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1: Establishing a Culture of Assessment | AAUP
Cultural action requires illuminative evaluation, because it is a form of social change that consists of strengthening the
consciousness of human beings, in order to.

National, regional, or other geographical area Ownership of property Socioeconomic status Why is it
important to be culturally competent? We are all connected through the increasing globalization of
communications, trade, and labor practices. Changes in one part of the world affect people everywhere.
Considering our increasing diversity and interconnected problems, working together seems to be the best
strategy for accomplishing our goals. Because social and economic change is coming faster and faster,
organizations are understanding the need for cultural competence. Studies show that new entrants to the
workforce and communities increasingly will be people of color, immigrants, and white women because of
differential birth rates and immigration patterns. There are many benefits to diversity, such as the rich resource
of alternative ideas for how to do things, the opportunity for contact with people from all cultures and
nationalities that are living in your community, the aid in strategizing quick response to environmental change,
and a source for hope and success in managing our work and survival. Increases respect and mutual
understanding among those involved. Increases creativity in problem-solving through new perspectives, ideas,
and strategies. Decreases unwanted surprises that might slow progress. Increases participation and
involvement of other cultural groups. Increases trust and cooperation. Helps overcome fear of mistakes,
competition, or conflict. For instance, by understanding and accepting many cultures, everyone is more likely
to feel more comfortable in general and less likely to feel the urge to look over their shoulders to be sure they
are being "appropriate" in majority terms. Promotes inclusion and equality. When does an organization need to
become culturally competent? An organization needs to become culturally competent when there is a problem
or crisis, a shared vision, and a desired outcome. An organization is ready to become culturally competent
when groups and potential leaders that will be collaborating have been identified, the needs of the cultural
groups are identified, the organization knows what was done before and how it affected the groups involved,
and the organization is open to learning and adapting to better fit current needs. How do you create a culturally
competent organization? Indicators of cultural competence: Creating multicultural organizations makes us deal
with differences and use them to strengthen our efforts. To reach these goals you need a plan for action. But
support from the top should be part of it. Getting everyone to "buy in" can be aided with a committee
representing all levels in an organization. Such a committee can establish and facilitate the following action
steps. If people at all organizational levels are involved more people are likely to be influenced to become
more culturally competent. Identify the cultural groups to be involved who needs to be involved in the
planning, implementation, and reinforcement of the change? Identify barriers to working with the organization
what is currently not working? What will stop you or slow you down? Assess your current level of cultural
competence what knowledge, skills, and resources can you build on? Where are the gaps? Identify the
resource needed how much funding is required to bring about the change? Where can you find the resources?
Develop goals and implementation steps and deadlines for achieving them who can do what, when, and how?
Commit to an ongoing evaluation of progress measuring outcomes and be willing to respond to change what
does progress and success look like? What are the signs that will tell you that the organization is on the right
track? How to begin building a multicultural organization Form a committee. This Cultural Competence
Committee CCC within your organization should have representation from policy making, administration,
service delivery, and community levels. The committee can serve as the primary governing body for planning,
implementing, and evaluating organizational cultural competence. Write a mission statement. The CCC should
be involved in developing this statement. Find out what similar organizations have done and develop
partnerships. Other organizations may have already begun the journey toward developing and implementing
culturally competent systems. Meet with these organizations, pick their brains, and see if they will continue to
work with you to develop your cultural competence. Then adapt the processes and information that are
consistent with your needs to your organization. Aggressively pursue and use information available from
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federally funded technical assistance centers that catalog information on cultural competence. Do a
comprehensive cultural competence assessment of your organization. Determine which instruments best match
the needs and interests of your organization. Use the assessment results to develop a long-term plan with
measurable goals and objectives to incorporate culturally competent principles, policies, structures, and
practices into all aspects of your organization. Among others, this may include changes in your mission
statement, policies, procedures, administration, staffing patterns, service delivery practices, outreach,
telecommunications and information dissemination systems, and professional development activities. Find out
which cultural groups exist in your community and if they access community services. What are the cultural,
language, racial, and ethnic groups within the area served by your organization? Then find out if these groups
access services and if they are satisfied with what they get. Have a brown bag lunch to get your staff involved
in discussion and activities about cultural competence. The object of this get-together is to get your staff
members to think about their attitudes, beliefs, and values related to cultural diversity and cultural
competence. Invite a guest speaker. Ask your personnel about their staff development needs. Assign part of
your budget to staff development programming in cultural competence. Analyze your budget to see where
there are opportunities for staff development through participation in conferences, workshops, and seminars on
cultural competence. Then commit to provide ongoing staff training and support for developing cultural
competence. When you are asking the staff to come together to discuss their attitudes, beliefs, and values
related to cultural diversity and competence, consider an outside expert facilitator. Someone might get
offended. Include cultural competency requirement in job descriptions. Cultural competency requirements
should be apparent from the beginning of the hiring process. Discuss the importance of cultural awareness and
competency with potential employees. Be sensitive to the fact that certain seating arrangements or decor might
be appropriate or inappropriate depending upon the cultural group. Be aware of communication differences
between cultures. For example, in many racial and ethnic groups, elders are highly respected, so it is important
to know how to show respect. Collect resource materials on culturally diverse groups for your staff to use.
