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Developing Leaders of Color in Low-Income Communities: Promising
Approaches and Emerging Outcome Trends
Prepared by the Leadership Learning Community and SPR
The Community Leadership Project (CLP) is a collaborative effort to strengthen the leadership
and organizational capacities of small organizations serving low-income people and communities
of color in the San Francisco Bay Area, Central Coast, and San Joaquin Valley. With funding
from the David and Lucile Packard Foundation, the James Irvine Foundation, and the William
and Flora Hewlett Foundation, 27 well-established intermediary organizations—community
foundations, grantmaking public charities, and funder affinity groups—engage in three distinct
but related strategies to enhance the capacity of community-based organizations to improve the
lives of those who live in the communities they serve. 1 The primary strategy is “regranting” to
provide core financial support and tailored organizational development assistance and coaching
to small to mid-size organizations. Technical assistance is the second strategy with focused
supports around issues such as finances, and technology. The third strategy is leadership
development, whereby ten intermediaries provide executive directors and other organizational
leaders with access to various leadership supports and opportunities.
Together these three strategies are intended to build community organizations’ adaptive capacity,
leadership capacity, operational/management capacity, programmatic capacity, and
community/collaborative capacity. 2 The hypothesis is that by strengthening these capacities,
organizations will be stronger and more capable of accessing funding from foundations. In
addition to developing stronger organizations, the CLP initiative is seeking to develop the
pipeline through which talented people of color emerge from their communities as leaders.
The evaluation is interested in understanding not only the impact of CLP on leaders,
organizations, intermediaries, and foundation partners, but also the key lessons on: (1) reaching
and providing capacity-building supports to organizations and leaders serving low-income
communities and communities of color; (2) characteristics of effective, culturally relevant, and
community-responsive capacity building; and (3) which kinds of capacity-building supports are

1

As of Fall 2011, more than 100 community-based organizations have received multi-year core support and
tailored organizational development assistance and coaching within the regranting strategy. The average regrant
amount received by community organizations is $33,894 over two or three years. In addition, approximately 330
participants have received targeted trainings and technical assistance in key organizational development areas,
and more than 280 leaders have participated in leadership development programs with deep experience working
with leaders of color.

2

These capacities were adapted from the TCC Group’s Core Capacity Building Model.

1

most effective for small and mid-sized organizations serving low-income communities and
communities of color.
***
Two overarching CLP evaluation questions have been explored through the leadership
evaluation.
•

What are key characteristics of cultural relevance and responsiveness in
leadership development programs? How have these made a difference for
leaders, their organizations, and their communities?

•

What difference has leadership development made for leaders of different sized
CBOs? Are CBOs stronger and more sustainable? Are CBOs better able to meet
the needs of low-income communities of color?

Leadership Challenges
In the 2011 CLP Learning Lab, leaders identified a number of leadership challenges for
grassroots organizations. Many of these challenges are deeply embedded in the structures and
practices of the nonprofit sector.
•

Social sector fragmentation and resource pressures. Fragmentation of the
social sector, lack of coordination and collaboration among grassroots
organizations, and inadequate resources -- all create enormous stresses for people
and organizations that work in, serve, and advocate for low-income communities
and communities of color. In addition, the economic crisis is putting pressure on
organizations to find new ways of working together, connecting and leveraging
resources more efficiently, and in many cases consolidating programs -- all of
which present challenges.

•

Human resources. Recruiting, developing, and adequately compensating staff to
reflect the demographics of the community is also a challenge for organizations.
Having limited resources for staff and ever-growing needs increases the stress and
demands on available staff; burnout and exhaustion are not uncommon.

•

Structural racism and visibility. Structural racism surfaced as a significant
issue. Leaders of grassroots organizations do not have relationships or
connections with mainstream funders, and are perplexed about how to get their
foot in the door. They ask, “How can we grow to be a larger organization with
greater capacity to serve when funding depends so heavily on having established
connections?” The problem becomes systemic when organizations that are well
connected with funders get visibility and attract new funders. It becomes difficult
to break through what becomes an exclusive network when foundations do not
want to be the first to give a large grant to an organization that is not high profile
or supported by other funders. It becomes a vicious cycle because the
organizations with more funding and visibility get more recognition and
foundations want to be affiliated with supporting them. For leaders of grassroots
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organizations in the Central Valley who are more remote, it can be even more
difficult to gain visibility.
•

Social capital and shared language. Grassroots leaders often do not have the
personal networks to help open doors to funders. Since foundation staff are often
not representative of the communities that grassroots organizations serve, the
barriers to entry are even greater than they would be for other small organizations.
The insider language used by the philanthropic nonprofit culture creates barriers
in communication. Differences in leadership style are misperceived as lack of
leadership, often rendering grassroots leadership invisible.

•

Culturally competent and accessible funders and capacity-builders. Funders
and intermediaries who are external to the community are often challenged to
identify and build relationships with leaders in communities, to develop deeper
awareness of community needs, and to understand the valuable work that small
organizations do. Small organizations are challenged to meet the application
obligations and reporting requirements that a large well staffed organization can
much more easily accommodate. Access to culturally competent capacitybuilding and technical assistance providers was mentioned frequently as a
challenge, particularly in the Central Valley and Central Coast. When external
providers do not understand the context and challenges of working with target
populations, in nonprofits, and/or in the targeted regions, their support is less
effective.

The significance of these leadership challenges makes investing in a leadership strategy critically
important. A leadership investment enables leaders to take time out, reflect on their leadership,
clarify their personal mission, and learn new patterns of behavior. It creates strong peer
networks for mutual support that benefit organizations and communities, and it provides a
systemic and structural analysis of why inequities persist, and opportunities to connect people
and organizations to grow their collective influence to affect decisions about the quality of life in
low-income communities and communities of color in the San Joaquin Valley, the Central Coast
and the Bay Area.

