCFI‘
1 1

. A Filtered for gender outcomes in selecting organizations by including A A greater number of 10s proposals showcased gefodesed E

: gender in the assessment matrix strategies, such as netmaditionaljob roles for women, transport I

: amenities, improved wage profile |

1 1

E A Introduced disaggregation of data by gender across the delivery value A 10s tracked data on women being trained and placed especially-in ron

I chain, along with a focus on gathering qualitative feedback from femc__ traditional job sectors, including diagnosing reasons foralipand !

: candidates refining strategies (e.g., employer profiles) I

1 1

Impact: This led to an increase in the proportion of women being placed-iraditional sectors such as manufacturing (4% in C1 % &bC6) and services (43% in
C1to 50% in C6). Moreover, there was an increase in wage levels for women, across both traditional sectors (13%appaeelyeaid nosraditiond sectors (21%
increase in both manufacturing and services sectors).

29
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(©) PMU governance: An overview

Clarify stakeholder roles and Builds clarity and accountability across Establish key roles, review cadences
relationshipsw.r.t. performance a diverse set of stakeholders and formats
gig?gtfon:]?p;’s ilnuq[igr?fpl)rsﬁtlc?cscﬂ: A Fac_ilitate_s ti_mely a(_jdressal of issues 2. Define issue escalation and resolution
T g posing significant risk pathways
A Gt YWRUAT2 [ Ut Wt Ua Wi & gpaplegobust data and financial L 3. Set up the data architecture and

data architecture and verification

: o management verification approach
processes, safeguarding monitoring _
and reporting and cashflow 4. Define cashflow management
management principles and rhythms principles




(©) PMU governance: A deep dive

01 02
Establish key roles,

Define cashflow
management principles

.. : Set up the data
; Define issue escalation .
review cadences and . architecture and
and resolution pathways

formats verification approach
i.  Chart out stakeholder roles and i. Define what constitutes serious i. Set up the program data i. Define key requirements and
relationships related to issues, (e.g., ethical breaches, architecturg/ reporting portals, guardrails for program cashflow
performance management fraud, key risks as detailed out data monitoring tools, risk management (e.g., return caps,
i Define review cadences and in later sections), escalation monitoring and safeguarding funder/recipientspecific
' objectives (e.g., milestone triggers, and resolution monitoring tools etc. constraints)
validation, payment pat?wa)lls (e.g., channels and ii. Define averification approach ii. Set up cashflow monitoring tools,
authorisation) protocols) for portfoliclevel KPlg what to and define cadences for updating
i Standardize review. deviations ii. Support the transaction verify and howhow to escalate cashflows, evolving model
' and decisi ormaking’ processes manager with performance discordance, etc. forecasts, etc.
through guidelines/templates manage_ment clauses in 10
contracting

Stakeholder chart and guidelines fc:;r Portfoliclevel issue escalation Data reporting portals and Cashflow management financial
review processes i1 matrix i templates, verification flowcharts model and monitoring tools

e’y Going from good to great!

V Review processes, rather than instilling compliance &euldencourage transparency, problesolving, and learniggenabling more proactive reporting of failures
and issues from 10s

32
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(©) Deep dive 1 in practice: Establish key roles, review cadences & formats

The PM interacts with various stakeholders, to coordinate @sues,performance data and risks, payments

SIB governance structure for performance management
Stakeholder From the PM To the PM ANGRY WaeHTWWE 6 Ys Het 4 W6 1WA
: SIB stakeholdess e.g., oversight to 10s,
Outcome Funder A Calculating payment amounts reporting to investors and funders and
A Updating on issue resolution calculating their payments, data sharing with the
Risk Investors A Calculating payment amounts A g2101 1t 1BIUIRUNWAqGE ISYARROY + ws Yot
A Reporting on progress and risks A The performancenanager isotresponsible for
A Updating on issue resolution setting up the overall program governance
structure*, this is typically already set up in the
@] A Monitoring progress and risks A Escalating issues and bond design phase
A Providing capacity and advisory risks
support o A Raising timely requests 4« A table like this helps clarify stakeholder
A Internal sample verification of roles, responsibilities, relationships
outcomes leading to effective coordination; the PM
Evaluator A Providing internally validated and spot governance SR 0 Gl Z=elzte
within the broader program governance
checked performance data :
o : : structure to ensure alignment
A Inputting into evaluation design

y
o

*Program governance refers to the strategic oversight and program architecture (e.g., key roles and responsibiéitebalfiatks contracting, outcome definitions, financing flows, etc.) established during
the design phase of an OBF program, mainly led by the transaction manager. 33



(©) Deep dive 1 in practice: Establish key roles, review cadences & formats

The PM also aligns all stakeholders on portfolievel reporting cadences, ensuring timely processes/actions

lllustrative portfolio-level reporting cadences

Quarterly
Reports fo(funder performance report
reporting
requirements /
SIIB operational
updates Risk register update

reports /
Safeguarding report

Annual report

Governance
reports for
Steering
Committee/
decision making

Independent Review
of the SIB Financial
Model

Annual Learning

Wider Learning/ ~ "ePorts
Disseminationin s
the ecosystem Communications and

advocacy reports,
press releases

Grantors

* Transaction Manager
* Technical Funders

* Steering Committee
* Grantors
* Technical Funders

* Funders

* Grantors

* Transaction Manager
* Technical Funders

* Grantors
* Transaction Manager

* Steering Committee
* Technical Funders
*  Wider Ecosystem

*  Wider ecosystem

Quarterly

Annually

At the end of
the program

As required

submitted to

PM/ Funders

* Programmatic/
safeguarding risk register:
PM/ Funders

= Overall transaction risk
register: TM

* Program update: Funder/
PM
Overall verification report:
Evaluator

+ Overall transaction update
onwider learnings

Evaluator/ Transaction
Manager/ PM

Learning partner /PM

Description

Updates on cohort performance, budgets, risks,
decisions. The last quarterly report every year can be
the Annual Report

Assessment of all risks associated with programmes,
people and operations of each 10 related to the scope
of work conducted under SIIB

Summarizing overall progress of SIIB, key issues, plan
for the next year, etc. This report should have
learning update from the year

Verification Reports from OPM confirming
performance of 10 against targets to confirm
Donations.

Verification Reports from OPM confirming
performance of Training Providers against targets to
confirm Donations. This includes any initial baseline
reports and regular reports to trigger payments)

To enable an independent review of financial model
and payment amounts

Documentation of key process and other learnings of
stakeholders

All external comms material for the purpose to
advocacy, mainstreaming, diffusion of ideas, etc.

A This was the comprehensive list of reporting requirements
under SIB for funder reporting/operational updates, Board
decisionrmaking, and ecosystem dissemination

A This matrix clearly shows the preparers/ recipients and
frequency of reports, helping ensure timely compliance

A In parallel, the PM sets activity and reporting deadlines for
all 10s, so that Ievel reporting is aligned with and often
ahead of these portfolitevel reporting cadences

This matrix could be improved by mapping reports to the
A%l JARt RYUt oWlc AqRY Ut wlla 6 ¢ q Ws

Aligning timelines across reporting processes helps avoid
& duplication of efforts or slippage

I
A

/




(©) Deep dive 1 in practice: Establish key roles, review cadences & formats

lllustrative Changelog

The PMracks and lays out the process for approving the deviations in the program plan

[5) Change log

Name of

Cohort proposal
Change in job role
1 Cohort1l targets 101 2022
Approval for 3
batches with less
2 | Cohort2 than 20 students 103
batch size

Change required 10/SIB| Date of firstf Change

25 July, 202: Pending

Change
applied on

Followup
action
required

17 January Approve 17 January
5022 None

25 July, RI
2022

approval

Rationale for decision

Demand driven mobilization and
placements necessitated the change
jobrole targets.

The timebound mobilization and

batch/location resulted in initiating th
batch less than 20 in size.

1. Did not affect transition rates

2.
3.

3.

: 1. Did not affect transition rates
demand aggregated for the particula 2. Did not affect gender ratio

Potential effects on change on
outcomes

Did not affect gender ratio
Did not affect price per outcomg

Did not affect price per outcomg

A All the changes required and requested by the |Osdhaire deviations from their project plans and or SIB requirements are tracked in a changelog by the performance

manager

A The change log tracks the cohort and IO of the change, the decision made on the change request, the timeline ofrttiRatiangle éor action along with potential

effects

A The changes are also discussed and decided if they need to be implemented for future cohorts of that 10, or to be ifioplmeritéae |0s in the programme

Track the outcomes and the scalability of the changes for future updates



https://docs.google.com/spreadsheets/d/1yzGDbSOGF5Z33mVO-1_pSNWy8VPoZzuB/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

(©) Deep dive 1 in practice: Establish key roles, review cadences & formats

Using insightful templates, the PM helpstakeholders cut through the noise and focus on key data, pressing

risks, and pertinent decisions

SIB funder/investor reportig templates

a) Program performance snapshot

b) Cohort portfolio update

The Skill Impact Bond has had ~34,500 candidates enrolled with a strong placement SKiLL
rate of 76% and an average wage of ~X14,000

Skilling outcomes | At a portfolio level, we have overachieved at certification and SKILL
placement stages, and projected to underachieve at retention by 1p.p MPACT B0
5108 5095 4778 4839
4216
At 3861 3410

d) Gender outcomes

e) Geographic and sectoral trends

Gender lens | Gender ratio at outcome stages continues to be above FA targets;

SKILL
Retention performance has improved by 18p.p since Cohort 1 ImprerEanD

0gral
placements WIth XX% better wages as compared to rest of the country
—

Geoj ¢ footprint at placement | Industrial clusters in South India drive 61% of SKILL

g 3

¢) 10 performance update

01 has exhibited strong outcomes performance; 102 is
s highest retention performance

5P wise stones

706 1,644
1270 1383 1262

1505 1412 1333

SKILL
wncT 8nD

f) 10 risk update

10 deep-dive | In Cé, 10 was initially projected to underperform by 4p.p due to

employer level and candidate level challenges

SKILL
WENCT BOND

LA

Fa s

Match the message to the
audienceg show only what
drives their next decision;
e.g., onepage snapshots for
boards or funders, deep
dives for operational teams

Lead with insight, not raw
datay start with 12 key

takeaways (e.g., retention
up +7 pp), with charts and
tables in supporting roles

Lock templates to a
cadence (e.g., monthly
portfolio, quarterly cohort,
ad-hoc risk alert), so
stakeholders know what to
expect and when

A
y .

S/

36




(©) Deep dive 2 in practice: Define issue escalation & resolution

ETS

Issue identification, escalation and resolution matrix for issues raised by the PM directly or 10s (via the PM)

pathways

Escalation protocolsensure thatserious issues get immediate attention, circumventing routine reporting and

Required
Documentation

Issue Type Escalation Trigger

Resolution Lead Resolution Timeline Resolution Options

. Indecent report within 5 T . ) .
Independent Committee business days. Disciplinary action, safeguarding revi

appointed by Steering Resolution timelineto be  raining mandate, contract clause

Committee determined by committee. trigger

Allegation of misconduct (e.g., Incident report, witness

Ethical breach discrimination, harassment) accounts, safeguarding logs

Indecent reportto Steer Co

. . Evidence or suspicion of falsified Data discrepancies, audit trai PM/evaIuator_ .. within 5 business days. Outcome_ clawback, payment
Fraud or misreporting ) o - - (based on point of origir e suspension, external audit, legal
outcomes or financial misuse financial logs Resolution timelingto be : NQ
of the report) ] escalation
determined by Steer Co.

N Breach of program terms (e.g., Contract clause, email trails, . Formal notice, compliance action plal

Contractual violation reporting failures, SOP neglect)  SOP deviation logs Legal Counsel Within 1421 days penalties, partial funding freeze
) Performance improvement plan, parti

Abysmally low KPI falls below prelefined floor Outco.me dashboard, 10 Risk Investor Within 7 days reallocation of funds, leadershkigvel
performance (e.g., <40% placement) reporting, cohort tracker

review

Repea;gd mismatches in reported Verification logs, discrepancy PM + evaluator + 1O
vs. verified data records

Data audit, 10 capacity building, data

Data integrity concerns SOP reinforcement, warning letter

Within 10 days

PM + Independent
Safeguarding consultan Immediate (within 48 hrs)
appointed

Reports involving harm to Incident report, safeguarding
beneficiaries or vulnerable groups protocol breaches

Suspend activity, external investigatid

Safeguarding issue donor notification, protective respons

Note: Most protocols flow downstream from the main outcomes contract between the investor and the I0s. The PM helps in apagdtiesalas required

Align all stakeholdeys
especially I0g on such a
matrix in onboarding
sessions and reiterate in
key meetings

Keep the matrix live, by
reviewing it frequently and
updating it when roles or
risk profiles shift




(©) Deep dive 3 in practice: Set up the data architecture & verification approach

The program data architecture primarily lays out how data will be recorded and stored

Ef 7kt -laygréd datdarchitecture

Under data architecture, every programme should have aflaréstructure: portal, data templates and customised tools.