There are many free online resources, as well as printed materials. Visit the library and talk with people at
similar organizations to learn about resources. Build a network of natural helpers, community "informants,"
and other "experts. Effective organizations must do strategic outreach and membership development. Your
organization should set ground rules that maintain a safe and nurturing atmosphere. And the structure and
operating procedures that you set should reinforce equity. For example, create leadership opportunities for
everyone, especially people of color and women. Your organization should engage in activities that are
culturally sensitive or that directly fight bias and domination by the majority culture. Is an excellent source of
information about working in diverse organizations. Vision and context It can take time and effort for groups
with historically negative relationships to trust each other and begin to work together effectively. A common
problem is cultural dominance and insensitivity. Frequently, people of color find that when they are in the
minority in an organization, they are asked to teach others about their culture, or to explain racism and
oppression -- rather than everyone taking an active part in educating themselves. In organizations where white
people are the majority, people of color may be expected to conform to white standards and to be bicultural
and bilingual. This accommodation takes enormous energy to sustain. Members of a culturally competent
organization do not approach fellow members with stereotypical attitudes or generalize about an entire people
based on an experience of one person. Involve and include people from all cultures in the process of
developing a vision for the organization. It can also minimize real or perceived tokenism, paternalism, and
inequality among the people who join later. Recognize that changing the appearance of your membership is
only the first step in understanding and respecting all cultures. Develop and use ground rules that establish
shared norms, reinforce constructive and respectful conduct, and protect against damaging behavior.
Encourage and help people to develop qualities such as patience, empathy, trust, tolerance, and a
nonjudgmental attitude. Diversity training Become aware of the cultural diversity of the organization. Try to
understand all its dimensions and seek the commitment of those involved to nurture cultural diversity. Address
the myths, stereotypes, and cultural differences that interfere with the full contribution of members. Diversity
trainings are typically one-time events. It is important to have other strategies that will reinforce and sustain
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behavioral and policy changes. Organizational structure and operating procedures Share the work and share
the power. Create systems that ensure equity in voice, responsibility, and visibility for all groups. The usual
hierarchy with a group or leader in charge may create a power inequity, so create a decision-making structure
in which all cultural groups have a voice at all levels. Find ways to involve everyone using different kinds of
meetings, such as dialogue by phone, mail, or e-mail. Structure equal time for different groups to speak at
meetings.
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2: 12 Attributes to Evaluate Your Organization Culture
The Evaluation of Cultural Action An Evaluative Study of the Parents and Children Program (PPH) Authors: Richards,
Howard.

Establishing a Culture of Assessment Fifteen elements of assessment successâ€”how many does your campus
have? Too often, however, the speakers lack an understanding of what that truly means. To determine whether
an assessment culture existsâ€”that is, whether the predominating attitudes and behaviors that characterize the
functioning of an institution support the assessment of student learning outcomesâ€”one must look at the
attitudes and behaviors of individuals within that institution. Just claiming that a culture of assessment exists
does not make it so. In fact, there are fifteen major elements contributing to the attitudes and behaviors of a
true culture of assessment. Few institutions of higher education can assert an expert level for all fifteen items,
but those who claim to have an assessment culture must recognize them, be expert at some, and be moving
toward achieving the rest. Only when an institution is on the path to meeting these standards can its claim to
have a culture of assessment be taken seriously. The fifteen elements needed to achieve a culture of
assessment are the following: General Education Goals General education goals are critical for assessment.