About the Evaluation
The purpose of this report is to share early evaluation findings about the CLP leadership strategy
to invest in multiple intermediaries to provide leadership programs and supports to leaders in
low-income communities and communities of color. The report describes: 1) who is being
served by leadership intermediaries, 2) the variety of approaches intermediaries are using, 3)
their outreach and recruitment strategies, 4) the types of supports they are providing, and 5) the
outcome trends we are seeing. We end with a discussion of implications and further questions
that this research raises.
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Sources of Data
• Leadership Outcome Survey: The Windcall Residency, Rockwood Leadership Institute
(Rockwood), CFMCO-LEAD Institute, and Women’s Health Leadership (WHL) program have had
their participants respond to a CLP designed survey about the changes that have occurred in
their capacities four to six months after the completion of the program. LeaderSpring did its own
comprehensive survey of 15 Fellows with a 100% response rate. A total of 71 leaders were
eligible (and available) to be surveyed. Fifty-one leaders were surveyed (a 72% response rate).
• Intermediary Interviews. Leadership intermediaries were interviewed in September and
October 2011 about their program outcome highlights, their program design, and what they are
learning about working effectively in low-income communities of color.
• Leadership Profiles. In-depth interviews were conducted with leadership participants from
LeaderSpring, Rockwood, Healthy House/LDIR, CFMCO-LEAD Institute and WHL.
• Grantee External Evaluation. LeaderSpring completed an extensive evaluation of its East Bay
cohort in 2011 that informs this report.
• Data Collection Limitations. No participant data was collected from CVHPI and COFEM. We
collected data from one participant each for LDIR/Healthy House and SEARAC, and prepared
leadership profiles. Our outcome trend findings should be considered tentative at this point until
we gather more data from participants over the next year.

Overview of Leadership Intermediaries
The CLP leadership strategy has invested $1.77 million in ten intermediaries to provide
leadership development supports to leaders working in small- to medium-sized nonprofits
serving low-income communities and communities of color in the three target regions, the San
Joaquin Valley, the Central Coast, and the Bay Area. The supports offered under this strategy
vary considerably. Some intermediaries offer formal leadership training programs; others
provide retreats, customized coaching, or workshops.
Exhibit 1 below provides an overview of the leadership intermediaries, populations they target,
and the regions they serve.
Exhibit 1.
Overview of Leadership Development Intermediaries’ Programs
Leadership Program
Community Foundation of Monterey
County – LEAD Institute (CFMCOLEAD)
Consejo de Federaciones Mexicanas
en Norteamerica (COFEM)
Central Valley Health Policy Institute
– Health Policy Leadership Program
(CVHPI)

Leaders Targeted

Region(s) Served

• Emerging leaders of color with high • Central Coast
potential to become EDs in 5 years
•
•
•
•

Mexican hometown associations
Volunteer leadership teams
Grassroots leaders
Leaders from organizations doing
health advocacy
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• San Joaquin Valley
• San Joaquin Valley

Leadership Program
Healthy House/
Leadership Development for InterEthnic Relations (HH/LDIR)

LeaderSpring

Rockwood Leadership Institute
(Rockwood)

Southeast Asia Resource Action
Center (SEARAC)

Windcall Residency (Windcall)

Women’s Health Leadership, Center
for Collaborative Planning (WHL)

Women’s Leadership Circles (WLC)

Leaders Targeted

Region(s) Served

•
• Nonprofit and emerging leaders
from underrepresented
communities
• Diversity by race/ethnicity, gender,
sexual orientation, and age
• Executive directors of community•
based organizations
• 65% leaders of color
• Social change leaders of color
•
• Full-time staff of direct services and •
advocacy organizations with
•
budgets under $250,000
•
• Leaders serving Southeast Asian
communities, and fostering youth
leadership
• Cambodian, Laotian, and
Vietnamese leaders
• Organizers and activists in the
•
social, economic and
•
environmental movements
• Emphasis on women and leaders
of color
•
• Grassroots leaders working on the
frontlines of improving health in
low-income communities
• Women of color
• Nonprofit women leaders serving
low-income communities of color

San Joaquin Valley

Bay Area

Bay Area
Central Coast
San Joaquin Valley
San Joaquin Valley

Central Coast
San Joaquin Valley

San Joaquin Valley

• Bay Area
• San Joaquin Valley

Leaders Targeted Across Programs
•

Overall, 235 leaders have been reached since January of 2011, with 500
anticipated over the course of three years.

•

Two programs prioritize serving immigrant communities in the San Joaquin
Valley. COFEM serves immigrants from Mexico who are volunteer leaders of
Mexican Hometown Associations; and SEARAC serves immigrant and refugee
organizations serving Cambodian, Laotian, and Vietnamese communities.

•

Women of color make up most of the participants in these programs; two
programs WHL and WLC explicitly target women.

•

Five programs target grassroots and social change leaders.

−
−

CVHPI serves grassroots leaders doing health advocacy.
Rockwood serves social change leaders of color, often those who are
organizers.
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−
−

•

Windcall provides residential retreats for social justice and social
movement leaders, and seeks to reach organizers of color, especially
women who work in under-resourced communities.
HH/LDIR identifies isolated nonprofit and emerging leaders from
underrepresented communities, and connects them across
race/ethnicity, sexual orientation, age and gender to foster positive
intergroup relations for social change.

Two programs focus on emerging leaders. SEARAC coaches young emerging
leaders, and CFMCO-LEAD focuses on emerging leaders of color.

Regional Trends Across Programs
Below is a breakdown of the number of participants served by each intermediary across the three
regions as of January 2011.
Exhibit 2.
Program Participation by Region and by Intermediaries

•

Five intermediaries exclusively focus on the San Joaquin Valley (CVHPI,
COFEM, SEARAC, HH/LDIR, and WHL; with two others Rockwood and
Windcall serving the San Joaquin Valley.

•

Four intermediaries serve Central Coast leaders. CFMCO-LEAD exclusively
serves the Central Coast. Only 6% of participants (4 total) are being served by
other intermediaries; two of those have attended the Rockwood Institute, and one
each has participated in Windcall and WLC.
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•

Three intermediaries serve Bay Area leaders. LeaderSpring has an exclusive
presence in the Bay Area, serving both the East Bay and San Francisco.
Rockwood draws half its participants from the Bay Area. WLC offered its first
personal financial planning sessions in the Bay Area.

•

Three intermediaries offer their programs to leaders from multiple regions
(Rockwood, Windcall and WLC). Rockwood and Windcall have been most
successful recruiting participants from outside the Bay Area, particularly in the
San Joaquin Valley.

•

The two programs that partner with regional intermediaries to serve the San
Joaquin Valley have recruited the most participants in that region.

−
−

LDIR partnered with Healthy House located in Fresno and reached 30
leaders.
COFEM partnered with the Mexican Consulate in Fresno and reached
13 leaders.

•

received grants beginning in 2010 and have the largest numbers of participants.
All others received grants in 2011.