A The portal acts as a one stop information hub for all the outcomes disaggregated by key priorities.

A The data templates allow reine updates to help with early detection.
A Additional tools for a programme will depend on the kind of data generated and the capability of stakeholders inp uitiagimgdhe data
Data architecture also includes defining data reporting and recording protocols, along with alignment on data hygiene checks

aSIDH portal*:Candidate date, batch details,
data on outputs (e.g., attendance,
certification) and outcomes (e.g., status of
placement, job role) were uploaded on this
portal and later verified by the PM and
evaluator

of Col Reporting timelines

Trainee

Batch & Enrolment

Training and Certification

Placement and Retention

Data templates:In parallel, online reporting
templates were deployed to provide a more
reattime, ongoing picture of data and help

with early diagnosis

Active

Mobilized | %Target | oo | | Total Batches
Sofar Achieve ema Stated siD Total | Female |Female %

137 69% 48 89 3 3 137 a8 35%

157 79% a3 108 3 157 a5 31%
2 2

3
as 10

2 57 20 35%

4 101 18

a5 o 10 35
57 57% 20 37 2
101 10 18 75 18%

74 247% 11 60 3 B 74 14 19%

571 76% 159 404 23 23 571 159 28%

N

@ |O data reporting

Additional data tools:Tools such as surveys
were deployed for deeper analysis on metric
not directly tracked through the SIDH portal
or data templates

74

< Qualitative pulse checks (such as field visits and interviews) help surface additional contexatwdattch blind spots

*About SIDH Skill India Digital Hub is an etodend digital platform developed by NSDC to facilitate discovery and access to skillingmitipe to candidates and act as a centralized data
repository, capturing detailed information on programmes, trainees, outcomes, and credentials.



https://dalberg1-my.sharepoint.com/:x:/g/personal/richa_sharda_dalberg_com/ERPRL5n19v9OjWQcqG_WQHUBm01kQEjIbD0xm_lUbfveKQ?e=Kzp5IL

(©) Deep dive 3 in practice: Set up the data architecture & verification approach

The data verification approach for portfolidevel metrics outlines the extent and process of verification

undertaken by the PM to uphold data integrity

Ef 7WA~kt W YGWWRUOW2WI RnRAC qR } SIB process flow for final placement validation

Step 1: Document Validation
(Does the new placement document provided by the 10 have requisite verifiable information?)

A In SIB, the PM was responsible for spot verifying data to

check for format correctness and authenticity of proofs | NS
A The PM submitted its findings to the external evaluator, ‘,"es.\ |

who was responsible for more comprehensive verification
efforts

ANGWWA~kt W20l RnRACqRYUWaWq86 YT ¢

and telephonic verification for >10% and >1% of the total
pool in each cycle respectively.

A Post verification responses included asking 10s for
explanations, expanding verification samples, or
escalating to investorslepending on intensity of data
discordance

Bank Statement

PF/ESIC
submitted

submitted

! !

(1) Placement Accepted

candidate confirmation rate, where these documents were
submitted, waos 96%

sput from emplayer ar FV/ FV not dane

|
Yes

Step 3: Placement validated from

PM spot checks™™
| | |
Yes No NA™
Yt |
(2} Placement [3) Placement
Accepted Accepted

| Placement
Rejected

Step 2: Candidate confirmed placement?
|

No/ NA

Step 3: Placement validated from PM spot checks™

|
Yes

+

|
Mo

-

|
NA™

!

Placement

Step 44

Step 4A: Is document as
per SIB guidelines?

st rio
(4) Placement  Placement
Accepted Rejected

v

Rejected

Step 4A + 4B

Step 4B: Does employer have
*70% acceptance rate?

Yes Mo
v ¥
(5) Placement Placement
Accepted Rejected

L

on sectoral mismatch between training and employment

Step 5: (Final step): For Placements Accepted (1) to (5), disqualify pl.

upon any

A This process flow for placemept verification was a-$tgstep decisioamaking chart
qYWNaRT WWaq6é JWA~kt W WAERY RYUWG¢t ROUNWYOW2 131 R
A A placement was considered accepted or rejected based on a number of factors Key

factors were document validation, spot checks, documentation per SIB guidelines,
DG GO Y! DI kKt WGct que ARIIGqc URIDWI ¢ qldt We UT Wt UHEqY

Developing and aligning on the decisitaking
# w approach removes ambiguity and chances of human
error in the process
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(©) Deep dive 4 in practice: Define cashflow management principles

Program cashflow management principles balance the financial requirements and constraints of various

stakeholders

The PM embeds requirements/constraints of stakeholders within the cashflow model The PM sets key cadences for cashflow and returns

<

the PM need not build the model, if already created in the design phase monitoring

Risk investorrelated Outcome funder-related V Establish how often actual cashflows must be reported

A Return target range A Total outcome fund envelop and by whom (e.g., monthly inflows/outflows from

A Return caps A Desired outcome prices investors to 10s), and how often forecasts must be

A Preferred cashflow cadence A Preferred cashflow cadence updated in the model

ﬁ ﬁgg‘ggﬁgﬁtor audit requirements é IC::l(J)rr]T(]j%lll’aSnpciﬁ or audit requirements V Coordinate the timing of verification cycles, cohort
delivery milestones, and payment schedules to ensure
timely disbursements and align with 10s' operational
cash needs

Implementing orgrelated Programrelated V Set investor review cadences to share updated return

A Historical performance A Disbursement structure (e.g., projections, fund utilisation insights, and any emerging

A Allocations (by geography, sector, payments on a sliding scale) risks

gender) A Impact goals (e.g., gender parity,

A Expected outcome costs geographical spread)

A Cash burn rate A Reserve funds for innovations or

A Absorptive capacity absorbing risks

[ 20T U1 We UT Wf sWHECE!I ¢cHaql Rt qRAY Wel DWRAGGY!I qe¢ UqllgYWaet JWRUqYWeHAY2 Uqlin Yl Wwf U
& w cashflow management; SIB faced complexities due to the Indian context around

FCRA e.g., IO0s with FCRA restrictions could only receive funds from domestic

investors Yy,
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©) Project planning: An overview

A

A

Define 10 specific implementation
strategy (delivery model, sector,
geography, and cost structure)

Disaggregated target allocation acros
milestones, gender, sector, geograph
and other priority KPIs

Alignment on delivery readiness and
verification requirements

>S
y,

A Aligns IGevel delivery with portfolio

A
A

goals

Grounds targets in both programma
ambition and 10 capacity

Builds early transparency on deliver
expectations, improving b and
reducing future courseorrection

tic

Co-develop 10 implementation
strategy

Allocate IQlevel targets basis
portfolio priorities and IO strengths

Share I@mplementation tools for
outcome and cost monitoring

42




©) Project planning: A deep dive

01
: : Allocate IO-level targets basis Share IGimplementation tools
Co-develop IO implementation S,
portfolio priorities and 1O for outcome and cost
strategy e
strengths monitoring

i.  Finalise implementation model, priority sectors, i. Basis IO implementation strategise i. Define lead indicators across the skilling

and geographies basis 10s historical macl DUqUWeddYHEqRYUWDS YT 1Jivatudloninln RU¢ 0 Rt JWF § W 6¢ 1 1JLW

performance and program benchmarks of portfoliclevel outcome targets i. Provide project start checklist and tools for
ii. Adaptthe plan according to the needs of the I0sii. Provide 10 brealp of targets by gender, disaggregated outcome and cost monitoring

and the changes requested by them over the mllestones_, s.e_ctors, geographles (plus other iii. Align on templates and protocols for

course program KPIs as prioritised at portfolio level) outcomes verification

iii. Negotiate outcome cost and milestone costs for
delivery

Iv. Guide IO on implementation planning, including
team setup and internal verification of
outcomes

IO delivery model, sectors, geographies and Tools and templates for monitoring and
outcome cost for the program i verification
L

e’y Going from good to great!

V Ensure complementary strategies across 10s, so that there is broad coverage of implementing models, demographics, sectors etc
V Flexible model of OBF programs allows the project plans to-dewsloped and adapted to the needs of the 10s
V For the KPI framework, avoid a direct mapping to porifalic 13 G Wu Af + 6 WRUt qJ¢T WG RY | Rupdel JWs 6 ¢ qWRE Wa e qldl Re b4 Y



@ Deep dive 1 in practice: Co-develop 10 implementation strategy

The PM supports |Os in building role clarity and accountability to-dek delivery and strengthen outcomes

Recommended IO team responsibilities mapped across the delivery chain

Stage Headquarters Team Regional Team Centre Team

I
Mobilization PM D Strategy & Targets Regional Leadb Conversion Monitoring Mobiliser  Outreach Execution

|
Training & Training Head B Curriculum & Oversight Trainer C_oordmator QA& Centre Trainer b Delivery & Attendance
Cetrtification Observations
Placement Employer LeadDb Anchor Partnerships Placer_nen_t SPOCDEmployer Placement Coord.D Prep & Interviews

Coordination

Retention Outcomes LeadD 30/60 Day Tracking Retention SPOCP Attrition Monitoring Counsellor b Alumni Engagement

|
gﬁgﬁggn MIS Head B Templates & Timelines QA Leadb Checks & Follow-ups Ops/MIS B Upload & Integrity
OUt.C.O mes Eval Liaisonb Interface & Reconciliation Field Officer b Evaluator Support NA
Verification
Finance & Ops  Financeb Payout & Budgeting Ops Leadb Budget Tracking Centre Admin b Local Expense Records

A This structure enables 10s to define clear ownership at every stage of the deliveyy aptiimizing resource allocation, ingqwing coordination, reducing
handover gaps, and ensuring accountability for outcomes.

.. Design for delivery Define clear POCs for each stage to reduce ambiguity and enable faster course correction across teams.

.+« Match skills to accountability Align staff roles with what they are best equipped to influence (e.g., use central ops&ilfateo, centre teams for field ‘
execution).




@ Deep dive 2 in practice: Allocate 10 -level targets basis portfolio priorities &

1O strengths

SIB target allocation framework

Tailored target allocation ensures that the 10s have a target that is unique to their capabilities and sets them

up for success

Target Allocation
Framework

Jobrole

* What are the opportunities for career

Resilience and innovation

* What innovations are being tested
through the SIIB?

* How resilient is the SP model to supply
and demand shocks in the job market®

Skilling Outcomes

* What are the transition rates from
enrolment to retention?

* How has the performance been over the
assigned targets for each job role?

= How aspirational are job roles for the target group?

progression/absolute improvement in quality of life?

Resilience
&
innovation
10%

Skilling
Outcomes
50%

Job Role

10% 15%

Target allocation
framework for 10 targets

Inclusiveness

Inclusiveness
* How gender inclusive is the intervention and what is the
proposed ratio of women at 3-month retention?

Create objective definitions
within each component of the
framework; e.g., objective
ITInRURqRYUWN YI Wket GF
roles can be linked to NSQF

LA,

Cost .
- What is the proposed total cost of levels and grad ed scoring
outcome? scheme should be created

= What is the cost charged to SIB?
V  Weightage to components
shoud evolve basis program
evolution; e.g. reporting
compliance should be a key
component in initial
implementation cycles

LA

Reporting
compliance Reporting compliance
5% « How complaint is the SP with the
reporting requirements?

