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EXECUTIVE SUMMARY 

The Extension Services Undergraduate Programs at Scale (ES-UPS) program model is a departure from prior 
Extension Services models and is meant to achieve widespread deployment of effective instructional, 
curricular, and co-curricular practices in support of student engagement, learning, and retention. The new ES-
UPS model is a method of scaling the successful Extension Services model to many more schools. Key 
components of the program include: an activist learning community, cooperative teams, high level 
championship and accountability, client incentives, dedicated trainers, and effective training and tools. 

The external evaluation of the ES-UPS activities includes both formative and summative elements. During 
the 2017-2018 grant year we focused our evaluation efforts on formative feedback collecting data through 
document review, interviews with ESCs, Guides, and CLTs, and online and Summit meeting observations. 
The primary evaluation goals this year related to analyzing and better understanding the relationships between 
the Learning Circles roles, the effectiveness of the online meetings in teaching new tools and fostering a 
learning community, and the aspects of the Learning Circles that most contribute to the desired outcomes. 

Outcomes from client, ESC, and guide interviews and final report analyses demonstrate the value of the 
Learning Circles in supporting and holding teams accountable for their change efforts. The ESC’s and 
Guides’ experience and knowledge were critical to the CLTs’ success in moving the dial on recruitment and 
retention for women in technology. CLTs found particular value in specialized support from the ESC and 
Guide, but did not report great impact from the other CLT, as the two CLTs were not particularly 
compatible (operating in different sized and resourced schools with different levels of institutional support). 
The ESC put a great deal of effort into each CLT and wished for more compensation or lower expectations 
of engagement, and meanwhile, the Guide wished to have contributed more to the Learning Circles. Final 
report analyses between the two CLTs reveal very similar goals at the onset of the program, but the teams 
had different levels of progress.  Both teams, however, reflected upon a desire for more internal team 
members (both peers and leadership) to increase their CLT’s capacity to make meaningful change. 

METHODS/ACTIVITIES 

Major Goals 

The external evaluation of NCWIT’s Improving Undergraduate STEM Education (IUSE) grant activities is 
two-fold: to formatively evaluate activities providing real-time feedback and to evaluate summative impacts 
on representation of women in computing disciplines. 

Formative Evaluation. The formative evaluation examines effectiveness of the Learning Circles and each of 
the roles involved in each circle, including the individual Change Leader Teams (CLT), Guide School (Guide), 
and Extension Services Consultant (ESC). This evaluation focused on the relationships between the roles, the 
effectiveness of the online meetings to teach new tools and foster a learning community, and which aspects 
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of the Learning Circle (geography/location, support structures, frequency of meetings) contribute to the 
outcomes of the work. The formative evaluation also examined the effectiveness of Extension Services for 
Undergraduate Programs at Scale (ES-UPS) provided training and tools. 

Summative Evaluation. The summative evaluation focuses on outcomes and impacts of the Learning Circles 
model. This will be done primarily through examination of Tracking Tool data and through interviews with 
Learning Circle participants. The goal of the summative evaluation is to understand the effectiveness of the 
Learning Circles model for changing the systems in computer science. 

Context. During 2017-2018, the first Learning Circle cohort that included two CLTs kicked off in May of 
2017. The CLT schools were XXX University and XXX University. The Guide for this Learning Circle 
was XXX and XXX served as the ESC. Also during this grant year, the second Learning Circle cohort 
kicked off in January and February of 2018. The analysis of cohort 1 is the focus of this report, as data 
from cohort 2 is still being collected. Cohort 2 includes four separate Learning Circles, each with three or 
four CLTs and one Guide and one ESC (see Figure 1).
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Note: This report focuses primarily on Learning Circles cohort 1 due to the timeline of the subsequent 
cohorts. 

Methods 

UW CERSE has used a mixed method strategy for the NSF IUSE evaluation. Through observations, 
interviews, focus groups, and document review we have developed formative and summative findings. The 
evaluation is guided by four primary evaluation questions. 

