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Abstract

Purpose.The investigation sought to determine the signifazaand or the effects of
an ex post facto staffing intervention involving thddition of a Regional (mid-tier) team of
instructional leaders as a viable and sustainaiblgisn for increased operational
effectiveness year over year, and, if there coelthiplications on employment outcomes.
Furthermore, to determine whether this staffingninention of adding a Regional (mid-tier)
team of instructional leaders affected the prinfangragogical factors used for instructional
effectiveness and did the change create a condaoiwdition for learning for Career
Services Leaders from the perspective of Andragogy.

Design/Methodology/Approach Mixed-method research utilizing the Modified
Instructional Perspectives Inventory (MIPI) oridigalesigned by Henschke (1989),
modified appropriately. This study will compare thegp between the Regional Director
(RD) and the Director (D) scores on the MIPI to swea possible contributions to
employment placement outcomes and determine pridvagyagogical factors used for
instructional effectiveness for Career Servicestees.

Findings. Regarding the influence of Andragogy on placememt@mmes for 2011
compared to 2012, the conclusions were as foll@lsre was no significant relationship of
note, however, observably, the wider the gap, diaei the placement rate for 2011.
However, the 2012 Employment Rate (ER) indicated there was a moderate, negative
relationship between the gap in Andragogical irttomal perspectives and employment
rates. The leader learners were operationally #ffeas a result of the instruction they
received from the instructional leaders. The redeegsults support this point, since 2012
employment rates related to the Andragogical gdcating trust, and both 2011 and 2012

employment rates were dependent upon the regiom\rbich they were generated.



Practical Implications. In higher education for-profit environments invaolgi
leadership development, instructional leaderstaffisg paradigms form the rationale for
increased performance and operational effectiveness

Originality/Value. The results of this study provided empirical vétiioia for the
decision to restructure the Career Services lehgensodel for continued implementation
and sustainability in higher education leaderskifirsgs.

Keywords. Andragogy, Leadership, Career Services, Instruatibeadership, Adult

Learning, Trust in Leadership, Regional Directdigldle Management.



Table of Contents

ACKNOWIEAGEMENTS ...t e e e e e e e e e et s e e eeee e e s s s e eeeeeeeaeeeeeeennnnes i
ADSITACT ...ttt et e e e s ii
LISt Of TADIES ... e e e e e e e viii
S o T [PPSR IX
(@ gF=T o] (=1 g @ 0= ] 10T [UTox 1 o o 1S 1
Problem Statement and PUMPOSE..........uummmmmmme e eeeeeeee et e e eeneea e e e e eeaaeaaees 1
2 7 Tod (o [ £ 11 T SR 2
Career- FOCUSEA EAUCALION ............o..utimmmmms e e et e et e e smee e e e e e e 4
Contemporary Career COIRYES ......uuiii et s e e e e e e e e e e e e eeeeeeeeeeennnne 7
ST oTo] o L= 0 05 11 o | 14
Instructional DesignN FrameEWOIK ...........ooveeieeeiiiiii e e 15
Modified Instructional Perspectives INVENIONY ..ccc........cevvvvviiiiiiiiiee e eeeeeeeeeeeeeeeeeeee 17
RESEAICH QUESTIONS ....uui it et e e e e ettt s e e e e e e et e e e e e e eenearaa e e eeseesaannns 19
Hypotheses StatemMENLS..........oooiiiiiiceceeeee e 19
MethodolOgY/PrOCEAUIE .........coieieeeeeeeeeeeeeee ettt e e e e e e e e e e e e e eeeeeaeeeeeeeennens 19
LIMITATIONS .ottt e e e e e e e e e s e e e e e e e e eeeeas 20
DefiNItION OF TEIMIS .....iiiiiiie ettt e s rmn e e s e e e e e aae 22
SUIMIMIATY ettt eeeernm ettt e e e et e e e et e e e et e e e et e e e e s nae e et e aesbnneeeennnenees 23
Chapter Two: The Literature REVIEW ..........cuueeeiviiieiiiiiiiiiiiiee e e e e eeeeeeeeeeeeeseeenneeeesennnnn 25
The Adult EJUCAtION MOVEMENT..........oviiiiceeeee et 25
Adult Learning Distinct from PedagOgy ....... e «eeeuemiriiieeeeeeeeeerreeeeessensnnnnnnnnnennnes 30
THE TIUSE FACTON ...ttt e e 33
Andragogical Perspective 0N TIUSE .........tcceemmrureriiiiieeeeeeeeeeeeeeeeeeeereensn s 39



Creating a Culture of Trust iN Leadership ... .eeeeeeuemiiiaaieeeeeeeeeeeeeeeeeeiieeeeeeeeeeeees 41

The Vessel Of LeaderSNIP ..........uuuuiueeimmmmmn e eeeeeeeeeeeiiiiss s s s e e e e e e e e e eeeeeeeeeeeeeeeeeenennnes 44
SUIMIMIAIY .ottt et erernm et et e e e et e e e et e e e et e e e et e e e s e e ne e et eaeebn e eeennnenees 46
(@ aF=T o) (=1 gl I o =131 =1 1 To o (o] (oo | Y2 48
RESEAICN PUIMPOSE ....eiiiiiiiiiii e s e e e e e e e e e e e e et e e eaaaaeee s e e e e e eeeaaes 48
RAUIONAIE. ... ettt e e et e e s e e e e 19
HYPOthesSiS STAteMENTS .......cceeiiiiiiiii e 50
RESEAICh QUESTION ... e e e e et e e e e e e 51
Instrumentation - Modified Instructional Perspeesunventory............cccccccvieennnn. 51.
Data Gathering With the MIPI..........coo i e 19
The Study POPUIALION ......ccoeeeee et e e e e e e e e e 54
Y= ToTo] gl FoT VN I - - 55
INStrument COlIECION PrOCESS........cciii et e e ettt e e e e 577
The Study RESEAICN SItES .........uvvuiveetcmmmmmmn e et ee ettt s s e e e e e e e e eaeeeeeeeeeeeeeeeeenrennnes 58
MIPI Instrument Data ColleCtion SUMMAIY .....cccceeuiiiiiiiiiiiiiee e 61
SUIMIMIAIY .ottt ettt eerernm ettt e e e et e et et e e e et e e e et e e e e s s ae e et e aeeanneeeennnenees 61
Chapter FOUr: Data ANAIYSIS........uuuu i eeeeeeeeeeeetiess e s s e e e e e e eaaaaeeaeeeeeeaaeeeeennnnnnns 63
MIPI-RD Self-ASSeSSMeNnt RESUILS ............ommcemeiiiiiiiiiee e 63
MIPI-D Results by Region SUMMAIY ...........ueeemeiirriiiiiiiiieeeeeeeeeeeeeeeeeeeseeeennnnnnees 65
Region 1 (RD1), Figure 10 ......ccooiiiieiiiiciee et e e e e e e e naaaa e e e e e e eees 65
Region 2 (RD2), FIQUIE 11 .....cccoiiiiiieieiciee et e e e e e e na e e e e e e e e e eaes 67
Region 3 (RD3), FIQUIE 12.....cccoiiiieeeieiee et e e e e e e na e e e e e e e e e eees 70
Region 4 (RDA4), FIQUIE 13 ...t e e e e e na e e e e e e e e e aees 72
Region 5 (RDD5), FIQUIE 14 ..ot e e e na e e e e e e aaaeaes 74



Region 6 (RDB), FIQUIE 15 ... ..ot e e e e e 766

Averaged MIPI-D Scores for Six Regional Areas, QL6 .............ccccceeeiiiiieeeeeeenennn.. 78
Summary of Research QUESHIONS .........oovveeeeceie e 19
Quantitative Data Collection SUMMANY ........ccccccuiiieeeeeiiiiiiiiiiseee e e e e eeeeeeeeeeeeeeeeee 800
Instructional Effectiveness Defining Factors Result..............oooovvviiiiieieee e o 88
HYPOTNESES RESUILS ......oveiiiiiiiee e e e e e ee e e e e e e e e e eeeeeseaanne 900
QUANILALIVE DALA.......uvuiieeiiiiiii e eeere e e e e e e et e e e e e e e eersra e e e e eeaaaaans 911
SUMMIAIY <.ttt eererem et e e e et e ettt e e e et e e e et e e e e seeeea e e e ea e e e eenn e as 944

Chapter FIVE: OVEIVIEW .......cccivieeeiiiiiieemmnneess e e e e e e e e e e e e e e e e e e e et senneen e e e e e e aeaaaaaees 955
(=T A0 S LU o | 955
THe HYPOINESES ... e r e e e e e e e e e e e e e e e e et e nnnns e e annn e e e e s 966
RESEAICH QUESTIONS ....uuiiiiiiiiiiii e s+ttt e e e e e et s e e e e e e et e e e e e eeeaeataaeeeeeeesaannns 98
Leadership Cliff.... ... e e e e e e e e e e e e e e e e e e e e e e eaeaeannes 988
Crack in the FOUNALION ...........oooiiiiiiiieee e s 1022
RECOMMENUALIONS .....eviiiiiiiiiee it eerree e rmne e 1055
Conclusion: Final TROUQGNLS ......ooiiiiieeee e e e e e e 1077
RETEIENCES ...t et e e e e e e e e e s ees 113

F Y o] oL gl b Lo T o o] 1o 1P 120
AppendiX A-MIPI-RD INVENTOIY ......coveviiiiiiieee et a e e e e e e e e e aeeeeeeeeees 121
Appendix B-MIPI-D INVENTOIY ........ccooiiiieeeeeeeieiiiiese s e e e e e e e e e e e nennnsnennes 1244
APPENdiIX C-COAING PrOCESS .......cuvvvvuveeimmmmmmn e eeeeeeeeeeesssassnnnnaaasseeaeaasaaaaaeaeeeseeeees 1277
Appendix D- MIPI SCOre Sheet .........coooo i eeeeeeiee e 1288
Appendix E-Participation Request LEter ....oomeevveiiiiiiiieeeeeceeeeeeeeeeaas 12929
Appendix F- Instrument Approval Letter- Dr. J. Hehle................ooovvvvvvviiiiciienennn. 113

