
NCWIT EXTENSION SERVICES 

Evaluation Report  

Johnson & Johnson Extension Services project 

with YYY University and XXX University 

Table of Contents 

Summary of Findings & Lessons Learned ................................................................................................................... 2 

Evaluation Methods ........................................................................................................................................................ 3 

Client Interviews .............................................................................................................................................................. 4 

Recruitment and Retention Plans .................................................................................................................................. 7 

Final Reports ................................................................................................................................................................. 10 

Appendix A: School Ratings of ES Experience and Support ................................................................................ 17 

Report and analysis by the University of Washington Center for Evaluation & Research for STEM Equity 



2 

Summary of Findings & Lessons Learned 

Each Extension Services (ES) client institution comes to this work with different needs, backgrounds, and 

structures. This means that no two client institutions have the same experience.  

YYY began this work with a general sense of what percentage of their students were women and an 

understanding that there were other initiatives on campus also working to improve student diversity. They 

planned for recruitment events to focus on K-12 outreach. Their retention activities aimed to improve 

instructor, TA, and advisor training in diversity and inclusion as well as motivate this learning by providing 

awards. After creating their plan, YYY moved into the execution phase of these planned activities. Their 

actual activities during the year varied a bit from what they originally planned. YYY focused on K-12 

outreach as planned, but also held numerous on-campus events, engaging faculty in the recruiting process at 

those events. They had planned to investigate revising university policies regarding application to the major, 

but this did not end up getting much traction during this year with ES. In examining the outcomes of YYY's 
completed activities, we found that many of their activities resulted in increased collaboration between 

departments on campus, greater visibility for their ES work, and more student leadership opportunities on 

campus. 

XXX focused its recruitment plan on improving marketing and website materials to be more inclusive. 

They also planned a similar approach in events by including more current female CS majors in recruitment 

events. Another key component of their work, since the primary client was the XXX Honors College, was 

to bridge the gap between CS and IT and do more collaborative recruitment. XXX’ retention activities 

focused on events to bring in more mentors for women into the program. They planned to create a 

mentorship group and host networking events. Similar to YYY, XXX’ completed activities did not match 

their plans exactly. In the area of recruitment, they had students from CS and IT collaborate to design a 

joint recruitment website that featured more inclusive content. They also created a joint recruiting event 

between CS and IT. XXX did not report any completed activities related to pedagogy, curriculum, or 

institutional policies & support. However, because their effort included collaboration between three entities 

within the school: CS, IT, and the Honors College, they were tasked with significant additional 

coordination. Similar to YYY, XXX’ ES work created more student leadership opportunities on campus 

and raised the visibility of their equity work. They also helped create a greater sense of community for 

students in the department. 

Although each institution had a slightly different approach, we found several common themes for both 

schools in their experience with ES during the year: 
 From Plan to Action. Their year with Extension Services ended with more activities in recruitment

for both schools than their plans originally described. This is also likely reflective of the time it takes

to collect better information and data before retention activities can get underway.

 One-year ES Project Pros and Cons. Having just one year to work with ES has challenges and

advantages. It provides a sense of focus and urgency that longer projects might not. Spending the year

in a planning phase is very useful and valuable to the clients. Taking the time to gather high quality

data, understand the Tracking Tool information, and build relationships and collaborations across the

institution sets teams up for success in their later efforts.  However, getting up-to-speed on what ES
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is and what a scope of work for the year might look like takes several months. It takes about a year to 

complete all of the planning work. One year with ES is not enough time to move from planning and 

data collection to substantial activities. Both schools scaled back their actions from their original plans 

and found it difficult to get their committees together to do the work.  

 The value of ESCs. Extension Services Consultants (ESCs) are highly valuable to client institutions.

In their interviews, both schools referred frequently to the valuable role the ESC plays in Extension

Services, especially around planning. The ESC site visit was mentioned as especially helpful in final

reports. In interviews, clients emphasized that the outside, unbiased perspective of the ESC both

grounded their work and pushed them to try more ambitious activities. In addition, the ESCs mentor

the clients, and help them find resources.