•

As of January 2011, program participation by region was fairly evenly distributed.
The chart below reflects this trend.
Exhibit 3.
Leaders Served by CLP Intermediaries as of January 2011

In summary, the San Joaquin Valley has the greatest variety of leadership program approaches to
choose from, while the Central Coast and Bay Area have fewer. Historically the San Joaquin
Valley and the Central Coast have been underserved by leadership programs, so CLP has made it
possible for leadership programs to expand the availability of leadership supports significantly in
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these two regions. The leadership programs are reaching leaders of color in large numbers,
many of whom work in grassroots organizations. Recent immigrants, young leaders of color,
and leaders from the most underserved communities remain difficult to reach for many of these
intermediaries with the design and current supports they provide, although progress is being
made. The data that intermediaries currently collect and provide about their cohorts does not
consistently include data about the size of the organizations, the longevity in a leadership role, or
the racial/ethnic identity or age of participants. Consistently collecting this data would give a
more accurate picture of who is being served across these three regions. 3
In what follows we discuss lessons learned about effective outreach and recruitment strategies,
with attention to reaching grassroots leaders, and leaders of color in low-income communities
and communities of color.

Outreach and Recruitment
A number of lessons are being learned by intermediaries about how to expand their outreach and
recruitment into a new region, reach people who are more difficult to reach (e.g. isolated,
overstretched, do not speak English), and make it easier for these individuals to apply when they
are ready.
•

Having local partners or an alumni base makes recruiting easier.

−

−
•

3

Intermediaries that partner with local organizations (COFEM,
LDIR/Healthy House) have had an easier time recruiting than those
that lack a local presence (SEARAC, WLC). Another successful
strategy for outside intermediaries is to tap into local networks to get
the word out about their program. For instance, WHL has been able
to tap its network of health social service groups.
Rockwood, WHL, and Windcall all now have alumni in the San
Joaquin Valley that can help with future outreach and recruitment
efforts.

Developing culturally and linguistically appropriate outreach materials and
training practices make programs accessible to non-native English speakers
and immigrants.

Learning Partners may want to work with leadership intermediaries to collect this data during their annual
monitoring process. Data about size, longevity, age, and racial identity will also be collected on future surveys
of participants.
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−
−
−

Windcall translated materials and held conference calls in Spanish to
explain the program. They recruited a Spanish-speaking cohort and
conducted trainings in Spanish.
COFEM recruited Mexican immigrants and conducts all trainings in
Spanish.
CVHPI recruited Spanish-speaking leaders with lower English
proficiency through word-of-mouth from peers who had participated
in the program. John Capitman, CVPHI’s director, describes the
value of having that diversity in the cohort:
I heard from the African-Americans and Whites in the
group that they are really enjoying that things are in
English and Spanish. Just being aware of the language
difference and the difference in language comfort is
something that is noticeably different with this cohort. The
diversity creates a much richer conversation. Instead of
having an abstract conversation about immigration laws,
you have people saying “my mom or my brother doesn’t
have immigration papers.” When that happens, it is very
personal and a wonderful learning experience.

•

Hard-to-reach leaders are more likely to trust the benefits of a program if
they hear about it from someone they know. Some leaders are isolated, and
lack strong connections in the nonprofit sector (e.g., leaders in low-income
communities of color such as Hunter’s Point in SF, or LGBT leaders). Receiving
encouragement from a friend or colleague can often be the “tipping point.” One
participant describes her decision-making process to apply to HH/LDIR:
[Two colleagues who had participated in LDIR] were so
enthusiastic about it. We had some very deep conversations that
specifically addressed some of the obstacles that I had run into as
a woman of color—starting an organization, sustaining the
organization, my lack of role models, and some of the cultural
things that play into building trust and knowing who to go to…At
that point, I felt like they gave me an avenue to talk about things
that I had been holding in for the last seven years…When they
talked about LDIR they talked about it as a place that allowed me
to say those things and…be around like-minded people that also
wanted to make changes in the community along a positive route.

•

Flexibility and responsiveness by program staff increase the likelihood that
leaders will apply to a program. The offer of rolling applications allows leaders
to apply when they are ready. One program instituted a rolling application
deadline and saw their number of applications go up. Making program staff
available to answer questions and offer support when the leader is ready increases
the likelihood they will apply.
9

Intermediaries that are flexible, leverage their alumni, and spend adequate time cultivating
relationships are more likely to be successful with recruitment efforts. Those intermediaries that
recruited Spanish speakers and adapted the program to meet the language needs of participants
had success recruiting in the San Joaquin Valley and reaching a population that is underserved
(e.g., recent immigrants).
Several programs found that even after significant outreach in low-income communities and
communities of color, there were numerous barriers to participation, including
leaders/organizations being under-staffed, too new, or too small to participate. Others found that
the current economic climate made it difficult for leaders to commit time to a leadership
program, or pay the fees. These challenges raise questions about what other supports may be
needed for leaders of color to participate, such as paying for childcare or transportation. Some
national leadership programs pay for time lost from work for participants who are not able to
attend as part of their job.
In summary, a number of factors enable successful recruitment:
• An organizational presence in the region either directly or in partnership with a
local organization
•

A network of alumni in the region

•

A willingness to invest the time and resources to build relationships with potential
participants and partners in the region

•

Flexibility and support in the application process

•

Language accessibility

•

Compensating leaders for childcare, transportation, and time lost from work.

Intermediaries’ Program Strategies
The ten leadership intermediaries use a variety of strategies to support leaders of color to become
more effective leaders, and to enhance the capacity of their organizations to become stronger,
more sustainable, and better able to serve their communities and advocate for change. The chart
below provides an overview of key program components.
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Exhibit 4.
Leadership Program Overview
Leadership
Program
CFMCO-LEAD

COFEM

CVHPI
HH/LDIR

LeaderSpring

Rockwood

SEARAC

Windcall

WHL

WLC

Key Program Components
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Monthly seminars
Peer round tables
Coaching (10 sessions over five months)
Action learning projects
Monthly 4-hour weekend training sessions
Technical assistance and coaching
Feria de Clubes
Monthly sessions with check-ins between
Action learning projects
Two weekend trainings
Workshops
Alumni celebration
Monthly Leader Circles
10 hours of Coaching
Weeklong study trips
Alumni network
Dialogue Series
360 degree assessment
2 weeklong retreats: The Art of Leadership and Leadership in
Action: Advanced Art of Leadership
Peer coaching circles
Twice-a-year site visits
Phone and email contact (varies from monthly to quarterly)
Community dialogues
Residency retreat
Peer cohort
Coaching
Alumni association
Retreats
Leadership assessment and plan
Learning groups
Mentoring
Virtual meetings
Alumni network
Weekend retreats with check-ins after
Financial assessment
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Length of
Program
• 1 year

• 11 months
• 9 months
• 2 months +
• 2 years

• 1 year

• N/A
• 3-4 weeks

• 3 years

• Variable

The following chart further details some program design elements that the ten leadership
intermediaries use to develop leadership. The chart focuses on the types of supports that are
being provided to leaders at the individual, organizational, community/field levels.
Exhibit 5.