Vi



Vil



List of Tables

Table 1. List of Educational Management Comparit8@) For-Profit Institutions ........... 9
Table 2. The Instructional Perspectives Seven Sbs$@ctors and Items..............ccceeveeees 53
Table 3. Use of Andragogical Principles Categorydls............cccceeeeiiiiiiiieeeeeeeeeeevieeees 54
Table 4. Secondary Data:, 2011 & 2012EmploymenéRd0 Schools............ccccceeeeeeennnn. 56
Table 5. Instrument Collection Process Flow Chart..........cccccoooiiiiieeiiiiieeeceee 577
Table 6. Data Management Process FIOW Charf . ..cooovvvveivieeiiiiiiiiiiiiee e eeeeeeenn 58
Table 7. Data Worksheet for 20 Random SampleS........uuvveiiiiiiiiiieeeeeiieieievieeee, 822
Table 8. 20 Random Samplings - Andragogical PriesiCategory Levels...................... 833
Table 9. 2011 ANAragogy Gap ......uuuueuuummmmmmmmmiaaeeeeeeeeeaareeeeeearrnrnnn e aaaeeeaaaaeeaaaaaaeees 83
Table 10. 2012 ANAragogy Gap ......uuuuuuuureeeeeeeerrruunnnnaaaaaaeeeaeaeeeserrersssrsrnnnnneernrrnnnnnn 855
Table 11. Observed Values for calculating the Gpae test for Independence................ 86
Table 12. Observed Values for calculating the GiuBe test for Independence ............. 866
Table 13. Observed Values for calculating the GhigBe test for Independence.............. 866
Table 14. Observed Values for calculating the GhigBe test for Independence.............. 877
Table 15. Observed Values for calculating the GhigBe test for Independence.............. 877
Table 16. Observed Values for calculating the GhigBe test for Independence.............. 877

viii



List of Figures

Figure 1. Title IV Eligible Post- Secondary Institins 2010-11 ..........cceeeeeeiiiiiiiieeiiiceens 11
Figure 2. Degree Distribution Career Colleges: 2009..............ccceevvivvvvieeiivvinennnimmeeee. 12
Figure 3. Mid-Tier Instructional Leaders-Regionatdators (RD) Responsibilities ...........
Figure 4. Leader Learners-Career Services Dire¢yfesponsibilities .............ccceeeeee.
Figure 5. The ADDIE MOUEI .........oooeiiiiiiiieeee et e e e e e e e e e e e e e eee e e e e e eeeannnnns 16
Figure 6. Hypothesis Variables and PrediCtion.............cccoovvvviviiiiiiiiiie e eeeeeee e, 19
FIgure 7. MethodOIOgY...........uuuiueeee s e s s e e e e e e e e e e e e e e e eeeeaaaaen e e e e e e eeeaes 20
Figure 8. Organizational Structure of Regional Araad SchoolS ..............cceeeeeevveem 6Q.
Figure 9. All Regional Directors (RD) 7 Sub-Scabetors ............ccceeeevvvivvvveiiiiiiiiieene 644

Figure 10.
Figure 11.
Figure 12.
Figure 13.
Figure 14.
Figure 15.
Figure 16.
Figure 17.

Figure 18.

Director (D) 7 Sub-Scale Factors Redion...........ccccceeeeiiiieieeeeeeeeeeeeeeeeeen. 677
Director (D) 7 Sub-Scale Factors Re@ion............ccccceeeeiiiiiiiieeeeeeeeeevieeeeenn 69
Director (D) 7 Sub-Scale Factors Re@oN..........ccccceeieiiiiieieeeeeieeeeeeeeeeen. 711
Director (D) 7 Sub-Scale Factors Re@ion..........ccccceeeeeiiieeeeeeeeeeeeeeeveeeen. 733
Director (D) 7 Sub-Scale Factors ReGiON...........ccceeeiiiiiieeeeeeeeeeeeeeeeeeeen. 766
Director (D) 7 Sub-Scale Factors Re@ion...........cccceeeeeiiieeeeeeeeeeeeeeeeeeeen. 777
Seven -Sub-scale Factors Ranking OrddirBirectors.............ccceevvvvvvennnnns 79
Sub-scale Factors Ranking Order — AEEIDIS.........ccoceevviiiiieeeiiiiii e 89

MIPI Score Sheet ( Henschke, 1989)...ccc....cciiiiiiiiiiiiiiiiie 900



Chapter One: Introduction

This mixed-method study examined the contributioh&ndragogical factors and
instructional strategies employed by Regional Doescin the Career College setting on
the employment placement rate of institutions xdsiferent regions of the United
States.

Problem Statement and Purpose

A team of former first level managers in the Cai@ellege Setting, achieving
mastery in their respective areas, were promoté&ktional Director which was a mid-
tier instructional leadership position. These instional leaders were assigned to travel
to specific campuses and lead, train, supportnaector leaders of Career Services in six
regional areas in the continental United States.

This aggressive staffing modification, implemenbgdupper management, was in
response to an ineffective staffing model thatrebtinclude the mid-tier instructional
leadership level. In the absence of this leaderigvigl, there were several federal, state,
and local investigations that uncovered a seveseodnect involving inappropriate
leadership behaviors, integrity issues, and inaeggir leadership instruction, causing a
slippery slope affect.

The Regional Directors, who were also adult learieemselves, created an
environment which fostered a staffing paradigm twjtisig the role of leadership from
that of rote management to that of instructionatlérship poised in trust. Coined as an
intervention, the mid-tier leadership structurekt@aht.

This study was designed to examine and determmeftlctiveness of

instructional methodologies used by leaders in €a®ervices and the implications on
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employment placement outcomes. The ex post fatdoviention of the addition of a mid-
tier layer of leaders, Regional Directors, was exaoh as a strategy that may have
contributed to employment placement rates. Theystochpared the gap between the
Regional Director (RD) and the Director (D) scooasthe Modified Instructional
Perspectives Inventory (MIPI), as a measure ofiplessontributions to employment
placement outcomes and determination of primaryragalgical factors used for
instructional effectiveness for Career Servicesdees.
Background
Career Services leaders have an inherent resplitydibibreak out of the box of
conventional leadership and create a differentusibnal paradigm for adult learners.
According to the leading researchers on adult lagrrithe type of educators who help
adults learn are
leaders in voluntary associations; executivesnimgi officers; supervisors;
foreman in corporations; teachers, administratotsgroup leaders in various
educational institutions; and program directors.wal as professional adult
educators who have been prepared specificallyhiernvocation and make it their
permanent career. (Henschke, 1998, p. 11)
For adult educators charged with teaching aduliscamceptually relevant for defining
the core to instructional methods, Andragogy, thead science of helping adults learn,
(Henschke, 2003; Knowles, 1980) provided the frapr&vior analyzing the most
dominant factors of learning and leadership in thgher learning environment.
Andragogy, built on six core principles (Zmeyo®98), provided the rationale
for adult instructional methodologies, and adudirféng environments in the context of

this study. These principles or assumptions, dessdisn the most simplistic of forms,



TRUST IN LEADERSHIP: INVESTIGATION OF ANDRAGOGICAILEARNING 3

serve as descriptors for the a) self-directed,peddent learner who is in control of
his/her learning; b) the adult learners life expeces are the primary learning resource;
c) societal and external environmental changesenite learning motivation; d)
sustainability of knowledge based on immediate iappbn of learning; e) goal-driven
learner with a purpose for learning determinedatdnset; and f) adult learners respond
to educators based on their need to know basiordiog to Knowles (1975),

Adult learners respond to extrinsic motivators-wagaises, promotion, better

working conditions, and the like—up to a point ttiegy are reasonably well

satisfied. But the more potent and persistent ratiding are such intrinsic
motivators as the need for self-esteem, broadessabnsibilities, power, and

achievement. (as cited in Craig, 1996, p. 258)

The emergence of the competencies of Andragogyedreneficial to the adult learner,
“if he or she effectively models the principlesaidult education settings, learners will
have a golden opportunity to become great adukt&dus themselves” (Henschke, 1998,
p. 13). With that thought in mind, the core of thiady was to “make a contribution to
the field of knowledge” (McEwan, 2003, p. 21) obPrietary Higher Education with the
underpinning of Andragogy and the relevance therfeofeader learners and those who
instruct them.

The researcher asserts that adding a team of étistnal leaders was viable and
sustainable as a solution for performance, andatipeal effectiveness. Furthermore,
upon employing an analysis of effective leadersloimpetencies, such as trust, which
has been considered the foundation (Maxwell, 200 ¥arious organizational structures,
the researcher proposes the emergence of answs ftllowing questions: What are

the factors that stimulate intrinsic learning foe ieader learner, and will the adult
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learner in leadership exhibit the same characiesisissociated with the adult learning
principles of Andragogy?
Career- Focused Education

A college adjunct instructor described a typicaeer-focused scenario in
Midwest, USA. The instructor characterized thetiman class of Information
Technology majors to be rebellious against theireqent to study English Literature.
The students constantly had their computers oukiwgron their own creative projects
such as: designing website content; designing geapand creating gaming illustrations
The instructor complained that there was a conflithh the students not responding to
her teacher-centered instructional approach. Skstipmed why the creative visual types
of students were not responding to the cookie cuttdd of the traditional pedagogical
model of rote instruction. They were provided dadylis; explained the grading structure;
lectured at the front of the class for an alloeaount of time; given a test; graded on a
curve; and, thus, her expectation was that thegelstudent should have enough tools to
understand the concepts and succeed in the caaiéege adjunct, personal
communication, 2007). However, “if teaching is sasnmparting or transmitting
knowledge onto students, then one could easilyeahguwv different it is to teach adults
than students in K-12” (Smith, 2013, p. 1). Thistiactor did not realize the style of
pedagogical influenced instruction was extremetiadiic and a forced fit for these
students, whom, in fact, were adult learners.