Evaluation Questions 

1. How effective is this model for changing the "systems" experienced by computer science students?

(summative)

2. To what extent does this collaborative and mentoring model work as a scalable solution for

providing dedicated support to computing departments? (summative, formative)

3. What roles do the Guide schools take on and how can the relationships with the Change Leader

Teams in their groups be improved? (summative, formative)

4. What roles do the expert consultants play, and what benefits do the Change Leader Teams derive

from their interaction with the consultants? (summative, formative)

Evaluation Methods 

Observations 
Meeting and call observations are a major element of our evaluation analyses, especially in the first several 
months of a Learning Circle. We observe several types of meetings: 

 Monthly training calls with ESCs.

 Regular online meetings held by each individual Learning Circle.

 NCWIT Summit sessions for Extension Services clients and ESCs.

Interviews and Focus Groups 
Interviews and focus groups with Learning Circle participants are an important way we gather qualitative 
feedback. For the pilot learning circle we conducted mid-point and final interviews with each CLT, the 
Guide, and the ESC. As there are more and more Learning Circles active at a given time, we have shifted to 
focus group data collection for the CLTs and the ESCs. 

Document Review 
We review, summarize, and analyze a number of documents provided to the ES-UPS team from the 
participating institutions. These include the end-of-cohort reports and recruiting and retention plans. 

RESULTS / OUTCOMES 

How effective is this model for changing the "systems" experienced by 

computing students? 

This is the first program year for the Learning Circles model, which limits our ability to assess the systems 
change brought about by the Learning Circles model at this point in time. However, we have been tracking 
several indicators that relate to impacts on the systems experienced by computing students. 

Human Resources Investments in Computer Science 

The training and knowledge that participants receive from the Learning Circle model has a major impact on 
the human resources within each school or department that participates in the program. Faculty, staff, and 
sometimes students have access to NCWIT resources and the expertise of the ESC for the duration of the 
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program. This allows experts in computer science or university administration to expand their knowledge and 
expertise into the area of recruitment and retention of diverse students.  
 
In mid-point interviews with the Cohort 1 Guide School, ESC, and CLT representatives, interviewees 
commented on three major attributes of a successful change effort. All three roles agreed that support from 
college or department leadership is essential, as well as a familiarity with and relationship with the institutional 
research department. Lastly, they agreed that the authority and willingness to do the work on the part of the 
CLT committee or team is necessary. This understanding points to lessons learned about how to make change 
in an institutional structure. At the same time, the CLT representatives discussed the challenges they faced in 
obtaining the support of their school or departmental leadership for their Learning Circle activities, suggesting 
that the work can be an uphill battle and takes persistence and strategy. 
 
CLTs discussed the value of learning from ESC and Guide insights, expressing that the ESC was “invaluable” 
and a “critical friend [who] really cared about the team and moving things forward.” The ESC role helped 
both teams to strategically navigate their change processes. Similarly, it was meaningful to CLTs that the 
Guide’s school could model doing this change work. One CLT indicated that the Guide’s school was a similar 
size and similarly resourced to their own, and that team found the Guide’s role more useful, as they could 
better identify with the Guide’s school’s challenges and opportunities. 
 
The CLT representatives also discussed the value that the self-assessment activity had to their development 
and understanding of how to make change. Going through the self-assessment process is illuminating and 
motivating in many ways for the CLTs. However, one CLT found the results to be quite “depressing,” which 
suggests that the self-assessment is doing its job of focusing and motivating towards change. 

Institutional Resources that Form Infrastructure 

Collecting the Tracking Tool data and performing the self-evaluation at the start of the Learning Circles 
process contribute significantly to school and department understanding of the institutional resources 
available to them to make change and improve diversity. Through interviews with Learning Circles Cohort 1 
CLTs, we heard that the process of performing the self-assessment before diving into the Strategic 
Recruitment Plan and Retention Strategies development is essential to CLT success. Creating these plans and 
strategies, however, is very time consuming and iterative, so the two CLTs spent over half of their time in the 
Learning Circle working on them. One CLT interviewee suggested starting with the Strategic Planning 
document on the very first call, indicating that this would help them focus and progress for the duration of 
the Learning Circle. 
 
They also faced challenges in getting the right data from their institutions. But through the sometimes painful 
process of obtaining their institutional data, they learned about how their institutions approach data, which 
data they collect, and how to use that data to support their work. 