 Strong leadership is important. It helps teams to overcome challenges associated with ES work. It

is ideal if there is strong leadership on the internal committee, but the ESC can play that role if

necessary. ESC leadership can also serve as an example of how to project manage and spur change.

 Impacts of ES on Clients. Both J&J clients talked about the impacts that ES had on them personally,

on their colleagues, and on their institutions. Personally, the primary team leaders at each school gained

skills and knowledge they did not have before. They saw increased awareness about equity issues in

their colleagues and students. They also saw more collaboration and communication between

departments and schools on their campuses around equity work and more thoughtful recruitment.

 Sustainability of planned versus completed activities. Because neither school was able to

implement significant structural or policy changes and put little emphasis on pedagogy and curriculum

changes, their plans for year one may be less sustainable in the long-term. But their focus on improving

data and knowledge of where they can focus interventions will likely create a solid base from which

they can pursue more sustainable change in the future.

Evaluation Methods 

UW CERSE has used a mixed methods strategy for the Johnson & Johnson evaluation. Through interviews, 

review and analysis of client recruitment and retention plans, and review and analysis of final reports we have 

developed our summative findings. 

Client Interviews. We conducted 60-minute video conference interviews with the primary representatives 

from YYY and XXX in May of 2018. The goal of these interviews was to collect information on their 

experiences with Extension Services (ES), including what they found most useful, what they found most 

challenging, and how the program might be improved in the future. 

Recruitment and Retention Plan Analysis. We reviewed and analyzed the Recruitment and Retention Plans 

developed and submitted by each school. The goal of this analysis was to understand the approach and unique 

context of each school. Each school’s plan varied in their method for reporting planned activities. Percentages 

shown in charts from this plan analysis represent the proportion of each school’s total planned activities 

individually. The charts do not show proportions of activities across both schools. For these reasons, 

comparison across the two client schools is not as useful as comparing within each school. 



Final Report Analysis. Similar to the plan analysis, we reviewed and analyzed the final reports submitted by 

each school in the Johnson & Johnson cohort. The goal of the report analysis was to understand 

the differences between what YYY and XXX planned to do and which activities they actually completed in 

the year. As such, percentages shown in charts from this report analysis use each individual school’s total 

activities as their denominator. For these reasons, comparison across the two client schools is not intended. 

Outcomes from the final reports appear in the text and in orange call out boxes.  

Client Interviews 

In May 2018 representatives from both YYY and XXX were interviewed by the external evaluator to 

collect information and feedback about their year project with ES.  

The Extension Services Experience 

We started the interviews by asking each client about which strategies from their past year with ES were 

most effective and least effective. Overall, XXX discussed the importance and value of increased 

communication and collaboration between schools within XXX as the most effective result from their ES 

work. Because XXX currently has a complex structure with an independent Honors College, a 

Computer Science department within the College of Arts and Sciences, and an Information Technology 

school that is totally separate, overcoming these complex structures and increasing collaboration between 

the three entities was a major improvement. Similarly, YYY talked about the improved coordination that 

resulted from ES among the various schools and departments that currently do high school outreach. Before 

their ES work, each school and department had their own outreach programs, but the experience with ES 

allowed them to collaborate to create more impactful outreach efforts. YYY also discussed the value ES 

added by helping the department create more events and opportunities for women students and students of 

color to connect with faculty who look like them. This provided a stronger connection to the department 

and will hopefully result in better retention. 

Both schools also discussed challenges they faced in their year with ES. Most of the challenges XXX faced 

were related to their unique structure. The Honors College representative was the primary client and in that 

role served as a coordinator and bridge between the IT and CS schools. This created challenges in simply 

scheduling time for everyone to meet, extracting data from the different schools, and finding ways to keep 

everyone motivated and engaged in the ES work. In order to meet these challenges, the ES team that XXX 

created was intentionally broad with representatives from many areas within each school. This broad team 

brought its own challenges related to coordination, but they found the team to be an effective approach to 

successfully begin to change culture.  

