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INTRODUCTION
“Community Psychology concerns the relationships of the individual to communities and 
society.  Through collaborative research and action, community psychologists seek to 
understand and to enhance quality of life for individuals, communities, and society” (Dalton, 
Elias & Wandersman, 2001, p. 5).  The work of community psychology is best understood in 
terms of the complementary core values that guide our reactions to, and interactions with 
others.  To understand the possible roles of a community psychologist is to understand the 
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underlying principles that govern how we approach a situation.  The following us a discussion 
of key concepts integral to community psychology perspective.  It is hoped that in reading the 
overview, the reader will gain an appreciation for the field of community psychology and for 
the valuable roles a community psychologist might play in our world. 

PREVENTION
Rather than just reacting to a problem or issue and finding means with which to treat it, the 
ideal approach would be to identify ways to minimize or prevent the problem from ever 
occurring.  To do this we look at precipitating factors and hope to intervene in meaningful ways 
that change environmental and/or personal factors, and that remove barriers to success and 
wellness, before disorder develops.  A popular metaphor is used to help visualize how 
prevention looks in process:

Two men are walking along the river.  One spots a drowning person floating by.  The 
walker jumps in and grabs the drowning person and he pulls him safely from the water. 
Before catching his breath he sees that his friend has jumped in to save another 
drowning person.  The flow of drowning people continues and increases and the two 
men continue pulling them out of the water, tiring as they near exhaustion.  And 
drowning people keep passing by too, as they can only rescue a few of them because 
there are more drowning people than walkers.  Suddenly one of the men stops the 
rescue effort and takes off running up the river.  His friend does not understand why 
he’s seemingly abandoning these drowning people.  Little does he know the one who 
went upstream is going to find out why all of these drowning people have been falling 
into the river!

Individual illness and community disarray will always require treatment and reactionary 
responses, but the community psychologist strives to prevent some of it.  Prevention also 
lessens the demand for treatment thereby freeing up access to such resources for those who may 
otherwise not have access.

CHANGE
Applications of community psychology are derived from a philosophy of change, based on the 
community psychologist being actively involved in community processes while seeking to 
understand them.  The opposite of this would look like an outside expert peering through a 
window to the community inside, assessing from outside to guide interventions for within. 
Community psychology interventions are aptly placed in the community in non-clinical 
settings.  With prevention as a focus, the community psychologist aims to effect social change in 
a broad context, while participating in the community itself and conceptualizing change and 
collaboration with other community members, who ultimately own the process of change 
anyway.

INDIGENOUS RESOURCES
It would be wheel-reinvention to overlook what exists in a community already as a resource.  It 
is important to value and to collaborate with the expertise within a community.  This focus on 
strengths and competency building helps shift the focus away from pathology.  The question 
asked: What is already here, and why does it work?
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CITIZEN PARTICIPATION
Community members themselves are the true experts of their own situation.  It’s absurd to 
think otherwise.  Therefore community psychologists welcome and desire citizen participation 
in design, implementation, and evaluation of any community intervention.  Recognizing the 
expertise and practical understanding of community members will inform the community 
psychologist and she partners with those in the community to effect meaningful change.

SHARING POWER
Community psychologists aim to effect social change in broad contexts, ideally as prevention. 
This is a goal best reached by collaborating with others, utilizing existing resources in the 
community, and involving citizen participation in every aspect of program design, 
implementation, and evaluation.  This is a shift in perspective for many people, particularly 
because the goals of community psychology can only be reached by sharing power, by 
removing the us-vs-them mentality, by eliminating the status differential between “experts” 
and “those served by experts,” and by involving all members of a community, including those 
who may be otherwise oppressed.  In genuinely recognizing the community members as the 
true experts on their situation, the community interventions that result will be based on needs 
identified by community members themselves, structured by their participation, and evaluated 
by their perception of change.  Sharing power lends itself well to sustainability of programs. 
Not sharing power lends itself to misguided interventions, not informed by the community and 
not focused on needs important to community members.  Therefore not sharing power in a 
community process will not likely be sustainable, effective, or even ethical.

SOCIAL JUSTICE
Community psychologists’ focus on the rights to which all persons are entitles uses the 
privilege afforded them to effect change towards a more equitable allocation of resources, 
especially for those who may be marginalized.  More equal access to resources, involves all 
community members in the systems surrounding their lives.  More equal access increases 
citizens participation (all should be free to participate), and citizen participation makes for a 
community that is likely empowered to improve the quality of life.  Privilege is a special 
advantage, immunity, permission, right or benefit granted to or enjoyed by an individual, class 
or cast.  Privilege in effect is a social resource, and community members have varying amounts 
of it.  Coping is how we use the resources available to us to deal with stressors.  Therefore a 
person’s ability to cope with stressors of any kind is in part a function of one’s social privilege in 
a given context.  It is important to keep this in mind when making decisions that affect the lives 
of others.

SENSE OF COMMUNITY
Many psychologists believe that a defining problem in Western society is the alienation and 
loneliness that comes with the individualism that is so highlighted in our way of life.  The 
antidote is a strengthened sense of community.  Sense of community is a powerful and 
emotional force that increases quality of life; it is critical to both our individual and collective 
well-being.  This is important in a time when too often we are separated by our diversity rather 
than improved because of it.  Sense of community includes essential qualities: membership, 
influence, integration, and fulfillment of needs, and a shared emotional connection.  It is a fact 
that members participate in various communities in part because their needs are met therein; 
their needs are met through connecting with other members.  Members are also attracted to 
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communities in which they feel influential, share commonly held ideals that can be pursued 
through involvement in the community, and experience a sense of belonging (McMillan & 
Chavis, 1986).  Community psychologists sometimes strive to foster a sense of community in a 
group, recognizing the benefits to community members in making the experience more 
enriching and supportive.

