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Executive Summary

In 2009, the Hewlett, Packard, and Irvine Foundations launched the Community Leadership
Project—a three year initiative aimed at building the capacity of small-to mid-sized
organizations serving low-income communities and communities of color via three strategies:
Regranting, Leadership, and Technical Assistance. The Technical Assistance (TA) Strategy,
which is the focus of this report, was the most modestly resourced This $1.4 million investment
funded six* intermediaries to provide targeted technical assistance to community organizations
serving low-income people and communities of color in three target regions in California (the
San Francisco Bay Area, the San Joaquin Valley, and the Central Coast.) The six intermediaries
were selected because of their established track record of effective service, ties to community-
based organizations, and use of a framework or approach that embraced cultural competence and
equity. Together these organizations served over 300 organizations over the course of the entire
three-year initiative.

In 2010, the Hewlett, Packard, and Irvine Foundations contracted with Social Policy Research
Associates (SPR) to serve as evaluators of the Community Leadership Project (CLP). SPR’s
evaluation examines the impact of the CLP on leaders, organizations, intermediaries, and
foundation partners, but also lifts up key lessons about: (1) reaching and providing capacity-
building supports to low-income communities and communities of color; (2) characteristics of
effective, culturally relevant, and community-responsive capacity building; and (3) qualities of
effective capacity-building support for small- and mid-sized organizations serving low-income
communities and communities of color. This report serves as SPR’s final evaluation report of
the CLP’s Technical Assistance Strategy for Phase One of the initiative.

Capacity-Building Foci and Approaches

This evaluation examines capacity-building efforts along five core capacity areas, with an eye for
learning how to tailor support specifically for small- to mid-sized organizations serving low-
income communities and communities of color. The five capacity areas covered in the evaluation
include: (1) leadership capacity, (2) operational/management capacity, (3) adaptive capacity, (4)
programmatic capacity, and (5) community/collaborative capacity. In the TA strategy, the
majority of the TA support was focused in the leadership and operational/management capacity
areas, with targeted content emphases on financial management, fundraising, and technology
capacity.

Approaches to capacity building varied greatly across the intermediaries, ranging from “light
touch” support (i.e. lower dosages of support such as one-off workshops or seminars), to two-day
intensive clinics, to a more long-term cohort approach to learning. Over the course of the
initiative, intermediaries adjusted different aspects of their approach to align with the needs of

! The Community Leadership Project initially funded six TA intermediaries to provide TA assistance; however,

over the course of the grant, National Community Development Institute (NCDI) closed its doors and therefore
was not able to complete its intended capacity-building efforts. Thus, their work is not captured in this final
evaluation report.
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their participants, while also taking into account the complexity of the topic and participants’
capacity to digest and apply learning.

Outcomes

Our evaluation captured multiple levels of outcomes. While the initiative and this evaluation
focused specifically on capturing participant-level outcomes, unexpected outcomes emerged at
the intermediary and community levels that are also worth noting.

Participant-level Outcomes

CLP TA participants reported a strong sense of satisfaction with the support they received and
survey results indicate that most participants felt that the TA support they received had an impact
on their organizations. In the following section, we share participant outcomes across the five
core capacity areas measured in this evaluation.

Leadership Capacity

Resources provided through the CLP’s TA strategy gave the leaders of participating
organizations much needed time to reflect upon their roles as leaders and tools to help them lead
more effectively. Outcomes included:

e Increased confidence. Participants reported increased confidence in their
leadership roles, which helped them to make strategic, but sometimes difficult
decisions and gave them the courage to play more visible roles externally.

o Reduced sense of isolation. Networking opportunities embedded in the CLP
boosted morale while also providing participants with deeper learning experiences
and connections to people who could help them to navigate challenging situations,
such as local politics.

e Improved management skills. CLP participants shared that TA support helped
them to confront difficult situations, facilitate uncomfortable dialogues, and work
to shift organizational culture when needed.