These are the core competencies that all students, regardless of major, are expected to demonstrate. Although
each institution must determine what those competencies should be, most colleges and universities stress oral
and written communication, critical thinking, quantitative and scientific reasoning, and information literacy. In
recent years, global competence has also earned a high level of attention as a general education goal. Because
general education goals must be assessed on a regular, perhaps rotating, basis, the number of goals should be
manageable. One challenge is that many faculty view general education goals and the assessment of them as
the responsibility of colleagues who teach general education courses, such as first-year composition,
introduction to biology, or introductory mathematics. Thus, they see written communication as the duty of
first-year composition teachers. Assessment professionals challenge this viewpoint for several reasons. First, if
graduates should meet general education goals, assessing written communication should not be limited to
firstyear composition. Third, faculty must verify that each degree program has multiple opportunities for
students to learn and practice all general education skills assessed. The basic tenet of never testing students on
something they have not been taught holds especially true of general education goals. Common Use of
Assessment Terms Too often, faculty discussions about assessment lead to frustration. The cause can be as
simple as a lack of common language. To avert unnecessary assessment angst, it is imperative to work on a
glossary of terms. In other words, everyone involved in assessment should come to the table to develop a list
of assessment terms and working definitions of those terms. Once this tentative list has been compiled, it
should be made available to the entire academic community for further input and, ultimately, collegewide
adoption. Faculty Ownership If the faculty does not own it, it is not going to happen. They need to take part in
planning and developing an assessment program, because they will certainly be the implementation team. The
success of the program will depend on having a faculty-led team composed mostly of faculty from across
disciplines who plan the program, develop tools for and implement it, and use the data obtained. Otherwise, a
college merely has an assessment program in theory, not in practice. Ongoing Professional Development
Faculty members are not born with an innate knowledge of how to assess student learning outcomes. Some
will learn on their own or while attending conferences. To ensure widespread understanding, however, a
college must offer an ongoing professional development program that begins by building understanding of
assessment concepts and elevates faculty competence through a series of higher-level assessment workshops.
By establishing assessment workshops, the college demonstrates its commitment to assessment and raises
expectations among faculty. The workshops lead to conversations about assessment, encourage faculty to use
the language of assessment, and help them gain competence and confidence. It will become clear that
assessment is accessible and important. Sending teams of faculty to assessment conferences is another way to
foster the culture of assessment. Even though doing so is more expensive than bringing speakers to campus for
in-house workshops, off-campus conferences allow faculty to gain a broader perspective and establish a

Page 4

EVALUATION OF CULTURAL ACTION pdf
network of resources. In addition, the college delivers a clear message that assessment is valued, and faculty
view the conference as a reward. Through ongoing professional development, faculty will come to understand
that assessment is an achievable and engaging part of their jobs. Administrative Support and Understanding If
faculty members think that their administration views assessment as a fad that will go away, or even that it
sees it only as the job of faculty, they will hesitate to engage in the assessment process. Too often, college
presidents fail to see their role, which is to keep their colleges honest in their assessment efforts. An informal
survey conducted among assessment coordinators identified several key responsibilities of presidents:
Presidents can also demonstrate earnest support of assessment by attending workshops and becoming
conversant in assessment, as well as by committing sufficient resources and incentives to the effort. After
more than twenty years, it is clear that assessment is not going away. It has outlasted a plethora of educational
innovations. But perhaps most important, assessment is about accountability. Practical, Sustainable
Assessment Plan When a college community develops an assessment plan, it must keep in mind the need to do
so cost-effectively and realistically and to revisit the plan frequently. If colleges are assessing six core
competencies, it is probably not practicable to assess all students on all six competencies every year. Doing so
would be an onerous task. Another way to consider the plan is through the individual effort of faculty
members. Each faculty member needs to select a learning objective to assess each year. Results should inform
future assessment in that course or department in terms of change and assessment focus. They should also
support assessment efforts going on elsewhere on campus. Such course-embedded assessment is a practical
approach. It allows assessment to be integrated into normal course implementation instead of added on as an
extra task for overworked faculty. Systematic Assessment The assessment plan must provide for a methodical
assessment process. In other words, assessment of student learning outcomes must be consistent and orderly
over time. Student Learning Outcomes It is difficult, if not impossible, to implement assessment without
identifying outcomes for student learning and program success. A college must understand what students will
be able to do by the end of each course. Institutions assessing progress at the department level often use
prescriptive formats to guide them in auditing their academic programs. Assessment of student learning
outcomes is one factor in such a report. Some institutions have posted information about their processes on the
Internet, and excellent examples are available, including that of North Carolina State University, available at
www. Of course, each institution needs to customize its review process, which is about improvement, growth,
and accountability, not merely meeting the requirement of a regional accrediting body. Assessment of
Co-curricular Activities Discussions of assessment all too often focus entirely on courses and academic
programs, even though learning can and does take place outside the classroom. On many campuses, significant
sums of money support co-curricular activities that may provide learning opportunities. For example, if a
college offers a globalawareness series through a student activities program, the series should be included in
the assessment plan. As part of the plan, it should also have its own set of desired outcomes and be
systematically assessed for student learning. Institutional Effectiveness There are many areas to assess in
addition to student learning outcomes. Considering all areas, and how well the college is meeting its mission
and goals, is essentially assessing institutional effectiveness. Areas to assess include opportunities for
student-faculty interaction, academic support services, personal support, academic challenge, enrichment, and
library services. Every area ultimately has an impact on students and their success. Information Sharing
Sharing the results of assessment, good or bad, is an essential part of a successful assessment program. Faculty
can learn from one another. Each department needs to see what the others are doing and how well their efforts
are working. Such sharing provides opportunities for departments to engage in peer review, steer away from
failed experiences, and replicate successes where appropriate. It also permits faculty to identify activities from
other disciplines that they can combine with their own to produce richer results, and it highlights areas of the
curriculum that can benefit from cross-disciplinary efforts. Planning and Budgeting Often, faculty are turned
off by the budgeting process. It does not have to be so. The operational plan should highlight areas that need to
be improved and have specific objectives to guide the department in working toward improvement.