Although they did not face the same structural challenges, YYY also talked about facing barriers to 

engagement since faculty and staff already have so much on their plate. The client lead for YYY was also an 

assistant professor working towards a tenure position, which limited their ability to influence colleagues. They 

did not feel like they had the sway to really encourage engagement from other faculty, so this combined with 

how busy everyone was, made it challenging to keep the work moving at times. YYY also intentionally 

developed a diverse committee to take on this work. Their committee included faculty and staff as well as 
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students. They felt strongly that because so much of this work is about the student experience, it was important 

to have student voices on the committee. Overall they found this committee worked well for their school and 

provided a great opportunity for every member to experience being on a diverse committee. However, they 

did find it more difficult to keep the student members engaged since they likely did not have experience acting 

on a committee and it may have been unclear at times what their role should be.  

When asked specifically about the one-year timeframe for their work, XXX notes that the shorter timeframe 

helped keep them organized and on-task. It lent a healthy sense of urgency to the work. But they also felt that 

at the end of the year they had finally gotten into their stride and then they had to close the project out, which 

hurt their momentum some. They do plan to continue the work, however. Ultimately they felt that they gained 

the skills and resources over the past year to take on this work again. Primarily, they gained an understanding 

of the scope of a project like this and their own internal challenges and processes. What they felt they could 

not recreate without NCWIT was the role of the ESC as an outside, neutral party to help re-focus the work 

and keep it on task.  

We also asked YYY about the advantages or disadvantages of the one-year timeframe and similar to XXX 

they said that the shorter timeframe adds urgency and a sense of focus that might not happen otherwise. 

They also agreed that ultimately one year is not long enough, but they feel okay about that because NCWIT 

offers other programs with which they can engage after their year with ES. YYY is now involved with 

Pacesetters, which will allow them to take the next step and continue their equity work. YYY also agreed 

that they gained many of the necessary skills and knowledge through the past year to continue pushing for 

change, especially a better understanding of how to manage a project like this and more familiarity with how 

to interpret their data. Similar to XXX’ comment, they agreed that the ESC plays an invaluable role as an 

unbiased, outside perspective. 

Impacts of Extension Services at YYY and XXX 

We asked each school about some of the impacts of their ES work on themselves, others in their organization, 

and their institution as a whole.  

The representative from YYY said that one of the biggest things they personally got out of the ES 

experience was the mentorship that their ESC provided for them. The ESC role as a guide and mentor was 

impactful for them, and also gave them an opportunity to develop their project management skills and 

personal approach to equity work. They explained that this experience helped them to better understand 

the levels of strategy involved in this work: “…in terms of thinking about strategies, there are college-

wide, department-wide strategies we can implement that fit how things work here, but each of us as 

individuals have to figure out our own roles as change agents, leaders, allies.” The representative from XXX 

similarly noted that they learned more about project management but they also gained a deeper 

understanding about recruitment and retention work and the unique barriers that women students and 

students of color face on their campus.  

XXX noted that they have observed lasting changes in the way the various schools communicate and 

interact as a result of this work as well as an elevated awareness of equity issues: “I think we have all become 

more aware of the challenges our students face especially women. It has raised general awareness.” But the 

representative from YYY said they noticed the biggest changes on students. They observed that this work, 
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especially by engaging two students on the committee, has empowered the students and engaged them more 

deeply in this equity work on campus. 

Finally, both schools reflected on the impacts ES has had on their institutions as a whole. XXX said that the 

biggest impact has been in in the increased coordination and communication between schools on the 

campus. But from the Honors College perspective, many of the changes that now need to be made are 

department or school-level changes over which they have no control, which has been frustrating. 

Specifically, XXX said that their mentorship program and the now-annual joint information sessions and 

joint website for students would not have happened without their involvement in ES. YYY also talked about 

the increased collaboration between departments as a major impact. But the ES work also raised the 

visibility of their work across campus as well as regionally. They noted that they have gotten phone calls 

in recent months from school counselors who want to get engaged in the outreach work YYY is doing. 