LEVEL OF ANALYSIS
Oftentimes multiple processes at multiple levels contribute to a problem or make it more likely 
in a given situation.  Therefore, many studies and interventions in community psychology 
concern more than one level of analysis.  Individuals exist in Microsystems of families, 
workgroups, and others.  Individuals interact with their surrounding Microsystems and each 
influences the other.  Sometimes a workgroup’s norms influence an individual’s behavior. 
Sometimes an individual will bring a new perspective to a workgroup and the communication 
patterns might change.  Beyond Microsystems are increasingly more broad shells of context up 
to and including the encapsulating level of society itself.  Similarly, each level of analysis can 
influence the other levels and individuals.  The following metaphor can be useful to illustrate 
the mutual influence of the multiple levels.

Imagine a child’s intricate mobile hanging in a room.  Many pieces are suspended in 
apparent balance on delicate strings, attaching the lower pieces to little bars attached by 
strings to the main base.  The pieces do not touch one another, the air in the room is 
calm, and the mobile is a snapshot of stillness.  And then enters a slight breeze touching 
just the edge of one suspended piece.  Suddenly the balance is offset, the piece tips in 
response to the motion of the air.  The piece is one of a few attached to the small bar 
above them which now moves, tipping the main structure and influencing every other 
piece of the system, if even slightly.  Back and forth pieces at different levels and sides 
compensate and strive to regain a balance like the snapshot image, standing by for the 
next breeze, forever changed by the experience of the last one.

Taking multiple levels of factors into account for both understanding communities and 
planning for intervention is essential to understand and to plan for how any one person or 
group operates in larger systems and society, and how each influences the others.  The 
community perspective is marked by an insistence on multiple levels of analysis. 

RADIATING EFFECTS
Just as a stimulus to one piece on a mobile affects many others directly or indirectly, thinking of 
effecting change in social settings requires consideration of the direct or indirect results that 
may ensue, often unintended.  Sometimes there are beneficial radiating effects.  An intervention 
designed to discourage maladaptive behavior in adolescents by offering midnight basketball 
could have many potential radiating effects, unrelated to intent.  Maybe fewer adolescents 
involved will drop out of school.  Maybe their relationships with parents will be different. 
Maybe people who sell drugs will find this gathering as an unexpected opening to sell drugs to 
these adolescents.  Maybe school coached will feel threatened by a successful night program 
and will treat these adolescents differently in the school setting.  Maybe local policy will 
somehow change.  Maybe anything – the key is to think through the possible radiating effects at 
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multiple levels and to best ensure that the mobile isn’t knocked down to the floor as an 
unintended outcome of a well-intentioned plan for action.

EMPIRICAL GROUNDING
Community psychologists hope to define/understand/address community issues in ways that 
can be studied in research.  Research findings are then used both to theorize and to inform 
future community action.  Communities are groups of real people and it would be unethical to 
impact these intricate systems without a sound theory, based on structured empirical findings, 
informed by the community of concern, and guided by the values essential to effective 
community psychology work. 

References

Dalton, J. H., Elias, M. J., & Wandersman, A. (2001).  Community psychology: Linking individuals and 
communities.  Stamford, CT: Wadsworth.

McMillan, D. W., & Chavis, D. M. (1986).  Sense of community: A definition and theory.  Journal of  
Community Psychology, 14, 6-23.
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Cristina Fernandez

A good Vision should be the mirror of your program. It should clearly and concisely 
articulate your program’s goals, ideals, and partnership roles. Anyone who reads it 
should understand the nature of your program. Additionally, the Vision will act as a 
guide for you, as well as the individuals and organizations with whom you are 
partnering to create/facilitate your program. 

Involving Partners
The Vision should not be created by one person; it must be a collaborative effort 

with everyone who is actively involved in the program. Ideally, there will be a small 
number of people “on board,” including volunteers, principals, or teachers of the 
schools where we will be hosting our activities, maybe even an executive director of an 
outside program. All these stakeholders should come together and develop a Vision 
collectively, so that everyone’s needs are met. Since the Vision is something that 
everyone will refer to, it would be in the program director’s best interest to ensure that 
all involved are happy with it. As with any document that is to be made public, the 
Vision is going to undergo a number of drafts before a finalized version is agreed upon. 
Therefore, the initial draft should only be used as a guideline.

It is also important for every member of the partnership to establish a role. How will 
they be involved? What are their commitments to the program and to other partners? 
The nature of the partnership will not be detailed in the Vision, but it must be made 
clear to all involved in order for everything to run smoothly. If it is helpful, use a 
framework like the one below. In the first box, list each of the partners, leaving large 
gaps between each one. Then, fill in one of the program’s goals in the third box. In the 
middle box, list any and all actions that will be taken by each partner to achieve each 
goal. 

Sample:
Partners Actions Goals

Andover Historical 
Society’s museum 
educator



- Develop lesson plans
- Refer to Massachusetts 
Curriculum Frameworks 
for History and Social 
Studies
- Have monthly meetings 
with schools to touch 
base



Time Travelers will be an 
educational program 
that supplements 
children’s classroom 
learning.