The described disconnect in this scenario sugdelte adult learners tend to
“put on our hat of dependency, fold our arms, aitky) and say, teach me” (Knowles,

1990, p. 58) when faced with elementary instructiatyles.
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The challenges described in the scenario wereeddmgthe instructor’s inability
to teach to the skills and the strengths of adaltrers. The instructor had not evolved
through the pedagogical models of teacher-direletaiching, to a level of self-directed
learning (Knowles, 1975) principles. “Based on pi@neering work of Houle (1961),
Tough (1971), and Knowles (1975), early researdcelfrdirected learning was
descriptive, verifying the widespread presenceetitdirected learning among adults and
documenting the process by which it occurred” (Nen; 2001, p. 8). However, in this
scenario, “the balance between teaching and legrsimissing; learning turns out to be
a measured product, or externalized performanteecttudent, instead of the growth
process it should be” (Smith, 2013, p. 1) for tdalblearner. Knowles emphasizes that
“adults are self-directed, which he defines ascegss in which individuals take the
initiative, with or without the help of others, foulating learning goals, choosing and
implementing appropriate learning strategies, araduating learning outcomes”
(Knowles, 1975, p. 18). Furthermore, self- diredesatners are driven by life experiences
that foster uniqueness; and adults are goal-odesute more likely to sustain learning
due to personal needs and motivation.

This pattern of self-directedness gives risa torther discussion on the
Andragogical principles of adult learning that fiesssumes that adults enter into a
learning environment with a need to know why andeha task-centered alignment to
education (Henschke, 2003). This school of thoadgd suggests “the charge for
educational systems to include the preparationuafents for life-long learning” (Posner,
1991, p. 1), thereby, opening the door for careeu$ed education.

This scenario is indicative of the climate of carmeused learning environments

that are not only overcrowded due to the accelérdédivery of course instruction, and



TRUST IN LEADERSHIP: INVESTIGATION OF ANDRAGOGICAILEARNING 6

additionally, exacerbated by the multi-tasking matof the technologically savvy
contemporary college student. According to the a&vernment Accountability Office
(GAO) Report released in August of 2010, “enrolltnien for-profit colleges has grown
from 365,000 students to almost 1.8 million in k&t several years” (GAO, 2010, p. 1).
The Association of Private Sector Colleges and hsities reported facts on the role of
career-focused education in the U.S.:
Career Colleges educate almost 10% of all collég#ests; Career Colleges
educated 54% of students in Allied Health field2@11; 75% of Career College
students work while attending college; Career @@laverage retention and
placement rates were above 70% according to atrppblished by the
Accrediting Council for Independent Colleges antidts (ACICS). (IAF Fact
Book, 2012, p. 2)
In support of this viewpoint, potential collegednts are encouraged, through various
mediums, to select an option for a career-focusledaion motivated by an expectation
that they are committed to their own success. Bhgdents who are attracted to Career
Colleges are looking for easier, faster, low coaysvto enter a particular job market, and
want programs that give them the skills necessasyitceed in a future field of
employment” (Lee & Topper, 2006, p. 86). Given takevance of this adult learning
paradigm, it does not explain the strategies dfuietion that definitively motivate
“teachable moments” (Havighurst, 1976, p. 7) ireallilt learning environments. “For an
educator, that means walking what you talk, notddd say, not as | do” (Henschke,
1998, p. 11). To that end, the results of this stigation may also reveal the principles of
Andragogy to be the structure required for effexteader as learner instruction in the

context of career-focused education.
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Contemporary Career Colleges
Career Colleges have become a viable option #oasipiring student seeking
accelerated higher education. Attracting adultriees with the promise of gaining a real
world experience in an area of study that fitsrthgstyle has created a unique model
with a proactive approach that ensures studentistdugrowth and career advancement
goals are achieved expeditiously. According to data the U.S. Department of
Education reported by the Imagine America FoundatiaF) 2012 Fact Book,
Career Colleges enroll nearly 3.8 million studentshe US and comprise 45% of
the institutions participating in federal Title Bfudent aid programs. Career
Colleges provide innovative learning environmergpresenting 42% of the
online education market share. Students attendarget Colleges are typically
older adults (25 years of age or older), and fyesteration college students. (IAF
Fact Book, 2012, p. 5)
Career Colleges are responding to the employmerkanhy combining education and
hands-on skills development. “One of the key fumrtdi of this sector of education is to
provide job placement” (Lee & Topper, 2006, p. 88jch is significantly different from
traditional colleges. The fast paced programs asggded to quickly transition an
unemployed person to a skilled professional readyire. Martin, President of IAF
stated,
The Imagine America Fact Book is an annual loothatcontributions of Career
Colleges and schools, often referred to as ‘fofiprchools. Career Colleges
provide diverse educational opportunities for stuglénterested in receiving

career-specific education and training in art, bess, information technology,
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allied health, culinary arts and more than 200 iofieéds of study. (IAF Fact

Book, 2012, p. 5)

Directly aligned with defining the American drea@greer Colleges are a model for the
aspiring student, and serve as a gateway for tbeattdin financial security and career
opportunities.

With an increase in enrollment and the advent ofewiverse Career College
programmatic offerings, the for-profit sector ofher education has experienced record
advancement. Miller, President of the AssociatibRrivate Sector Colleges and
Universities (APSCU), stated in USA Today on fooffireducation,

industry wide enrollments last year (2010) increlab8% . . . and the recession

triggered some ‘hyper growth’ in both the commumityleges and for-profit

sectors because of the likelihood of enrolling &daver 25 that are transitioning
and seeking to upgrade skills. . . . The signifirowth of Education

Management Companies (EMO) has also ensured teeme of Career Colleges

in the educational market to be essentially a goedstment. (Marklein, 2011, p.

2)

As stated, the industry discussed in this reseasshthe for-profit sector of
higher education, organized according to the basiporate cyclical structure: Senior
Management Team; Board or Directors; and Sharersliéith several layers of
leadership blended in between, Career Collegesiaiversities were the primary
product, owned by Education Management Companigk)E

EMO’s are discussed in literature as “a complexesysof institutions
experiencing explosive growth over the last decahlieh has made it a prominent force

in shaping higher education policy and practiceih@er, 2007, p. 9). EMO’s provide
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diverse educational services offerings and contioueEmerge nationally. EMO’s are
essentially corporations, dedicated to profit acohemic growth (Miron & Gulosino,
2013).

Table 1.

List of Educational Management Companies (EMO) Parfit Institutions

American InterContinental University
American Public University System

The Art Institutes

Art Institute of Pittsburgh

Capella University

DeVry University

Fashion Institute of Design & Merchandising (FIDM)
Heald College

Kaplan University

Miami International University of Art & Design
The Art Institutes

National American University

Pittsburgh Technical Institute

Post University

San Joaquin Valley College

Strayer University

University of Phoenix

Universal Technical Institute

University of Phoenix

Walden University

Source:List obtained from Wikipedia/For-profit Educati&MO

The researcher asserted a summative point on EMQOpgported by literature,
indicating that it is an innovative business (Hehke, Oschman, & Snell, 2002; Miron &
Gulosino, 2013; Symonds, Palmer, Lindorff, & McCaB007), a major force in

reshaping education in America (Symonds, Palmedduiff, & McCann, 2007). EMO’s
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represents a diverse and competitive choice falestis, reforming the face of higher
education.

It is evident that the EMO had a voice in highen@ation and continues to reap
the benefits of increased enrollments resultingvarall growth in the for-profit sector
with the underpinnings of providing a service te tareer-focused student.

Martin summarized the importance of this discussith his statement,
“occupations requiring postsecondary career edutaind training will significantly
increase by 2018” (IAF Fact Book, 2012, p. 1). Hoere the attraction for first
generation college students, empty nesters, spagients, and those with a desire for a
better career remains in the balance.

Extant literature upholds the idea that contempo@Career Colleges have
continued to reinvent opportunities to attract msirelents. Accreditation standards of
both regional and national accrediting agenciesigeoCareer Colleges a measuring tool
to better define effectiveness based on specificators associated with retention and
placement. “Accreditation’s role is to provide assice to consumers that the institution
provides a quality education since the 1965 Hidfdrcation Act (HEA)” (Lee &

Topper, 2006, p. 86) was formed. Serving as thérolber, the HEA opened institutional
options, bringing to the forefront the Higher Ediima model, known as Career Colleges.
The Career College was then and now, a leading edgeirce for quality career-focused

education.
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Career Schools

m Private Not for
Profit

Career Schools

Source:lAF Fact Book, 2012p. 6.
Figure 1 Title IV Eligible Pos- Secondary Institutions 2010-11.

It seemed that the demanding job market sparkemller@nt and the demand f
more institutions and program offerinDriving economic growth coupled with tl
motivation for financial gain were significant facs for adults attending Care
Colleges, raditing in the fact that “45% (3,194) of the 7,07ifld 1V Pos-Secondary
schools were Career Colleges” (I Fact Book, 2012, p. 6) (Figure. 1).

Career Colleges agranting degrees at highevmpletion rates ovethe
counterpart instutions in the privee sector. According to a receddta report posted
the IAF Fact BooK2012, “56% of the awards earned by Career College2009-10
were Certificates(p. 17)indicating a large portion of students completeorssprograms

yielding a larger number ofraduates hitting the job market at a faster (Figure 2).
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Degree Distribution Career
Colleges: 2009-10

10%

| £

— B Master or Higher
£

_'! Certificates

m Bachelor's

56% .
B Associates

Source:lAF Fact Book, 2012p. 17
Figure 2 Degree Distribution Career Colleges: 2-10.