YYY also noted that without ES, they would never have started the advisor awards program, which gives 

cash prizes to academic advisors who are especially engaged on equity issues. 

NCWIT Resources and Support 

We asked each school to reflect on the NCWIT resources they found most useful during their year with ES. 

Both schools quickly noted that their ESC was the most invaluable resource they were given. They also both 

discussed the tracking tool process as very helpful. Not only did it help them to understand their own 

organizational processes and structures for requesting data, but the charts that NCWIT provided helped 

them to gain a more comprehensive picture of their institution and the baseline from which they were 

starting. YYY especially talked about the challenges they faced in interpreting and understanding the data 

and charts that NCWIT returned, noting that they “…didn’t always know how to interpret those 

without someone explaining them to me. Some of my senior colleagues look at that kind of data all the time 

because they are always looking at our enrollment numbers, but that’s not my job at the university.” 

Ultimately they found the process gave them a deeper understanding of their institution and where they 

needed to improve. 

Both schools also noted that the NCWIT website was very helpful. They referenced several materials that 

they used, although YYY said they referred to the website more regularly that XXX. Both also noted, 

however, that there are so many resources on the website that it can be challenging to know what you 

are looking for. This was another place where the ESC added value, by helping refer them to specific 

resources that were relevant to them. 

In closing thoughts, both schools offered some logistical advice for future cohorts. XXX said they faced a 

learning curve at the start of the project simply understanding what ES is and what the scope of work would 

include. They said it wasn’t clear to them for the first several months and it may have been useful to 

see example projects or a sample scope of work very early in the process to be able to understand 

what is involved in the ES work. YYY noted that somewhere in the project they had a call with the 

Johnson & Johnson people, NCWIT staff, and the XXX people. They found this call to be extremely 

helpful and wished that there had been a few more of these types of calls throughout the project. It 

helped them to hear what XXX was doing and gain the perspective of the bigger picture of this Johnson & 

Johnson work. 
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Recruitment and Retention Plans 

This section includes an analysis of the submitted recruitment and retention plans. 

NCWIT’s Systemic Change Model 

As part of their one-year of Extension Services (ES) work, XXX University and YYY University created 

Strategic Recruitment and Retention Plans to guide and prioritize their work. Most of XXX’ planned 

activities fell into the recruitment portion and evaluation and tracking system portion of the ES Systemic 

Change model. YYY's planned activities also included many evaluation and tracking activities, but focused 

more on student support and pedagogy interventions. (See Figure 2) 

Figure 1. Extension Services Systemic Change Model (SCM) 
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Figure 2. XXX and YYY Planned Activities Focused on Different Components of the SCM 

Planned Recruitment Activities 

In looking at the specifics of their planned activities, Recruiting Strategic Plan activities were examined 

separately and all other interventions were examined collectively. In their Strategic Recruitment Plan, XXX 

included activities ranging from their focus on data collection and climate studies to K-12 outreach and re-

vamping their recruiting web and print resources. YYY focused heavily on K-12 outreach and connecting 

their faculty with prospective students. They also worked on department policies related to processes for 

applying to the major. (Figure 3) 

Figure 3. YYY and XXX’ Plans Both Focused on K-12 Outreach 

Planned Retention Activities 

Retention-focused activities spanned a wider range of activity type for both schools. While XXX and YYY 

both focused on collecting high quality data about their students’ activities and departmental climates, they 

diverged in their other retention activities. YYY focused heavily on activities and events that build 
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community like recognizing and rewarding staff and TAs for their contribution to diversity efforts and 

funding students to attend Grace Hopper. YYY also included several activities related to the 

professional development of their staff and TAs including trainings. XXX took a different approach, 

focusing on seminars and workshops like roundtables with professionals working in the computer science 

field and first year interest group seminars. (Figure 4) 