Information Resources that Form Infrastructure 

NCWIT provides numerous and robust informational resources to Learning Circle client institutions. In 
interviews with CLT representatives we heard that the resources and toolkits provided by NCWIT are 
extremely helpful for the Learning Circle participants and the data analysis provided by NCWIT staff was 
especially appreciated by the CLTs. 

To what extent does this collaborative and mentoring model work as a 

scalable solution for providing dedicated support to computing departments? 

Similar to the above section, because this is the first program year for the Learning Circles model, our ability 
to assess Learning Circles’ ability to provide a scalable solution to the Extension Services model is limited at 
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this time. But in this first program year, reflecting on several components of the Learning Circle allows us to 
provide some insight into Learning Circles as a scaled collaborative and mentoring model. 

The Learning Community created by Learning Circles 
A major component of the scalability of Learning Circles is the success of the active learning communities 
established within each Learning Circle. Building strong relationships is key to developing and maintaining 
momentum to do this change work at each institution and encouraging engagement in the online meetings. 
In mid-point interviews with Learning Circle Cohort 2, one CLT mentioned that having at least one online 
meeting before the Summit was very helpful in making sure they felt established in this work and able to go 
into the Summit with a baseline relationship with the other members of the Learning Circle. In XXX's 
final report, they mentioned that “the fact that we were engaged with another institution [also] kept us 
honest and engaged.” 

In midpoint interviews with Learning Circles Cohort 1, both CLTs commented on the composition of the 
Learning Circle, wondering how it was constructed. They made recommendations that Learning Circles be 
comprised of schools with similar size, private/public status, or region of the country in order to facilitate a 
more robust relationship between the CLTs. In the constructions of the Learning Circles for Cohort 2, this 
recommendation was taken into account and the Learning Circles were constructed based on time zone. In 
final interviews, CLT interviewees reported that structuring Learning Circles based on time zone was not very 
beneficial and they would have preferred affinity as an organizing structure—focusing on as institutional size, 
access to resources, leadership support, and the other characteristics described above.  

In their final reports, both schools’ goals were similar--both indicated a desire to address recruitment and 
retention of female students into their schools of computing. Both plans involved intervention at the faculty 
level (such as addressing inclusive pedagogy), wanting to increase campus awareness regarding the need to 
diversify the student body. Each school offered up an action plan to address their goals, which involved 
analysis of departmental climates and outreach efforts, increased awareness among faculty, and use those 
analyses to inform behavioral and structural changes. It is important to read between the lines, considering 
how these seemingly similar goals may require different action plans and tactics based on different school 
settings, as Learning Circles develops new cohort groups with intentionality. For example, while both schools 
may aim for inclusive pedagogy among faculty, whether or not they have leader buy-in may greatly affect their 
experience pursuing that goal. It could be meaningful to find threads among schools that align them (like 
those with leadership support or their access to resources to advance this work, or the size of their department) 
in order to better align their experiences. 

Online Meetings as a Method for Knowledge Sharing 
The online meetings are an important part of the Learning Circles model since they are the primary way the 
ESC, Guide, and CLTs communicate as a group. All parties agreed in midpoint interviews from Cohort 1 that 
the meetings were productive and helpful. In terms of how best to prepare for the online meetings, both 
CLTs agreed that showing a short video at the start of the online meetings would work best to ensure that 
everyone is on the same page. Less pre-work is better for the teams, if possible. One CLT emphasized that 
they would still like to receive the pre-reading materials as well. 

We also analyzed the online meetings by observing the meeting recordings and analyzing the dynamics and 
content. Change Leader Team (CLT) attendance at the online meetings for Cohort 1 waned as the meetings 
progressed with three representatives each from XXX and XXX in the first meeting, down to 1 representative 
from XXX and two from XXX in the November meeting and just two representatives from XXX on the 
December meeting. There was wavering attendance (with ups and downs) between December and April, but 
with an average of 3 total attendees per meeting (divided by the two schools). At the January meeting, for 
example, no one from XXX attended, indicating inconsistent representation from both CLTs at each call. 
An 
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additional challenge of the online meeting format is the proportion of meeting attendees who dial in just by 
phone rather than by video. For the third online meeting of the pilot, just two CLT members dialed in using 
the video function and four CLT members joined only by phone. The ES staff facilitator asked folks on 
the phone to introduce themselves at the start of the meeting, but then during the meeting they were just 
the black and gray phone icon so it was difficult to keep track of who was who or who was talking at 
any given point (The recorded videos do not include people’s names, so tracking participation is hard). 
People who just dialed in by phone also tended to engage less, speaking less frequently. On each meeting 
since then, at least one person has dialed in just by phone, and it is unclear who they are and their 
participation is limited. 