WHL

WLC

Windcall

SEARAC

Rockwood

LeaderSpring

HH/LDIR

CVHPI

COFEM

CFMCO

Program Design Elements

Individual Leadership Supports
Self-assessment/goal
setting

X

X

X

Monthly convenings

X

X

X

Workshops and trainings

X

X

X

X

X

X

Cohort formation/peer
networks

X

X

X

X

X

X

X

X

X

X

X
X

Coaching/Mentoring

X

X

X
X

X

X

X

Follow-ups and check-ins
X

X

X

X

X

X

Retreats/Residencies

Learning Groups/Teams

X

X

X

X

X

X

X
X

Virtual Convenings

X

X

Organizational Leadership Supports
X

Organizational assessment

X

X

X
X

Site visits/study trips

X

X

Technical assistance
Organizational
development

X

X

Team building/conflict
resolution

X

X

X
X

X

X

X

X

X

X

X

X

Community/Field Leadership Supports
Action learning projects

X

X

Community
outreach/organizing

X

Inter-organizational
collaboration

X

Advocacy

X

X

X

X

Field-building
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X
X

X

X

X

Following are some promising strategies being used by multiple organizations to develop
leadership capacity for individual leaders, their organizations, and their communities; and some
of the challenges and adaptations that have been made to be culturally relevant and accessible.
•

Assessment and goal setting are effective ways to bring attention and focus to
what changes are needed. Intermediaries use a variety of assessment tools,
including 360s, personal financial assessments, and organizational assessments to
identify and raise awareness of leadership issues. On a personal level,
assessments give leaders an opportunity to learn about their strengths, triggers,
and how their leadership practices affect themselves and others, thus enabling
them to set personal goals. On an organizational level, assessments provide an
opportunity for staff and board members to assess the viability of their programs,
and consider what structures to put in place to respond to the current economic
environment. Several programs have had difficulties finding appropriate
organizational assessments because the organizations they are working with are
small and volunteer-drive in the case of COFEM, or because a “one-size fits all
model” does work for a broad spectrum of organizations that vary in terms of
size, staffing, development, work, geography, and leadership experience.

•

The use of methods like circles and reflective questions encourage honesty
and openness that build trust among a diverse group of leaders. Having
relationships with peers that are authentic and honest across differences builds
trust and social capital, and makes it more likely that leaders will share ideas and
connect their resources to benefit the community. One leader talked about how
valuable it was to connect with others in her group at an intimate level:
When I heard people speak from their heart, with true emotion, my
assessment of them changed, it made me want to connect with
them, to build a bridge. We cracked the door a little bit and the
rest was up to us to open it.
Several programs use reflective check-ins so leaders can put their own
experiences upfront and talk openly about themes of oppression. Rockwood uses
a process of asking questions to encourage participants to develop and apply their
own cultural analyses.

•

What’s worked really well is instead of us prescribing a cultural
analysis about leadership, we’re asking questions of each person
to answer themselves so that they can apply their own cultural
analysis to their own approach. We’re not dictating what purpose
or vision they need to have rather we’re supporting them to
develop it themselves in their own cultural context.
Coaching and mentoring provide important supports for emerging and
established leaders. Learning how to become a more empowered and effective
leader involves taking risks and learning from mistakes. Coaching and mentoring
offer personal support for making changes or stepping up one’s leadership.
Coaching also allows staff to work with leaders in the context of their real-world
work challenges, and help accelerate the pace of change. Reflecting on the value
of coaching, one leader comments:
13

We have conversations about my leadership in the organization,
and about our organization’s role in convening leadership
conversations in the community we serve. It’s been very helpful to
work on the individual level and the organizational level. It’s also
good to have an outsider come in that can talk about an issue and
help you think about things differently.
The coaching component of leadership programs has had mixed results.
Intermediaries that successfully offered coaching did so by integrating it into the
program with clear expectations and guidelines, and providing support to leaders
to find the right coach.
A formal coaching program is not always the right choice. Sometimes programs
successfully used informal staff check-ins with participants between sessions to
provide support and encouragement, and to answer any questions that came up
between sessions. SEARAC found that a coaching strategy was more appropriate
for working with leaders of small immigrant-led organizations who benefit from
culturally relevant one-on-one support that meets them where they are.
•

Experiential learning in a cohort environment stimulates the learning of new
leadership behaviors. Experiential learning can take the form of simulations,
action learning projects, or other activities that give leaders an experience of
trying something new and processing what they learn with others. Experiential
learning in a peer group involves sharing one’s own experiences with others and
getting peer suggestions about things to try, and then sharing what happened.
Experiential learning is often a more comprehensive and relevant learning
approach than skills based training alone. Connie Chan Robison, WHL’s
program director comments about the importance of cohort learning in rural areas
with cultural diversity.
You’ve got an organization that primarily focuses on supporting
the Hispanic community and right alongside are populations of the
Hmong community. Sometimes there is a willingness but also
some fear mixed in about ho do I now transition what I’ve been
doing for this particular audience to be really inclusive of other
cultures and population groups.
Being able to engage with others about these types of struggles, even if there are
not any easy answers, makes people more attuned to their communities’ cultural
dynamics and more capable of serving the broader community.