It may also be helpful to create a partnership contract, in which all of this 
information is outlined, to be signed by everyone involved. 
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Getting Started

Part 1. Vision Statement
The Vision Statement is basically a “short and sweet” version of the broader 

Vision. (It may be easier to create the Statement at the end, depending on work styles.) 
It can be as short as a few words or as long as a paragraph. You can think of the 
Statement as a (classy!) commercial or advertisement for your program.

A good Vision Statement should:
• Be a collaborative effort!
• Focus on the future of the program.
• Be both bold and credible. While the statement should capture people’s 

attention, making the program sound too good to be true will drive people 
away.

• Avoid sounding too intellectual without resorting to slang or overly-informal 
speech. You want to command some respect without distancing the audience.

• Clarify what the program is about, the goals of the program, and the direction 
you wish to take. Anyone who reads the Vision should understand what your 
program. This is important because it may attract even more stakeholders 
(volunteers, teachers, etc.).

• Satisfy all partners; no one should feel short-changed.
• Be “short and sweet.”  Details can be saved for the broader Vision or an FAQ 

section.

Part 2. Broader Vision
This is where you will go into greater detail about the specifics of your program 

goals. Ask questions such as:

• What are the logistics?
• Why are we facilitating this program?
• What outcomes do we want? What don’t we want?
• What would the ideal partnership be like? What are the various stakeholders 

doing to facilitate the program? (Refer to the framework above!)
• What values or beliefs will be encompassed?
• It’s the year 2012. What is the program like? What do you want people to be 

saying about the program?
• When kids go home at the end of each day, how do they feel? What are they 

thinking? What will they think of the program when they’re 17-18, looking back?
• How will you define a successful program?

Once you have a clear idea of your program’s concept, structure, goals, and 
ideals, put it on paper! It is important not to leave details out, because this Vision will be 
referenced in the future, as people come and go, as new volunteers are recruited, and 
as new activities are developed. Parents of children who may be interested in joining 
the program should not be left feeling confused or uncertain about the nature of the 
program. Have all partners look it over and make necessary changes as often as 
needed until everyone is satisfied with the result.
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Keep It Relevant!
Once you have a Vision developed, it needs to remain a relevant fixture. Give a 

copy of the Statement to everyone involved. Keep referring to the Vision (i.e., at 
meetings) so that it does not become a forgotten document gathering dust on the 
shelf. If people forget what the Vision of the program is, it increases the risk of the 
program evolving into something that the original stakeholders did not intend. It may 
also put the program at risk for falling through the cracks; if nobody knows what the 
program is really about, how can goals be achieved? How can new volunteers and 
program directors accurately run the program? 

That is not to say that the Vision should never be changed, but any changes 
made to the document should be a collective effort by all parties with a vested interest, 
and it should be done rarely. An ever-changing Vision will only cause confusion. That 
being said, should the program evolve over time, the Vision must be altered to reflect 
the changes.

What Does a Vision Statement Actually Look Like?

PlusTime NH is a nonprofit organization based in Dover, New Hampshire. Their Vision 
statement is as follows: 
PlusTime NH strives for a day when every community supports all its youth and families 
by providing access to quality afterschool programs designed to promote the positive 
well-being of the whole child. 

Helpful Links
Here are some links that can help the process along!

• http://www.timethoughts.com/goalsetting/vision-statements.htm  
• http://www.managementhelp.org/plan_dec/str_plan/stmnts.htm  
• http://www.nsba.org/sbot/toolkit/cav.html  
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Assets Development:
Important in Community Strategies

Kimberly Roberts

Assets development is quickly becoming an integral part of community-building 
activities, used by many towns, cities, and states.  One important application of this 
strategy focuses on building a positive environment to promote positive attitudes 
and choices for youth, while also protecting youth from risky, problem behaviors. 
Developmental assets are positive relationships, experiences, and inner strengths 
that all young people need in order to grow up healthy, caring, and responsible.  The 
goal is to enhance the health and well-being of children and youth (as well as 
adults), by providing the building blocks necessary to develop responsibly.  The 
Search Institute (www.search-institute.org) has built a list of 40 developmental 
assets, or building blocks for positive development.  Some of these assets are 
internal, and others are external and depend on the family, schools, and community. 
Although assets development currently focuses on youth, the underlying principles 
correspond to everyone.  

In 2003, The Search Institute surveyed 150,000 youth 
in 6th to 12th grade, and the results revealed that the 
students on average only experienced 18.6 of the 40 
assets.  In other words, 59% of youth experienced 
fewer than 20 assets!  In other words, youth have too 
few assets, and this can probably be generalized to the 
general adult population as well.  

Why use the 40 developmental assets?
“There is a direct relationship between increasing the number of assets and 
decreasing the incidence of high risk behaviors such as violence and drug and 
alcohol abuse” (Project Cornerstone).  

What are the 40 developmental assets?
 External Assets:

o Support
 Family support
 Positive family communication
 Other adult relationships
 Caring neighborhood
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 Caring school climate
 Parenting involvement in schooling

o Empowerment
 Community values youth
 Youth as resources
 Service to others
 Safety

o Boundaries and expectations
 Family boundaries
 School boundaries
 Neighborhood boundaries
 Adult role models
 Positive peer influence
 High expectations

o Constructive use of time
 Creative activities
 Youth programs
 Religious community
 Time at home

 Internal Assets:
o Commitment to learning

 Achievement motivation
 School engagement
 Homework
 Bonding to school
 Reading for pleasure

o Positive values
 Caring
 Equality and social justice
 Integrity
 Honesty
 Responsibility
 Restraint

o Social competencies
 Planning and decision making
 Interpersonal competence
 Cultural competence
 Resistance skills
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 Peaceful conflict resolution
o Positive identity

 Personal power
 Self-esteem
 Sense of purpose
 Positive view of personal future

Here are some ways YOU can build developmental assets:
 Be caring and attentive to youth – show your support!
 Empower youth to use their skills and abilities to help others.
 Set boundaries and have high expectations.
 Find activities that are a constructive use of their time.
 Spark their commitment to learning.
 Guide them toward a life based on positive values.
 Help them develop social life skills.
 Affirm their positive identity – celebrate their uniqueness!