Operational Capacity

TA intermediaries and participants shared multiple examples of ways in which TA support
helped participants to improve various aspects of their operational capacity:

« Improved financial management capacity. Survey respondents reported having
a better understanding of finances in general and of what financial health entails, a
renewed focus on finances and financial health, a clearer understanding of “how
to plan ahead to meet funding needs,” and a greater knowledge base from which
to ask “good questions to see a true picture of an organization’s health.”

« Improved fundraising capacity. Participants shared that the fundraising support
they received enabled them to be more intentional in their fundraising pursuits
and it also helped them to broaden their understanding of fundraising
responsibilities in general. Respondents also expressed gratitude for concrete tools
they could use, exposure to techniques used by fundraisers of color, and for
opportunities to practice “the ask” with peers that represent communities of color.
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« Limited improvements in technology capacity. A majority of participants that
received support to increase their organizations’ technology capacity reported
positive results. However many lacked the resources to fully implement the
technology plans they developed with their intermediary partner.

Adaptive Capacity

Having the capacity to adapt to changing political and funding environments is critical to the
survival of nonprofit organizations. Outcomes in this area included:

o Development of strategic planning skills. Participants shared that having the
time and resources to engage in strategic planning were welcome and much-
needed sources of support that made “an incredible difference.” Some reported
having taken bold steps as a result of their strategic planning work.

e Increased navigation skills. CLP participants demonstrated a growing
understanding of how to navigate different and sometimes difficult arenas such as
local politics or mainstream philanthropy.

Programmatic Capacity

Our data yielded few results with respect to increased programmatic capacity, since the
TA intermediaries’ foci was primarily centered on helping organizations strengthen their
infrastructures, which, in theory, would help them to be strong enough to weather shifting
political and economic climates as well as to deliver the programming they envisioned.
Though we did not capture large-scale outcomes with respect to improved programmatic
capacity, participants and intermediaries shared a few interesting examples of ways in
which the TA support they received helped them to increase programmatic capacity.

This included successful efforts to strengthen advocacy capacity and using evaluation to
identify program strengths and weaknesses.

Community/Collaborative Capacity

One of the goals of the Community Leadership Project was to create opportunities for
participants to network with one another—to help organizations overcome feelings of isolation
and to create a foundation for potential, strategic collaborations in the future. Examples include:

o Formation of strategic partnerships. TA intermediaries shared several instances
wherein the support and networking opportunities provided through the CLP
resulted in advantageous partnerships (e.g. shared grants) or, at the very least, the
ability to identify potential partners for future collaborative work.

o Capitalizing on established networks. Though San Joaquin Valley participants
lamented the challenges posed by geographic isolation, some intermediaries were
struck by the “tight-knit” and “interwoven” relationships developed by some
members of the nonprofit community in this region, which helped foster a
collaborative learning environment that deepened the impact of their work
together.

e Building new networks and leveraging strengths. Participants were grateful for
opportunities provided by the CLP to connect with other organizations that had
similar challenges, strengths, and/or areas of focus. These opportunities helped
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organizational leaders feel less isolated and served as venues for sharing work and
inviting others to their events.

Intermediary Outcomes

While the focus of the CLP was to increase the strength of small- to mid-sized community-based
organizations, TA intermediaries also reported having experienced changes in their own
organizations and approaches as a result of their participation in CLP. While these are not large-
scale outcomes, nor the focus of our evaluation, the outcomes are worth sharing, especially
because they have implications for understanding how the process of strengthening communities
and community-based organizations leads to change at multiple levels, and to shifts in thinking
about the nature of this work. Key outcomes include the motivation to be more reflective about
their practices, increased sense of cultural competency and agility developed by working
specifically with CLP organizations, and the development of new strategic partnerships and new
client bases.