•

Addressing structural barriers may increase personal and organizational
sustainability. WLC is having conversations with funders and insurers in the San
Joaquin Valley to find structural solutions so that nonprofit leaders can save
money for retirement, and become personally more financially sustainable. This
is especially important for women of color who lead small grassroots
organizations who are often vulnerable financially. LeaderSpring convenes their
alumni to discuss the health of the nonprofit sector, and forming working groups
to address some of the structural problems, like fragmentation and financial
instability.
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Overall, the strategies above support leaders to transform their leadership mindset, behaviors,
interactions with others, and their ability to collaborate and network to address structural barriers
to sustainability. Leadership intermediaries that create space for honest conversations, use
provocative questions, and emphasize learning from experiences in a group setting are more
likely to address issues of power and culture in meaningful ways for the entire group. Coaching
supports leaders where they are, as can informal check-ins, making leadership programs more
accessible to people from diverse backgrounds and experiences. Rockwood’s program director
credits their training team’s “skilling up around political analysis and understanding racism and
different systemic oppressions” as having added significantly to their success working with
communities of color. Intermediaries have different strengths. Recognizing and leveraging
those strengths can benefit leaders where they are in their development. One positive example is
CFMCO referring social justice leaders to Rockwood, another example is WLC partnering with
Healthy House and WHL to offer personal financial planning.

Outcome Areas and Program Focus
The CLP Logic Model defines five major outcome areas for participants in leadership programs:
1) leadership capacity, 2) sustainability, 3) cultural competency, 4) collaboration/network
capacity, and 5) advocacy and systems change capacity. The last two are not explicit goals of
CLP, however they are a priority for many of the leadership intermediaries in this initiative and
are generally recognized by philanthropy as critical for social impact 4 and nonprofit
sustainability in the longer term.

4

Heather McLeod Grant, Transformer: How to Build a Network to Change A System: A Case Study of the REAMP Energy Network (Fall 2010); and John Kania and Mark Kramer, Collective Impact, Stanford Social
Innovation Review (Winter 2010).
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The sub-indicators we are tracking for each outcome area are described in Exhibit 6 below.
Exhibit 6.
Leadership Development Capacities and Sub-Indicators
Capacity
Leadership

Description
The ability of leaders to
strengthen their capacity to build
a leadership team, and put
structures and processes in
place to make their
organizations sustainable.

Specific Sub-Indicators
• Open communication and information-sharing
• Form and motivate teams
• Appropriate risk-taking
• Staff and community leadership development
• Intentional about addressing power
relationships within the organization

Sustainability The capacity of leaders to renew, • Support staff to find a sustainable work-life
reflect, and create work-life
balance
balance to sustain their
leadership roles in organizations • At peace with what can be done
and networks.
• Embrace challenges and learn from mistakes
• Renew and sustain personal energy
• Personal reflection
• Sound personal financing
Cultural
Competency

The capacity of leaders to
interact in culturally relevant and
responsive ways; engage
diverse voices in problemsolving; and address power
imbalances and inequities.

• Deep listening
• Seek feedback on leadership interactions
• Awareness of how culture influences leadership
• Leadership reflects constituencies served
• Conscious of how inequities marginalize
communities of color
• Seek ways to undo systems of oppression
• Engage diverse cultures in problem-solving

Collaboration
Capacity

The capacity of leaders to
connect and collaborate for
social change impact

• Connect with peers to solve problems
• Collaborate with other organizations for
community benefit
• Collaborate for social change impact

Advocacy
and Systems
Change

The capacity of leaders to
catalyze community leadership,
advocate for changes in policy
and create innovative solutions
to complex problems.

• Community-led problem-solving
• Foster innovative strategies for addressing
complex challenges
• Advocate for changes in policy that benefit lowincome communities and communities of color

Leadership intermediaries differ in their intention to cultivate and support the capacities listed
above. We are tracking these capacities across all ten intermediaries, but we do not necessarily
expect to see changes in all areas for all participants. The chart below provides a snapshot of our
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summary of each program’s focus. We indicate which programs focus primarily on developing
leadership capacity and which have a strong focus on developing leadership capacity along with
the capacity to develop and manage the organizational infrastructure (e.g., human resources,
supervision, finance, etc.). We identify which intermediaries and the extent to which they make
sustainability (e.g., balancing work and life, developing support networks) a core organizing
principle of their program and which ones address it as a topic. We also distinguish the levels of
cultural competency that intermediaries seek to address, including personal (e.g., attitudes,
behaviors, inter-personal interactions), organizational (e.g., decision-making, benefit structures,
power dynamics), and/or the community /policy level (e.g., inequities and disparities, structural
racism, social determinants of health). We identify programs that emphasize collaboration
capacity and those that in addition actively cultivate relationships among their alumni. And
finally, we identify programs that focus on advocacy, policy, movement-building, and systems
change. Although enhanced advocacy and systems-change capacities are not intended outcomes
of CLP, more than half the programs address issues of empowerment, advocacy, and social
change.
Exhibit 7.
Focus of Leadership Development Programs
Leadership &
Operational
Capacity

Sustainability

Cultural
Competency

Collaboration
Capacity

Advocacy/
Systems
Change
Capacity

CFMCO

Leadership &
Operational Capacity

Medium

Individual &
Organizational

Medium

Medium

COFEM

Leadership &
Operational Capacity

Medium

Individual &
Organizational

Medium

--

CVHPI

Leadership

Medium

Individual &
Community

Medium

High

HH/LDIR

Leadership

High

Individual &
Community

High

High

Leadership &
Operational Capacity

High

Individual,
Organizational &
Community

High

Medium

Rockwood

Leadership

High

Individual &
Community

Medium

High

SEARAC

Leadership &
Operational Capacity

Medium

Individual &
Community

High

High

Windcall

Leadership

High

--

--

--

WHL

Leadership

High

Individual &
Community

High

High

WLC

Leadership

High

--

--

--

LeaderSpring
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Understanding the capacity focus of each of the leadership intermediaries is an important
consideration when choosing a leadership program. CLP is well-positioned to highlight the
values and assets of various program approaches and strategies so that other intermediaries (e.g.,
regrantors) know which programs to recommend and were to refer people.