Assessment results can demonstrate areas of need within a department, and faculty can evaluate how much
money might be necessary to rectify a problem. Although some faculty may resist supporting budgeting and
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planning efforts as additional work that the department head is paid to do, others who are regularly involved in
improving teaching and learning will gladly provide input that will move them closer to the level of success
they seek. Likewise, for an administration committed to a culture of assessment, the planning and budgeting
process can help it accomplish this goal. When an administration explains the budgeting process to the entire
college community and invites interested parties to participate, it signals that it is going to close the loop in
planning, assessment, and budgeting. Of course, administrators must follow through and make sure that more
money flows into classrooms as a result. Celebration of Success Too often, assessment reports are turned in
and the faculty members involved never hear another word about them. Celebrating successes demonstrates
the importance of assessment. In fact, celebrating participation in assessment is of tremendous value. Among
faculty, revealing failed assessment strategies suggests an openness to collegiality and trust of colleagues. It is
also useful to discuss what went wrong and why; sometimes, minor adjustments will make all the difference.
New Initiatives Perhaps the most compelling indicator of an assessment culture is what occurs when any new
initiative or proposal is advanced. Automatically, the questions asked will be: What are the goals and
objectives? How will we assess the effort? When such a response occurs, it will confirm that an institution
possesses a culture of assessment. Weiner is professor of education at Chatham University. Her e-mail address
is wendy. To keep your systolic and diastolic numbers in the normal range, keep in mind the following
alliterative list of principles to guide you in preparing for the visit. Procrastination is one of the major
downfalls affecting college assessment programs and reports. Timelines for departmental and collegewide
assessment activities and program review cycles also document long-term planning. Practice of assessment
activities shows a commitment to improving and monitoring student learning.
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3: Social Research Methods - Knowledge Base - An Evaluation Culture
Note: Citations are based on reference standards. However, formatting rules can vary widely between applications and
fields of interest or study. The specific requirements or preferences of your reviewing publisher, classroom teacher,
institution or organization should be applied.

The plan can be used as a guide for national, state, county, and community health organizations committed to
improving health literacy. The sample plan includes both Action Steps and specific measurable Objectives to
be used for evaluation. Consider writing, adopting, and implementing a similar plan in your own organization.
Health literacy is the degree to which individuals have the capacity to obtain, process, and understand basic
health information and services needed to make appropriate health decisions. Statement of the Problem: Nine
out of 10 adults may lack the skills needed to manage their health and prevent disease, according to the
National Assessment of Adult Literacy. Limited health literacy has negative implications for health outcomes,
health care quality, and health care costs. ABC County residents have diverse information needs, including
those related to cultural differences, language, age, ability, and literacy skills, that affect their ability to obtain,
process, and understand health information and services. There are numerous barriers to effective
communication between ABC Community Health Center professionals and the public. The ABC Community
Health Center, in accordance with its mission, will develop, implement, and evaluate programs and provide
resources to improve health literacy. Health Center responsibilities include ensuring that health professionals
can obtain and provide the public with accurate and appropriate health information. Incorporate health literacy
improvement in mission, planning, and evaluation. Identify specific programs and projects affected by limited
health literacy. Examine the ways in which health literacy activities can improve the effectiveness of these
programs. Include health literacy improvement in program evaluation criteria and itemize health literacy
improvement in budget requests. Complete organizational health literacy "adult" or review by December
Identify the ways in which addressing health literacy can improve program effectiveness. Support health
literacy research, evaluation, training, and practice. Identify health literacy improvement in Grants and
Contracts. Recommend that all products be written in plain language and tested with the intended users.