Community-Level Outcomes

Measuring community-level outcomes was not part of the scope of this evaluation. However,
interviews with TA intermediaries and focus group conversations with TA strategy participants
in the CLP Learning Labs revealed interesting ways in which they see their communities
benefiting from this work. While these are not outcomes in the strictest sense, we share them
here in order to highlight some of the potential and unintended benefits of TA investments.
These include a sense of increased awareness of community issues, increased levels of
community engagement, shared learning with organizations that were not part of the CLP, and
strengthened community leadership.

Lessons Learned

The Community Leadership Project was designed to be a learning initiative, with learning
happening at all levels of the initiative (funder, intermediary, grantee/participant). In this report,
we divide these learnings into three specific categories: (1) readiness to engage in capacity
building, (2) effective technical assistance strategies for organizations at different levels of
readiness, and (3) cultural competence in technical assistance. While some of these lessons have
already been covered in previous reports, and have already informed changes to the structure of
the initiative, they are included here to provide a comprehensive picture of the learnings that
have emerged over the course of CLP.

Readiness for Capacity-Building Support

Below are some lessons about readiness that emerged over the course of the initiative.

o Readiness is a two-way street that requires not only readiness of participants to
engage, but also readiness of funders and intermediaries to meet organizations
“where they are at.”

o Assessments of readiness or engagement capacity should not be limited to TA
recipients, but should also include TA providers.
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o Desire and willingness to learn are the most critical aspects of readiness—these
aspects of readiness are generally measured through consistent attendance.

o Readiness should, in large part, be self-determined by the participant, but enabling
this requires honest communications from the provider about expectations and
required time commitments.

« Demonstrations of readiness include a willingness for organizational leaders with
decision-making authority to serve as TA participants and to commit to consistent
attendance.

« In order to participate meaningfully in capacity-building trainings, organizations
cannot be in “crisis mode” such that participants are too distracted to engage
meaningfully.

o Funders and intermediaries should consider cultural bias when determining
readiness parameters and consider whether or not these parameters are at odds
with the goals of the CLP initiative.

The lessons learned on readiness for capacity building bring up some key questions for reflection
or consideration, including:

« Inwhat ways do readiness parameters support or pose obstacles to the goals of
the initiative, particularly with respect to intended target populations?

o What role do readiness parameters play in perpetuating marginalization of small-
to mid-sized organizations serving low-income communities and communities of
color?

o How can funders and intermediaries adjust their processes (e.g. eligibility and
selection criteria as well as TA approaches), to be more inclusive of
organizations at different readiness levels?

« How can expectations and notions of success be recalibrated to include
incremental levels of change that may seem small from the outside but feel huge
to the organizations experiencing those changes and which typically serve as
stepping stones to larger changes yet to come?

Effective TA Strategies

Lessons that emerged on effective TA strategies for participants at lower levels of readiness
include:

« Inorder to work effectively with organizations that are new to capacity building
and/or are at lower levels of readiness, TA providers need to be nimble enough to
adjust their offerings to fit different needs.

e Having a peer-learning component to technical assistance deepens learning,
enables providers to provide more effective and efficient TA, and builds a sense
of community.

« Engaging in co-design with participants can help ensure that technical support is
culturally relevant.
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o Appropriate timing of technical assistance offerings has an impact on a
participants’ levels of commitment, though the process of deciding optimal timing
IS not always intuitive.

« Capacity to digest and apply learning must be factored into the timing, dosage,
and depth of technical assistance support.

« For challenging topics, repetition and opening up the training to multiple
participants from the same organization are useful strategies for reinforcing
learning.

« Providing concrete tools and examples for reference helps participants to apply
learnings more readily.

e Having an integrated TA strategy and clear communication about the overall CLP
initiative might have resulted in greater benefits for participants and more
effective use of resources by TA intermediaries.