TheCareer Collegperformance structuiis directly aligned with the primau
indicators that measure effectiveness as defindabbyregional and national accredit
entities.According to the guidelines established by the Aditmg Council fol
Independent Colleges and Schools (ACI(performanceutcomes include retentic
rates, licensure pass rates, and place. The researchgrimarily focused on the latt
student achievement outco-placement. For purposes of this stuitiyg use othe terms
placement outcome and employment outcore interchangeable.

Career Services exists within the higher educatistitution as a departme
focused on student career placement outcoln the general settinghé construct of th
Career Services department consists of an extessffecomprisd of: Career Service
Representatives; Coordinators; Specialists; BusiDevelopers; Directors; and Regio
Directors. Howeverfor purposes of this stucthe researcher focused a population
sampling of theCareer ServiceLeaders who were responsible fmrformanceand
operationsassociated witemployment placement outcomes.

TheCareer ServiceLeaders have obtainedademic and professior

achievements imarious discipline. Moreover, the Career Servicesdders are typicall
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promoted up through the ranks base demonstrated mastery in the fi. Therefore, for
this study environmenthe Career Servic Directors (D) and the Career Servi

Regional Directors (RD) weiselected to be the primary participants.

Figure 3 Mid-Tier Instructional Leade-Regional Directors (RD) Responsibilit.

Figures 3 and 4 describe the functioning rolesrasgonsibilities of the Region
Director and the Director. The study platform waséer Colleges focused health

areas of studin urban cities in the United Stat
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Figure 4.Leader Learners-Career Services Directors (D) &espilities.

Scope of Study

Before the inception of this study, there was notid-tier instructional leadership
model functioning effectively. In the absence a$timodel, there was a federal
investigation that uncovered inappropriate andffatbemployment placement outcomes
that were reported to federal, state, and regienafies. The results of this investigation
caused leadership terminations on all levels améssive turnover in leadership ensued.
Incongruent leadership instruction, integrity, aat@bility, tracking systems, and
violations of trust in upper management were factbat caused this severe disconnect in
leadership behavior. An ex post facto interventa®yeloped and implemented by a
division executive, required the installation oé ttmid-tier instructional leadership
staffing model, and identified for this study ermriment as the Regional Director (RD).

To add further clarity and transitioning deepeoitite framework of the
investigation, the researcher identified the pryraarticipant sets, previously discussed
as leader learners (D), would formally be knownh&sDirectors (D); and the mid-tier
instructional leaders would be known as the Redibmactors (RD).

The primary role of the Regional Director (RD) what of instructional leader
for Directors (D) of Career Services. Note instital leadership is listed as the primary
role and also functions as the liaison betweenaratp leadership and college level
leadership such as the school president, dire¢tadmissions and/or director of
education (Figures 3 & 4).
Instructional Design Framework

The instructional design (ID) model served as thestruct for instructional

content delivered to the leader learners (Diregtansl consisted of the following
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elements: “analysis, design, development implentiemiaand evaluation; referred to as
the ADDIE Model” (Craig, 1996, p. 269) (Figure 5).
The ADDIE, described in phases, illustrates stepsif instructional design that
is relevant to the study-site organizational sgttin brief,
the (1) Needs Analysis determines the performaeéeidncy or problem to be
overcome; (2) the designer analyzes the learresdtting for delivery, and the
instructional content in the Learner, Setting anll Analysis phase; (3) the
design phase is the opportunity for goal-settimgl, l@arning strategies; (4)
development involves delivery methods and assedsma@chieve measureable
outcomes; and (5) finally implementation and evauna (Craig, 1996, p. 269)
The ADDIE model gave rise to a host of instructionadules designed for Career
Services related professional development sucim&grvices; training sessions; web-
based learning; as well as facilitation and colfabige style learning environments
conducted at the respective college sites. Furtbexnall were related to specific
performance metrics designed to meet placemenbimgs in Career Services.
Instructional topics such as a) Staff Managementjdnagement Skills; c)
Leadership Development; d) Operational Functioralite) Compliance; Employer
Development; f) Metrics and Placement; g) Busingsgelopment; and h) Succession
Planning were all designed, as referenced by ADBIt skills leadership topics
included a) Conducting Effective Team MeetingsDleyeloping Effective Resume
Training; c) Desk and Time Management skills; d@ntifying Staff Strengths; and e)
Managing Effectively; and f) Team Building. All diese modules were administered by
the Regional Directors (RD) during the study peaod were structured according to the

ADDIE model. Figure 5 illustrates the sequencehefrhodel.
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Needs Analysis

Learner Setting, and Job Analysis

@

Materials I Vlanuals

€9
—
Production
Implementation | Evaluation
Source: Craig, 1996, p. 269

Figure 5 The ADDIE Mode.
Imbedded in the construct of the ADDIE model, thetiuctional leader
defined performance goals; identified resourcestmcess; observed a
analyzed performance; set expectations for impr@rgnplained] coaching,
training schedules and timelines; met with tearmdividual, demonstrate
desired behavior or actions to reach outcomesfalmiv[ed]-up for
sustainability ofgoals. (Craig, 1996, p. 423)
The researcher maintains that each of the phat the stage for providin
comprehensive instructional leaders. Moreover, theanalysis remains and requil
further research regarding the evidencAndragogicabprinciples in the stud
environment.
Modified Instructional Perspectives Inventory

The pimary instrument fothis mixed-methodnethodology researwwas the
Modified Instrugional Perspectives InventorMIPI) originally designed by Hensch
(1989).The MIPI, a tool that identifies and measures glieelings, and behavio
associated witndragogical principles of learning (Hensc, 1989 2003) which

beginning and seasoned Regional Directors may grmoBpossess in a given mome
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was specifically adapted for two different versiohBe MIPI-RD and the MIPI-D. As
stated, there were two modifications reflecting dveariations relevant to the study
environment: one identified as MIPI-RD; and oneniifeed as MIPI-D. The former, was
configured to extract perceptions of Regional Diives perceived effectiveness when
using instructional techniques for facilitatingfeg for Directors in the form of a
Regional Director self-assessment; and the latsrmodified to measure the Directors’
(D) perception of effectiveness of the Regionakbiors’ (RD) instructional techniques
based on their experience. The MIPI instrumentewaeiministered to each group during
the same point in time and were based on interactiwer a time period of one year
(2012) within one single study environment.

This MIPI instrument was selected to be the primastrument for this mixed-
method study which compared the gap between theoRadirector (RD) and the
Director (D) scores on a specifically modified versof the MIPI to measure possible
contributions to employment placement outcomesdatermine the primary
Andragogical factors used for instructional effeetiess for Career Services Leaders.
Research Question

The investigation sought to answer the followingsfion concerning Andragogy:
What are the primary Andragogical principles farl@ng that are the defining factors
for instructional effectiveness for Career Serviceaders?

Hypothesis Statements

Hypothesis # 1:There is a difference in 2011 Employment Rate (Edthpared
to 2012 Employment Rate (ER).

Hypothesis # 2:There is a relationship between the Andragogi@g &nd the

2011 Employment Rate (ER).
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Hypothesis # 3: There is a relationship between the Andragodsag and the
2012 Employment Rate (ER).

Hypothesis # 4. The 2011 Employment (ER) is dependent on the Refgam
which it was generated.

Hypothesis # 5:The 2012 Employment Rate (ER) is dependent on dggdR
from which it was generated.

Hypothesis # 6:The 2011 Employment Rate (ER) is dependent oDifrextor
(D) rating of the Regional Director (RD).

Hypothesis # 7.The 2011 Employment Rate (ER) is dependent on trexfor
(D) rating of the Regional Director (RD). .

Hypothesis # 8. The 2012 Employment Rate (ER) is dependent on trexior
(D) rating of the Regional Director (RD).

Hypothesis # 9: The 2012 Employment Rate (ER) is dependent on trexior

(D) rating of the Regional Director (RD).
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Figure 6 Hypothesis Variables and Predict.

Methodology/Procedure

The primary investigator maintains that the redearould align to adi
significant validity to the hypothesis, based oa thkert scale tabulation of the MI-D
and MIPIRD and Andragogical pritiples ratings on the category levels chart.
results were subject to assessment uz-tests comparison of two proportions of
Employment Rate (ER) 2011 to Employment Rate (ER22a comparative analysis
20 randomized secondary placement dsing Pearson Product Moment Correlat
Coefficient (PPMC) comparing the gap between scoféise MIP-D and MIP- RD;
and the ChiSquare test for Independence used to determingoredhip between ER fc
each year to overall region MIPI ratings. The tiple statistical analysis provide

triangulation for conclusiol (Figures 6 & 7).
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Figure 7. Methodology.
Limitations

The survey questionnaire methwasused for experiential validati and may be
considered one dimensional and lack depth when asedsingular to. However, the
specific researcimstrument was subjected t datatriangulation analysiapproach in
conjunction with thiglata gatherintool, thereby increasing the rdisity of the findings
(Fraenkel & Wallen, 200 Furthermore, the MIRhstrument has been replied in
multiple studies globallyithstanding validity and reliabilitin various relevant studie
such as Stanton (2005), Moehl (2011), aVatcharasirisook (2011)'Henschke2012,
p. 18).

Theinstrument response qualand quantity may be impactég the
organization’s staffinglignment changewhich may have occurred foeasois such as
attrition, promotions, oa participant opting out from the studiyo offset that concert
the organizationaimeline was limited to two-year chronological instructional per

for measuring the effectivenessAndragogyand an ex post facto limitation impo,
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for purposes of this study, on placement EmploynRates (ER) for the same time
period.