Outcome Trends
We report on changes and trends in five outcome areas: leadership practices; sustainability;
cultural competency; collaboration and networking; and advocacy and systems change. At this
early stage, most of the reported effects are about how leaders are changing and growing as
leaders in their ability to share leadership and motivate others, as well as, how they are learning
to better sustain themselves personally in their leadership role. Attachment A reports the survey
results for each of the outcome areas, and where there has been the most reported change for
respondents from four leadership programs that administered the survey (WHL, Rockwood,
Windcall, and CFMCO-LEAD). 5
Leadership Practices
A CLP leadership goal is to strengthen the capacity of leaders to build leadership teams and
implement structures and processes that make their organizations more sustainable. CLP leaders
report significant change in several areas as a result of CLP-sponsored program participation.
Survey respondents overall reported a 49% point increase in their capacity to engage in open
communication, share information widely, and involve others in decision making; and a 46%
increase in their capacity to motivate others to effectively participate as part of a team. Here are
some promising leadership practices reported by survey respondents and those who were
profiled.
Exhibit 8.
Leadership: Examples of Changes in Practice
Changes in
Leadership Practice
Clarify leadership
vision and purpose

Share leadership

Sample Outcomes Reported by Participants

The exercises of naming and clarifying a vision and purpose for myself in my
work and life has been immensely life changing. I was able to affirm that the
path I’ve taken in my career is the right one. That confidence has continued to
ground and motivate me as I tackle the everyday challenges of my position.
As a direct result of the Rockwood Leadership Fellowship Program I am much
more trusting of my team and willing to delegate with confidence. My ability to
separate my personal feelings while maintaining a focus on my goals has
allowed me to be a much more relaxed “team player.”

vbbb
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Changes in
Leadership Practice
Have the courage to
speak up
Set goals and track
progress

Sample Outcomes Reported by Participants

Before LDIR, I never would have put attending a board meeting of another
organization on my agenda, let alone speaking up and asking questions. It felt
like someone had my back, and that was one of the big pluses I got from LDIR.
Being able to set goals, even for myself, made me think of how everyone else was
doing that. Having that framework, and having it on paper, was so helpful for
me that I thought that it would be really helpful for everybody individually and
as an organization. We also started incorporating these goals into our strategic
plan, which was one of my main goals in LEAD, so now we have a strategic plan
and a dashboard to track how we are doing.

Leading an Organization to the Next Level
Liz Varela is Executive Director for Building Futures with Women and Children, an organization that
works to end domestic violence and homelessness among women and children in Alameda County.
Looking back, Liz realized that her agency did not have the structures in place to be sustainable. Liz
credits LeaderSpring with helping her identify the framework that her organization needed to be
sustainable.

The program gave me a framework of “how it’s supposed to be” and what
you’re “supposed” to attain, like how you treat your staff, how you move
through the world as the ED of a social justice agency, or how finances or
fundraising is supposed to be done.
With the insight she gained from the program, Liz implemented an “organizational health checklist,” which
she uses regularly to guide her work as well as that of her staff members.

What LeaderSpring has done for me is give me a checklist. Do I have a healthy
board? A culturally competent leadership team? Great HR policies? It’s
really given me a path to design my work and how the agency can be, and I
think we’ve become stronger because of that.
This improved approach to organizational governance has brought about a number of landmark
achievements for Building Futures with Women and Children. The organization recently received a
substantial federal grant to prevent homelessness stemming from the current economic recession.

I am proud to share that Building Futures with Women and Children is now the
lead agency for the Mid-County Housing Resource Center, a project supported
by federal stimulus funds that provides homeless prevention, rapid re-housing,
and financial assistance to people who are homeless or at risk of homelessness.
We are working with three partners and five jurisdictional funders on this $3
million project over the next three years. I could not have brought on such a
large program at our agency without the support of LeaderSpring!
Liz was also able to strengthen her own leadership through LeaderSpring’s support.

I don’t know what I would have done without LeaderSpring. Personally, it gave
me a lot of confidence and support…LeaderSpring gave me the backbone to go
for it, do it, and own it. It took two years for me to own it but it felt like I had a
whole group behind me.
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Sustainability
A CLP leadership goal is to strengthen the capacity of leaders to renew, reflect, and create worklife balance so that they are more effective and creative leaders in their organizations and in the
community. Leaders of color in small to mid-size organizations (especially those with a social
justice mission) are highly vulnerable to stress, burn out and illness because they work long
hours to keep their organizations afloat; care for others, often not caring for themselves; and
experience anxiety when their values are co-opted or their needs misunderstood by funders and
consultants in the nonprofit sector.
Survey respondents reported significant overall changes in sustainability practices, especially in
their ability to embrace challenges and mistakes as learning opportunities (+51%) and their
capacity to create opportunities for personal reflection (+49%). Respondents reported the least
amount of change in their ability to support others in their organization to find work-life balance
(+29%). Leadership programs create a context for leaders to make changes in their own personal
sustainability practices, but they may find it more difficult to spread those practices within the
organizations and networks they are part of. Small nonprofits often have limited resources, and
the work demands make it difficult to prioritize developing sustainability practices for staff.
Following are some practices that leaders are finding helpful to sustaining themselves and their
work, and to making them better leaders.
Exhibit 9.
Sustainability: Examples of Changes in Leadership Practices
Changes in Leadership Practice
Take time to rest and reflect

Cultivate a balance between
work and other areas of life

Develop peer support systems

Sample Outcomes Reported by Participants

Windcall gave me the opportunity to have a space and time to rest,
reflect and get in touch with myself. It provided me with the tools to
always pay attention to myself in different ways. Now I am less
stressed. This makes me more productive and creative at work,
instead of always feeling overwhelmed and losing focus.
What helped me was how to balance what I love to do with what I
needed to do for myself and family and share that with others. In this
way, I could reach more people using less time. I am just more
balanced and extremely committed to maintaining that balance.
Quite often nonprofit executive directors are isolated, especially when
addressing concerns that cannot be shared with board members or
staff. At LeaderSpring I can discuss difficult and confidential
problems and identify creative solutions with my peers. Further, I
have the tremendous benefit of engaging with a close knit group of
colleagues. We share invaluable support and expertise and sustaining
laughter. The end result is that I am more satisfied and committed to
my work.
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Changes in Leadership Practice
Establish a mind-body practice

Create healthy boundaries

Sample Outcomes Reported by Participants

Due to my participation in Rockwood, I have been able to maintain a
daily mind-body practice which has been invaluable to my well-being
and performance. I think it was the overall experience that was able
to magnify some important life lessons for me.
I think the biggest thing is being better able to recognize my triggers
and create healthy boundaries for myself. Using tools such as
“meshing” has been important because I don’t internalize challenges
as much. Before my job would truly make me depressed, but now even
though I still encounter difficult challenges, I don’t automatically
blame myself or others. I recognize the contributing factors and try to
find a way to move forward that is clear, but also honors everyone
involved.

Leadership Renewal and Recommitment
Elsa Quezada has been a leader in the independent living movement for decades. She directs the
Central Coast Center for Independent Living. Elsa is eloquent about the uncertainty of leading in
these economic times and how challenging it is to sustain yourself.