Demonstrating Cultural Competence

Below are some lessons that emerged over the course of this evaluation regarding culturally
competent approaches to technical assistance.

e Culturally competent TA providers demonstrate humility in their TA approach
and recognize participant organizations as experts in their work.

o Cultural competence requires that providers look beyond race, ethnicity, and
language and also display a sensitivity to and understanding of the multiple layers
of identity, including those rooted in religion, gender, sexual orientation,
immigrant status, and place.

o Cultural competence includes the ability and willingness to be “up front” about
race and how it affects access to resources.

e Confronting and “calling out” racism is an important aspect of cultural
competence and is key to building trust when working with communities of color.

e Cultural competence includes a willingness to “step back™ and translate concepts
in order to make them more relatable.

e Cultural competence requires providers to “check” their assumptions and “break
down” concepts that are common to those in the mainstream but may not be
readily obvious to people from marginalized communities.

Recommendations

Below we share some recommendations based on learnings that emerged over the course of the
CLP initiative. Some of these are reaffirmations of learnings that were shared in previous reports
and subsequently folded into the design of CLP 2.0, including recommendations around
investing more planning time on the front end of the initiative, integrating the three strategies in
a more purposeful and transparent way, continuing the flexibility that has come to characterize
CLP, and building the capacity of local consultants. Other recommendations include:
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« Make intentional investments in growing the pool of consultants of color so that
the supply of TA providers matches the diversity of the communities they serve.

« Improve communications about the overall initiative in order to enable strategic
leveraging of relationships, opportunities, and organizational social capital.

o Consider differentiated eligibility requirements to account for regional differences
in costs of living and costs of doing business.

« Consider creating a targeted leadership focus specifically for leaders of color to
support the strengthening of the leadership pipeline.

« Be clear about the larger vision for, and level of commitment to, ongoing
community work by the three CLP funders.

o For technology grants in particular, provide adequate resources for
implementation so that investments in technology capacity assessments can result
in meaningful outcomes.

o Capitalize upon new partnerships formed in the first phase of the CLP to begin
building regional capacity and a more robust TA infrastructure.

« Consider alternative vehicles for reporting (e.g. video, visual representations of
work, storytelling) that are less burdensome, not culturally incongruous to
participants, and that enable participants to capture the “it” of their work.

A great deal of learning has emerged over the course of this first phase of the Community
Leadership Project, much of which has been integrated into the design of the CLP’s second
phase—CLP 2.0. Though CLP’s Technical Assistance Strategy was a comparatively small
component of this much larger initiative, the contributions made by the intermediary partners and
the outcomes achieved by participants were significant. The CLP has served as a model of
collaborative learning and a testament to the power of collaboration, hard work, and goodwill.
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Appendix A

Description of CLP Measures of Organizational Capacity

Capacity

Description

Specific Sub-Indicators

Leadership
Capacity

The ability of organizational leaders to vision, inspire,
model, prioritize, make decisions, provide direction and
innovate to achieve the organizational mission.
Leadership capacity includes roles and skills of leaders
to keep staff connected and accountable to
organizational vision and progress, and to promote a
mission-centered and inclusive approach to decision
making. Board has ongoing commitment and strategy
for its own capacity building and successor. Leaders
have been identified and cultivated.

Board development
Board leadership
Organizational

Organizational leadership and
decision-making

Sustainability of leadership

Operational/

The ability of an organization to effectively use its

Facilities

Management - . . . ‘i .
9 resources to ensure efficient operations, including: Fundraising and fiscal
Capacity g ) management
proper facilities and related management skills; strong
. . . Staff assessment and
fund development strategy and financial operation development
systems; the attraction, development, and retention of Staff recruitment and retention
qualified, dlver.se §taff and volunteers; tear.nwo.rk and Staff relations
clear communication throughout the organizational
] Team based management
structure; and adequate technology infrastructure and and staff structure
related skills. Technology and information
system capacities
Volunteer management
Adaptive The ability of an organization to monitor, assess and Access to and use of
Capacity decision- making tools and

respond to internal and external pressures and
changes. This includes proactive use of strategic
decision-making tools such as organizational self-
assessments, client needs assessments,
programmatic learning, field trend analyses, etc. Also
measured by the ability to maintain financial and
staffing stability within changing internal and external
contexts.