The primary participants were located in varioegions and aligned accordingly
to Regional Directors (RD) in teams. The role & RD included staff development
which involved periodic interaction with other $tafembers; training and development
based on the deficiencies of the team or departraedtadherence to policies and
procedures which were directly aligned to corpoeate accrediting body specifications
and requirements. To support these particularfsgtaumstances, and based on the
experience level of the Director (D), as well as tieeds of the campus overall, the RD
occasionally had to dedicate more time at a pdaiaite than another, which may be a
construct for difference or biased responses omgteument. To augment this
circumstance, the instructional time spent onewds not included as a variable in the
research approach.

The preferred method, and most effective for cotngole was expected to be
electronic via email. However, a simple task ccagdconsidered daunting, unimportant
and time consuming, possibly resulting in a limiteomber of completed survey
instruments. Therefore, the primary investigatdedained the use of the email method
to be best suited for 100% survey return rate. Thl¢ction strategy was effective and
yielded a 100% percent rate of return of MIPI-RBd @ 75% return rate of the MIPI-D
survey instruments.

In an effort to remove the possibility for the pgption of coercion, the researcher
included a third party administrator to monitor datfiow-up on the completion of the
survey instrument process. Further, due to theareker’s relationship to the role of RD,

the researcher was excluded from research pattiimipa
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Definition of Terms

Andragogy. The art and science of helping adults learn (Hekesc2003;
Knowles, 1980).

Career College.Private institutions that are for-profit and foaus career-
focused higher education. Other names for sucktutishs of this type include private
and proprietaryAlso known as technical or vocational schools, €aolleges teach
both academics and vocational trade programs Wwéhritent for career placement.
(Sharon, 2013)

Career Services Director (D).For purposes of this study, Career Services
Director refers to personnel responsible for ovairsgethe operations, employees of the
Career Services Department, and placement activiligis includes: management of
placement processes in order to meet placemerg;goalntaining compliance with
policies and procedures; provide resources forecatevelopment; provide job search
assistance to graduates; coordinate job fairs; anebexceed target placement rate.
Participate in regular coaching and professionaélbgment instruction provided by
Career Services Regional Directors.

Career Services Regional Director (RD).For purposes of this study, Career
Services Regional Director refers to personnelaesible for general managerial
oversight, training and guidance to assigned casguesuring the achievement of
target placement goals and career services opeaat@rgets are consistent with
organizational mission, values and standards. ihblades: providing career services
specific management, instructional leadership,gndance to Career Services Directors.

The Regional Director is assigned a region of appnately six or more campuses. The
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Career Services Regional role reports directlyhtodxecutive level-- Career Services
Vice President and Vice President of Operationspacific organizational division.

For-Profit Education. For purposes of this study, the term For-Profit é&adion
is interchangeable with the term Proprietary Edooat

Instructional Perspectives Inventory (IPI). Instrument designed to measure
beliefs, feelings, behaviors associated with Andgagal principles of learning
(Henschke, 1989).

Modified Instructional Perspectives Inventory (MIPI). The modified version
of the IPI (Henschke, 1989), An instrument desigieetheasure beliefs, feelings,
behaviors associated with Andragogical principlelearning for Career Services
Leaders. MIPI adapted for two versions identifisdtee MIPI-RD (Regional Director);
and MIPI-D (Director). In the context of this stydigese will also be participant set
identifiers.

Pedagogy.The science and art of education, specificallyinatructional theory
(Pedagogy, 2012).

Proprietary Education. For-profit education (also known as the education
services industry or proprietary education) retersducational institutions operated by
private, profit-seeking businesses (Kamenetz (2005)

Summary

Career Colleges were the backdrop for this ex fa@sd mixed-method study on
the effectiveness of mid-tier instructional leaddgrsand the implications on specific
outcomes in Career Services departments. The Aadrea principles for adult learners

were the foundational model that suggested evidehtiee Instructional Perspectives
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Seven Sub-Scale Factors as representing the leagingetencies for leadership in this
study environment.

Extant literature provided a platform for undenstimg the chronological
evolution of adult learning and higher learningaasnstitution in American society. The
framework for analyzing the most significant congmeties of learning and leadership in
those same environments were compartmentalizetagated on the foundation of trust
which is one of the factors of Andragogy.

The researcher presented a collation of steps ooingethe scope of
investigation, and methodology in support of thi#orale for research. The purpose for
this study was to investigate the effectivenes&rafragogical instructional
methodologies used for leaders of Career Servitgdhee findings are discussed in
Chapters Four. Based on the investigative apprdahetalignment and evidence of
Andragogical Sub-Scale Factors in the instructionelhodologies were discussed. The
secondary comparison served as an additional baeomvéh expected results that
determined ‘if’ the mode of delivery of leader ingttion impacted student placement
outcomes, findings were expected to be significant.

In the final chapter, the results are discussel siggested recommendations
regarding the decision to restructure the leadpnstadel for Career Services with the

expected outcomes that would yield sustainabiliy aperational effectiveness.
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Chapter Two: The Literature Review
The Adult Education Movement

Adult Education, coined as a ‘movement’, denotesiat in history when the
foundational framework of educating adults evolasdve know it today. It would be
most relevant to discuss the efforts of notabléviddals recognized in literature as
pioneers of adult education, "who perceived a rfeed kind of education that would
address a rather specific problem or disseminateedond of useful and practical
information as its primary goal” (Moreland, 1985241). The contributions of pioneers
such as Benjamin Franklin, Jane Addams, Booker dsiWhgton, Peter Cooper, Alvin
Johnson, and others, “have been given limitedrireat, if included at all, in the
literature dealing with adult education” (Morelad®85, p. vii). However, the emergence
of adult educational models that addressed vocddtaevelopment, the influx of
diversity into the American society, and continuedyucation, are significant and warrant
recognition.

Historical literature recounts the profound wodtBooker T. Washington, most
often documented as the founder of Tuskegee IltstitMashington overcame perceived
insurmountable odds with laying a foundation foueating students “with no land, no
buildings, no faculty, and a state appropriaticat tfuring his tenure never exceeded
$3,000 per year” (Moreland, 1985, p. 136). Washingtas a noted forerunner in
Industrial Education. “He maintained a firm belilk&t economic stability was
appropriately strategic to address the social sguéhe south in the late nineteenth and
early twentieth centuries” (Moreland, 1985, p. 12¥ashington’s strategy was focused

on a target demographic group of young adults daer ovho shared the desire for better
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agricultural development coupled with “bringing g&hool to the farm” (Moreland,
1985, p. 127), identified in literature, as the Matble School.

The conceptual development of the “Moveable Schaal$ born from
Washington’s vision for change and he was “regaetedn authentic forerunner of
agricultural extension work” (Moreland, 1985, p.7)1.2The Moveable School was a
vehicle for elevating adult education beyond thefio@s of the limited formula of the
period, to that of moving outside of the classraamd into the rural communities,
encouraging farming efficiency and a shift in tipplecation of educating adults
simultaneously.

The efforts of Booker T. Washington opened the doothe contemporary
vocational/technical education model used toda durriculum, reminiscent of Career
College programs, consisted of “teacher educatiarsing, hospital education, industrial
arts, home making, and agriculture” (Moreland, 1,985143). According to the book,
Pioneers of Adult EducatioMoreland (1985) expounded on the impact on vocatipn
motivated education for adults,

While we make no attempt to attribute the develapinoé
contemporary community vocational —technical schdolBooker T.
Washington, the goals of these schools in prepamigigiduals to secure
gainful employment, to enhance their latent skiistesolve problems
scientifically, to improve the quality of their bg are remarkably similar
to Washington’s goals for the student of Tuskegesétute. (p. 143)
The researcher’s assessment is that educatioeabraly is sewn into the fabric of adult
learning and continues to build a structure thakised on the needs of society,

constantly expanding in response to the growthraEAcan academia.
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The Adult Education pursuits continued in the herh region of America in
the impoverished areas of Chicago. During thendi8®0s, Jane Addams founded the
Hull House. According to literature, it was desedlas a dilapidated mansion that
“opened its doors to all those who cared to entem. particularly dramatic event, with
historical significance” (Moreland, 1985, p. 152he Hull House “was to provide
educational opportunities which extended the haszaf those individuals who for some
reason or another had been denied the privilegétefding a college or university”
(Moreland, 1985, p. 160). The focus was on thehi®ghood, and the educational needs
of the inhabitants regardless of ethnicity or seonomic position. The Hull House was
the first Adult Education environment to extendside of the diversity issues of the era.
This same student-centered profile parallels theecafocused education of
contemporary America.

The typical student of today parallels the Janeakdsl demographic description
of the student of that era. It included a diversemunity of adults, who were above the
age of 19 years of age, male and or female, andradus backgrounds and ethnicities.
The curriculum design was based on the needs dttitent, using the educational
platform that reflected student experiences. Hallise pre-dated the premise of the
Knowles adult learning assumptions (Zmeyov, 1988yyever, her mission “to provide
its clients with the basic tools needed to imprthesr social, political, and economic
condition” (Moreland, 1985, p. 164) was preparatorycontemporary higher learning
models and lead to the continuing education panadag adults.

Historically significant, lifelong learning was &gral to adult education reform in
the early 1900’s and found its genesis in the Neho8l for Social Research founded by

scholar and educator, Alvin Johnson. Alvin Johnsavided higher Adult Education,
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through the reformation of higher learning for theature, well- educated adult”
(Moreland, 1985, p. 205), which was a formula faofpssional development and in-
service learning for educators in current Higheuéadion settings.