A This helped the PM arrive at a datfarmed decision on 10 target allocation in line with the performance management

strategy and 10 inputs

Z
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https://docs.google.com/spreadsheets/d/11xb5Q4nRb1X5LCPExAvS3T85d0S_5qCP/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/11xb5Q4nRb1X5LCPExAvS3T85d0S_5qCP/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

@ Deep dive 3 in practice: Share IO-implementation tools for outcome &
cost monitoring

The PM in partnership with 10sdefines lead performance indicators across the skilling value chain for the 10 to track

SIB lead indicators across the skilling value chain

Enrollment Training (certification) Placement Retention
A % of placed candidates still employed at
A Avg. trainee attendance rate (weekly) A % of certified candidates shortlisted 30/60 days
A Mobilization to enrolment A Stu_dent attendance for placemgnt _ A % of_pla(;ed_candidates with salary
. A Trainer attendance and feedback score A Offer -to-join conversion rate credited in first month
A conversion rate I A % of trainees reaching assessment A Avg. time between certification and A Early attrition reasons (coded)
Time taken from mobilisation o . . .
to batch start eI|g!b|I|ly (e.g., 8_0% attendance) _ placement A % of candidates placed in preferred job
A Trainer Perception Score on Quality of A Employer dropout rate (offers not role or geography
Candidate Mobilisation honored) A Employer perception sore on quality of
candidate placed

A This helped the 10 and PM identify bottlenecks early in the delivery shainas mobilisation quality, training engagemenabeiit misalignmeng and
enables 10s to target course correction before outcomes are missed

.. Go beyond output trackindpy capturing behavioural and qualitative driyelgketrainer and employer feedback on candidate quality
.+« Ensure indicators are actionablg i.e., they inform a clear response (e.g., trigger a mobilisation reset, schedule a trainer refresher, adjust job role mix)
»« Work with 10sand take them along at every stage in order to ebsyren andinstitutionalization of best practiceswithin the 10s
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Deep dive 3 in practice: Share I0-implementation tools for outcome &

cost monitoring

SIB cohort start checklist

roadblocks to outcome achievement

A readiness checklistcovering all delivery milestonesgensures each IO is set up for smooth launch and minimises

@ |O Cohort planning template

11 Have you created TP ID on Skill India Digital
12 |Have you created Project 1D on Skill India Digital of NSDC for SIB Program
13 Have you registered all the proposed training centers on Skill India Digital

14 |Have you registered all the proposed job roles on Skill India Digital

16 |Have you oriented your program team on SIB program requirements

.
@

Is your MIS person trained on Skill India Digital of N5DC

15 Have you identified the independent assessment agency for Cohert 7 (The agency should be empanneled by NCVET)

7 Have you taken approvals from district administration , as may be applicable, for implementing training batches under Cohort 7

Mobilization

Training Centre

33 Do you have the mobilization and counselling plan ready?

1% Are you propesing new centers or existing centers for Cohort 77

20 Are your centers going to function as pure SIB centers or cross-programme centers?
21 Have you set-up new centers for Cohert-7 traning? If yes. how many have been set-up
2

1

Are the proposed training centres ready for training?

23 Are the proposed training centres accredited on SIP - Fee Based Portal under SIB Scheme f
2
2

26 |s the training capacity for proposed batches under the Cohort available?

B

Is the hostel set up as per COVID Safety norms for residential batches (Separately for men

o

Avre the training and practical labs set to meet COVID safety reguirements?

27 Does the training center have biometric devices installed for recording attendance?

34 Have you printed the marketing/mobilisation collaterals as per MSDC Branding Guidelines?

Training and Assessment

35 What is the duration for which the training would be imparted per day? Mention seperately for each job role

3é Is the content as approved by the assessment agency available in print and digital format ?

37 Have you procured training consumables as may be required for training ?

38 What is the language of training/reading material that is planned to be used? Mention seperately for each job role

39 Is the assessing agency onboarded for conducting assessments for S5IB?

Trainer

40 Has the proposed assessment agency created their user profile on 51D

28 Have you hired the requisite number of trainers for Cohort 77 If yes, how many trainers do

29 |Do all of these trainers qualify the norms of sment agency?
30 Have the trainers completed Training of Trainers programme of S5C or any other reputed o
31 |Are there any other training/certification of trainers (If yes, please give details)?

32 Are trainers' profiles created on Takshila portal of NSDC?

Placement

41 Will you be following a demand driven model for Cohort 7 (employers onboarded for each batch before enrclments start)

42 Have you identified employers and mapped job vacancies with potential enrolments?

43 Do you have On-the-Job training for Cohort 72 Have you identified patterns for On-the-Job training as may be required?

44 Have Mols been signed with employers for Cohort 77 (If yes, how many?)

Retention

45 Have you identified back-up employers in-case of need for replacement?, Please share details

44 Have you engaged a dedicated retention team for tracking candidates and documents? Please share details

47 Do you have all the necessary MIS stuctures to store and manage candidate documents? Please share details

A This cohort start checklist features
guestions specific to the SIB value chain
and training centres

A 1t helped identify any gaps/ flags that could
cause a roadblock later and ensured that
all centres are prepared to undertake
programme activities and achieve
outcomes

A Create a checklist based on the
A% programmes log frame and its
unit of operation

A Ensure that the questions check
& w for the preparedness and also
identify any risk in preparation



https://docs.google.com/spreadsheets/d/1VDQAhoLaskfhIW3UW1wT9SFNus8yFL7B/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

@ Deep dive 3 in practice: Share IO-implementation tools for outcome &
cost monitoring

A structured weekly monitoring template enables realime progress tracking against disaggregated

outcome targets and flags early performance risks for course correction

Monitoring templates

10 Name Training Job Milestone Milestone Achieved % Gender % , )
Center Role Target Achieved  Target Achieved \ Structure the template around disaggregated
e milestone, gendeenter, and job
01 Centerl Retail Enroll 100 95 95% 60% 50% KPIssuch as ] g . enter J
role to enable early identification of
0,
102 Center1  Retail Certify 95 70 74% 60% 50% performance gaps
0%  Maintain traceability to targetsset during
102 Center2  Retail Place 70 60 86% ° 50% A% project planning the template should mirror
the target allocation logic
103 Center 1 Retail  Retain 60 50 83% 60% 50% 2
. - . . . . . ) \ Ensure dropout reasons are coded and
- A zY zY zY zY z A % standardized, to enable consistent analysis

A Outcome monitoring architecture should include disaggregated priority KPIs and provide a clear — across 10s; reasons may span three broad

view on target achievement categoriey candidate-driven(e.g., loss of
interest, personal healthprogram-driven (e.g.,
(O N 'Cl':ra|?|ng ;ot? Milestone Slrumbetr of IrDr0|oonut1 rDIrOIOOnUt2 ?foponutg rDef;Jsp(;)nUtll training delays, documentation issues), and
enter ole opouts €aso €aso €aso external factors (e.g., family health, workplace
101 Centerl  Retail Enroll 100 30% 10% 45% 5% conditions)
z zv z zY zY zY zY z

A Codified dropout reason breakdown enables ramtuse diagnosis and supports targeted
improvements in mobilisation and retention strategies




@ Deep dive 3 in practice: Share IO-implementation tools for outcome &
cost monitoring

Clear milestone-wise verification protocols establish accountability and reduce disputes by standardising what

counts as a valid outcome

Milestone-wise verification requirements

Milestone* Definition Verification document requirements
Enrolliment Process of admitting beneficiaries into the training program. A Aadhar-based enrollment mandatory.
Beneficiary must attend training for at least 5 calendar days
from batch start. Enrollments must occur within 90 days of
cohort start.
Certification Successful assessment or reassessment by a 3rd party A Certificates uploaded directly by asseseement agency.
agency/employer. Must occur within 7 days of training A Reassessment only for 2% of candidates within 30 days of placement
completion.
Placement Successful joining of a trainee with an employer in the A Requires employerissued appointment/joining letter or employer declaration
training sector within 60 days of certification. No internships, countersigned by the trainee.
part-time, contractual (<1 year), or informal work accepted. A List primary and secondary employers in placement plan.Clearly name staffing firms.
A Submit placement doc within 14 days.
Retention Employment for 90 calendar days from date of first A Requires salary slips, bank statements, or employer declaration countersigned by the
placement (max 30-day break allowed). trainee.
A Retention docs must name staffing firms.
A Update required for deployment changes.
A Submit retention doc within 14 days of month -end retention confirmation.

A Verification definitions and document requirements should be aligned across IOs to ensure uniform interpretation o$ raikstahee validation
delays

Ensure documentation formats are standardised and realistic to golbeetrly complex formats can delay verification and payout

*Qutcome definitions and verification docs are already agreed to in the design and contracting stage and hard code d cordesigradd agreements between the investors and outcome /
funders and flow downstream to the PM and 10s A
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(©) Deep dive 3 in practice: Share 10-implementation tools for outcome &
cost monitoring

Disaggregated cost templates allow the PM to calibrate true cost of delivering outcomes and enable 10s to

Budget Templates

build linkage between their budgets and outcomes

IO cost template

b

@

[a]

o

Facility/Training center
Rent

Utilities

Maintenance

Housekeeping and security staff salary

IT platform cost (LMS, softwares)

Security

Capital Assets or Equipments (one time basis)

Capital Assets or Equipments (depreciation basis)

Management and Head Office

Cumulative annual salaries of all head office/regional program/project
management team, who are supporting SIB (eg- program manager,

training content development team, placement/retention team, MIS team,

Cumulative annual salaries of all other head office/regional office staff or
senior executives (corporate functions, eg - HR, finance, admin, IT etc)
Cumulative overheads of all head offices/regional offices

HO Hardware, furniture, fixture etc

Mobilisation and Counselling

Mahbilization 5taff salaries (only training center level)

Costs for Mobilization Events

Cost for mobilisation material (canopies, flyers, posters etc)
Counselling staff salaries (only training center level)

Costs for Counselling Events

Operational Costs (Travel and lodging of staff etc.)

Any other cost related to mobilization and counselling (Please provide
details in the comments section)

Training and Certification

Training staff recruitment

Training staff salaries

Asssessment staff salary @ HO

Staff Training

3733297
2275987
2,98478
123,196
2,684,270
o
2,18,120
5,33,246
o
37.05,022

24,80,199

o

12,24 823

o
31,87,675
10,00,373
11,55224

5,23,123
o
5,08,955

1,18,36,364

58,63,060
1,15,185
o

57,08.400
41,53,500
3,23,050
1,38,450

59,150

o

o
10,34,250
28,66,630

17,96,545

348,692

3,20,966
4,00,428
54,01,951
23,03,401
1,02,900
44,100
23,17,001
o
6,28,550

6,000

72,98,359
o
43,09,841

766,998

69.85,679
2,74,507
5,81,211
7,66,076

o

o

o

53,63,885
3,23,19,435

1,32,04574

8241241

1,08,73,621
o
1,43,81854
93.78,771
17,353,838
3,14256

o

o

27,49,828

185161

2,73,40,737
o
1,35,01,274
o
o

Other training material used in training center

Industry visit costs (if any)

OJT Costs

Assessment and certification cost (Please provide agency details in

Any other cost related to training and certification (Please provide details
in the comments section)

Pre-placement and placement

m

Placement staff salaries (Only training center level)
Placement preparation cost (e.g. Mock Interviews etc.)
Placement Counselling Cost
Employer network development cost (ez- travel etc)
Placement Migration Cost
TA/DA for placement staff
Other cost
Placement Staff at HO
Retention
Retention personnel salaries
Travel costs for retention
Call Center costs
Replacement and redressal costs
Medical Costs
Lodging of retention Personnel
Maobile Recharge for Candidates for Initial Months
Retention personnel trane, boarding and lodging cost
G Others
Project monitoring cost. (eg- travel of regional/HO staff to training

-

«centers, cost of project review/planning meetings etc) - MIS Cost
Salary of Academic Support Team
Salary of Admijn Team at TC Level {(For learnet - both TC + regional + HO)
Any other cost (Please provide details in the comments section)
HR
H Total Costs

4,15,881
1,53.338

o
9,60,000

440,299

24,30,244
3,19,708

7,32,090
12,88,806

89.641
11,59,709
187,354
o

34,295

o

o

o

o
9,38,060
2342950
3,52,007
473,209
3,92,427
9,21,082
2,04,224
2,83,95,261

1,75,000
o

0
10,32,500
1,70,170
47,90,616
39.89,066
35,000
35,000
4,34,000
0
2,97,350
0

0
42,54,591
35,10,441
3,11,400
2,66,500
0
1,66,250
0

0

0
4,68,000

4,68,000

3,07,88,548

o 0

o o

4,66,548 o
23,30,222 8,68,100
9,76,401 0
1,97,68,698 o
1,50,33,176 o
o 0

o 0
40,34,894 o
o 0

o 0

7,00,628 0

o 0
1,20,73,018 48,101
92,93,918 o
22,669,221 o
4,39,096 0

o 0

o 48,101

o 0

o 0

70,783 0
11347921 80,755
107,64,654 0
o 0

o 0

5,83,267 80,735
1242,17,342  1,48,06,889

ANWDGGOEC qUWn Yl Wf §twadlAl YGYt IJ
shared with the 10s under SIB; each
outcome/output/activity was broken down
into a list of detailed cost headers