A-1
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Organizational and
environmental learning

Programmatic learning

Resource sustainability and
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Capacity Description Specific Sub-Indicators

Programmatic  The ability of an organization to plan, implementand ¢ Program delivery

Capacity evaluate programs that resonate with community e Program evaluation
needs and align with organizational missions. This * Program staff management
includes the necessary organizational resources and
infrastructure, as well as staff knowledge, skills, and
cultural sensitivity to effectively and efficiently deliver
services that meets community need and builds upon
community assets.

Community/  The ability of the organization to effectively outreach ~ * Community alignment
gggztgﬁ;anve to, partner with, and directly engage low-income * Community engagement
communities/communities of color that they represent ¢ Community outreach
and serve. Includes ability to establish credibility and
trust with low-income communities and communities of
color, and engage in meaningful partnerships among
diverse stakeholders. Also includes ensuring that the
beliefs, values, and practices of served communities
inform—and are reflected in—organizational policies,
programs, and staffing.
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Vision:

Appendix B. Community Leadership Project Logic Model

development approaches in order to better serve and benefit these communities.

Goals

Build the capacity of small and
midsize organizations working in low-
income communities and communities of
color to achieve their missions

Improve private foundations’
understanding of and support for the
needs, challenges and strengths of low-
income communities and communities of
color organizations

Learn which capacity-building
approaches are most effective in
building org capacity

Assumptions for
Effectiveness

Multi-year general operating support

Partnership with regional intermediaries with
strong networks & understanding of diverse
communities

Support of small nonprofits as the vehicles by
which we reach, benefit low-income
communities and communities of color.

Focus on & Promotion of:

1) Leadership with capacity to engage low-
income communities and communities of
color

2) A learning culture that is asset-oriented &
transparent

3) A context to explore the intersection of
race, class in capacity building

4) A variety of models, approaches, supports
for capacity building to meet different needs &
types of organizations

Target Population

Nonprofits

Focus: Serving
low-income
communities
and/or
communities of
color in urban and
rural areas

Size: Annual
budgets between
$25,000 and $2
million

Field: Any program
field or domain
aligned with CLP
funders’ priorities

Individual Leaders

Leaders, especially
PoC, working in

nonprofits serving low-

income communities
and communities of
color organizations

Geography

San Francisco Bay
Area (5-6 counties)

Central Coast
(3 counties)

San Joaquin Valley
(8 counties)

Strategies

Partner with intermediaries

Tailored regranting and capacity-
building initiatives

for 100 organizations

« Multi-year core support

« Organizational development
assistance and coaching, tailored to
each grantee

Group technical assistance for
300+ organizations

« Fund development training

* Management skills

« Executive director skills

« Peer learning

Leadership development for 500+
leaders

Using a variety of models and
approaches (especially) for leaders of
color

Promote learning among
nonprofits, intermediaries and
foundations

Convenings

Sharing knowledge, networks and
resources within and across regions

Identifying opportunities for
coordination or collaboration

Collaborative management of the
project by Packard, Irvine and Hewlett

Short-Term Outcomes

Nonprofits

Demonstrated progress & enhanced
competence in key areas of nonprofit
management to serve low-income
communities and communities of color,
including:

1) Leadership Capacities

2) Operational Capacities

3) Adaptive Capacities

4) Programmatic Capacities

5) Community/Collaborative Capacities

Individual Leaders

Strengthened leadership and management skills to
lead low-income communities and communities of
color organizations

Greater knowledge and analytical skills of social
inequalities, community history & context and the
advocacy skills to influence philanthropy and policy

Demonstrated humility, cultural relevance and capacity

to negotiate multiple identities

Renewed commitment and inspiration for leaders’
work leading to greater sustainability

Increased capacity to collaborate in teams and

exercise external influence through networks to benefit

low-income communities and communities of color

Foundation & Initiative

Greater understanding of issues facing
smaller organizations & low-income
communities and communities

Greater knowledge of the role of cultural
relevance and responsiveness in effective
grantmaking & methods of capacity-building