During this time in history, the society was inwgsheaval, closely approaching
the period of reconstruction. Education was alsa state of turmoil faced with
transformation and ideological differences betwienscholarly leadership of the era.
Conferred in literature, there were restrictionshia ‘academic freedoms’ which were
considered to be restrictive by the academic elteholars of the period, such as
“Charles Beard, James Harvey Robinson, Thorstelsievie John Dewey, along with
Alvin Johnson, began to plan a new institution thatld be a center of freedom for
learning and teaching” (Moreland, 1985, p. 212)e New School was in its infancy with
a target market, the elite educator. Thus, the etiscof lifelong learning, synonymous
with continuing education were founded.

Mentioned in all of these historical accounts wiéeecomponents that are
encased in the category of Adult Education, antl great significance, they all
addressed the learning needs of adult studentspwhadter some experience of life
would be eager to expand their knowledge by stuglyirareas of paramount concern to
them” (Moreland, 1985, p. 212). The motivation tdvance vocational skills, service the
entire community and to provide education to th@ke desire to know more, are the
foundation for an exposition of a movement in atkarning that is ongoing and relevant
to educational models today.

Taking into account the significance of the persipes on Adult Education, the
literature leaves for discussion, several defingiof Adult Education that embody key

elements of all three of these foundational modelthe book thérofession and
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Practice of Adult Educatigrthe author maintains there is a difference intashilucation
and adult learning. She differentiated thusly,

Adult Learning is a cognitive process internallie tearner it is what the
learner does in the teaching-learning transactiemgpposed to what the
educator does. Learning also includes the unplanneidental learning
that is part of everyday life. (Merriam & Brockei997, p. 6)

This same author continues to provide support éoniew by including versions
from several theorists defining Adult Education &nel researcher paraphrased according
to this formula: Adult Education is with purposedastrategically directed; seeks to
evoke change in personal and professional knowladgecompetence and, finally, it is a
relational process between the learner and thééeaSimply, “Knowles (1980)
identifies Adult Education as the process of adelsning” (Merriam & Brockett, 1997,
p. 8). Boshier (1985, as cited in Brookfield, 1988atured in the bookraining
Educators of Adultsconsidered Adult Education to be an “instruméat helps learners
acquire characteristics that help satisfy or chauggetal expectations” (p. 79).

Finally, and appropriately for this study envirozmb, Merriam & Brockett (1997)
suggested a working definition for Adult Educatias,a series of “activities intentionally
designed for the purpose of bringing about learaimgpng those whose age, social roles,
or self-perception define them as adults” (Merri@mBrockett, 1997, p. 8). Each of these
definitions is an indication of the elements neagg$or the “mission of adult education
as a satisfier of the needs of individuals, infits, and society” (Merriam & Brockett,
1997, p. 18). In the final analysis, and as thegigm of education continues to shift,

Adult Education appears to be dependent upon datibactions on the part of the adult
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learner, to transform learning needs to meet tbwvigig challenges of an ever expanding
society.

Much like the pioneers discussed earlier, the natitw for Adult Education was
driven by reformation and expansion. “The fieldationship to education in general is
historically grounded in adult education’s effadsprofessionalize and establish a
separate identity for itself” (Merriam & Brockeft997, p. 25). Therefore, combining all
of these various ideological perspectives on agtiication and adult learning, the
consensus is that both are reliant on each oteperdling upon the context of the
learning environment.

Adult Learning Distinct from Pedagogy

Adult Learning is naturally predisposed as a cohedprocess (Knowles, 1980)
that is based on the definitions featuring a commhogad distinct to only adults learning
which has been determined to be a distinct modkdarhing that is different from
Pedagogy. The first documentation of this thoughs wnplied as early as 1926 in “the
book, The Meaning of Adult Educatidry Eduard C. Lindeman” (Knowles, 1980 as cited
in Craig, 1996, p. 254). Considering the defimsaf adult learning collectively, and the
Knowles (1980, as cited in Craig, 1996) distincsi@pecifically, Lindeman suggests
“adults were not just grown up children, that thegrned best when they were actively
involved in determining what, how, and when thegrited” (p. 254). Further research
continued with this theme on adult learning, singiting, “adults learn naturally”
(Knowles, 1980, as cited in Craig, 1996, p. 254) @ocument the fact adults do indeed
engage more intentional learning outside of formstruction than in organized

programs and that they are, in fact, highly seléclied learners” (Knowles, 1980, as



TRUST IN LEADERSHIP: INVESTIGATION OF ANDRAGOGICAILEARNING 31

cited in Craig, 1996, p. 254). Adult learning cowiied to be an area of research into the
next generation of scholastic exploration.

Literary discussions continued to flourish, andeotbcholarly writings added to
the depth of understanding on Adult Learning. ka éarly “1960s, European adult
educators were feeling a need for a label that venbble them to talk about it in
parallel with the pedagogical model” (Craig, 19p6254). Originally introduced by a
German educator in 1833, this distinction was dcented in literature to be Andragogy,
a word “derived from the Greek wogsher or androsywhich meansdult mananda
term which has been accepted in universal acadssitings, as the art and science of
helping adults learn” (Craig, 1996, p. 254). Th&ndgons for Andragogy, as an adult
learning process, ensued.

Peeling back the layers of a complex concept, Agaiyg, described as a process
for adult learning that is driven by the adultsedeo learn, “could be said to be the
theory of adult learning that sets out the scienfifndamentals of the activities of
learners and teachers in planning, realizing, etadg, and correcting adult learning”
(Zmeyov, 1998, p. 106). Adding more depth to thieniteon, this same theorist stated
further, “Andragogy is the art of guidance towattds fulfillment of the needs and
interests and desires of the student” (Zamir, 29180). These defining discussions set
the framework for further development of Andrag@gya science of learning and
teaching for adult and opened the door for furtkeearch abound.

The assumptions (Zmeyov, 1998) that specificallgrabterized Andragogy have
been previously discussed in this paper, howeweqrding to broad literary discussions,
the noted important distinctions related to actidedehaviors of adults in learning

environments are agreed upon to be formulaic inreand process driven.
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In contrast to this study environment, the Andragalgprocess discussed in an
investigation entitled he Theory of Effective Computer-Based Instrudibordults by
Lowe (2004), supported the Knowles formulaic distiilon. The process of adult
learning, unfolds in the realm of technology whweas perceived, by some
traditionalists, as an unconventional adult leagreatting. The Lowe Study was focused
on the effectiveness of computer-based instrudtomadults (Lowe, 2004). The
Andragogical process, identified by Lowe, “creaadimate conducive to learning;
creates a mechanism for planning mutually, diaghaseeed to learn; the instructional
design fits the need for learning; results in sal@dearning techniques and evaluation of
learner outcomes” (, as cited in Lowe, 2004, pTRe contention of the researcher was
not to address hybrid learning environments speadlfi, however, found it noteworthy
that Lowe identified the Andragogical model, dedveom the original works of
Knowles (1990), to be an effective premise forahdine instructional discourse
researched.

This study and others, support the idea that thptigation of Andragogy was
apparent in adult learning environments regardié$®w the instruction was applied and
marks a significant difference from Pedagogy.

The researcher asserts that the implementatiomdfaigogical principles and
processes opened the door for questions of eftawiss related to the leadership
development of adults in leadership roles in Cagsswices departments. The researcher
also contends that “most leadership training, fil@st adult education, is self-directed”
(Houle, 1960, as cited in Brookfield, 1988, p. 11&yidenced in the Lowe (2004) study,
the content of instruction may be influenced byeexal organizational factors outside of

the control of the adult educator and/or the lelaamel how instruction is contextually
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synthesized. Furthermore, “the quality of his l&grdepends in essence upon his
capacity to teach himself’ (Houle, 1960 as citedBrookfield, 1988, p. 115), and this
Andragogically influenced formulaic approach |l framework for the applications
and instructional discourse between lgeder learnerand thanstructional leader
discussed in this study.
The Trust Factor

Is trust a factor in leadership? According to hteire , “the significance of trust in
leadership has been recognized by researchersltsash four decades with early
exploration by such scholars as Argyris, 1962; tik#967; and McGregor, 1967
(Dirks & Ferrin, 2002, p. 3). From the onset, troas appeared as a key concept in
several leadership theories (Bass, 1990) appligchadogy disciplines (Dirks & Ferrin),
and across the lines into more contemporary puibics related to “job attitudes, teams,
communication, justice, psychological contractgamizational relationships, and
conflict management” (Dirks & Ferrin, p. 3). The @mence of trust can be found in
broad structures of “management, public administnabrganizational communication,
and education, among others” (Dirks & Ferrin, p. Bhe answer develops conclusively,
that “trust is the foundation of leadership” (Maxiy2007, p. 61) and it is evident in all
the areas of human existence. “It is the glue libéds an organization together”
(Maxwell, p.61). Itis a continuous instinctivegstomenon that defines how humans
interact.

Trust is etched between truth, faith, beliefs, hopge. Another interpretation of
trust suggests “trust is the belief that those b we depend will meet our
expectations of them” (Shaw, 1997, p. 21). Yet aemmmntemporary theorist lends a

perspective suggesting that “trust undergirds dfets the quality of every relationship,
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every communication, every work project, every hass venture, and every effort in
which we are engaged” (Covey, 2008, p. xxviii). €p¥2008) continued, “The truth is
that many meaningful events in business, histagrature and life have hinged on
profound moments of trust--on people who are wgllio extend trust in amazing ways”
(p. 320). In the most significant moments of hurbahavior, the conceptual view of trust
is evidenced, and the events encountered in sotiasf is a factor.

An extension of trust can be found in thessag®f trust when delivered by the
Christian theologian, that defines instructionabstfor a divine spiritual connection with
the scripture, “Trust in the Lord, lean not to yown understanding” (Proverbs 3:5-6,
NIVB). Trust is mentioned in numerous books of Bikle, suggesting a large portion of
human fundamentals are derived from the foundaifaeligious teachings, concerning
trust, regardless of denomination or philosophicfiience.