A Thisguided I0s to allocate costs as part of
implementation and calculate variance
between planned and actual costs

Be as granular as possible when creating
A% this template to help 10s rightly link costs
to outcomes; otherwise, costs tend to
get muddled across the value chain, the
f 8t kW2c¢cl RYet WGI YTWUHaqt AWII



https://docs.google.com/spreadsheets/d/1IxGpQLWIgcV_elz4O5MnN0JTk0qYTWcC/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

©) Project planning: A case study

From Strengths to Strategy: Translating IO Capabilities for SIB Implementation

Context: An 10 with a legacy focus on hIigBQF roles needed to cater to fitishe job seekers with undergradudésel education and ne¢ higher gender targets in SIB.
N6IWWA~Ws Y!I ¢t JT Ws Raé6Waqé WG WaqVYWeTl ¢ Gaqllgs IR W DHaqVY!I + AW Y HAiReBE.RY ¢ gRYU WG YT WG AWe U1 WHYH

What we did

Co-developing the 10 implementation strategyf he PM collaborated with the 10 to recalibrate their sector focus. Moving away from traditionally higher NSQF‘ roles like
Software Engineer and Developer, the |10 plvoted to lower NSQF IT roles (e.g., Java Programmer, User Experience Rediginesr<#fi&d)into Logistics and Supply
Chainjobroley + WHqVY! t Wadéc¢cqWec dRNUWVI Ws RS Waqd JWET 7kt Wagel NWqWNI Ye GWwe UT Wé el L|.|H|JG](]]|J| WGY q

Aligning mobilisation strategy to SIB prioritiesil 6 IJ LI § kK + W& WN¢H! W3 YARG Rt -6 gRAMIKG G606 WE RS g ¢luls Ra 2R E 7 Wi RRBq
PM worked with them to develop a hybrid mobilisation strategy combining digital channelsgratlnanmobilisers, ensuring betreach to women and first
generation job seekers.

Embedding cost efficiency and exploring ctunding:N 6 IJWf § k+ WYl RNRU¢ O WHYt qWGUI WAWNUUNRARC! ! Ws¢t WeUtet qeRU
benchmarking with similar models, and operational adjustments, the PM helped the 10 bring down the cost by 18%. Thexgamdtsxfunding options and ]
initiated discussions on modest candidate contributions to enhance ownership and sustainability. :

Impact: In their very first SIB cohort, the IO met approximately 80% of their enrolment target while achieving cost savingésafalifigded the viability of adapting
legacy models to outcombased financing contexts with targeted planning and strategic cost management.
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@ Risk management: An overview

A Define and set up risk management Enables early identification of delivery Develop 10 risk management systems
systems to identify, categorise, or outcome risks for tracking and mitigation
grlorltlse, and track risks that could A Builds a shared understanding of 2. Define risk escalation and response
ISrupt program outcomes | potential risks across 10s § protocols
A :j ¢ Ga]t LUtG] 0 tU L”CfY | Gltnf YURY A | eads to efficient allocation of ime || W 3. Tailor verification protocols and
cadence strategy to customise it for ] and effort through eustomised engagement cadence basis 10 risk

e H6 Wf §kt We URNe WU F oridcation strategy profile
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©) Risk management: A deepdive

01

Tailor verification protocols and

DEVER] (O S mEmEgEmEl engagement cadence basis 10 risk

Define risk escalation and response

systems for tracking and mitigation protocols

profile
i.  Identify the relevant risk types for the i.  Define clear escalation thresholds to trigger i.  Adapt verification protocols for each 10 based
programme (e.g., delivery, outcomes, action for risks on risk profile, delivery model, and past
financial, data, safeguarding, ethical, etc.) i. Design escalation pathways outlining roles, performance (e.g., use higher sample size for
ii. Establish a standardised risk categorisation escalation forums/routes, documentatign IOs or cohorts flagged as higék)
framework to group and prioritise risks showing how a risk goes fromlvel ii. Customise cadences for engagement for
based on likelihood and impact identification to PM and then to relevant _each IO; his includes setting frequency and
iii. Develop I@specific risk registers with an decisiont ¢ t 1J1 + Wl 1J1ON tOA LT § WS LAforiibd flHcHdckind! fieldvisits and!
integrated mitigation matrix to track risks, SteerC9 performance reviews
owners, action steps, status, and post These pathways should align with the
action effectiveness for each risk performance management governance to ensure

consistency and timely resolution

i OUTPUTS:

Risk identification heatmap, risk register with
mitigation matrix

Escalation pathways, risk register with escalatton

: IO-specific cadences and verification protocols
actions

v+ Going from good to great!

V Capture and codify lessons learned from frigh incidents to strengthen future response systems

54
N



(©) Deep dive 1 in practice: Develop |10 risk management systems for tracking

and mitigation

Riskcategorisation helps make risks assessment and response processes consistent and less subjective

Risk categorisation and heatmap

Risk Heatmap (Impact X Likelihhood)

Low

Low

Low Low

Insignificant Moderate
nsign n
SRS @ @ E) @ it
Minor Low Low Moderate Moderate High
(5) (6) (8) (9) (10)
‘g Moderate Low Moderate High High High
Q (11) (12) (13) (16) (17)
E
Major Moderate Moderate High High
(14) (15) (18) (21)
Severe Moderate High High
(19) (20) 23)
Rare Unlikely Possible Likely  Almost Certain
<5%) (6%-30%) (31%-60%) (61-90%) (>90%)
Likelihood

A This template uses standardised rating scales for evaluating both the potential
impact and likelihood of a risk

A categories, ranging from miniorsevere for impact, and rare to almost certain

for likelihood, bringonsistency and comparability to how risks are assessed
across different teams or I10s

A This heatmap visually categorises risks based on their impact and likelihood
assigning each combination a risk levelv to extreme and a raplelping

prioritise risks and inform decisions, escalation thresholds, and response
planning across 10s

Use such a matrix to ensure objectivity and comparability in how risks are
A % rated across 10s; agreeing on a shared understanding of likelihood and impact

avoids subjective assessments and improves consistency in risk tracking,
escalation, and decisiomaking




@ Deep dive 2 in practice: Define risk escalation and response protocols

lllustrative risk register and mitigation matrix

SEUENS

A risk register enables highrisk issues to be flagged early and links risks to clear mitigation and escalation

@ Risk Register

#  Risk Description Likelihood  Impact Risk
Rank

1 Low enrolmentin rural Likely Major 21
Bihar centers

2 Underperformance in  Likely Severe 24
female retention in
logistics

3 Delay in uploading Possible Moderate 13
verification
documents

4  Floods disrupts Unlikely Severe 20
training operations in
Assam

Risk
Category

High

Extreme

Moderate

High

Risk Type

Outcome

Outcome

Data

Programm
e Delivery

Risk Owner

10
programme
team

10
programme
team

10
verification
team

PM and RI

Mitigation plan

Increase mobilisers
and councilors, door
to door community
outreach

Offer safer transport;

family counselling

Automate reminders;

increase chedcins
with the field team

Extend timelines

Status

Open

Monitori
ng

Monitori
ng

Closed

Escalation
Trigger

<70% enrolment

by Week 3

Retention fa
below 50%

2 missed

verification cycles

>2 weeks of
disruption in
locations

Escalation Path

10> PM>
Investor

lls 10 >PM>
Investor >
SteerCo

10 > PM

PM >Investor >
3+ SteerCo

A This exhibit presents a consolidated risk register template that links each risk to its likelihood, impact, rank, amplaitigat
A The matrix also embeds risk ownership, status tracking, andisfigied escalation triggers and pathways, ensuring thatislgitems are addressed before

they escalate.

r

< Ensure field teams, 10 leadership, and PM staff have a shared view of how risks are prioritised and what triggersaldegigsponse



https://docs.google.com/spreadsheets/d/1NBgu3Bqr8FUCr-jiWQH6SJXX7XhiJveG/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

@ Deep dive 2 in practice: Define risk escalation and response protocols

Escalation matrices mapped to risk categories ensure risk response is proportionate, thimeund, and clearly

owned across stakeholders

Escalation pathways and response protocols

Risk Level Communication & reporting Mitigation plan development Escalation pathway Post-mitigation action
Managed internally by PM and Not escalated to SteerCo; o ]
. . - . . No further action if resolved; no
Low Inform investors (routine update) the 10 team; internal SOP escalated to investors if not S /
L program-wide implications
followed mitigated
el myestors IS e i PM co-de&gns LU May escalate to SteerCo if not Document issue; co-develop action
Moderate SteerCo in monthly performance IO; Investors input may be . .
: resolved or recurring plan to avoid recurrence
review sought
. Ll el mvestlors e PM. anq |n.vestors co-legd . Escalate to SteerCo for oversight; = Documented resolution plan;
High update the SteerCo (contingent on the mitigation; 10 leadership might .
S ; regular status updates shared learning shared across 10s
situation) be involved
Immediate escalation to investors, Joint PMBinvestorblO leadership Root-cause analysis; programmatic
Extreme notify SteerCo that response is action; may involve critical High-priority item in SteerCo changes or contractual
underway decisions consequences

ANGRI WD+ 6 RARqWY a2 qGRUIE We W ql 2 Hagel DT WIt #e b ¢ qRYULWnN valolridkstyspetifid @diansjdtross RN Ut Ws R
four dimensions: communication, mitigation ownership, escalation flow, anangagtion followup

A The framework ensures that risks are not only tracked, but responded to with consistency, clarity, and acop taitabdiy their severity and
potential programmatic impact

e’y Usesuch matricedo ensure that all actors are aligned on who needs to act, when, and how.

S7
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@ Deep dive 3 in practice: Define tailored verification protocols and cadences

4

N JWwael JUHIPWE UT WT WGqé6 WY nwWWIUNenNWaWUqWAYgqs JIJULWA~We 01

Cadence customisation

Touchpoint Suggested Frequency What Happens Customisation

Realttime reporting of emerging risks by 10s or
Dynamic Risk Reporting Ongoing flagged via data by PM; immediate mitigation
initiated

Always-- « Y TX°°| E)3 X ME
reporting quality

Regular outcome reviews, identifying operational
Team Check-ins Weekly/fortnightly risks, data driven risk identification, response to low
category risk

Custom depth based on current cycle
performance and risk signals

Thematic risk reviews, trend analysis, rootcause Can bedynamically triggered if needed; Tailored

Deep-Dives Monthly : . . . . data analysis, questions, and action plans based
exploration, and medium-risk resolution planning « 87° 3 -1 330 gz
- ) !
. iy Strategic review of high/critical risks; 10 -level Can bedynamically triggered if needed; intensity
Leadership Checkins Quarterly adjustments or escalation pathways if needed varies by severity of identified risks

A The PM has various touchpoints with i®aktime reporting, weekly chedks, monthly reviews, and quarterly leadership engagements.

A These can be dynamically triggered, increased or decreased in frequency based on past performance andthisldepifi@nd intensity of these interactions
are also tailored to the organisation

A This approach ensures consistent oversight across all 10s, while adapting resources and engagement to where they deel most nee




@ Deep dive 3 in practice: Define tailored verification protocols and cadences

Verification protocols follow a standard multilayered process, but the intensity and escalation are

customised based on outcomes, risk based on discordance levels, and 10 delivery models.

Verification protocols

First round of verification

Second round of verification

Layer Method Cadence / Trigger Third round of verification
1. D_qcur_nent Review of submitted Within 14 days_ post- Discordance Follow-Up Protocol >30% (Persistent)
Verification outcome documents outcome submission Level discordance
SRV ) .
\Z/é?i;iﬁir;?]lder Initial round of Initiated after 30 days of al An Reach oui to 20% of candidates Flagged asrisk, triggers
(Telephonic) candidate calls reporting >20% but Call 50% of candidates + Reach programmatic follow -up
A6An employer or escalation
. _ . C Once every 3 months or
3. Field Visit On-site validation of as triggered by red flags 0 100% candidate verification + Employer
Verification employment L 99% >50%
or high discordance reach-out

A Al l1Os undergo the first round of verification

A The second and third rounds of verification are only activated based on discordance** levels observed for 10s durmgnitharfidshence unique for each 10;
these layers involve expanded candidate verification and employer outreach

A Persistent discordances are treated as a risk, triggering either mitigation or escalation through the performance govetnesce

This approach ensures baseline comparability across 10s, while allowing the PM to dial up or down the depth of vasdttanqgoeloformance patterns,
& w delivery risks, and innovative models.