Ensure that organizations serving low income communities and communities of color have access to funding resources, technical assistance, capacity-building and leadership

Long-Term Outcomes

Nonprofits

Improved ability to adapt to change for
improved organizational performance,
relevance, and impact

Greater financial stability and access to
financial and capacity-building
resources

Expanded & strengthened networks
across communities, sectors & regions

Individual Leaders

Strengthened capacity in the ED and
other executive staff’s ability to realize
their collective vision and sustain
themselves in their work

Increased collaboration, learning and
resource sharing across boundaries

Strengthened pipeline of diverse
organizational & community leadership

Foundations & Field (Philanthropy &
Nonprofit Sector)

Greater capacity to support innovative
organizational strategies that produce
transformative results for communities
of color;

Ultimate Outcome: Greater capacity
to reach, engage and serve low-
income communities and communities
based on greater awareness of
dynamics of power and culture

Underlying Values: Our future in CA depends on the success of the communities of color that comprise a majority of our population. Two necessary components of a vibrant and diverse democracy are
effective community-based organizations and diverse leadership throughout California’s nonprofit sector.
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Appendix C
List of CLP Interview Respondents

Round 1 Interviewees

Adriana Rocha - CompassPoint Nonprofit Services

Kaci Patterson - Families in Schools

Angela Gallegos-Castillo - National Community Development Institute
Jessica LaBarbera - Nonprofit Finance Fund

Patricia Gardner - Silicon Valley Council of Nonprofits

o g M~ w b e

Brian Gallagher — ZeroDivide

Round 2 Interviewees

1. Adriana Rocha - CompassPoint Nonprofit Services

Kaci Patterson and Felicia Jones - Families in Schools

Jessica LaBarbera and Angela Francis - Nonprofit Finance Fund

Patricia Gardner - Silicon Valley Council of Nonprofits

o > 0D

Brian Gallagher — ZeroDivide
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Appendix D. Evaluation Survey

Community Leadership Program Technical Assistance Evaluation Form

Please complete the following report describing the Technical Assistance support you received through the

Community Leadership Project.
1. AMOUNT AND TYPE OF TECHNICAL ASSISTANCE

In what capacity arena(s) did you receive technical assistance? (Check all that apply)

[ ] a Leadership []

|:| b. Fundraising/Finance Management |:|
|:| c. Management

|:| d. Executive Director Training
[ ] i Other (please list):

e. Adaptive Capacity

|:| g. Board Development

|:| h. Networking/Collaborations

f. Overall organizational capacity building

2. SATISFACTION WITH TECHNICAL ASSISTANCE

In the following section, please indicate your level of satisfaction with specific aspects of the technical

assistance you received, using a 5 point scale:

Very Dis- . Very NA/No
Dissatisfied | satisfied Satisfied Satisfied | Opinion
A. He.lpe:'d your organization reach its capacity- 1 ) 3 4 NA
building goals?
B. Contributed to your organizations skills,
1 2 3 4 NA
knowledge, and/or systems?
C. Reflected an understanding of and sensitivity
towards the cultures and needs of the 1 2 3 4 NA
communities you serve?
D. Enabled you to better connect with the
communities you serve and your ability to 1 2 3 4 NA
advocate on their behalf?
Please list any additional comments or suggestions:
3. ORGANIZATIONAL IMPACT
Very Little Enormous
No Impact Impact Some Impact Impact
What level of impact has the technical assistance
you received had on your organization and the
people in it? For example, have there been shifts in 1 2 4
work processes, organizational structure, or
strategy?

4. How has the technical assistance you received made a difference in your work?
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5. Are there tools, practices, processes that your organization learned from this experience and will
continue to implement on your own?

6. Please describe any problems or challenges with your CLP-funded technical assistance experience and
how you responded to them.

7. Do you have any examples of productive collaborations or networking that developed as a result of
your participation in the CLP Initiative?