Who needs to be involved in assets development?
 Researchers
 Communities
 Educators
 Families
 Faith Communities
 Everyone!

Still confused? Here are some recent examples of assets building:
 Medford Health Matters (MHM) has a youth action council, Team TADD, which 

focuses on healthy and responsible development.  They do educational group 
activities with two adult advisors and have grown to be a very close-knit, caring 
group.  Their focus is on positive development and decreasing unhealthy 
behaviors like substance use.  

 Healthy Communities – Healthy Youth is an organization sponsored by The 
Search Institute, and its mission is to motivate and equip individuals and 
organizations, and their leaders to join together in nurturing competent, caring, 
and responsible children and adolescents.

For Resources, Information, and Trainings on Assets Development:
The Search Institute, www.search-institute.org
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Word of Mouth
Almost 50% of individuals 

volunteered at an organization 
because someone asked them to!

Don’t be afraid to ask for help... 
and get your current volunteers 

to pass the word along!

W  orking   w  ith   V  olunteers  
 Sara M. Strauhal

Who Volunteers? ho Volunteers? 

♦ College and high school students 
(through course credit requirements or personal motivation)

♦ Retirees
♦ People with specific skills, interests, or 

experience
♦ Professionals (either through a 

business sponsered program or 
personal motivation)

♦ Parents
♦ Social Service Organizations/Agencies
♦ Church groups
♦ School groups

Individuals aged 35-44 are most likely to volunteer, followed by the 45-54, and 55-64 
year old age groups.  It is interesting to note that these age groups followed each other 
closely.  The percentage of high school and college age volunteers has increased since 
2002, perhaps an indicator of the growing popularity of service learning and volunteer 
activities in high schools and colleges across the country.

FInding HelpInding Help
As many of us in the social services and non-profit field know, volunteers can be our best 
commodities. Listed below are suggestions for where to find volunteers.

♦ Online resources: MVHub.com is an extremely useful website serving the 
Merrimack Valley community

♦ Community bulletin boards in local stores, agencies and schools
♦ Local community resources (universities, 

churches, businesses)
♦ Volunteer websites: volunteermatch.org, 

internships4you.com, bostoncares.com, 
idealist.org... and many more!

♦ Place a public service announcement in your 
local newspaper, radio or television stations

♦ Service learning opportunities through local 
schools and universities

♦ The Community Connections Information Clearinghouse (CCIC) at 
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The Center for Family, Work and Community in Lowell is a phenomenal 
resource for organizations and individuals willing to serve

♦ Local volunteer fairs

**SUGGESTION** ~ you may want to screen your volunteers. 
You want to find the right fit for your organization and make sure the job is 
the right fit for a volunteer. Volunteers should support the mission and 
goals of your organization and understand the importance of their 
contribution. This may matter more in some agencies than others. 

Have a list of questions that you want to ask; sample questions may include:

 Have you had previous experience as a volunteer?  If so, with what 
organizations?  What kind of work did you do?  

 What interests you about our organization so that you you want to 
volunteer?

 What types of skills do you hope to gain from volunteering?  
 What experiences do you have that will be useful in your volunteer work 

here?
 What are your strengths?  How do you see them helping our organization?
 Do you speak any other languages 

besides English?
 What type of commitment are you 

willing to make?  Can you commit to x 
weeks or months?

 How many hours could you be able to 
work each week?  What specific days and 
times do you prefer?

 Is there any other information that you 
would like to provide?

 Do you have questions for me or is there anything more you would like to 
learn about us?

ENgaging VolunteersNgaging Volunteers
You want to make the experience meaningful for volunteers. They are committing their 
time and efforts to your organization and they are valuable!

♦ Remember their name!
♦ Make nametags for yourself and others.
♦ Create a job description – be specific with responsibilities of the position, 

skills that are needed, time involved, what to wear, and any other information 
you feel would be important, include any training that is required.

♦ Share your organization’s mission, goals, and history.
♦ Keep organized, give clearly defined tasks and expectations.
♦ Remind volunteers the importance of their for the community, students, 
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Volunteer Sign-In Sheet
A sign-in sheet for your volunteers is an 
effective way to monitor your volunteer’s 

time on the job and the work he or she 
has done.  This log makes it easy to 

recognize volunteer’s effort and work.

clients, businesses etc.
♦ Use a volunteers unique skills, knowledge, and talents if applicable.
♦ Make sure the tasks you give to volunteers are related to their interests, if 

possible; people feel their work is more meaningful and fun when they are 
using abilities and skills that they have. 

Volunteer Orientation: It may be a good idea to have an 
orientation for all volunteers to get acclimated to the environment and allow time 
to become more familiar with your organization. Agenda items may include:

o Learn the organization's mission and goals, 
familiarize themselves with services and programs.

o Meet the staff.
o Become familiar with procedures and practices.
o Review the specifics of the volunteer work; review 

job description if applicable.
o Record any emergency contact information.
o Review important policies: Internet access, sexual 

harassment, etc.
o Review organization culture: policies on tardiness, dress 

codes, personal email policies, dynamics of clientele.