We’re burned out and we’re burning out….We’re constantly watching what’s
happening at the federal level, with Congress, and what the different cast of
characters are doing…And my job is to be ahead of it, as much as I can be. But
it’s so volatile right now; there’s so much uncertainty right now; and there’s so
much fear. And when you’re afraid, it keeps you away from being creative and
innovative because you’re always in crisis-mode – and that’s not good.
Elsa decided to attend the Rockwood Institute’s Fellowship for CA Leaders of Color program.
She found it mind-expanding, challenging, and deeply renewing.

It was wonderful to be away for a week-long retreat in a beautiful setting and
just think and be creative and be innovative. It was rejuvenating because I’ve
been doing this work for so many years. When you’ve been doing work for a lot
of years, you tend to get into a groove and you just do it. And that’s why I did
it: because I wanted to shake myself up. In order for me to be effective and stay
viable for my organization, I need to be innovative and challenging myself and
hearing what other people, specifically younger people, are doing. That was
really important to me and I feel like I did get that.
When Elsa came back from the retreat, she recommitted to her work and was clear that she wanted
to continue her work.

I’m where I’m supposed to be and I’m doing what I’m supposed to be doing.
The fight is still there and my job is to keep going and to keep trying to inspire
others to continue to do this work because it’s going to get more difficult.
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Cultural Competency
Cultural competency is a core goal of CLP. Developing the capacity to work across cultures,
create culturally responsive and competent organizations, and provide culturally competent
services is critical for leaders of organizations in low-income communities of color. Compared
with other outcome areas we found that survey respondents were much more likely to report high
levels of cultural competency before the leadership program, so the overall rates of change
tended to be lower percentage wise. The greatest change occurred in the capacity to invite and
use feedback to ensure appropriate and effective interactions with diverse groups (+35%). The
least amount of change occurred in the awareness of the historical and structural inequities that
face marginalized communities of color (+4%). With high numbers of social justice leaders of
color among leadership participants, their awareness was already high before the leadership
program.
We have only a few examples of changes in cultural competency leadership practices that were
provided in the survey. The primary focus of change at this stage appears to be in the openness
of leaders to seek out personal interactions with leaders from different cultures.
Exhibit 10.
Cultural Competency: Examples of Changes in Leadership Practices
Changes in
Leadership Practice

Sample Outcomes Reported by Participants

Seek opportunities to
cross cultures

Before Rockwood I considered myself to be an ‘open minded’ person but since
my Rockwood experience I now seek opportunity to educate myself regarding
cultures and beliefs beyond my comfort zone. It’s been quite rewarding!

Move out of comfort
zone

I realized that in a business setting, my real level of trust and partnership
centered on people I felt most comfortable with. My organizational decisions
started to be colored by that. As a result of the opening retreat I opened myself
up to the possibility of working with a partner who I otherwise would have
avoided because I didn’t feel comfortable.
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Providing Culturally Appropriate Services to the Latino Community
Nina Alcaraz was hired as Deputy Director to expand Monterey Rape Crisis Center services to lowincome farmworker communities in Salinas and south Monterey County. Historically the Center had served
the more affluent populations on the Monterey Peninsula. The Center’s operating assumptions about how
to talk about sexual assault were challenged as they expanded their services to Latino constituents in south
Monterey County.

“Rape” was a word that was very uncomfortable for a lot of people. When we
started doing prevention and child safety presentations at schools in the south
County area, we faced a lot of resistance; whereas on the Peninsula, people
were more familiar with our agency and more comfortable with the word.
To gain the trust of their constituents in south County, Nina led an effort to cultivate relationships and
participate more actively in local collaborations. She benefited tremendously in her development as a
leader from participating in the CFMCO-LEAD program while she took on the role of interim ED. The
Center also benefited from a CLP capacity-building grant that enabled the organization to do a thorough
needs assessment in the Latino community where they lacked relationships. In doing so, the organization
met local leaders with whom they held follow-up meetings. This generated access to the community where
few inroads had existed before.

The needs assessment that we’ve done is a really great example of what we
have been able to accomplish through CLP. Not only did the community
leaders feel that we valued their opinion, but our organization improved, as
well. Making the needs assessment a priority brought a population and a city
to the forefront of awareness for our Peninsula counterparts who don’t often
work in the south County. Now, they realize some of the challenges that we’re
facing in this office. People are showing a vested interest in what’s going on.

Collaboration Capacity
Program participants were more likely to report changes in their capacity to connect with peers
to help them solve problems (+37%), than they were to collaborate with other organizations for
community benefit (+20%). Respondents indicated higher levels of organizational collaboration
prior to the program than peer connection, which may partially explain the different rates of
change. Some organizational collaborations that have been reported include forming coalitions
among youth-serving agencies to better coordinate services, collaborating to get a school district
to include lessons on LGBTQ families, and forming a partnership to apply for a federal
community transformation grant.
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Exhibit 11.
Collaboration Capacity: Examples of Changes in Leadership Practice
Changes in Leadership
Practice
Value peers for support
and collaboration

Work together across
organizations to better
serve communities

Sample Outcomes Reported by Participants

I’ve learned the value of having peers, that support, and that collaboration. I keep
in touch with two or three different people all the time in my work and we rely on
each other. I just “get” working closely with other EDs now. I know what it
means, what the benefits are, and that it’s not always a competition.
We need to rely on one another. Everyone tosses around the word
“collaboration,” but more than ever the collaboration needs to show up in action,
in projects…More than ever, we need to circle the wagons…It’s happening to all
of us…We have to think about who are we here to serve...Our consumer doesn’t
just get services from my organization; they’re getting services from others and I
need to make sure that I’m connected to other organizations…So that in turn,
they’re helping our consumers and we’re helping theirs.

Establishing a Partnership to Expand Services to the Punjabi Community
Valerie Anthony founded Total Self-Insight, a nonprofit agency that provides domestic-violence intervention
services to batterers. Through the Healthy House/Leadership Development for Interethnic Relations
program, Valerie formed stronger relationships with several people she had known, but not really known
deeply.

We knew each other but never had an opportunity to have a real honest and open
dialogue together. It was refreshing to really get to know people.
Having this depth of relationship and shared experiences enabled an easier flow of information, and a sense
of mutual recognition and knowing when they would see each other at meetings.
One tangible outcome for her organization was a more formal partnership with a fellow participant who was
Punjabi. Dolly Solomon now teaches TSI’s Punjabi course; her presence has expanded referrals from the
Punjabi community.