8. Is there anything else you would like to share with the funders and grantees of the CLP Initiative that
you think would be helpful or instructive in terms of understanding how best to support small and
mid-sized organizations serving communities of color?

N A8
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CompassPoint Survey Mapping

Below is the mapping of CompassPoint’s pre-existing evaluation survey, to the evaluation form
created by SPR for the purposes of this evaluation.

CLP Evaluation Form

CompassPoint Survey

1. In what capacity arena(s) did you receive
technical assistance?

Fundraising Training

2A. Helped your organization reach its
capacity-building goals?

#10 Were the learning goals you identified
achieved?

2B. Contributed to your organization skills,
knowledge, and/or systems?

#20 Have your own fundraising practices
changed as a result of FACC: (1)l communicate
with donors more often, (2) I use donor and gift
history to personalize fundraising requests more
often, and (3)I have allocated more time to
cultivating and asking individual donors.

Have your organization's fundraising practices
changed as a result of FACC? (For example,
creating or cleaning up the donor database;
updating the fundraising plan; increasing the
board or staff's participation in fundraising?

2C. Reflected an understanding of and
sensitivity towards the cultures and needs of
the communities you serve?

#6 Were you able to explore and address
fundraising roles and experiences as a person of
color in working in communities of color?

#19 Did you find it useful to be able to explore
fundraising roles with a focus on people of
color in communities of color?

2D. Enabled you to better connect with the
communities you serve and your ability to
advocate on their behalf?

N/A

Any additional comments or suggestions

#12 Suggestions for coaches

#24 Considering all your experiences in FACC,
what areas do you feel you and your
organization need further information/support
on?

#26 Additional comments

A9 N
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CLP Evaluation Form

CompassPoint Survey

3. What level of impact has the technical
assistance you received had on your
organization and the people in it? For
example, have there been shifts in work
processes, organizational structure, or

strategy?

#13 - #18 To what extent did your participation
in FACC: (1) improve or enhance your
understanding of your fundraising role? (2)
Decrease fear/anxiety related to asking for
money? (3) Improve or enhance your
understanding of your donor base? (4) Improve
or enhance your understanding of grant issues?
(5) Improve or enhance your awareness of tax
policy issues? (5) Improve or enhance your
understanding of the following fundraising
strategies/activities/opportunities: personal
solicitation, telephone solicitation, mail appeal,
house parties, special events, working with your
Board of Directors, overall fundraising,
planning and evaluation, developing/using
systems and infrastructure to support
fundraising, foundation funding, corporate
funding, and government funding.

4. How has the technical assistance you
received made a difference in your work?

#23 What were the most useful elements of this
Academy?

5. Are there tools, practices that your
organization learned from this experience and
will continue to implement on your own?

#21 Please describe any changes in: your own
fundraising practices? Your organization's
fundraising practices?

#22 What fundraising next steps do you plan to
implement in the next 3 months?

6. Please describe any problems or challenges
with your CLP-funded technical assistance
experience and how you responded to them.

#25 What suggestions do you have for
improving the trainings for future participants?

7. Do you have any examples of productive
collaborations or networking that developed
as a result of your participation in the CLP
Initiative?

8. Is there anything else you would like to
share with the funders and grantees of the
CLP Initiative that you think would be helpful
or instructive in terms of understanding how
best to support small and mid-sized
organizations serving communities of color?
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Unused questions

#1 | How many sessions did you attend?

#2 | Was the time alloted adequate for the amount of information presented?

#3 | Was there adequate balance between small group activities, large group activities, and presentation?

#4 | Have you had an opportunity to voice any concerns or questions?

#5 | Were you able to connect with/share experiences with peers with similar fundraising roles

#7 | Were you and your coach able to reach shared understanding regarding your learning goals?

#8 | Did coaching provide role-play/practice opportunities beneficial to your learning/understanding?

#9 | Did your coaching sessions help you implement what you were learning in the large group session?

#11 | 1 would recommend my coach for future FACC participants.
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