**SUGGESTION** ~ Make the volunteer experience meaningful for both the 
volunteer and your organization.

• Volunteer Contact Information   
Form:  When a volunteer is hired, 
make sure they fill out a contact 
information form that includes name, 
phone number, address, email address, 
business or agency name and any other 
information that you feel would be 
important if you had to contact the 
volunteer.  Also, include emergency 
contact information, which could be 

useful in the event that something happens while they are volunteering. 

• Volunteer Confidentiality Form  :  Have your volunteer sign a confidentiality 
form, especially if they will have access to sensitive information.
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Say HELLO & 
GOODBYE!

This is a personal and 
friendly way to 

communicate to your 
volunteers that they are 
appreciated and you are 

glad they are part of your 
organization.

• Volunteer Communication Book  :  Use a binder and 
paper to create a volunteer communication book.  This is 
a good way for volunteers and staff to keep 
communication flowing through announcements, 
comments, and questions written in the book.  

eep Volunteers comingeep Volunteers coming  
back!back!KK

Make sure volunteers feel appreciated! Remind them how much they made a difference. 
They want to feel their work is meaningful and their time is well spent.

♦ Make a Certificate of Appreciation
♦ Give thank you notes
♦ Send updates on any future help that is needed
♦ Honor volunteers in your organization 

newsletter/bulletin
♦ Take pictures of volunteer groups and send them 

with a thank you
♦ Celebrate a Volunteer of the Week or Month
♦ Provide snacks and drinks, especially for large groups or those volunteering 

during an extended period of time
♦ Ask what their experience was like and if there is anything you can do to 

make it better in the future

**REMINDER**
A simple thank you or token of appreciation goes a long way!

RESOURCES:
Padua, R. (2005). The volunteer manual: Ideas to find, screen and guide your 
volunteers. 
www.clearinghouse.uml.edu
www.uml.edu/college/arts_sciences/psychology/graduate_program/welcome.ht
ml
www.volunteermatch.org
www.volunteerresource.org
www.idealist.org
www.volunteertoday.com
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Program Evaluation
Rose Vasquez

Programs are like a puzzle…. You need all the pieces to connect to have a good one.  

   

Why Program Evaluation is needed?

irst, we'll consider "what is a program?" Typically, organizations work from 
their mission to identify several overall goals which must be reached to 

accomplish their mission. In nonprofits, each of these goals often becomes a 
program. Nonprofit programs are organized methods to provide certain related 
services to constituents, e.g., clients, customers, patients, etc. Programs must be 
evaluated to decide if the programs are indeed useful to constituents. In a for-
profit, a program is often a one-time effort to produce a new product or line of 
products. 

So, still, what is program evaluation? Program evaluation is carefully collecting 
information about a program or some aspect of a program in order to make 
necessary decisions about the program. Program evaluation can include any or a 
variety of at least 50 different types of evaluation, such as for needs assessments, 
accreditation, cost/benefit analysis, effectiveness, efficiency, formative, 
summative, goal-based, process, and outcomes.  The type of evaluation you 
undertake to improve a program depends on what you want to learn about the 
program and what needs to be improved.  Don't worry about what type of evaluation 
you need or are doing, worry about what you need to know to make the program 
decisions you need to make, and worry about how you can accurately collect and 
understand that information.

F

Here are Some Types of Evaluations: 

The Planning Evaluation -Done before the program/project begins and is intended 
to: 
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a. Determine target population (who do we want to effect) 
b. Assess needs 
c. Clarify outcomes 
d. Assess processes 
e. Assess stakeholder participation/reactions 
f. Assess financial considerations 
g. Define activities/efforts 
h. Discuss logistical considerations (space, time, other resources) 
i.  Define goals and outcomes 
j.  Define timelines 
k. Design later evaluation components

The Formative Evaluation -Done while the program/project is in operation and is 
intended to: 

a.  Assess whether the program/project is working as designed 
b.  Provide ongoing feedback 
c.  Collect valid/reliable data 
d.  Provide data for revisions, improvements, adjustments 
e.  Assess stakeholder participation/reactions 
f.   Assess staff performance 
g.  Determine if timelines are being observed 
h.  Determine if project goals/objectives are being closed in on 

The Summative Evaluation -Done at the end of the program/project and is 
intended to: 

a.  Provide a summary judgment about the program/project's performance 
and impact on meeting its goals/objectives 
b.  Collect valid/reliable data on the program/project's merit 
c.  Determine stakeholders' benefits from the project 
d.  Assess cost/benefit 
e.  Determine which components were most effective 
f.   Determine if the project is replicable and transportable 
g.  Determine if the project warrants continuation 

A Few Points to consider when starting an evaluation
1. Why do you want a program evaluation? Ask yourself why is it important to 
you and your organization.
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2. Who is going to use the evaluation information (e.g., executive director, 
board, funders, staff, or clients)?  

3. Are you interested in evaluating how your program works or its impacts? 
Which potential positive or negative impacts concern you?

4. Is an outside evaluator needed?  Does this evaluator have experience with 
organizations and programs like yours? Does this evaluator produce useful 
reports?

5. What do you want included in the final report?  Do you want just 
conclusions and recommendations or more?

Common Dilemmas in Program Evaluation
Time shortages: A major problem for program administrators is that, while they 
know their program needs to be evaluated, they have neither the time nor 
resources to accomplish it. 

Set views of evaluation: Often partners or program administrators have a static 
view of program evaluation and that view may be at odds with the expanded ways in 
which program evaluation is now pursued.  