Our agency can now offer another language to residents in the county. Before we
never received referrals from the Punjabi community, now we have five people
who are participating who speak Punjabi. They are able to speak with someone
who looks like them, speaks their language, and understands their culture. That’s
so important in order for people to be able to facilitate change in their lives.
Advocacy and Systems Change
Leaders are making some changes in their ability to catalyze community leadership, advocate for
changes in policy and create innovative solutions to complex problems. One example (from
CVHPI) is leaders from the Central Valley Partnership located in Delhi, California (a town of
10,000 with a 90% Latino population) who have organized the community to get school
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authorities to agree to open up the school’s computer lab for parents so that they can track their
children’s school performance and learn online skills, like how to look for jobs and access
information.
The greatest change reported by respondents is in their capacity to foster and support the design
or innovative strategies to address complex challenges (+33%). They are also reporting change
in their capacity to make sure that those who are most affected by inequity and injustice are at
the center of creating solutions to the problems they face (+30%).
Advocating for Hmong Youth Leadership in Fresno
MaiKa Yang became Stone Soup’s first Hmong ED in 2009. Stone Soup’s mission is to nurture
leadership that allows Southeast Asian refugee families, mostly Hmong, to find their voices and places in
America. SEARAC’s partnership with Stone Soup has been instrumental in helping MaiKa and the
organization explore how to support emerging leaders, grow leadership voices that are not currently at the
table, and play a larger convening role in bringing the community together to talk about leadership issues
and challenges.
Stone Soup has been an active voice in the Fresno community about the need to develop young leaders.
They are part of a youth-serving coalition that is seeking to advance the health and education of all young
people in Fresno.

That’s something we’ve not done before. It came about last year. We started
talking about working more together. It’s exciting. It’s challenging our
creativity in hard times. A lot of people have energy to challenge each other to
think differently about our work about how to solve problems in our community.
Stone Soup is looking forward to taking a bigger role in Fresno’s upcoming planning process focused on
2030. They want to make sure that young people have a voice in that process.

We want to provide young people with leadership opportunities so they can
change our community. We want to change the issue from police to parks.
Stone Soup asks big questions about where young emerging leaders are going to find the supports and
networks they need to be good role models, and how, as a community, they can work together to invest in
their own leadership future.

Overall, the outcomes for the five leadership programs that had outcome survey data available
are very positive, especially in the areas of sustainability and leadership. CLP has provided an
unprecedented opportunity for leaders of color in the San Joaquin Valley to build their leadership
capacity. In order to sustain these leaders during tough economic times, CLP may want to
consider ways of helping graduates of the multiple leadership programs network so that they can
continue building the social capital that is so critical for sustainability and strong organizations
that benefit the community.
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Conclusion and Implications
The intermediaries that are paying attention to developing sustainability practices and peer
networks are demonstrating the most significant impacts. These programs use a variety of
methods, including diverse cohorts, reflection retreats, circle dialogues, and peer support
networks that build relationships that last well beyond the end of the program. The
intermediaries that emphasize community dialogue, community organizing, and policy show
promising outcomes around collaboration, networking, advocacy, and systems change capacities.
One challenge for CLP and leadership intermediaries is to design leadership development
supports that meet the needs of leaders of color who run small nonprofit organizations.
Leveraging the leadership strategy more intentionally by integrating it more closely with the
regranting and technical assistance strategies might better funnel leadership resources to leaders
of the small to midsize organizations that CLP is trying to reach.
Several intermediaries have successfully adapted their program approaches to better serve
leaders of color of small nonprofits. One open question is whether intermediaries and funders
need to do more to create access for leaders of color, such as covering costs for childcare,
transportation, or payment for time away from work. How do leadership intermediaries continue
to adapt their practices to engage those that are hardest to reach?
How leadership intermediaries are helping to expand the leadership pipeline in communities of
color is less clear. More intermediaries are working with experienced leaders, than emerging
leaders. While experienced leaders have an important role to play in pipeline development, there
may need to be more direct supports for young leaders of color to design the organizations of the
future in their community; and for established leaders to mentor and share wisdom with the next
generation of leaders.
The long-term sustainability of enhanced leadership in small to midsize nonprofit organizations
is still unknown. While leaders and their organizations are benefiting from new tools and
capacities, economic realities present serious challenges to sustainability. Furthermore, the
viability of an independent 501©3 organizational model for maximizing community benefit is
still an open question. Focusing more on collaboration across organizations and sectors, and
building the capacity to lead through networks, may increase the impact and effectiveness of
nonprofit organizations and the sector as a whole.
We are also interested in following up to assess the extent to which participation in leadership
development programs influenced the participants’ organizational development (e.g., per
articulation of program’s focus on organizational change in Exhibit 5 and Exhibit 7)
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CLP’s approach to “let a thousand flowers bloom” has provided a rich environment for learning
about how to develop and support leaders of color in small to midsize nonprofits. As the CLP
evaluation continues to learn what works to develop leaders, strengthen small nonprofit
organizations, and increase access to philanthropic funding, we believe this initiative will
continue to offer a unique opportunity to increase the effectiveness of capacity building and
leadership supports for low-income communities and communities of color. See the CLP 2011
Report Executive Summary for a summary of the cross-cutting themes, findings, and
recommendations.

27

Appendix A. Leadership Survey Results (N = 36) 6
Leadership

Note: Percentages represent share of respondents who selected "extremely well" or "very well" on the indicator. Remaining
share of respondents selected "moderately/somewhat well," "a little," or "not well at all."

6

Survey data are for participants of the following programs: Windcall Residency, Rockwood Leadership Institute
(Rockwood), CFMCO-LEAD Institute, and Women’s Health Leadership (WHL) program.
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Sustainability

Note: Percentages represent share of respondents who selected "extremely well" or "very well" on the indicator. Remaining
share of respondents selected "moderately/somewhat well," "a little," or "not well at all."
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Cultural Competence

Note: Percentages represent share of respondents who selected "extremely well" or "very well" on the indicator. Remaining
share of respondents selected "moderately/somewhat well," "a little," or "not well at all."
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Collaboration Capacity

Note: Percentages represent share of respondents who selected "extremely well" or "very well" on the indicator. Remaining
share of respondents selected "moderately/somewhat well," "a little," or "not well at all."
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Advocacy and Systems Change Capacity

Note: Percentages represent share of respondents who selected "extremely well" or "very well" on the indicator. Remaining
share of respondents selected "moderately/somewhat well," "a little," or "not well at all."
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