**Definition provided ithe Glossary of Terms.
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Enabling
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deliver
outcomes

2. Capacity

strengthening

1. Leadership
engagement

Il. Enableorganizations
to deliver effectively
(35%)




Pillar 2: Enable organisations to deliver effectively (35% effort)

Portfolio layer

Engage with leadership to build effective leadership
practices andinstill a top-driven performance culture

Purpose across their own organizations.

Organisation layer

Strengthen organisational capacity to enable effective
outcome deliveryDbuilding the characteristics of
outcome-ready organizations and addressing critical
capacity gaps through targeted support.

1. Leadership Engagement

Leadership checkins to review performance and

2. Capacity Strengthening

V Upskilling of program delivery core team

Key problem-solve challenges V  Orientation and SOPs/guides for field staff
outputs V Cross|O leadership learning sessions
V Internal transition support (mindsets and practices)
7 7 v Ve

Zscussions with the performance
anager should focus less on
targets and more on coaching
organizations on how to achieve
those targets
~ Implementing organization

ven though 10s selected have

Zg’ h potential...given most of them
are used to working in traditional
model, they need support in

undergoing change management
~ Performance manager

Eome IOs will naturally need more

Zhe most important topics to build
ganizational capacity on are

gooddata collection, datadriven
X « z J deXidiokmakiggxhitidgite team
building, financial management
and building efficiency across the
value chain
~ Performance manag%r:L

pacity strengthening support
than others...it's the PM's job to
NA  © - a X o |
engagement should be high and it
can come down over time
~ Performance manager




2. Capacity
strengthening

1. Leadership
engagement

Block 1:
Leadership
engagement



(©) Leadership engagement: An overview

Engagevith leaders regularly for

Frequent and deep engagement with Drives strategic alignment on program
IO leadership, to build and embed outcomes programrelated discussions

* .. .
outcomes culture* among them for A Buildsaccountability for achieving 2. Create opportunities for leadership

achieving program goasd enabling
them to foster a performandecused
culture within their organisations

outcomes, which trickles down to development and learning
relevant teams/staff 3. Ensure leaders promote organisatio

A Accelerates organizatienide wide performance culture
adoption of newutcomefocused
ways of working

-

—
S
D
o
®

/ / /

*defined in the outcomes readiness framework created by &fathed in the subsequent slides
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(©) Leadership engagement: A deepdive

01 02
: Create opportunities for Ensure leaders promote
Engage with leaders regularly : o )
) : leadership development and organisationwide performance
for programrelated discussions :
learning culture
I.  Meet with IO leaders regularly; e.g.,: I. ~ Conduct trainings on leadership I.  Work with leadership to embed a
Dz Onboarding session (to ensure boy development topics (e.g., building an performance culture within their
for the program) accountabilityculture, takinglata-driven organization; e.g.,
Dz Leadership checins (to review IO decisions, adaptive management) Dz Talk outcomes, not outputs

performance, discuss issues, and
brainstorm solutions)

Dz Field visits (to surface operational
challenges)

Dz Learning workshops at the 10 level,

Dz Align staff KPIs to outcomes and
introduce performance incentives
Dz Use data and insights to drive
discussions in routine meetings
Dz Builde Wha ¢l URUNWNI YOG Wne RGe

ii. Facilitate crosdearning sessions among 10
leaders, to share experiences, exchange
best practices, and problersolve around
common challenges

o|geus

portfolio level and consortium level (to rather than pressure/ perverse
reflect on learnings arsharebest incentives
practices)

{ouTPUTS: !

] 1 H 1
Leadership trainings and crelgarning sessions | | Growing integration of performance culture across 10s
i | 1

e’y Going from good to great!

V The PM should show up as a thought partner (instead of solely engaging in compliancg otaddkg)leadership cheeaks feel vlue-additive by bringing dathiven
insights to the discussion and aiding leaders in theit@dgy decisiormaking

Vigkt WRAGY!I q¢c¢UqWagYWaet DWaeT It WnWPWaWsWel T AWA! W ql Rt RUNLWe Luﬂcact’JHULquJa]slélJUm
4



@ Deep dive 1 in practice: Set up regular sessions with leadership

The onboarding session is a critical touchpoint for gaining early leadership bayand support for the program

SIB leadership onboarding sessignagenda and structure

—
S
D
o
®

a) Socializing the program vision

Program goals, theory of change, and success definition

Theory of Change for Skill India Impact Bond

Wrk in progress

Mo e 20 v gl e b oringhl a0 gt b

l The SIIB will be guided by a few principles

3

Placement

b) Clarifying roles and accountability
Roles of PM, 10, evaluator; milestone calendar

c¢) Aligning onperformance/ reporting expectations

Outcome targets, outcome tracking, data dashboards

PMU has been focusing on four key workstreams, with Dalberg leading
manitoring and diagnosis and advisory and capacity building of SPs

4

Datberg Dalker WSDC + Daberg NSDC + Dalberg,

2

Based on the efficiency assumptions, the DIB will need to enroll ~50,000 beneficiaries
to ensure ~25,000 are retained in jobs for at least 3-months

Beneficlary Targets (cohort-wise]

[ o ot o o s o

49256 40 B
{100%)  (1006¢) )

Enrolment

Training

Placement

am
Retention

Fectar Wize
Centre
Location
==
aipur
PMumbai
IChennai
Hyderabad
[Eenzatury

Total

)

gub;;qmeg

Enrolied

235

398

l Rl to SP payments are scheduled quarterly to ensure adequate working capital

and predictability across the SIB

Corert 1

Conorta

bt 1

d) Hearing about development areas
Reflections on leadership upskilling needs/aspirations

Let's reflect on your perceived development areas—both for your
organization and yourself!

1. What do you think is the most difficult challenge your organization
currently faces in achieving skilling outcomes for beneficiaries?

2. What are some topics you would like to see included in the leadership
trainings as part of this program?

3. What do you hope to accomplish for yourself and your organization by
the end of this program?

Training | What does it take to build an organization that takes ‘learning from
data' seriously?

Encouraging team members to ask questions e ¢ cout .
i e o v b o Gad @ 1 @ e S ouldvers pepactihes o0 sl
knaw it's true?”) and provide time for reflection clearnles of inchision

Enabling individuals 1o feel safe Lo state their
a 4 pinions and beiofs ang have a high level of
trust ameng Individuals

Sharing information across boundaries and have
it buraaucracy and réd tape

Promptn: constructive dissent. K whe they .
teting constnic ; Encouraging collaboration i suppoet
4 0 uresm cknaweseeans amtrom &5 6 T ot it

Having the means for sharing individusl and Holding individusis aeceuntable and have
team learning, and leaders who mael and 7 8 systems that reward and recognize indiduals
‘suppart such bearning Fox new idoss and taking fisks

Are there any othes essential traits of learning organizatians that conme ta mind?




@ Deep dive 1 in practice: Set up regular sessions with leadership

Regular leadership checkins enable the PM and leaders to come together and reflect on 10 performance and

align on forwardlooking strategies

SIB leadership checkinsy key principles } SIB leadership checkinsy sample agenda
V Regular: Meetings are held regularly, at a frequency aligned between the m Key discussion points
performance manager and organisational leadership team Pl
m ) ] o B ) ) ) 5 acement strategy Shift mix from hyperlocal to large employers;
2 V Partnet GIUAHRNRAaW9 YUqUUqWRt Wageée¢RGY! T WqY mitigate dropouts via better counseling Kt
o performance, challenges, risks 2 Verification processes Streamline documentation; address inefficiencies
® V Anchored on data: Data is used to take stock of organisational performance in compliance
(by itself and relative to other organisations), showcase trends and draw 3 Gender and inclusion Realign targets and explore best practices for
insights organizational change
V Collaborative: Discussions include reflective questions, which encourage 4 Sustainability Discuss how to embed SIB learnings post-program
collective brainstorming and emwnership of solutions 5 Financial model Review constraints and align on ideal
V Actionoriented: Takeaways are forwdmbking, focused on course disbursement timelines

correcting through changes in design, delivery, etc.

With leaders, the performance manager focuses o®ligH a2 | I Whiz 134 qRY Ut Wd Rt W Wbs 6 131 1 WHEIl I ¥ asll¥ 0 2Usds @ R )@ 1L
Ao VYAt RODW! Yel WqWéeaWnl YaWeT YEqRUNWUO s Wsleatershipystafifectis mord dhidassks, iwlRvingH= Y O ql ¢ 1 q 9 WH

A processes, and using tools correctly

/.

_ «“/}
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(©) Leadership engagement: A case study

~¢RUt ! D¢ GRUNDW] UT I WEWUY RagR2Raq! Wnl YO WAL YNNI ¢a Wq

Context: qWagé WWaqRAGWIWYnWYUAYce!I T RUNAWqE IWF §kt WNIIUOT 1 W ¢ qRY W dtésyahdiadoqusishie@lME A WG RG Ra 1
dominated sectors like construction and manufacturing. Women participants were largely confined to the Apparel sector.

What we did

Anchoring gender as a leadership prioritj: | Y 0 Waq 6 JWY2 qt JgAWRAGGI Y2RUNDWq6 JWFf §kt WNIIUT 131 W ¢ qRY Ws ¢t
worked closely with the leadership, who recognized that gender sensitivity was impact imperative and strategicallpmphsitibaing themselves with!
funders. Leadership pushed the program team to step outside their comfort zone, setting bold gender goals. The Pkhisethforogial regular
leadership checlins, using data to track progress anecoeate strategies to both enhance program outcomes and instituteggimer focus.

o|geus

: Identlfylng and malnstreamlng enabllngfactorsN 6 WA~ WRT WU q RnRIT WJUecHIGRUNWNE HqVYl t W6l YaN6 LU.GI YNl ¢
PG eT DIt 6RGWNYI W6 WRI WHYUE RT I ¢ cr|RYUPOU.I§ Ullg 6 I Wt 2 GG ! tilst aRd sHfeyUhepihgIneAstrésénR N 6 0 R |
'ROGI Y2RUDWs YO Iy (pratticaStael 1@ dddptedzacrasRi Celttres. On the demand side, the PM shared insighes oetdrgtion (after

' placement) and productivity of women, which the 10 used to build employer partnerships, fosteseesitiee workplaces, ambsition female alumni
1 as community role models.

b o o o e e e e e e e e e e e e e e e e e e e e e e e e e e e e e R e e e e Em M M e e e e e M e e e m M M e e e e e M e e e e M e Ee e e M e e e e M e e e M e e e e e e e e e e e e e e e

1

! Facilitating crosslearning for Ieadershle GIUWA~WHI Yeqll WYGGY!I qaURqRIJY Wn Yl Waé6 JWF §kt WG T, IJI I 6 RG
' insighy gathered from cros&arning sessionswas the critical role of family and community engagement in mobilizing womeR. Thigi 2 13 U # 1J II Wa 6 1J Wf
' community outreach strategies beyond SIB. 1

Impact: The 10 increased its organizatwite female representation from ¢.30% to ¢.50%. Within the SIB program, they expanded rjinitippdor women across
non-traditional sectors such as electronics, automobile, and capital goasignificant shift from their earlier dependeneepparel alone.
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2. Capacity
strengthening

Block 2:
1. Leadership Capacity
engagement strengthening




(©) Capacity strengthening: An overview

—
S
D
o
®

A

I JUqRnN! We OT We'l T I
strengthening neegsthrough
initiatives such as trainings, coachin
sessions, workshops, etc.ultimately
to set them up for successful deliver
in OBF contexts

1J 1

A
A

What does it include? Why is it important?

Enhances 10 performance in the
program

Reduces investor and funder risk by
addressing potential drivers of
underperformance

EnabledOs to succeed in OBF
contexts beyond this program

1.
2.

3.