The online format of the meetings presents some challenges to engagement, as expected. Especially during 
the first few online meetings, attendees on video conference appeared distracted, sometimes taking other 
phone meetings or talking to other people. Keeping meeting participants’ attention and keeping them 
engaged is a challenge. However, as the meetings have progressed, a pattern of engagement is beginning 
to appear. CLT participants seem to be much more engaged on meetings where there is a brief and specific 
presentation about a new tool or idea, followed by ample time for discussion. On meetings that are less 
structured and more focused on getting updates from the CLTs, engagement is a real challenge. During 
lulls in online meetings, it may be advantageous to ask more specific questions of the CLTs. 
Rather than “do you have any questions,” NCWIT staff might ask “what challenges are you facing right 
now with the development of your recruitment and retention plans?” or “what frustrations do you have…?” 

We also noticed a trend regarding participation by the CLT leader from each institution. Meeting 
engagement and dynamics suffer when this person is unable to attend the online meeting. This will continue 
to present a challenge to the online meeting format. Encouraging CLTs to have two primary leaders 
or co-leaders may help alleviate the issue. XXX University from Cohort 1 is a good example: Amber 
and Terry both are deeply engaged in the ES work, and are able to contribute significantly during the 
meetings. In contrast, Monique from XXX is the primary CLT member and when she is unable to join calls, 
XXX essentially misses out on the opportunity to learn new tools or contribute information. 

 One limitation to CERSE’s analysis was that when a facilitator presented a slide deck (as happened with 
some frequency), the video did not show all attendees, so we were unable to observe engagement during 
those times. That said, presentations helped to focus CLTs on topics of interest (ranging from 
“recruiting” and “retention” to “teaching methods”) which were reported in final interviews as consistently 
valuable.  

Content of Online Meetings 
In evaluating Learning Circles Cohort 1, we found that because meeting topics and coordination have been 
done by NCWIT staff, online meetings have been mostly led by staff and have involved staff presenting for 
the majority of each meeting. This allows for the presentation of new topics and concepts. Especially in the 
first three meetings, CLT attendees commented that the amount of material presented was overwhelming 
and they felt somewhat like they weren’t sure where to begin. The times when CLTs have had the most 
robust dialogues on online meetings have been when one CLT has asked a question about material 
presented and the other CLT then asked follow up questions. This seems to be reliant on the topics being 
presented aligning well with where both CLTs are in their Extension Services process. It seems to be a 
matter of the topic not only being relevant but also being timely. 

In the online meetings for Cohort 1 and 2, NCWIT staff have had the primary speaking roles in the 
meetings observed up to this point. The way the online meetings have been structured so far, NCWIT staff 
have spent about half of the meetings presenting on a topic, and then have asked for updates from the 
CLTs. These general status updates do not seem to generate robust discussions between CLTs or help 
facilitate an active learning community. In addition, in the final interview, the Guide described a desire for 
more opportunities 
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to lead so they can engage more actively in the meetings, which would improve Guide buy-in and help them 
to individualize their mentoring. 

Learning Circles Client Meeting Summit Results 
The ES Client meeting at the 2018 NCWIT Summit involved Learning Circles and two-year ES Clients. The 
pulse survey evaluation data were disaggregated between those two groups to reveal trends. Summit survey 
results indicate that client satisfaction and other outcomes were very similar between those participating in 
one and two year models. Statistical tests revealed only one significant difference. The one year clients 
expressed a greater feeling of being re-energized to work on recruitment and retention of undergraduate 
women in engineering (70% strongly agree versus 19% for two-year model clients). The small number of 
responses made it hard to find differences, and it is possible that some of the other survey items with divergent 
distributions of answers could be significantly different.  