Figure 4. XXX and YYY's Planned Retention Activities Prioritized Data Collection 

Sustainability of Planned Interventions 

The planned recruitment and retention activities were also analyzed based on the sustainability of each effort, 

rated on a scale from 1 to 3. Activities such as events and workshops are considered less sustainable because 

they rely on staff and funding to continue. These activities were given a 1. Moderately sustainable activities, 

rated as a 2, include trainings and website and material updates since they can persist for several years. We 

considered structural and policy changes like new majors or minors highly sustainable, giving them a 3. We 

then averaged each school’s final score to gauge how sustainable their efforts in year one of their ES work are 

projected to be. Highly sustainable interventions often take more time to implement, so it is realistic that there 

were few planned interventions considered highly sustainable. (Figure 5) 
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Figure 5. Both XXX and YYY's Planned Activities Averaged as Less Sustainable 

Sustainability Rating Number of Activities at this 

Rating 

YYY XXX 

3 - Highly Sustainable: structural and policy changes, new 

majors/minors 

1 0 

2 - Moderately Sustainable: Committees, Programs, TA 

and Faculty Training, Website Updates 

7 6 

1 - Less Sustainable: Events, Workshops, Evaluation 

Activities 

15 20 

Sustainability Average 1.391 1.231 

Final Reports 

XXX and YYY's final reports, submitted at the close of their one year with ES, provided valuable 

information about which activities from their plans they completed as well as more information about their 

experiences with ES. 

Both XXX and YYY deviated from their planned activities in nearly all of the six SCM realms. We expect 

there to be changes from original plans, so these findings do not reflect items about which to be concerned. 

In the interviews, we learned some of the contextual reasons for the shift in actions. Figure 6 displays 

the change in proportion of activities for each SCM category by school. XXX ended up focusing more 

on recruitment, student support, and institutional policies than originally planned. YYY focused more 

on recruiting, curriculum changes, and pedagogy than originally planned. As a result, other areas of the 

SCM comprised less of their work over the past year than originally planned. (Figure 6) 
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Figure 6. Both YYY and XXX’ Work Varied by SCM Category between 

Planned and Executed Activities 

Systemic Change Model 

Categories 

Percent Change from Planned to 

Reported Activities 

YYY XXX 

Recruiting Strategic Plan +6% +15%

Curriculum +19% -4%

Student Support -1% +2%

Institutional Policies & Support -12% +13%

Evaluation & Tracking System -15% -26%

Pedagogy +4% 0%

Reported Recruitment Activities 

While XXX focused its recruitment activities during the year on campus events and improving the diversity 

in their web and print resources, YYY engaged in a wider range of activities. YYY focused on K-12 

outreach but also worked on campus events, engaging faculty in the recruiting process at those events, and 

investigating a change to their major application process (a policy change). Outcomes of YYY's recruitment 

activities include increased community partnerships as well as increased student-faculty connections. 

They provided additional student leadership opportunities as well. XXX’ outcomes include more 

cross-departmental dissemination of their ES work and additional student leadership opportunities. (Figure 

7) 

Figure 7. YYY Employed a More Diverse Range of Recruitment Activities 
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Reported Retention Activities 

XXX did not report on any teaching or pedagogical interventions from their ES work. YYY employed a 

range of strategies, including TA and faculty training in more equitable teaching methods, campus 

events including workshops, and increased information sharing among faculty related to diversity issues. 

Activities like these build community and garner support for ES diversity work. (Figure 8) 

Figure 8. YYY Used a Variety of Teaching/Pedagogical Interventions 

YYY also connected their advisor and TA trainings to curricular interventions. They investigated curricular 

changes including shifting the projects required in introductory courses. In discussing the outcomes of these 

interventions, YYY talked about their potential to broaden participation in computer science (CS), create 

more equitable student supports, improve the equity of teaching methods, and increase the accessibility of 

their courses. XXX did not report any curricular interventions. (Figure 9) 
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Figure 9. Curricular Interventions 