2RecNUYH JWY | Noitylgdps
Prioritize this list to arrive at core
modules

Design and deliver organisational
capacity strengthening initiatives

¢ qRY
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(©) Capacity strengthening: A deep dive

01
.. - . . N . : Design and deliver
2RENUYE WMWY Ne OR Prioritize this list to arrive at an .
capacity gaps core modules organizational capacity
strengthening initiatives
i. Create avenues for 10s to share a-self i. Al RYI RqRAINUWII¢HG W § Kkt WH ¢ Gdr EbRanbdillBs¢ dedigh tepiitgs, | | R2 1JWe q W
assessment (e.g., surveys, interviews) of a set of core modules (e.g., isit a core workshops, etc. (e.g., financial planning and
m their capacity gaps both organizational and capability requirement; is it related to a cost optimisation, data analysis and usage,
8 programspecific critical paymendlinked outcome) engaging employers)
% ii. Through a ligitbuch dlagnostlc validate ii. ldentify modules that could be delivered in ii. Deliver these with the help of experts,
f 8+t kWl Pt GYUtL 3t wWe Ul W 2| n ccrbsdlncsertings Fefg Rdiblit kbim& Y aquérosks facilitate rich discussions, include share
(e.g., field visits, review org charts and past most 10s; would it benefit from cre$d outs, etc.
delivery data) discussion; can it standardised for a diverse

iii. Enable 10s to enhance field team
capacitiey through orientation and training
sessions, SOPs and field guides, process
reiteration (e.g., data portals)

set of 10s)

' N . e L i 1O eC|f|c and rog}rhevel .capacity stren thenln Capacity strengthening initiatives designed and.
iAYHei(J]LIJaUIIJI’rG]cUI RUDLLI.Yn-lHSn% KLIJH% HRo]p LB/ Gq delﬁ/ereﬁ 9 g g |

e’y Going from good to great!

V Ensure that the selissessment is set up such that organisations are being introspective and responding transparentlgavitifowgfercussion

Note: Only 10s with medium to high outcome readiness are typically selected for OBF programs to safeguard investordeptinnsapacitybuilding support for eaHstage orgs with low outcome
readiness would require much deeper engagement which would be outside the PM scope. 70
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to succeed in OBF contexts

N X

V4

v & JzZ «-

Nkt WYsaqgqHEYGWW el RUKE L WaGYT WaAaWYn’

NilWbiqé gl ¢ Ut e #qRYUWE ¢ 0e NI b W W2 W[Z)Y Clebms ¢ettiness thalddsiivey Wa Y LUE |

Adaptive planning, devolved decision
making and iterative implementation

Human Resources Management

Aligning staff roles, skills, and
development with outcomes and
supporting performance culture

Risk Management

Identification, monitoring, and
mitigation of risks

Stakeholder Management

Alignment on common goals, targets,
measurement, joint governance and
transparent communication

Financial Management

Financial flexibility and cash flow
management, which supports
adaptability

”YngGlTl
munugﬂmen:
and delivery

MEL

Budgeting

(Monitoring,
evaluation
and learning;

Program management and delivery

Monitoring, evaluation and learning

A demonstrated track record of
delivering outcomes

Operational excellence in delivery with
high quality standards, consistency,
and the agility to adapt

Data-driven performance
management, involving monitoring,
collection, analysis, and use of data to
guide implementation and achieve
outcomes

An understanding of the relationship
between costs and outcomes

Performance Culture -
emphasizes accountability for
outcomes by setting clear
goals and targets and tracking
progress

Innovation culture -

promotes informed risk culture -drives continuous

taking, agility and
flexibility in decision-
making.

~

Knowledge and learning

improvement through
evidence-based, data-driven
decision -making

A The framework captures all key aspects
of an 10 (practices, structures,
strategies) that qualify it as outcome
ready

A These aspects are split into
organisational readiness (such as
leadership roles, human resource
planning, risk management process) and
program readiness (e.g., reporting
systems, quality standards, data
collection and analysis systems)

ANE
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https://outcomesreadiness.isdm.org.in/cifsi/
https://drive.google.com/file/d/1N9gQO6kHuwqr0lr6WZ6UewwiJ6e8Od59/view?usp=sharing
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This framework doubles up as a seldssessment tool/surveyq Y W¢ + + 131 + WYl Rc URA¢c qRY U

SIBy 10 organization and program assessment survey

@ Outcome readiness and program readiness survey

1. Program Overview
A. Clarity and Coherence about organisation’s mission “
1. Please describe the program’s primary objectives
1. Doyou have a documented vision and mission statement? Answar tyos: Text
Answer type: Singl 2. Plaase mention all program area.
Answer type: [Text
. , 3. Describa the profit of target population eue, region, yote)
a. No,we do not have a documented vision or mission ptionat
b.  Inprogress, we are currently working on defining them Ansurr type: [Text)
©. We have avision and mission documented, but it is somewhat vague and/or not 4. ” " innumber of years?
S realisable and not updated in the last five years s " prolectsare v thia program arsa? Optional
d. Wehaveaclear, i ion of the organisation's mi dvision, A el
QJ updated to reflect current thinking 6. o thi
Ansuer type: [Numeri
- . - | 10. How would you describe your data collection and analysis systems for this program area? 7. Inhowmany states i the program currently|
O 2. Doesthe organisation have a strategic planin| | | o om0 ¥O! oY ysis sy progr e e e e
m wWer typ gle ch - 8. Approximately what percentage of your orgal e N s for touts dautputsto convertinto
program areain the last three years? Gvicames.
oo box: A strategic plan autlings a. Paper-based data collection and analysis Answer type: [Numric field Exampla: For some key tions for inputs to
i ‘:”"" rs rategic plan outlines an orgai b. Basic digital tools such as Excel and Google Forms 5. Howmany peopls were you able to train ovel o
achievingits mission over a specific perio) . Ansuer type: [Numerc field 3 o
chieving it et ekl c. Techbased MIS systems are in place for data collection and analysis wainingancl peid work, bigh auaiy of trainsrs, content of trainingis aliped towhat
that gu-drcs the organisation in achieving employers need for that job role, availability of jobs etc.
circumstances. . !
2
a. Yes, awritten plan exists 11. What describes your approach to data analysis for this program area best? K. Program management and delivery 3. Whenwasthe ToC for this program last updated?
b Y. wehveapln bt R i
- e a. Data analysis is not undertaken as a regular activity, it is done as and when needed Answer type: Singls choic b, 2-3years age
. b. Data analysis is done for doner reporting purposes € Morethan 3 years aga
3. Which of the following components does you G. Dataanalysis is done regularly and is a planned activity for the organisation e 4. Plaassupiond acony of your progimmatic ToC (Optonal
Angiee . 12. Whatkind of research tools do you use for M&E for this program area? 2. What daes your Theory of Change for this pr
N - Answer typs: Multipla e 5. Areyour training curriculums aligned 1o the QP-NOS?
a. Organisation's strategic prioritieq - © Ifo b GP-NOSstan o Qualicaton Pack-NationalOccugational tandaresceveopsdby
b. Action plans to achieve strategic a. Notools developed : L':'Z’.Qﬂl.'ﬁl?;&”:?&i’iﬁli‘f‘1 Answr typo: Single cha
c. Indicators to measure progress a b. Onlyquantitative Exampie: 4 skiling program for won] 4. Alltrinings are aligned tothe relevant QP-NOS
d. Quantified and specific targets fof c. Onlyqualitative empowerment and aj b. Mosttrainings are aligned o the relevant QP-NOS
e Fundraising and resource allocat - Only qualitatree: . against malaria atupcol] €. Sometrainings are aligned to the relevant QP-NOS
f.  Noneof the above d. Mixed (Qualitative and Quanttative) children's health outcomes” asits a. Nono ofthe trainings are aligned 1o QP-NOS
. ) 13. Which of the following data sources do you use 1o verify your outcomes? B e ety oo § Doyouctteriapany. ful
4. Which statamant hest dascribes youruesge These data saurces could be as part of intemal evaluation or extemal evaluation Erapia: o waieg prograrm. et
) Answer type: multiple them, training them, training of the . Yes,for
e: Single cl b. Yes, for most trainings
o i coducts or services dir © Yes, for some trainings
X a. Documents such as offer letters, joining letters, salary slips etc. ©: Tha products orservican dimatly ab ©
a. The strategic plan has been conv 3 Doeu e These are the cutputs af the activt o No
" . Sample surveys with trainees Exampio: For a skiling program, ths
referenced by staff at all levels t c. Directconfirmation or feedback from employers ertinding a job. 2 for the trainees?
individual goals Info box - tha question is trying 1o assoss i you tako accountabilty or appranticeshipsy jobs/
s pri i . 4. The real changas in peapl’s v - house or through oth
b. The strategic planis primarily utilf 14 \hich of the following survey methods have you used to measure outcomes for this program o | peopera ey P
the staff - e
) . areal Example;: For a skilling program, thi
c. The strategic plan is not referred These survey methods could be part of your internal evaluation or external evaluation and earminga decent salary. a. Always
. b, Sometimes
Answe multiple
. Y c Never
5. Please upload a copy of your strategic plan a. Dipstick (survey wt sizes are not ically robust)
b. Baseline-endline surveys with statistically robust samples 8 e to manags the atail levets
c. More isti jes such as quasi exp . ACTs etc E types Singile choloa for each ro
i F-We have suficiantlp. We have some [e. We are CRiot
15. How frequently do you review data to assess progress? Jstaff with the rignt  ftatt, but additional fcurrently ppplicable
Answe! |skillset upport is needed
Ficbizersand
utreach statt
a. Ad-hoc
firaners
b. g""“f“:r Gertification’
c. Quarterly
d. Monthly

A The survey included detailed questions
to assess readiness both as an
organisation and in the context of the
skilling program, all IOs were required to
respond to the survey

A 1t was accompanied by a scoring
architecture, which helped classify
organizations into low, medium, and high
readiness or organisation and progyam
indicating whether 10s need higghuch
or low-touch capacity strengthening
support



https://drive.google.com/file/d/1N9gQO6kHuwqr0lr6WZ6UewwiJ6e8Od59/view?usp=sharing
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Long list of capability gaps

program requirements

Prioritisation criteria

. Poor employer engagement

. Limited use of data by project
teams for decisioimaking

. Lack of gendesensitive delivery
approaches

. Poor documentation of dropouts
and unclear escalation

. Lack of systematic codtacking

. No standardized approach to team
performance reviews

. Inconsistent use of MIS tools

. Weak onboarding for new staff

(©) Deep dive 2 in practice: Prioritize this list to arrive at core modules

EcHOSWf §kt WHc GEcHRq! W ql JUNq6WURUNWGH ¢ UWRY WHz2t qVYd Rt

Core modules for each 10

? Critical outcomes:? Y IJt WRaqWI RI WHEqd! WE nn l1HEDqyEehdgagenientlic HRG Ra! WaVY L

deliver on key outcomes (e.g., retention, placement)?

? Capability requirements:ls this capability a core/explicit
requirement to meet delivery standards?

? Frequency:How often does this issue arise in dayday
operations?

2 Willingness to act:ls the 10 open to working on this? Do they
have leadership and team binyto adopt change?

? Feasibility to addressCan meaningful progress be made in
q6é Rt Wel Ve lWs Ry RU W6 WG YNNI ¢

2. Data use by teams
3. Cost tracking

A few critical gaps could be
covered in cross0 settings and
hence be deprioritised from40O
specific lists; other, loveriticality
gaps need not be a focus of PM
led capacity strengthening
initiatives

/3




(©) Deep dive 3 in practice: Design and deliver capacity strengthening initiatives

The outcome readiness framework also directly translates to a set of capacity strengthening modules

Outcome readiness competencies mapped to illustrative modules

Org capabilites lllustrative module Program maturity lllustrative module

Human
resources
management

o|geus

Risk
management

Stakeholder
management

Financial
management

A

Planning for internal transitions: Identifying critical roles, clearly
defining responsibilities, and building a second line of personnel to
manage internal transitions and operational shifts smoothly
Governance and organizational design for effective delivery: Building
strong governance structures, optimising team allocation and defining
roles for accountability and efficiency

Proactive risk identification and mitigation: Building systems to
identify potential risks early, track warning signs and create mitigation
strategies to address disruptions

Crisis response and contingency planning:Equipping 10s with tools
and protocols for handling unexpected challenges, from candidate
dropouts to employer disengagement, to minimize impact on outcomes

Engaging employers for scalable placements:Strengthening employer
networks through strategic and demand-driven approaches

Deploying effective stakeholder feedback loops: Incorporating robust
feedback loops across candidates, employers and field staff to
effectively capture stakeholder responses by negating potential biases

Cost optimisation and budgeting: Training IOs to conduct detailed cost
analyses, track variances between projected and actual expenses, and
implement strategies to optimize resource allocation

Sustainable financial planning for OBF models: Helping IOs align
financial strategies with OBF structures, including managing cash flows,
planning for delayed payouts, and building financial resilience

Program
management and
delivery

Monitoring,
evaluation, and
leaming

Budgeting

Outcomes
Culture

A

A

Strategic planning for skilling programs: Establishing a
strong foundation through strategic design, data-driven
insights, and market alignment

Structured approaches to performance management:
Designing performance frameworks to effectively leverage
data for identifying performance drivers & risks, and
designing risk mitigation strategies

Crafting a leaming agenda for strategic impact: Designing
strategic framework to identify and target learning areas
aligned with organisational and program priorities

Robust data systems for program monitoring: Deploying the
right data systems and tools to effectively track program
performance and learning indicators

Deploying fit -for-purpose evaluation and verification plans:
Designing evaluation plans that balance candidate and
employer-led approaches, define sampling strategies, and
use of tech, and course correction mechanisms

Cost optimization and outcome -linked incentives:
Identifying appropriate cost allocation, identifying leakages,
and assessing beneficiaryspecific costs

Driving a culture of outcomes orientation: Shifting
organisational thinking from inputs to outcomes realization
by embedding performance-driven incentives, continuous
learning, and adaptability

Note: These modules were identified as part of SIB as important for organizational capacity strengthening; however, t@stemddules has not been designed.
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(©) Deep dive 3 in practice: Design and deliver capacity strengthening initiatives

Capacity strengthening initiatives are best delivered using interactive formats

Module desigry includes theory, practice exercises, reflection prompts, etc.