Models of evaluation: There are many models of evaluation. How would you decide 
which one will work best for your program?  Will you decide or will the evaluator?

Making sense of discrepant information: At the heart of evaluation is the need to 
sort through differing information and organize it in a way that makes what is going 
on in a program understandable.

Accepting unpleasant news: Most evaluators include information that program 
administrators do not want to hear. How would you accept bad news?  What are 
effective ways to present unwelcome news? 
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Data Collection Methods
Colleen Flynn

When collecting data, there are a variety of methods one can use. It is important to choose a 
method that goes along with the goals and intended or predicted outcome of the research that you 
are doing. Data collection techniques allow us to systematically collect information about our 
participants and the setting in which we are collecting the information. There are several different 
methods of data collection: 

• Using available information 
• Observing 
• Interviewing  
• Written questionnaires 
• Focus group discussions 
• Projective techniques

Using Available Information

• Others have most likely already collected a great amount of data. Doing research ahead of 
time could help you locate information that could be useful to you.

• A great source of data is information routinely taken by health facilities. If you were 
looking to identify problems with certain interventions, this information would be useful 
information to analyze.

• Key informants (someone familiar with the community or certain institutional practices) 
may also be a source of information.

• Other sources would be published case studies, newspapers, census data, and published 
and unpublished articles in archives or journals

Observing

• Observing involves systematically watching and recording behavior of your intended 
target.

• Participant observation is when the observer participates in the situation they are 
observing. This is very prevalent at practicum sites.

• Non-participant observation occurs when the observer is not involved in the situation that 
they are observing.

• Observations can be “open” (for example shadowing an employee at a work place) or 
“concealed” (for example a secret shopper or watching from behind a one-way mirror), 

• A disadvantage to observing is that it can be time consuming and may require a defined 
scale to work from.  It is also impossible to know how to interpret what you observe 
without talking with participants.

Interviewing

• This technique or method involves asking individuals or groups a set of questions that are 
typically predetermined. The answers can be written down or taped and used in analysis.
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• A high degree of flexibility is an interview technique that can be used by researchers when 
they are not too familiar with the topic or it is a sensitive issue. For example when 
studying sensitive issues such as teenage pregnancy and abortions, the researcher may use 
a list of topics rather than fixed questions such as when teenagers started intercourse, 
etc…

• More structured methods of interviewing can be used when the researcher is 
knowledgeable about expected answers or when the number of respondents being 
interviewed is large. When the sample is very large, it is often useful to shift from 
face-to-face interviews to questionnaires with a fixed list of questions in a standard 
sequence.

Written Questionnaires

• This method involves administrating written questionnaires to participants and 
they respond with written answers.

• This can be done through the mail, gathering participants together and asking them 
to complete them on the spot, or hand delivery and asking participants to return the 
completed questionnaire at a later date.

• The questions can be open-ended or closed with categories already predetermined.

Focus Group Discussions

• A focus group discussion allows a group (with typically 8 - 12 informants) to 
freely discuss a certain subject.

• This is typically done with a facilitator to guide the topic and keep the group 
focused.

Projective Techniques & Use of Stimulus Materials

• This involves asking a participant to react to a certain stimuli or situation.
• Another method is using a hypothetical situation or an incomplete sentence and 

having the participant respond.  An example would be “If my son or daughter were 
born autistic, I would…”

• These techniques can be used in interviews or written questionnaires. They are also very 
useful in focus groups to get people’s opinion on sensitive issues.

Advantages and Disadvantages of Data Collection Methods

There are several advantages and disadvantages to each method outlined. It is important to 
determine which method or methods works well for you and the data that are you are trying to 
collect.

• Using available data is inexpensive because it is already there; it also allows you to 
analyze trends. But sometimes the data is not easily accessible and may be incomplete or 
disorganized.
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• Observation gives more concrete and detailed information and can test the validity of 
interviews and questionnaires. Some disadvantages are possible confidentiality issues that 
may arise, observer bias can occur, and the presence of the observer can affect the 
behavior of those being observed.

• Interviewing allows for clarification of responses and is useful when asking about issues 
that are not observable (feelings, opinions, beliefs).  However, the interviewer can 
influence the people being interviewed, and when asking about specific behaviors or 
skills, the information may not be as accurate as that gained through observation.

• Written questionnaires may solicit more honest responses since the participant is 
anonymous. They are typically less expensive than other methods and eliminate bias. 
Some disadvantages can be a low rate of response and a misunderstanding of questions.

• Projective techniques tend to provide a lot of data, but there is often considerable 
researcher bias in the interpretation of results. 

More information available at the International Research Development Center at idrc@ca.
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Mentor Relationships
Danielle Bergeron

Some Roles and Responsibilities of a Mentor

Advises on the effective balancing of work and personal life.

dvises on the importance of participating in professional organizations.

nalyzes strengths and weaknesses, assists in the undertaking of other activities to improve in weak 
areas, motivates to keep trying for excellence, and evaluates performance in moving toward 

goals.

s genuinely interested in people and has effective people skills: can effectively communicate 
and actively listen; can resolve conflict and give appropriate feedback.I

s an achiever, setting lofty career goals, continually evaluating them, and striving to reach them; 
usually takes on more responsibility than is required; volunteers for more activities; climbs the 

career ladder quickly and inspires others to do the same.

hares organizational knowledge, including tradition and 
values, providing guidance on the organizational culture 

and the inner workings of the office (i.e., "office 
politics"), unwritten rules, etc., as well as “life 

experiences” and the desire to help others.S
erves as an objective outsider, capable of helping the participant to step back and see things from 

another perspective.