In the SCM category of Student Support, XXX focused their efforts on student-led study groups. These 

study groups help build community and support a wide range of students. YYY reported more focused data 

analysis to identify students who might be falling behind, awards to advisors who are engaged in 

diversity work, and summer programs. They discussed the outcomes of these efforts as improving inclusion, 

providing more equitable student support, and improving the student safety net. (Figure 10) 

Figure 10. YYY Employed Several Student Support Measures while XXX Focused on Student-Led 

Study Groups 

XXX did not report on any activities related to Institutional Policies and Support. YYY connected their 

work communicating their ES initiatives with the “Dean’s Corporate Partners” in this category. 
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campus partnerships. They discussed outcomes of these activities as increasing the visibility and awareness 

of their work across campus. (Figure 11) 
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Figure 11. YYY is Expanding Partnerships and Dissemination of their Activities as part of 

Institutional Policies & Support 

Related to the Evaluation & Tracking System SCM category, XXX focused on improving their collection 

and use of institutional data like academic program preferences and retention rates of students in Computer 

Science (CS) and Information Technology (IT). They discussed this evaluation work as contributing to their 

ability to be strategic in their interventions. YYY discussed three specific surveys that they are now 

administering to support their efforts to improve recruitment and retention. They are administering the 

Student Experience in the Major (SEM) survey, the first course survey, and a second course survey. They plan 

to use this data to better understand where they can improve their courses. (Figure 12) 

Figure 12. XXX is Focusing on Collecting Administrative Data While YYY is Surveying Students 
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Primary Goals and Outputs 

Both schools reported on their primary goals entering into this year of ES work. YYY reported goals related 

to increasing the recruitment of diverse students, increasing enrollment of women students, and better 

coordinating diversity efforts across campus. XXX described their goals as improving the experience of 

women students in their departments and increasing awareness across campus of their ES efforts and the 

ways student experiences can be improved. 

Both schools also highlighted their top outputs from the past year with ES. XXX top outputs concentrated 

on campus events and efforts to bring students together as well as improved print and web resources. They 

reported four top outputs, including hosting a joint information session with faculty and students, creating a 

joint website between CS and IT with information for incoming students, establishing a mentorship 

program for women in IT and CS, and developing a student-led learning community for introductory 

courses. YYY highlighted five top outputs from their year with ES focused more on coordination of efforts 

across campus and professional development for faculty, advisors, and TAs. Their top outputs included TA 

trainings using NCWIT resources, advisor trainings on ways to support underrepresented students, 

establishment of a Teaching and Learning group for scholarly teaching, coordination of student 

mentorship programs, and connection between several diversity committees in the school focused on 

inclusion. 

Reported Impacts of the Mini-Gifts 

In their final reports, both schools reported on the biggest impacts of their mini-gifts. Specifically, they 

discussed which activities they undertook in the past year that they would not have been able to do without 

the mini-gifts. YYY noted that several events were put on that brought individuals from across campus 

together that would not have been possible without the mini-gift. They also reported that their advisor 

recognition awards, which aim to recognize advisors who are active in improving their understanding and 

practice related to diversity and inclusion, would not have been possible without the gift. XXX also used 

their mini-gift funds to help facilitate interaction and collaboration between units on campus. They reported 

that they created their joint CS-IT website, hosted their joint information session and developed their 

mentoring program thanks to the mini-gift funds. They reported that the funds helped to jumpstart and get 

energy behind these efforts that will continue into the future. 

Outcomes from YYY's Retention Activities: 

 Broader participation in CS

 More equitable student supports

 More equitable teaching methods

 Courses are more accessible

 Improved student safety net

 Increased visibility of ES work across

campus

Outcomes from Rutgers’s Retention 

Activities: 

 Stronger sense of community in CS

 Improved strategy for retention

 More equitable student supports
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Experiences with the ES Model 

Both XXX and YYY were asked to reflect in the final report on their experiences and main take-aways from 

their year with ES. Both schools said that their time with ES provided an opportunity to improve the 

coordination and collaboration on diversity work across their campuses. YYY reported learning best 

practices and improving their strategies to make their department more inclusive and diverse as major 

impacts of their ES work. Both XXX and YYY also experienced common challenges in their ES work. 