Module Detailed description

Employer
engagement

Data use by
teams

Cost
tracking

A
A
A

Equipping the organisation to build, manage, and grow employer
relationships that lead to quality placements.

This includes techniques for employer mapping, using labor market data,
tailoring engagement strategies, and cecreating value propositions.

The module also emphasizes creating feedback loops with employers,
understanding their hiring preferences, and ensuring consistent
communication to reduce disengagement and increase repeat hiring.

Training staff to interpret program data and use it for decision-making at
every stage of the value chairDfrom mobilisation to retention.

This includes how to read dashboards, identify red flags, track progress
against targets, and conduct rootcause analyses for underperformance.
The module also focuses on fostering a culture of data ownership and
equipping frontline managers to use data for team coaching, escalation,
and course correction.

Building organizational capabilities to track budgets accurately, analyse
costtrends, and assess coseffectiveness across activities and outcomes.
The module includes training on setting up cost monitoring systems,
comparing actuals vs. budgeted expenses, calculating cost per
input/output/outcome, and identifying inefficiencies or leakage.

It also covers tools for financial reporting, flagging overspend or
underspend, and using cost data to support strategic and operational
decisions under OBF constraints.

Field team training
Modules can be delivered via various formats @ template

V Trainings:Conventional, lecturstyle sessions

V Workshops:Realtime application of concepts

V Clinics: Tailored support on specific challenges

V Learning circles:Exchange of ideas in a facilitated environment
V Self-paced:Offline recordings and resources
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https://docs.google.com/presentation/d/1xFJlChVxfwLi6y-z4kBpfWjJxzu42HqU/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/presentation/d/1xFJlChVxfwLi6y-z4kBpfWjJxzu42HqU/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

Monitoring
and diagnosing
performance

4. Cost

d r Ive rS monitoring

2. Cashflow
monitoring and

3. Delivery
and risk
monitoring

forecasting

1. Outcome
monitoring and

[Il. Monitor and o
verification

diagnose progress
(35%)




Pillar 3: Monitor and diagnose progress (35% effort)

Portfolio laye

Monitor portfolielevel KPIs to assess progress, and track

payments upon achievement of defined targets. Proactively drivers, and continuously adapt implementation strategies

identify andlfg risks related to outcome delivery and

Purpose paymentfulfillment

Organization laye

Track 10 performance and spending, analyse underlying

and budgets to enhance effectiveness based on diagnostic
insights.

1. Outcome Monitoring 2. Cashflow Monitoring
and Verification and Forecasting

Portfoliclevel outcomes tracker
Key outputs Sample verification of outcome claims

Cashflow and investor returns tracker

< < < <

Timely flagging of risks

= Dellve_ry gnd R 4. Cost Monitoring
Monitoring

IO KPI and performance deep dives
Risk mitigation plans
IO cost tracking and analysis

< < < <

Cost effectiveness plans

6IOGI nYl ¢ URIIIOG ¢ P
alysis and visualization was very
clecHUUMRqIOGET WOl ¢
comprehensible and usable, and
helped us understand risk patterns
~ Implementing organisation

el multiplé0hvéstprs #Dd

ders are involved, proper
shi@dv Ynanidgé@nent becomes
super critical from a compliance
standpoint

~ Risk investor/PM

e outcomdinked payment

ucture was important for driving
Ye qHYCGWt nAz qtOlhue ¢ O 0
5Ct 061G nYIl Gc¢ Ut KeEnyg éttermalffactbis HO
push in helping us think deeply and
get into root causes

ilored risk monitoring is very
g portant as no two interventions
réQRels&@e | tpy dlaspf@cted by
~ Risk investor

~ Implementing organisation
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4. Cost
monitoring

2. Cashflow
monitoring and

forecasting 3. Delivery
and risk
Block 1: monitoring
Outcome

monitoring and 1. Outcome
monitoring and

verification o
verification




(©) Outcome monitoring and verification: An overview

Track portfolielevel outcome
indicators and draw insights

Alsoconduct sample verification* of
outcome claims, and update key
stakeholders to help drive data
informed portfolielevel decisions

/

Helps easure portfolielevel goals
remain on track

Surfaces systemidsks and data
quality issues

Supports adaptive portfolio
management

/

Ensure compliance with data
reporting processes

Track and analyse progress on core
outcome metrics

Conduct sample data verification

Share insights with stakeholders for
decisionmaking

J

*Note: PM typically conducts verification on behalf of the investor to facilitate working capital disbursements. Outcome ouéoifidebursement of outcome funding is carried out by an

independent entity (evaluator in case of SIB)
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(©) Outcome monitoring and verification: A deep dive

01 02 03 04
Ensure compliance Track and analyse Conduct sample data Share insights with
with data reporting progress on core veri ficatign stakeholders for
processes outcome metrics decision-making
I.  Facilitate timely reporting i.  Track 10 progress against i.  Conduct sample verification i.  Sharestrategic updates with
from IOs, in line with agreed core outcome metrics of 10 -reported outcome data stakeholdersDprogress
formats and timelines to i. Analyse trends and compare through document and summaries, cohortwise
ensure rigour, compliance ' 10 performance telephonic checks analyses, etc.
and quality control in data . . . o .
reporting that will feed into iii. Conduct disaggregated - Trla}ngu!ate gvgluator and PM Ii. - Highlight portf(_)ho -level
the automated verification analysis by cohort, gender, verification findings performance risks
processes job sectors, etc. iii. Escalate recurring iii. Make data-driven
iv. Monitor potential discordance patterns and recommendations to inform
safeguarding issues (if any) program adaptation and

safeguarding issues ) oo
portfolio -level recalibration

e Going from good to great!

V Invest in IO capabilities to build ownership of data accuracy and relevance

V Focus on "why" not just "what" in analysisDlook for drivers, not just changes

Note: Step 1 takes place prior or during data submission, Step 2 onwards resume post data is collected
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@ Deep dive 2 in practice : Track and analyse progress on core outcome metrics

Trackers/dashboardsprovide stakeholders with a quick overview of outcome levels and risks

SIB portfolio-level outcomes and performancéracker

@ Program outcomes trackd© Performance tracker

Cohort 1 Cohort 2 Cohort 3 Cohort 4 Cohort 5
10 # Stage Female Male | Total [Female Male | Total [Female Male | Total [Female Male | Total |Female Male | Total
Certification 72% 0% 729%9 84% 73% 83% 79% 0%  79%
10 1 Placement 54% 0% 549 55% 50% 559 61% 0% 61%
Retention 45% 0% 45% 41% 36% 419 52% 0%  52%
Certification 86% 83% 85% 90% 91% 90% 96% 98% 9694 95% 94% 959 98% 96% 98%
10 2 placement 69% 68% 69% 77% 68% 759 84% 90% 85% 84% 82% 849 83% 70% 81%
Retention 51% 44% 50% 59% 54% 5894 66% 78% 68% 74% 65% 739% 55% 37% 52%
Certification 95%  95%D 98% 98% 98% 99% 99% 99% 97% 96% 9794 99% 99% 99%
10 3 Placement 73% 74% 73% 78% 81% 799 84% 85% 84% 85% 84% 849 T72% 69% 71%
Retention 50% 51% 50% 73% 76% 749 79% 80% 799 78% 77% 789 66% 64% 65%
Certification 93% 96% 95% 90% 96% 93% 75% 89% 839% 88% 91% 899 96% 99% 97%
10 4 placement 85% 95% 91% 77% 94% 869 64% 85% 7594 76% 84% 799 85% 95% 88%
Retention 76% 77% 7699 69% 66% 68% 55% 63% 59% 55% 62% 589 67% 73% 69%
Certification 90% 86% 89% 89% 81% 85%
10 5 Placement 56% 53% 559% 51% 37% 45%
Retention 14% 14% 1494 10% 11% 11%
Certification 86% 94% 88% 91% 93% 919 90% 91% 909 94% 93% 9499 98% 98% 98%
Total Placement 69% 87% 749 T70% 79% 73% 73% 78% 75% 83% 83% 83% 79% 77% 79%
Retention 53% 67% 57% 56% 57% 569 60% 60% 6094 72% 68% 719 61% 59% 60%

A This shows theortfolio-level summary

of outcomes data (% achieved against
targets) drawing reatime data from the
SIDH portal

It provides a quick view of overall
progress and where the biggest
performance risks are; the colooding
transforms a simple dashboard into a
decisionmaking tool by alerting
stakeholders of risks

Data is disaggregated by IOs, cohorts,

and gender, showcasing specific risks

bIIJION A WG Ys W WqlUaqRYUWe GYU
candidates); it can be further

disaggregated byandidate background,

job sector, etc. This is also showcased

on theSIB portal
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https://app.powerbi.com/view?r=eyJrIjoiYzQ0NjlkYWYtY2I2Yy00ODY1LTg3OTctMGYyNmIwNjdmOTJhIiwidCI6IjcyNGI4ZWQxLTgxODMtNGNiOS1iNWIwLTFlZDY3YWZlYWNmMSIsImMiOjEwfQ%3D%3D
https://docs.google.com/spreadsheets/d/1Cya3tTG9dCwQ9lJVVqbRggZcYBbYfKX0/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/142gEBtyKUG2SCxGtDEEJjI3Si__Md3al/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

@ Deep dive 3 In practice: Conduct sample data verification

Sampleverification helps trackdata discordances, ensuring data integrity for internal reviews and reporting

SIB verification tracker

@ Program outcomes tracker

Cohort 1

Cohort 2

Diff: 10 Reported vs

Diff: 10 Reported vs PM

PMU Document Ched

k Telephonic Verification

U Diff: 10 Reported vs

discordance addressa

Diff: 10 Reported vs

PMU Document Ched

Diff: 10 Reported vs PM
k Telephonic Verification

U Diff: 10 Reported vs

discordance addressal

Female Male

Female Male

Female Male

Female Male

Female Male

Female Male

Certification
Placement
-14%

Retention 0%

-13%
-31%
-16%

0%
0%
0%

-2% 0%

4%
5%

10%
17%

-4%
-1%
6%

7%
3%
-3%

-5%
1%

-7%
-20%

Certification

10 2{Placement

Retention -2% 13%

-6%
-21%
-1%

-1%
-11%
-1%

1% -14%

1%
-4%

6%
5%

4%
4%
2%

2%
5%
-11%

3%
6%

-1%
-16%

Certification

10 3|Placement

Retention -1% 9%

-17%
-19%
-1%

-7%
-25%
4%

0% -5%

-11%
-16%

2%
-21%

1%
0%
-1%

-4%
-3%
-6%

11%
15%

-5%
15%

Certification

10 4{Placement

Retention 4% 10%

-17%
-20%
-3%

-11%
-21%
5%

-7% -5%

3%
-9%

3%
17%

-4%
0%
7%

2%
2%
6%

-3%
2%

-1%
-11%

Certification

10 5{Placement

Retention

14%
34%

14%
36%

2%
2%
-4%

-4%
2%
3%

-12%
-38%

-12%
-33%

LA,

A In SIB, the PM primarily undertook sample
verification through document checks and
telephonic communication

A Discordances* are recorded where these
HEOWHETt W YUK qWG ¢ qHE Wad W § K
candidates rejecting being trained, employers
rejecting claims of # of candidates placed,
etc.