Mentor relationships are vital for the sustainability 
of many community organizations and coalitions. 
New employees, interns and volunteers often look 
for guidance and support from those who have 
experience in the organization and field in which 
they wish to work. As experienced community and 
organizational leaders, you are a valuable resource. 
The relationships you form and the guidance you 
provide can will benefit your organization’s 
mission and contribute to its goals. You truly can 
make a difference in a number of different ways! 
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erves as resource person, putting the participant in touch with resources for information, ideas, 
etc. This includes encouraging networking, making contacts and providing introductions for 

building professional relationships.

erves as a role model, teaching and demonstrating high standards of performance as well as 
ethical conduct.

Here are some qualities of good mentor relationships.  It is 
important to note, however, that mentoring styles and activities 
are as varied as human relationships!

Mutual 
respect

It is the shared respect and values that connect and provide the 
foundation for the work the mentor and the learner will do together.

Trust When this exists between the mentor and the learner, the individual 
is able to take risks s/he might not have taken without the trust. It 
provides a safe space to achieve what might appear difficult, 
impossible, or overwhelming. The trust the mentor provides is 
fundamental for the learning experience to occur.

Mentor as 
a conduit

The mentor provides a framework for exploration by creating a 
context that provides support, encouragement, and growth

Learning 
and 
integration

A mentor creates a space for listening and for helping the person to 
integrate the learning into their lives. A mentor becomes like an 
"inner voice"  we borrow the mentor for this guiding voice while 
we search to find and express our own voice.

Safe space Unconditional acceptance is a key ingredient for establishing trust 
and a safe space. Accepting others for who they are, without 
apology or explanation, is therefore an essential aspect of 
mentoring. With total acceptance, one feels trusted and known, and 
is able to take great risks. In a safe space, nothing is taboo.

Vision A mentor holds a vision of what's possible, and leads the way to the 
vision. A mentor believes in the vision as much as the learner does.

Shared 
experience

A mentor relationship is rich with learning through shared 
experiences. The learning is not just academic and has a vibrancy 
and depth that goes beyond reflective discussion. The mentor has 
discussions in "real time" - the interaction and the learnings are 
deep and real.
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Keeping in 
touch

Regular contact can help to develop good rapport and trust. The 
mentor must be accessibility for the mentor relationship to flourish.

Building 
networks

Mentors help others build their network of contacts and potential 
future mentors.  Advise them to begin with you, other colleagues, 
and community leaders and members that you (the mentor) have 
met through jobs, the community, internships, meetings, etc.

Challenge The mentor challenges and stretches the person, and provides 
inspiration for the person to take on even greater challenges. A 
mentor stretches a person from within.

Inspiration A mentor "walks the talk" and provides inspiration through their 
very being. A mentor is someone who we aspire to become; the 
mentor has qualities/skills we want for our selves. The mentor helps 
us to see possibility by bringing to life the qualities we aspire for 
ourselves. 

Sage 
advice

A mentor will offer sage advice, will show the learner "the ropes," 
and will invest time and energy in the development of the 
individual. The more open the learner is to accessing this wisdom, 
the more profound the discoveries will be!

Careful 
listening

A good mentor is a good listener, without first interpreting or 
judging. Pay attention to the "subtext" and undertones of the  words 
being said, including tone, attitude, and body language. When you 
think you have understood a point, it might be helpful to repeat it 
and ask whether you have understood correctly. Through careful 
listening, mentors convey their empathy and understanding of 
challenges. This is the way to be open for clear communication and 
more effective mentoring.

May your mentor relationship be equally rewarding for both people 
involved! Good Luck!  

"Mentors are advisors, people with career experience willing to share their knowledge; supporters,  
people who give emotional and moral encouragement; tutors, people who give specific feedback on one's  
performance; masters, in the sense of employers to whom one is apprenticed; sponsors, sources of  
information about and aid in obtaining opportunities; models, of identity, of the kind of person one should 
be ."
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Invigorating a Mentor Program
Eileen Palmer

It’s wonderful to have a mentor program.  Mentors advise, teach, promote, and cut red 

tape for mentees.  However, some mentor programs are running out of steam.  The 
following is some advise for using your mentors to help improve your program.

Mentors can come from a variety of 
sources:
Local for-profit businesses
Local nonprofit schools and 

organizations
Within the organization

Mentors can be recruited:
Through word of mouth
Via organization materials (i.e.: 

website, newsletter, etc.)
Through newspaper ads
By sending e-mails out to local 

businesses
As people who are interested in 

volunteering with the program 
because of prior experience

Once you have these mentors, use them for 
all they’re worth, including asking for 
suggestions about how to run your mentor 
program!  They have a lot of professional 
experience and their input is extremely 
valuable.

Mentors roles can include:
Participating in a forum designed to 

troubleshoot issues
Developing trainings for future mentors
Facilitating programs
Entering into a mentor relationship with a 

participant

In a setting where you may have more 
mentors than mentees, or where some 
mentors may not have a positive experience 
with their mentees, showing that they are 
needed for goals that are more planning-
oriented is essential for maintaining the 
relationship.
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Steps to involve mentors in the planning process:

1.   Do the research!
What does a good mentor relationship involve?  
What are some best practices? 
What is your program doing now?  Is it working?

2.   Prepare the mentors
Be sure to tell the mentors in advance that you will be 
having a planning session.  This way they will come with ideas in tow.

3.   Brainstorm and elicit feedback
Meet and present your research.  Ask for their input and begin to make plans 
for improving your mentor program.