In the utmost of complexity, trust can be defibeded on the contextual use in a
sentence; and/or how trust unfolds in the humamrriepce. “The wordraust (trust)
originated in the Mid-English language in thé"X3entury” (Trust, n.d.), and according
to the excerpts of grammatical definitions from Eherriam- Webster Dictionary-OL, “It
is a verb; it is an intransitive verb suchtaplace confidencer dependTrust in...); or
to be confidensuch ash{opé. It is a transitive verb such a®*rely on the truthfulness or
accuracy ofi.e. pelieve. Trust can be a noun; an adjective; and an agverkrust
ability, trustable, trustingly/If trust can be described in multiple ways basedules of
syntax and grammar, what is trust?

As the notion of trust begins to suggest greateredisions of definition, and we
transition back to discovering that there is atre@teship to actions of leadership,

Covey(2008), author dfhe Speed of Trugfiscusses trust from this perspective,
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Trust is not some soft, illusive quality that yather have or you don't, rather,
trust is a pragmatic, tangible, actionable, agsdtyou can createl.contend that
the ability to establish, grow, extend and restarst is not only vital to our
personal and interpersonal well-being; it is the leadership competency of the

new global economy. (p. xxviii)

Established in literature, trust is an essentigldiain building relationships in the
traditional sense of human interaction.

Literature on trust further suggests significafg &vents have trust as the
common denominator. In today’s culture, howeven, ttese defining factors of trust
discussed so far apply to the information agedilleth the internet, ansmartdevices?
In this context, trust is muddled and appears quesble. To further the discussion on
this thought, a recent incident was a headlin@énews regarding an incident of trust. A
Notre Dame sportsman was victim to a social mechansthat allegedly occurred due to
the manipulation of his inborn “propensity of trugovey, 2008, p. 321). According to
the reporter, the trust factor was missing alondp wound judgment because of the
absence of human interaction and knowledge of cteraNeedless to say, the victim
had no explanation, other than the belief and fruatvoice.

In popular culture, the dark side of trust unfoldgh the evolution of social
media outlets used to promote relationship build®gthe question of trust is not only
masked by the lack of interpersonal interaction,tbe relevancy of trust is skewed in
this arena. A question is posed regarding trust: tBase unseen relationships actually
have trust in the equation?

This real life situation was indicative of the poveé trust or the lack thereof. It

also impliedcharacterto be a necessary component on the list of tactofs.
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Covey (2008) associates good character with etbedahvior, and, he views both to be
“foundational and essential” (p. 29) when definingst, however, “to think trust is based
on character only is a myth” (p. 29) in the contefeadership. Trust is “the most
effective way of relating to and working with otegand the most effective way of
getting results” (Covey, 2008, p. 29). The researcsliggests that the complexity of trust
is evidenced by the variety of definitions, andeggrthat trust functions in the
development ofeadershipas a competency and is evidenced consistentlghn r
research.

Literature continues to support the premise thadt thas been defined accurately
as a significant competency in leadership. A rel¢gtudy, Trust in Leadership and
Team Performance: Evidence from NCAA Basketbaliducted by Dirks (2000),
“examined the relationship between trust, leaderahd team performance” (p. 1004).
Specifically, Dirks’ (2000) intention was to “substiate the proposition that a higher
level of trust in a leader results in higher tearfgrmance” (p. 1004). The Dirks (2000)
study “conceptualizes trust as an expectation..ttieateam can rely on the leader’s
actions or words and that the leaders have goedtionhs towards the team” (p. 1004).
The findings were significantly affirmed that “ttua the leader has an effect on team
performance” (Dirks, 2000, p. 1008) and “is crititmteam effectiveness” (Dirks, 2000,
p. 1009). The results of this study suggest thene@on-like nature of trust in
organizational and team environments is impactfuperformance and the style of
leadership. Both of those elements continue tadrefeant empirical areas of study in
addressing the impact of trust on leaders.

Evidenced in another relevant study, Dirks (20&2#tinued to expound on “how

trust in leades contributes to the effective functioning of grewgmd organizations” (p.
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2). According to literature, trust is theorized ‘@psychological state held by the
follower involving confident positive expectatioabout the behavior and intentions of
the leader, as they relate to the follower” (DirR804, p. 2). Dirks (2004) further
explained, that the concept of trust is critical &ffective leadership that can impact
followers in ways ranging from the mundane to tkeolt” (p. 2). This point stands to
reason, and explains the employees’ willingnesotoplete a task based on the mere
relationship with the leader. This form of rela@btrust, which “focuses on the nature of
the leader-follower relationship and how the foleswnderstands the nature of the
relationship,” (Dirks, 2004, p. 3) fosters incredgerformance. The opposing theoretical
view of trust in leaders involved the characterdsbgerspective which “implies that
followers make inferences about the leader’s charastics such as integrity,
dependability, fairness, and that these inferene@e consequences for work behavior
and attitudes” (Dirks, 2004, p. 4). Noted reseanchoth of these areas, identifying a
commonality in scholarly perspectives and identifytrust to be “a belief or a perception
held by the follower” (Dirks, 2004, p. 4), the rietanship to the leader is a secondary
element. To that point, “to create trust in leag®ong subordinates, leaders may need to
demonstrate competence” (Dirks, 2004, p. 8) inoweiareas of the organization
promoting “their efforts toward a common team gdalirks, 2004, p. 10). In creating a
climate of competence where effective leader-subatd interactions can be either or
both relational and character-based, a significanipetency in leadership will continue
to emerge.

The emergence of collective trust was elaborapeshun rich empirical research
in the context of organizational structures andigeoby Kramer’s (2010%ollective

Trust within Organizations: Conceptual Foundati@rsl Empirical InsightsAccording
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to literary analysis, this paper embodied the ithad “collective trust is conceptualized as
a kind of generalized trust conferred on other pizitional members” (Kramer, 2010, p.
82). Kramer (2010) further stated, “Collective trisspredicated on schematic knowledge
and stereotypic beliefs regarding the organizadiod what membership in it tells us
about members’ trust —related motives, intentiang, likely actions” (p. 83). Differing
from the trusting relationships and leadershipraatgons discussed so far, this theorist
contends that the collective trust distinction,that its target is the organization and its
collective membership is taken as a whole” (Krar264,0, p. 83). Based on this theory,
the notion of collective trust and how it is demated in organizational settings,
specific to leadership interactions within largesigps, encompasses an expectation of
trust based on the context of the interactionfiefdollective group.

This theoretical approach characterizes theseatletrust communication
events to be constructed based on “a three-patioeship between the truster (the
subject rendering the trust judgment); a trustesebof trustees (the object or targets of
the judgment); and a specific domain or contexhiwitvhich trust judgments apply”
(Kramer, 2010, p. 84). The ‘trust’ interactions tlasy occur between the members,
characterized by the three-part relationship theamy generalized based on the overall
perception of the collective “in-group”, which theeorist states are those in the “relevant
social boundary” (Kramer, 2010, p. 85). Collectimgst implies group dynamics and
contextual expertise contribute to the complexft§perceptions of trust and judgments”
in larger organizations. This school of thought liegpthat a collective trusting
environment “assumes trustworthiness” (Kramer, 2@1@4). Moreover, collective trust
behaviors foster cooperation, and respect in orgdional settings. Collective trust is yet

another platform for understanding the functionadgure of trust in organizations.
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In a recent study oRower, Leadership and Trusimplications for Counselors in
Terms of Organizational ChangPaul, 1982), the writer dissected these orgaioizak
constructs of power, leadership and trust, creaipgocess for developing leadership
behaviors. Different from the common belief thatdership is power, according to the
abstract opinion of this theorist on this subjectwver and leadership are relational in the
interactive process between leader and followee. dédfinitions are intertwined in the
sense that power “can be defined as a relationgitipwhich two or more persons tap
motivational bases in one another and leaders enthilowers to act on certain goals that
motivates both leaders and followers” (Paul, 198%39). Trust intersects the two
relational processes and “is an integrating anavtiriul force allowing focus on creating
and discovering” (Paul, 1982, p. 539) between lesadad followers. Trust serves as the
mechanism for understanding group interactionsiaupérts actionable behaviors and “it
is significantly related to organizational effeetness and productivity” (Paul, 1982, p.
539). The factor of trust on organizational devetept continues to be the connective
tissue for designing methods for managing largeggpteams, and systems.
Andragogical Perspective on Trust

The evolution of trust, as an indicator for effeetleadership, further unfolds,
from an Andragogical perspective. After years ohniesearch and with the mission of
dissecting the defining elements of trust, Hens¢il89, 1998) defined trust and set the
platform for the function of trust in this studyvermnment:

Trust and respect between teachers and learnetsecareated in different ways,

for example avoid threat, avoid negative influeneesl allow learners to take

responsibility for their own learning. In additioelaxed and low risk atmosphere

is an important factor in establishing mutual trarstl respect.
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(Henschke, 2013, p. 7)

Further noted in literature concerning the Hensdi®e&8, 1998) model otnust, the
following question was at the forefront of his rasdh: “What beliefs, feelings, and
behaviors do adult educators need to possessdbgaran the field of adult education”
(Henschke, 2013, p. 4). Upon conducting multipkeesch versions for analyzing the
intricacies of trust, the Instructional Perspedileventory (IPI) was developed and
became the instrument of study for multiple redeg@rojects in the arena of Adult
Education surrounding the trust question.

The Henschke (1989, 1998) IPI was finally comprisédeven factors: a)
Teacher Empathy with Learners; b) Teacher Truseafners; c) Planning and Delivery
of Instruction; d) Accommodating Learner Uniquene&3sTeacher Insensitivity Toward
Learners; f) Experience-Based Learning Technigaed;g) Teacher-Centered Learning.
All of which remain constant in the instrument versadopted for this study as well as
other studies globally. Upon completion of the fimarsion, “the strongest factor was,
teacher trust of learners{Henschke, 2013, p. 4) evidenced by 11 elements
characterizing trusting behaviors.