CLTs have Different Outcomes, yet a Similar Need for a Strong Team 
Change leader teams had different outcomes resulting from their work, even though they participated in the 
same Learning Circle cohort. As summarized in their final reports, XXX indicated that they were “just 
getting started” with their recruitment and retention strategies, and spent more time “learning, collecting 
data, [and] analyzing” outcomes than acting. XXX, on the other hand, initiated/participated in several 
recruitment activities, updated their enrollment management system, and fielded and analyzed an entry 
survey to 123 students to find patterns that need be addressed regarding diversity and best pedagogical 
practices.  

Both of the CLT final reports shared that they wished they would bolster their own individual teams with 
more dedicated members in order to make this work more effective. XXX said they would “enlist more 
senior faculty” and “at least one member of the administrative leadership team” and XXX said, “going 
into the project we didn’t understand the importance of having a larger team.” Perhaps if more team 
members were involved, there would have been more impulse to build the collective learning community. 

What roles do the Guide schools take on and how can the relationships with 

the Change Leader Teams in their groups be improved? 

A primary component of the formative evaluation focuses on the various actors in the Learning Circle and 
how they contribute to the active learning community. During this first year, we have extensively observed 
the Guide role in Learning Circle Cohort 1 through online meeting recordings, interviews, and summit 
sessions. We have also started to observe the Guide role in Learning Circles Cohort 2 through some limited 
meeting observation and summit sessions. We have developed some primary findings about that role in the 
Learning Circle and some recommendations. 

During midpoint interviews with Cohort 1, we found that there was a lack of clarity around the intended 
role the Guide should play in the Learning Circle. There seemed to be a disconnect between how the 
model is described in the grant proposal with respect to the Guide role and what had actually been 
happening with that role. This same dynamic was reflected in the online meeting observations. The Guide 
from the University of Washington, spoke up and offered her thoughts or advice when asked, but by 
February of 2018, just three months before the end of Cohort 1’s Learning Circle, she had not yet played a 
major role in the online meetings. From the observations so far, it seems that the biggest benefits of 
having the Guide present in online meetings is to provide examples from their own work with 
Extension Services. Unfortunately, those examples are not always relevant to the CLTs because of 
differences in institution size, region, and/or administrative structure. 

From mid-point and final interviews with the Learning Circle 1 CLTs, ESC, and Guide, they offered the 
following thoughts: 
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 The CLTs noted that they were not sure how or when to reach out to their Guide until they were 
more established in the Learning Circle process and had an idea of the direction they wanted to go 
with their work, which took about six months. Specifically, once they finished their Strategic 
Recruitment Plan and Retention Strategies and began looking at implementing programs or making 
changes, they saw the Guide role as being helpful for troubleshooting and testing ideas.

 Change Leader Teams also expressed the value of learning from the Guide on calls, although the 
team that had a similar school to the Guide (XXX) found it easier to relate to and learn from their 
experience. The XXX interviewee indicated in the final interview that it would be useful to work with 
a Guide school that was “someone more like us” since some of Raven’s suggestions “just wouldn’t 
work with [XXX].”

 The representative from Guide school (UW) for Learning Circle 1, also reported a lack of clarity around 

her role and how she should interact with the CLTs and ESC. Initially, she expected the model to 

include CLTs reaching out to her more for assistance and guidance, asking for resources. She also 
said she felt disengaged from the Learning Circle at times because she only attended the online 
meetings and was not a part of the offline work that the ESC did with the CLTs. She would have liked 
to participate more (within her capacity), and be given more encouragement to lead. Also, in the final 
interview she discussed how she was better able to serve the CLT that resembled her institution, and 
indicated the importance of working with CLTs that have similar circumstances to the Guide’s school, 
so that their learning and teaching transfers easily.  She also would have liked to have more 
information about each CLT, so that she could more appropriately target her advice.

 The ESC for Learning Circle 1 also expressed her thoughts on the Guide role. She recommended 
that there be more clarity around the distinct roles that the ESC and Guide play so they can 
complement each other better. From her perspective, Guides should not necessarily be providing 
frequent or in-depth support for the CLTs; that is the role of the ESC. In her mind, the CLTs 
should have one clear point of contact and that should be the ESC since she did not “want clients to 
be confused in terms of who to turn to with a question” (final interview comment). She said she 
thought having the Guide on the online calls to offer examples or insights is the appropriate role for 
a Guide school.