4.   Form committees
Mentors want to know that their time is being used efficiently.  Ask for 
people to join committees for the planning and implementation process 
before assuming all responsibility for yourself!

5. Make the changes!
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Collaboration

Kyle Twarog & Peter MacNeill 

Definitions of Collaboration

Collaboration is the process wherein units work together to achieve outcomes for shared stakeholders, 
more quickly and more cost effectively than if they worked on their own, without having to change the 
"how" codes of any of the participating units (From Wikipedia, the free encyclopedia).

Collaboration is dynamic in its nature, as opposed to cooperation which is static. Its dynamicity lies in the 
fact that in collaboration the goal is set for achieving something completely new, improving an existing 
feature and building on each other’s competences in order to accomplish innovation.

Benefits of collaboration
Collaboration is ideal when community groups do not have sole control of the required resources to 
succeed or do not want to bear all the risks associated with sole control of resources.

It is believed that the world is now so interconnected and mobile that most major challenges we as liaisons 
to the educational and public sectors face require different community groups to work together. For 
example.....

• Education;
• Poverty; 
• Parenting styles;
• Cultural differences;
• Competition for resources;
• Drug abuse;
• Delinquency;
• Jargon and miscommunication

No one organization has all the ideas, control, or resources to solve these problems on their own.
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Barriers to collaboration     
There are three major barriers to cost effective collaboration

1. Time, we spend less face-to-face time together. In today's organizations most people have to manage 
the differing priorities of their manager and various stakeholders. This makes it harder for people to spend 
extended time together even if they are based in the same office.

2. Distance, more of us are based in different locations or work from home.

3. Culture, many people work in organizational cultures that inhibit effect collaboration. For example:

• A culture where rank or job title is important makes it hard for a lower ranked person who may 
have good ideas and strong qualifications to collaborate. If the lower ranked person is told what to 
do, this is not collaboration.

• "Stranger danger" - which can be expressed as a reluctance to share with others unknown to you .
• "Needle in a haystack" - people believe that others may have already solved your problem but how 

do you find them? 
• "Hoarding" - where people do not want to share knowledge because they see holding on to 

information as a source of power 
• "Not Invented Here" -  the avoidance of previous research or knowledge that was not originally 

developed within the group/institution. 

While much of the discussion around the topic of collaboration refers to the use of information technology 
(IT), perhaps more research is required on how to provide an effective social process that will help 
overcome the barriers!

Need for new approach to cross the 3 barriers to collaboration  

The time and distance boundaries are easily crossed using software with the following functionality:

• email 
• discussion forum 
• instant messaging 
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• document authoring 
• blogging 
• polling or voting 
• video conferencing 

   But cultural differences make it difficult for people to collaborate. So giving people 
technology, without it being linked to their cultural boundaries just gives people more ways of 
collaborating inefficiently, hence we get hundreds of emails a day.

However, crossing the cultural boundaries without using technology is impossible. This is 
because people are not together long enough and the local culture which people experience on a day-to-
day basis will always dominate.

Example of an assessment tool for your collaboration

Collaboration Rubric

Beginning
1

Developing
2

Accomplished
3

Exemplary
4 Score

Contribute

Research & Gather 
Information

Does not collect 
any information 
that relates to the 

topic.

Collects very little 
information--some 
relates to the topic.

Collects some basic 
information--most 
relates to the topic.

Collects a great deal 
of information--all 
relates to the topic.

Share Information
Does not relay any 

information to 
teammates.

Relays very little 
information--some 
relates to the topic.

Relays some basic 
information--most 
relates to the topic.

Relays a great deal 
of information--all 
relates to the topic.

Be Punctual Does not hand in 
any assignments.

Hands in most 
assignments late.

Hands in most 
assignments on time.

Hands in all 
assignments on 

time.

Take 
Responsibility

Fulfill Team Role's 
Duties

Does not perform 
any duties of 

assigned team role.

Performs very little 
duties.

Performs nearly all 
duties.

Performs all duties 
of assigned team 

role.

Participate in 
Science 

Conference

Does not speak 
during the science 

conference.

Either gives too little 
information or 

information which is 
irrelevant to topic.

Offers some 
information--most is 

relevant.

Offers a fair amount 
of important 

information--all is 
relevant.

Share Equally
Always relys on 
others to do the 

work.

Rarely does the 
assigned work--often 

needs reminding.

Usually does the 
assigned work--rarely 

needs reminding.

Always does the 
assigned work 

without having to 
be reminded.

Value Others' 
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Viewpoints

Listen to Other 
Teammates

Is always talking--
never allows 

anyone else to 
speak.

Usually doing most of 
the talking--rarely 
allows others to 

speak.

Listens, but sometimes 
talks too much.

Listens and speaks a 
fair amount.

Cooperate with 
Teammates

Usually argues 
with teammates. Sometimes argues. Rarely argues. Never argues with 

teammates.

Make Fair 
Decisions

Usually wants to 
have things their 

way.

Often sides with 
friends instead of 

considering all views.

Usually considers all 
views.

Always helps team 
to reach a fair 

decision.

Total

Cited Websites

http://en.wikipedia.org/wiki/Collaboration

http://edweb.sdsu.edu/triton/tidepoolunit/Rubrics/collrubric.html

http://www.brainyquote.com/quotes/quotes/c/ceciliabar202866.html

http://www.answers.com/collaboration&r=67

**************************************************************
*****************

WE HOPE THAT THESE RESOURCES ARE USEFUL FOR YOU AND 
ORGANIZATION! When working in the community it is important 
to remember: “Nobody can do everything, but everyone can do 
something.”
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