Encourage contractors and grantees to indicate and evaluate how their activities contribute to improved health
literacy. Include health literacy improvement in training and orientation. Incorporate health literacy
improvement into existing training materials for staff, grantees, and contractors. Post and share health literacy
resources. Include an explicit reference to health literacy, where appropriate, in at least 25 percent of
community grants issues in FY Conduct formative, process, and outcome evaluation to design and assess
materials, messages, and resources. Identify the intended users. Segment users based on epidemiologic
characteristics, demographics, literacy skills, behavior, culture, beliefs, knowledge, attitudes, and other factors.
Acknowledge and respect cultural differences. Cultural factors include but are not limited to race, ethnicity,
language, nationality, beliefs, values, customs, religion, age, ability, gender, sexual orientation,
socio-economic status, occupation, housing status, and regional differences. Break complex information into
understandable chunks, define technical terms, and use an active voice. Apply user-centered design principles,
including iterative testing, to the creation of new materials, including content on the Web. For all new public
education initiatives launched after January Conduct formative evaluation percent of the time; Conduct
process evaluation 90 percent of the time; and Conduct outcome evaluation 60 percent of the time. Enhance
dissemination of timely, accurate, and appropriate health information to health professionals and the public.
Co-sponsor, implement, and evaluate two public education activities with non-traditional partners in the
community in FY Design health literacy improvements to healthcare and public health systems that enhance
access to health services. Improve the usability of medical forms and instructions. Write or rewrite forms to
ensure clarity and simplicity. Test forms with intended users and revise as needed. Provide forms, signs, and
services in multiple languages. Install new easy-to-understand signage in more than one language inside and
outside the Community Health Center by December
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4: Culture Amp - The employee feedback platform
Evaluation in Action: Interviews With Expert Evaluators is the first book to go behind the scenes of real evaluations to
explore the issues facedâ€”and the decisions madeâ€”by notable evaluators in the field.

And, I have changed the name of this idealized society to reflect terminology that is perhaps more amenable to
the climate of the s. For the term experimenting, I have substituted the softer and broader term evaluating. And
for the term society, I have substituted the more internationally-flavored term culture. With these shifts in
emphasis duly noted, I want you to know that I see the evaluation culture as one that a member of the
experimenting society would feel comfortable visiting, and perhaps even thinking of taking as a permanent
residence. What would an evaluation culture look like? What should its values be? You should know at the
outset that I fully hope that some version of this fantasy will become an integral part of twenty-first century
thought. First, our evaluation culture will embrace an action-oriented perspective that actively seeks solutions
to problems, trying out tentative ones, weighing the results and consequences of actions, all within an endless
cycle of supposition-action-evidence-revision that characterizes good science and good management. In this
activist evaluation culture, we will encourage innovative approaches at all levels. But well-intentioned
activism by itself is not enough, and may at times be risky, dangerous, and lead to detrimental consequences.