NCWIT will need to continue to think deeply about the intended role of the Guide school and work to clarify 
and coordinate the contributions of the Guide based on that intended role. Encouraging closer collaboration 
between the Guide and the ESC may be helpful if the intent is to provide some support to the ESC and 
relevant examples for the CLTs. If the Guide and ESC can collaborate to meet the needs of CLTs, then their 
roles might become more defined based on what each wishes to contribute.  

What roles do the expert consultants play, and what benefits do the Change 

Leader Teams derive from their interaction with the consultants? 

The Extension Services Consultant (ESC) role and their contributions to the active learning community are 
foundational to this model. Over this year we have observed the ESC role in Learning Circle Cohort 1 through 
online meeting recordings, interviews, and summit sessions, and we have also observed the ESC role in Cohort 
2 through some limited meeting observation and summit sessions.  

Based on midpoint interviews, it is clear that the ESC role in the Learning Circle model is an important one. 
The ESC has been the driving force in ensuring that CLTs are on task and have the resources they need and 
both CLTs in Cohort 1 raved about how valuable the ESC was in helping them understand how the model 
worked, where to find resources, and how to approach the work. One CLT interviewee indicated that the 
ESC was “invaluable” and a “critical friend [who] really cared about the team and moving things forward.” 
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We found in the online meeting observations for Cohort 1 that the ESC offered examples and 
resources that complemented conversations during the online meetings. She was obviously engaged with the 
CLTs outside of these calls quite frequently, because she also offered context about their Extension Services 
work and challenges they have faced. At times on the calls, she brought up specific challenges or questions 
teams have discussed with her in order to provide a more complete picture of the work they have been 
doing off-line. She mentioned during many of the online meetings that she would follow up with CLTs after 
the meetings via email in order to share tools, examples, or templates with them based on the discussion. It 
seems likely that the most value that CLTs get from the ESC in this Learning Circle pilot is the one-on-one, 
behind the scenes support. 

From the ESC perspective in the midpoint interviews for Cohort 1, the ESC noted that with the Learning 
Circle model she has to rely on the CLTs’ assessments of their own environment since she is unable to do 
onsite visits. This is a departure from the two-year model. The relationship is different in this way and she 
has had to sit back and let them take on a larger role, which she thinks has been a good thing. This also, 
however, increases the importance of the ESC role in keeping CLTs on task via regular check-ins. 
During the final interview, she indicated that the ESC role (as she engaged in her work) was under-
compensated, and asked for either an increase in pay, or lower expectations for her engagement. In 
addition, the ESCs may need training on how to prioritize their time with CLTs, especially in future 
Learning Circles that require more of ESCs with larger groups of CLTs. 

In their final reports, both CLTs indicated the importance of the ESC, especially in providing guidance on 
data analysis. The XXX report said that “the help from our consultant was very useful, particularly in terms 
of measuring outcomes” and the XXX report indicated “the work with the most impact was the 
critical reflection prompted by receiving the extension services data analysis.”  

How have the results been disseminated to communities of interest? 

In order to understand the impacts of the Learning Circles model on the science and technology fields, as 
well as fields outside of that umbrella, we have tracked the dissemination of Learning Circles during this 
year.  

In total, NCWIT has reached over 485 individuals through conference presentations and workshops. 
Several research papers have also been published which have reached an unknown number of people over 
the year. NCWIT disseminated information about their Extension Services and Learning Circles work 
through 14 conference presentations, 2 workshop presentations, and 2 published articles. The audiences for 
most of these activities have been faculty or instructors in higher education (81%). Two presentations 
targeted guidance counselors and advisors (19%).  