Both discussed challenges related to committee members having the capacity to take on this work. 

Related, they also talked about challenges in simply finding time for committee members to meet. YYY 

also reported challenges with leadership changes and their effects on top-level support for ES work on 

campus. YYY noted that strong leadership in their internal committee helped them to overcome those 

challenges while XXX said that the leadership and guidance provided by their ESC helped them overcome 

their challenges. 

When thinking about what they might do differently if they had the opportunity to do this work again, both 

schools commented on the one-year timeline. YYY said they would give themselves more time in order to 

accomplish more, while XXX said they would increase the pace of their work in order to get more 

accomplished. XXX also commented that their approach, which included two departments, was especially 

challenging, so in the future they might focus more on one school or department. In thinking about what 

else they might do differently, YYY reported that they would ensure that everyone on their committee had 

clear roles to make sure that all committee members are engaged and contributing. They also said that they 

would better coordinate their work with other efforts on campus so they could complement each other 

rather than have confusing dual initiatives. 

Both schools plan to continue their work to improve diversity and inclusion in their departments. YYY 

plans to continue building and expanding partnerships across campus. XXX plans to continue the 

collaboration between their IT and CS departments, including continued joint information sessions 

and recruiting materials, as well as a continued mentorship program. 

Experiences with NCWIT ES Staff 

The first thing both schools mentioned about their most positive experiences with ES was their ESC. They 

really valued their ESCs’ guidance, coordination, and support. YYY said of the ESC site visit: “The 

consultant’s site visit, and availability for questions, helped us get an expert external perspective on 

what changes we can make to improve recruitment and retention.” YYY also mentioned the flexible and 

adaptable structure of the program as very helpful for their efforts over the year. XXX also mentioned the 

mini-gift as being especially helpful to them as they had to navigate CS, IT, and the Honors College and the 

mini-gift took the burden off of one entity fronting the bill. 

In thinking about their teams’ biggest challenges in working with ES, XXX explained that they had 

significant challenges in getting tracking tool data. This was also complicated by the partnership between CS 

and IT in the Extension Services work. They had trouble obtaining the data as well as comparing it. YYY 

reported similar challenges, but noted that their main challenge was communicating and reporting on 

their work to the rest of their college: “Our key partners in forming and executing our strategic plan were 

supportive of the general goals of this process, but unclear about NCWIT’s role and resources, and unable 

to put extra time into actively working with NCWIT and our Extension Services committee.” 
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Appendix A: School Ratings of ES Experience and Support  

The results below are generally positive with the exception of the item “helped your team improve your 

departmental conditions.” 

To what extent does your team agree or disagree that Extension Services has: 

 

Strongly 
Agree 

Some-
what 
Agree 

Neither 
Agree nor 
Disagree 

Some-
what 

Disagree 

Strongly 
Disagree 

Increased your team's level of awareness of 
the conditions in the department(s) 

100%     

Increased your team's awareness of the 
NCWIT resources that can help, like the 
Recruiting and Retention Workbooks, 
Resources for Change Agents, Top 10 Ways 
to Retain Students in Computing, etc. 

 100%    

Increased your team’s awareness of possible 
actions you can take to improve conditions 

100%     

Increased your team’s understanding of the 
process of organizational change 

100%     

Helped your team work collaboratively to 
create a retention plan 

100%     

Helped your team work collaboratively to 
create a recruiting plan 

100%     

Increased the number of people on your 
campus who are aware of the conditions in 
your department(s) 

50% 50%    

Increased the number of people on your 
campus working on activities to attract and 
retain women in your programs 

100%     

Prepared your team for continued work on 
your recruitment and/or retention efforts 
once this cohort is over 

100%     

Helped your department(s) implement 
practices to improve recruitment/retention 
of women 

100%     

Provided your team with a highly qualified 
Extension Services Consultant 

100%     

Helped your team to improve your 
departmental conditions 

  50% 50%  

Been committed to my team’s success 100%     

 