This evaluation culture will be an accessible, teaching-oriented one that emphasizes the unity of formal
evaluation and everyday thought. Most of our evaluations will be simple, informal, efficient, practical,
low-cost and easily carried out and understood by nontechnicians. Where technical expertise is needed we will
encourage the experts to also educate us about the technical side of what they do, demanding that they try to
find ways to explain their techniques and methods adequately for nontechnicians. We will devote considerable
resources to teaching others about evaluation principles. Our evaluation culture will be diverse, inclusive,
participatory, responsive and fundamentally non-hierarchical. World problems cannot be solved by simple
"silver bullet" solutions. There is growing recognition in many arenas that our most fundamental problems are
systemic, interconnected, and inextricably linked to social and economic issues and factors. Solutions will
involve husbanding the resources, talents and insights of a wide range of people. The formulation of problems
and potential solutions needs to involve a broad range of constituencies. More than just "research" skills will
be needed. Especially important will be skills in negotiation and consensus-building processes. No one that I
know is seriously debating anymore whether we should move to more inclusive participatory approaches. The
real question seems to be how such work might best be accomplished, and despite all the rhetoric about the
importance of participatory methods, we have a long way to go in learning how to do them effectively. Our
evaluation culture will be a humble, self-critical one. We will openly acknowledge our limitations and
recognize that what we learn from a single evaluation study, however well designed, will almost always be
equivocal and tentative. In this regard, I believe we too often undervalue cowardice in research. I find it
wholly appropriate that evaluators resist being drawn into making decisions for others, although certainly the
results of our work should help inform the decision makers. A cowardly approach saves the evaluator from
being drawn into the political context, helping assure the impartiality needed for objective assessment, and it
protects the evaluator from taking responsibility for making decisions that should be left to those who have
been duly-authorized -- and who have to live with the consequences. Most program decisions, especially
decisions about whether to continue a program or close it down, must include more input than an evaluation
alone can ever provide. While evaluators can help to elucidate what has happened in the past or might happen
under certain circumstances, it is the responsibility of the organization and society as a whole to determine
what ought to happen. The debate about the appropriate role of an evaluator in the decision-making process is
an extremely intense one right now in evaluation circles, and my position advocating a cowardly reluctance of
the evaluator to undertake a decision-making role may very well be in the minority. We will need to debate
this issue vigorously, especially for politically-complex, international-evaluation contexts. Our evaluation
culture will need to be an interdisciplinary one, doing more than just grafting one discipline onto another
through constructing multi-discipline research teams. As we consider the programs we are evaluating, we each
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should be able to speculate about a broad range of implementation factors or potential consequences. We
should be able to anticipate some of the organizational and systems-related features of these programs, the
economic factors that might enhance or reduce implementation, their social and psychological dimensions,
and especially whether the ultimate utilizers can understand or know how to utilize and be willing to utilize
the the results of our evaluation work. We should also be able to anticipate a broad spectrum of potential
consequences -- system-related, production-related, economic, nutritional, social, environmental. This
evaluation culture will also be an honest, truth-seeking one that stresses accountability and scientific
credibility. In many quarters in contemporary society, it appears that many people have given up on the ideas
of truth and validity. Our evaluation culture needs to hold to the goal of getting at the truth while at the same
time honestly acknowledging the revisability of all scientific knowledge. We need to be critical of those who
have given up on the goal of "getting it right" about reality, especially those among the humanities and social
sciences who argue that truth is entirely relative to the knower, objectivity an impossibility, and reality nothing
more than a construction or illusion that cannot be examined publicly. For them, the goal of seeking the truth
is inappropriate and unacceptable, and science a tool of oppression rather than a road to greater enlightenment.
Philosophers have, of course, debated such issues for thousands of years and will undoubtedly do so for
thousands more. We in the evaluation culture need to check in on their thinking from time to time, but until
they settle these debates, we need to hold steadfastly to the goal of getting at the truth -- the goal of getting it
right about reality. Our evaluation culture will be prospective and forward-looking, anticipating where
evaluation feedback will be needed rather than just reacting to situations as they arise. We will construct
simple, low-cost evaluation and monitoring information systems when we first initiate a new program or
technology -- we cannot wait until a program is complete or a technology is in the field before we turn our
attention to its evaluation. Finally, the evaluation culture I envision is one that will emphasize fair, open,
ethical and democratic processes. We should move away from private ownership of and exclusive access to
data. The data from all of our evaluations needs to be accessible to all interested groups allowing more
extensive independent secondary analyses and opportunities for replication or refutation of original results.
We should encourage open commentary and debate regarding the results of specific evaluations. Especially
when there are multiple parties who have a stake in such results, it is important for our reporting procedures to
include formal opportunities for competitive review and response. Our evaluation culture must continually
strive for greater understanding of the ethical dilemmas posed by our research. Our desire for valid, scientific
inference will at times put us in conflict with ethical principles. The situation is likely to be especially
complex in international-evaluation contexts where we will often be dealing with multiple cultures and
countries that are at different stages of economic development and have different value systems and morals.
We need to be ready to deal with potential ethical and political issues posed by our methodologies in an open,
direct, and democratic manner. What other characteristics might this evaluation culture have? There are many
more values and characteristics that ought to be considered. For now, the ones mentioned above, and others in
the literature, provide us with a starting point at which we can all join the discussion.
5: Action Plan to Improve Health Literacy
The Evaluation of Cultural Action An Evaluative Study of the Parents and Children Program (PPH).

6: Community Tool Box
In view of the abundance of virus in my immediate vicinity, I drew from my 22 The Evaluation of Cultural Action pocket a
plastic bottle containing vitamin C, and took milligrams. The sniffier next to me had noticed me taking the pill, so I politely
offered him one.
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