Impact on Science and Technology 
Most of NCWIT’s dissemination work this year focused on the science and technology sectors. They 
presented at several national engineering and computing conferences reaching a total audience of more than 
300 people. They also presented at smaller workshops, including the "The Stevens Center for Innovation in 
Engineering and Science Education” where Lockheed Martin sponsored a day-long program for 300 high 
school students in the New York/New Jersey Metro area and their guidance counselors. NCWIT staff hosted 
a workshop for the guidance counselors and each counselor was given a packet of information that included 
a number of NCWIT resources. They also presented at the Women in Technology and Entrepreneurship in 
New York (WiTNY) Summer Faculty Workshop providing NCWIT resources and information about 
the Extension Services model and future opportunities to work with Extension Services to 40 faculty. The 
“Let’s Talk R&R” session at the 2018 NCWIT Summit provided an opportunity for the ESCs to reach 23 
Summit attendees, in a small-group consulting format, which means that people likely received actionable 
ideas that could work in their contexts. 
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Impact Beyond Science and Technology 

Eugene Judson published an article titled “Assessing Relationships Between Faculty Beliefs and Instruction 
Practices in Classroom” in June of 2017. He also presented at the Association for the Study of Higher 
Education Conference (ASHE) in Houston, TX in November of 2017. His conference presentation attracted 
an audience of 35 conference attendees. This presentation was targeted primarily to those in the education 
field.  
 

Questions to Encourage Reflection on Key LC Issues 

At this point, we have observed all online meetings from Learning Circle 1 and several online meetings from 
Learning Circle 2. Based on those meeting observations and the interviews conducted with the Learning Circle 
1 participants, we have several outstanding questions about the Learning Circle model that we plan to track 
for the next year of evaluation, and would like to dialogue about with NCWIT ES staff. 
 

1. Online Meeting Purpose. What is the true purpose of the online meeting? Is the primary goal to 
create a space for accountability and checking in? Or is it a space to share ideas, tools, and let the 
CLTs ask questions and “own” the space? Defining the purpose and intended goals explicitly may 
help achieve those goals. Right now the online meetings are leaning toward accountability, which isn’t 
necessarily a key component of an active learning community.  How can ES help facilitate the online 
meetings as a learning community? 

2. Online Meeting Attendance and Engagement. Will CLT attendance always continue to decrease 
as the Learning Circle goes on? Is it important that multiple representatives of CLTs be present at 
each meeting? Or does it create a more productive and engaging space for the meetings to be smaller 
groups? If more and more people start dialing in by phone, how can staff ensure engagement? What 
implications does this have for the health of the active learning community? What would it mean for 
ES to shift occasional meetings so that CLTs can “own” the space and collaborate, and shift away 
from a presentation format? 

3. Guide and ESC Roles. How can the Guide and ESC distinguish their roles and each add value to 
the meetings? What is the ideal leadership role/participation role for each party on these meetings? 

4. Expectations for ESC Engagement. How can expectations of the ESC role be clarified to ensure 
ESCs are feeling properly compensated for their efforts? Might there be opportunity for ESCs to get 
insight from NCWIT staff on how to triage/prioritize their efforts so their time with CLTs is best 
used? Is there a way to provide a raise for ESCs who work with Learning Circle clients? (We heard 
this may be happening) 

5. Online Meeting Content. What is the desired ratio of open discussion time versus presenting new 
tools and strategies on each Learning Circle online meeting? How might that change over the arc of 
the meeting schedule/Learning Circle year? 
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EVALUATION PLANS FOR NEXT YEAR 

In the next grant year, the external evaluator plans to continue some formative evaluation and collect data to 
support the summative evaluation. Our planned activities, by cohort, are displayed in the table below. 
 

Figure 2. 2018-19 IUSE (ES-UPS) Evaluation Activities 

Cohort Timing Planned Activities 

Learning 
Circle 

Cohort 1 
May 2017 – June 2018 

 Complete 

 Mini-report on the final reports analysis will be 
forthcoming. 

Learning 
Circle 

Cohort 2 

January 2018 – 
February 2019 

 Online meeting observations and analysis 

 Mid-point interviews and focus groups with: CLTs, 
Guides, ESCs 

 Evaluation and analysis of Final Reports from all CLT 
institutions 

 Final evaluation interviews and focus groups with: 
CLTs, Guides, ESCs 

Learning 
Circle 

Cohort 3 
Not Yet Available  Online meeting observations and analysis 

General 

 

 2019 NCWIT Summit observation and evaluation 

 
 