A The PM also facilitates discordance addressal
efforts(e.g., identifying higiisk employers,
strengthening placement verification
processes) and tracks improvements

A Discordances can also arise from benign
DaWwauU0qt Wi Rt DWEa ac¢
miscommunication with the verification
officer.

Owl | Yl &

EcOGUUWHEG IIHT t We | yithey spifhfeesysmriind¥td dLAity @skds and feéd hto better data processes anitlydapitaing



https://docs.google.com/spreadsheets/d/1Cya3tTG9dCwQ9lJVVqbRggZcYBbYfKX0/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

@ Deep dive 3 in practice: Share insights with stakeholders for decision-making

Stakeholder updates, performance summaries, verification findings, etc., enable informed portfelevel

decisions

SIB performance manageted updates to inform key stakeholders

a) Retention

Portfolio performance for Cohort 5 (2/4): Gender ratio at outcome stages continue to  SKILL
be above FA targets; retention outcomes for women have shown steady improvement "™<7220e

Cohart 5 vs Cahort 4 vs Cohart 3 vs Cohort 2 vs Cahert 1 autcomes achievements; gender split

c) Key trends or challenges

Key challenges and learnings: The PM conducted a detailed review of the drivers of SKILL
poor performance and discussed mitigants for Cohort & (MECT BoND

emaleyers ta provde full salary.
an probation period for first

c¢) Placement and certification

certification and placement stages at a portfolio level

Cohort & achievements, by milestone

Portfolio performance for Cohort é: Cohort & is projected to achieve targets at both

SKILL
HPACT BORD

e ' c wtification and Flacament data was submitted on 16 December 2024; Cycle 2
505 47
. : |
1.5
Ervolment Certffcation o

d) Verification

achieved verification sample

asx

Female 7% %
101 a1% B1%
Male 0% Bax

Female 8% %

102 71% 75%
Male 5% 6%

Female £ 7%

103 80% 95%
Male 5% %

Female 85% a9x

Mote on cohort 5 placement underperformance: Potential self-selection bias in

Verified after resolving
Verified after resolving . 2 Final verified
- PMU reported for T-1 discordance "':&t"ﬂ 2 [min{OPM+1%, PMU]]
Overall 79% 7%
e 7% 7%

7%
7%
7%
74%
72%
75%
89%
o7
P
93%
2%
a7

6%
5%
7%

6%
70%
%
%
8%
6%
2a%

SKILL
IMPACT BOND

A These are examples from a stakeholder
update deck, which includes data on
outcomes, keyrends, and verification data
with insights

A This data helps the consortium make
portfolio-level decisions

Ensure updates are dathiven and action

A% oriented, with concrete recommendations;

e.g.,:

- changing job roles/sector focus, if there is
no supply side pull from candidates

- instituting preplacement workshops with
employers, if there is a pattern of
employer disengagement

- discontinuing employers if desired wage
levels and/or working conditions are not

met




(©) Outcome monitoring and verification: A case study

Re-designing Certification Verification: Solving Delays, Errors, and Mistrust Through System Design

Context:f UWEf 7kt WOYSY! qWNALWgs YW ! WRY + 213 WG NPT WRUWHNI aasesBirkat@ridl Yeditidatdipléad, R ¢ q R Y
delaying verification; and (2) High discordance was observed between submitted documents and candidate survey resbueges to ev

What we did:

1

' Mapped the endto-end certification process:Tracked how results moved from assessment agencies to candidates and evaluators. Found that asse$sment
' results were shared informally over email, with service providers manually prepared and uploaded the certificate omlSOaHdbates, often, only '

' received the printed copy of the certificate after completingp8ths or retention.

Validated data against both documents and candidate response&nalysed discrepancies across all three touchpoyntsvaluator survey, Foploaded
documents, and actual assessment records. Identified clerical errors in IO data upload and timing gaps as core issues.

Designed a streamlined, systenled process:Designed a new data workflow where assessment results were directly uploaded by the assessment agenmes
onto the SIDH portal which was then autapped to each candidate, and converted into @@oerated, recognized digital cetafes, removing [<evel '

friction entirely
L

3 1
. Facilitated alignment and decisiormaking:Coordinated across NSDC to enable the required product update on the SIDH portal, worked with the evaluator to
. align the new certification flow with the outcome's framework, and securedtesgpproval to formally adopt the revised igaifon approach (document !
. led versus candidate response led) for all future cohorts. :

Impact: The revised certification flow led to a significant drop in verification discordance, with internal verification yitldigcardance in reported outcomes. From
Cohort 3 onward, candidate surveys were no longer required for certification validai#king a shift to fully systebasedverification.
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(©) Outcome monitoring and verification: A case study

Addressing Structural Weaknesses in Verification: From Decentralised Silos to Centralised Oversight

Context: UWRG GO WANWNUqRUNWY!I NE¢URYt ¢cqRYUKkt W21 RnRAC qRYUWI ¢ qc¢ Ws éntdlidddrdande  duicenies wijthld. LWs R a
40% of candidates from a particular cemgecting placement outcomes, jeopardising data integrity and accountability at scale.

What we did:

End-to-end issue diagnosis

Leadership workshop to design a new verification governance structure

A Reassigned verification from field teams to a central unit
employer engagement, and verification and identified

. . A Clearly delineated the roles of teams responsible for employer engagement, docurrient
structural overlaps and conflict points

A The PM mapped roles and workflows across placement,

' collection, and verification

A The PM then unpacked the root causes behind the verifica?io
breakdowns, which included decentralization of verification!

process and conflicts of interest among the team responsible

A Defined feasible centralised points for verification, while acknowledging operational
realities and resource constraints

Previous and updates Document and Verification flow

A This surfaced organisational blind spots and lack of formal !
oversight

< This snapshot compares the older and
updated verification flows

Impact: There was a 50% reduction in discordance cases owing to improved document collection and compliance, and stronger gagimenten




4. Cost
monitoring

2. Cashflow
monitoring anc _
forecasting 3. Dellyery
and risk
Block 2: monitoring
Cashflow
1. Outcome

monitoring and
forecasting

monitoring and
verification




(©) Cashflow monitoring and forecasting: An overview

A Keep arecord of all actual cashflows

A

as outcomes start realizingnd flag
payment risks

Update calculations of future
payments and expected erai-bond
returns, especially supporting invest
decisions

192]

or

Enables stakeholders to complete
their payments on time

Helps optimise investor return through

data-driven decisions

Monitor actual cashflows and flag
issues

Update projections of cashflows and
end-of-program returns

Advice investors on financial
decisions

Continuously communicate with I10s
on behalf of investors
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(©) Cashflow monitoring and forecasting: A deep dive

01 02 03
Monitor actual Update projections of e Continuously
Advice investors on : :
cashflows and flag cashflows and endof- : : . communicate with 10s
) financial decisions :
Issues program returns on behalf of investors
i.  Track all outcomdinked I.  Update the cashflow model I.  Support investors in taking i.  Throughout the program, update
inflows (OFs to RIs) and using realised outcomes and decisions for optimizing IOs regarding any changes in
outflows (RIs to 10s), including cashflow data financialreturnsy e.g., payment payment amounts or timelines,

proportionate split between
funders and investors

scaling/halting/reallocation, enabling proactive planning

ii. Update investors on evolving ) i
change in outcome price, etc.

projections of future payments
ii. Flag payments due/delayed, and endof-program returns
bottlenecks (e.qg., verification
slippage, disbursement lags), or
risks (e.g., low fund utilization

among 10s)
louTPUTs: |
i Eqct BEYaTl I+ k Wn R U et jEcioRstoR N ¢ q R YIUII Inldestor decisioimaking for return | Timely information sharing with 104
i met i 1 cashflows/payments and returns | | optimization P

e’ Going from good to great!

V Act as a trusted bridge between investors andd@stinuously communicating updates with both partiekelp with decisiomaking and proactive planning, thus
minimising disruption

V Align payment timelines with other processes, such as verification and milestone delivery schedules, helps ensure disthapeereon time
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@ Deep dive 1 in practice: Monitor actual cashflows and flag issues

The Performane manager maintains and provides the investors with atdiled record of all actual outcome

linked payments

SIB dashboard for payments from RI financial management SIB dashboard for payments from funders @ RI financial management
investors to 10s template to investors template
RSP Payment Aocation for Skiling Outcomes Outcommwe Paymwwnts 10 53 1 Pt vs Balaru v Outcomme Payments to K 2- Pais vs Batance
ARt RN
e LETTEES L e L "

M eweanty

P o Japvety  Sgurtie f papnety  Avow! o parveen  Amost o serents
""':':""" Vet s et {8 uatnd s everer 118 et o oot gty shesmes ety T U I Poreet vieches T b sy

= - antr (O e - =i

Aty amtes

Tt @roe ssmmme  Jwtrwme pap— - OF Pagremee OF Payrea e - T
sapnasce - e ncant by WY recwiend vy B 3 eaaz talendeg v @Y - ey

Cobiort 1
Cohort 2
Cohort 3
Cobort4
Cahort 5
Cohert§
Cahert 7
Cahert§
Total

A Tracks all payments from investors @s A Tracks all payments from funders to investors

A This is backed by a detailed record of payment amounts (including
investor split), dates, descriptions (i.e., programmatic milestones),
contribution type (i.e., FCRA/ r6iCRA)

~m Align with investors on headline metrics, dashboard structure, cuts and visuals beforg starkion the detailed input sheets
& ¢ Link every line item to supporting documents (e.g., bank references), so the model doubles as your audit trail

s’y Automate wherever possible; e.g., by using-lgokand ageing formulas to automatically flag overdue or over/pagerents /



https://docs.google.com/spreadsheets/d/1MAgJDacskvVNCXUORAnTtxfROXZcHdi-/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1MAgJDacskvVNCXUORAnTtxfROXZcHdi-/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1MAgJDacskvVNCXUORAnTtxfROXZcHdi-/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1MAgJDacskvVNCXUORAnTtxfROXZcHdi-/edit?usp=drive_link&ouid=107162093983366299902&rtpof=true&sd=true

@ Deep dive 1 in practice: Monitor actual cashflows and flag issues

Early flagging of payment riskdy the performance manager helps investors and funders to be prepared for

potential implications

The performance manager flags paymemnelated issues/risks to funders, investors, 10s as relevant

Category

Payment delays

Verification issues

Forecast mismatches

Fund utilisation issues

Disbursement
bottlenecks

Investor/funder -
specific

M JE@ X«©

Flag Type / Risk

3 XNX AXT -«

«- 0

& Payment not received in full
/. Delay in outcome verification

A Discrepancy in verification vs. reported data

& Forecasted vs. actual performance gap

M Unexpected cost increase per outcome

A Low fund utilisation among 10s

/4 High burn rate without corresponding outcomes

& Administrative bottlenecks in payment release

A. Cross-investor/funder imbalance in fund disbursal

& Risk of fund exhaustion before program close

Description / Trigger

° DishuXsenie8t hot grocessed by agreed.timdline. 8 &
Partial disbursement without clarification
Evaluator delay, data issues, or pending clarification

Data mismatch discovered during validation

Underperforming vs. expected outcome numbers

Higher costs than budgeted due to inflation, dropout, or
delivery inefficiencies

IOs have received funds but spent significantly less

IOs spending heavily but not delivering outcomes

Approval delays, contract issues, escrow conditions not
met

One investor/funder disbursing slower/faster than
others in a pooled fund model

Burn rate higher than planned, reserve not sufficient

Implications

10 liquidity crunch, disrupted program delivery
Misalignment with planned cashflows, confusion for 10s
Postpones payment schedule, affects trust and pacing

Potential impact on disbursement amount or timeline

Return projections shift, may trigger investor
recalibration

Strains investor return estimates, potential risk to
financial sustainability

Triggers scrutiny on delivery pace or absorption
capacity; Create compliance and regulatory risk

Signals inefficiency or delivery risk
Disbursement stalls

Misalignment in cashflows, fairness or return exposure
concerns

Triggers portfolio reallocation or cost containment
strategies




@ Deep dive 2 in practice: Update projections of cashflows and end-of-program

returns

Updates to cashflow projectionsprovides investors complete visibility into future payments

SIB cashflow projection model showcasing both inflows and outflows for investors template

RI financial management

,,*.\\ Align with investors on key assumptions such as performance levels, portfolio scale, verification discordance, exchlaaggemnte
,'*\ Capture all revisions in a chanlgg, so that each and every shift in projections is fully auditable

<

]

<\ Link projections to the live cashflow tracker; variance columns can be automated to flag when realized cashflows dipegeticom
N

<

/
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