Henschke (1989, 1998) derived a list of 11 elementeems that would be
indicators of trust in the behaviors of instrucableaders and support the view ttraist
as a significant competency of leadership. AccaydmHenschke (2013), trust will:

Purposefully communicate to learners that eacimiguely important;

Express confidence that learners will developstilis they need;

Trust learners to know what their own goals, dreaand realities are like;

Prize the learners’ ability to learn what is neede

Feel learners need to be aware of and commurtleaitethoughts and feelings;
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Enable learners to evaluate their own progre$sawshing;

Hear what learners indicate their learning needs a

Engage learners in clarifying their own aspirasion

Develop supportive relationships with learners;

Experience unconditional positive regard for |easnand

Respect the dignity and integrity of learners.glp.

The researcher distinguishes the 11 elements stftimibe significant for maintaining the
mid-tier instructional leader as a staple in trekrship model for Career Services
departments. Further, the intent was to suggesthibee was significance, based on the
findings that are forthcoming. The researcher atstdends that the methodology for
research and the analyses procedures were indidatoronfirming a condition
conducive to learning was created. And, finallg tesearch findings created interest for
further empirical studies on the topic of trusteadership in this context.

Creating a Culture of Trust in Leadership

Literary scholarship has been given to the culnbmadf discussion on trust in
leadership in organizational settings. Theoristeeha@ovided definition and credence to
the educational transformation that suggests crgaticulture of trust is the next
dimension in determining the recipe for develodeapers effectively.

Leadership, often considered to be synonymous méhagement, is also a
multidimensional factor in creating a culture afdt, and differs greatly from
management. In the discourse of leadership perfocedideally, we expect leaders to
persuade or inspire, rather than coerce or giverstdBolman & Deal, 2003, p. 337).
Another perspective on leader performance suggeastsgement is driven by “the

process of assuring that a program and objectik/#s®emrganization are implemented
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and leadership has to do with casting vision antivating people” (Maxwell, 1993, p.
xi). In creating a cultural shift in leadership @ynics in an organization, collaboration
“implicitly assumes that trust develops incremdgitahd is related to collaborative
performance” (Nielsen, 2004, p. 243) and servabhateadership effectiveness
measurement in an organization.

Leadership effectiveness is further discussedsitudy on the concept of trust and
performance in industrial organizational structuresearched in depth, by Dwivedi. In
Management by Trust (MBT): A Conceptual Mad@®bivedi, 1983) the theorist
contends that the most effective managerial apprebhould be trust-based, as a
construct for optimum performance activity. The @g@ment by trust conceptual design
provides a foundation for leadership to manageétiam definable, measureable and
developable units of trusting behavior purportia@gttain effective performance through
optimization of organizational structures and peses, assimilation of conflicts, and
integration of goals” (Dwivedi, 1983, p. 377). Acdng to the findings discussed in this
research, the MBT model created a culture of thasted interactions between
stakeholders, groups and individuals, promotingesnable performance improvement
that is adaptable in diverse organizational setting

The distinctions between models of leadership aideaced in the intended
performance in organizational settings and supperparadigm that the effects of
leadership styles on team learning are diversdranidsive of trust. Specific to this
investigative approach and for-profit organizatiosettings, the effects of leadership
styles on team learning “propose a learning framrkwhat links individual, group and
organizational levels according to strategic rerféyBucic, 2010, p. 230). Imbedded in

the Bucic’s (2010) analysis, the objectives wereftld: to determine common
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leadership styles “implemented in teams to genenabewhat top management team
(TMT) leaders do and how their actions are integatdoy team members; and to unveil
how leadership styles influence learning in tea(ps230). The focal point of the

Bucic’s study identified differentiating definitisrof transactional, transformational and
ambidextrous leadership styles in organizationgliag settings and suggested the latter
to be the common denominator. However, the researidorses each to have a role in
learning effectiveness in leadership settings aadants discussion.

Extant literature on different leadership stylesfimed transactional leadership to
be “based on transactions between manager and geeglo(Bass, 1990, p. 20). Bass
expounded further explaining that transactionadéeship “concentrates on
accomplishing the tasks at hand” and in many irt&sitiis a prescription for mediocrity”
(Bass, 1990, p. 20). Transformational leadershqetics when leaders broaden and
elevate the interests of their employees, gena@teptance of the purposes and mission
of the group, and motivate employees to look bemiflinterests” (Bass, 1990, p. 21).
Furthermore, transformational leadership “providisgon and sense of pride which
promotes the respect and trust of followers” (Bu2@10, p. 232). In addition, adjectives
that characterize transformational leadership hagismatic, inspirational, intellectually
stimulating, and considerate of individual needad® 1990). Ongoing research into the
complexity of organizational learning, and relevemnthis study, identified a hybrid
leadership approach that combines the charactaristiboth transactional and
transformational leadership styles-ambidextrous.

Ambidextrous leadership was identified in the Buatiedy to be the connective
adaptation of leadership effectiveness depending imtended outcome of the

organization, and in this case, learning. The amtirdus leader “displays both
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transactional and transformational approaches’sBE899, as cited in Bucic, 2010, p.

233) depending upon the team leaders’ “abilityffeatively access the condition of
learning and determine the best style to suppgréebed outcomes” (Bucic, 2010, p.
233). In some cases, “when the team leader implenamambidextrous leadership style,
the team learning occurs simultaneously” (Bucid ®@@. 233). The findings of this
study determined transformational, transactiondl@mbidextrous leadership styles were
operationally effective “on the development of léag as a strategic resource within the
team and the organization” (Bucic, 2010, p. 228) each can be adapted to function in
concert with another depending upon the contexti@mehing environment in the
organization and the intended performance outcduei¢, 2010).

The researcher interjects the relationship betweenthree leadership concepts
and the effectiveness of instructional leadershag wonsistent with the adaptation of
leadership styles. For the study environment, lesidie style shifts were also
strategically effective and support sustaindééelerlearning and ultimately, top
management performance.

The Vessel of Leadership

In the context of organizational leadership, thest proven to be a complex
vessel. Essential to “understanding the developah@niances of trust...leaders who
want to foster and maintain trust” in leadershipstmealize how “multidimensional”
(Tschannen-Moran, 2004, p. 41) trusting interactiare firmly grounded and that it is a
requirement for unimpeded organizational perforneait the context of leadership
development, “without trust imbedded in the orgatians’ performance, it is

impossible” (Pesce, 2012, p. 1) to foster commitnenhe mission of the organization.
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Upon review of literature that contributes to prexelriven analyses of leadership
that is housed in the competency of trust in orzgtional environments, “leadership is a
process of mutual influence fusing thought, feekmgl action to produce cooperative
effort in the service of purposes and values endaréy the both the leader and the led”
(Bolman & Deal, 2003, p. 339). And yet, other setsldescribe leadership as a
manifestation of trusting behaviors that are theial glue (Fukuyama, 1995) or social
lubricant (Spreitzer & Mishra, 1999) that can hdidersified, global organizational
structures together” (Atkinson & Butcher, 2003282). Furthermore, contemporary
theorists discuss leadership to be, simply, “inflees that is, the ability to get followers”
(Maxwell, 1993, p. 2) to effectively perform basaucommon relationships.

Literature unfolds yet another dimension of thetipli€ity of trust, found in the
relational models of trust “implicating a varietlyy/‘macro-level’ structures, including
networks and governance systems, in the emergewicdiffusion of trust within and
between organizations” (Kramer, 1999, pp. 573-5Fdjther discussion on the topic of
relational trust, suggested research was “extebgedlaborating on the cognitive,
motivational and affective underpinnings of relabtrust” and determined that social
interactions were essential to trust-related beadraylincluding consideration of how
‘actors’ self-presentational concerns and identigted needs and motives influence
trust-related cognition and choice” (Kramer, 1999574). These scholarly accounts on
trust in leadership, as it evolves in the discowfserganizational analysis, propose
attributes of trust work in tandem depending orcalisse, and are revealed to be even
more multidimensional (Tschannen-Moran, 2004) ddpenupon the school of thought.
Literature also suggests these trust perspectreeatdhe pinnacle point of the vessel of

leadership.
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Summary

The purpose of this chapter was to provide a ceihmgrsive overview of the
phenomenon of trust in leadership as it unfolda a®del for effectiveness in the adult
learning paradigm. From a historical perspectikie,ftamework for adult education gave
rise to the reformation of education for adults aras revolutionized into a phenomenon
in higher learning that opened the doors to conteary adult learning models.

According to research, the concepts concerningrdgogy and Pedagogy, were
differentiated beyond the obvious chronologicaledé#nce in age and experience. The
level of engagement “in the experience of learnifiggylor, 1986, p. 56) by adults was
more intentional and self-directed in nature. T®ah-direction is foundational to

principles of Andragogy and marks a significartestence from Pedagogy.

The question of trust, as a factor of leadershigs a compelling topic.
Experiential discussions personified that fact thadt is a constant, chameleon-like
variable in organizational settings; and group &aan interactions that can be relational,
and or collaborative in the discourse of leadersipiportunities. As one theorist
described trust, “it is the glue that holds orgatians together” (Maxwell, 2007, p. 61).
The complexity of trust makes it a multifaceteditgrand, continues to be the prevailing
leadership competency, an essential element iotaféeorganizational development for
adult learning environments. Finally, the platfdionthe function of trust in this study
environment was grounded in the Henschke (198%)1®@del, defining the 11
elements that would be indicators of trust in teldviors of instructional leaders.
Further, this construct supports the opinion thadttis a significant competency of

leadership.
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The investigation into the elements of Andragagyjnstructional leadership
environments, such as Career Services, was suddnytne forthcoming comprehensive

research design which describes in detail the éinalystructure for this study.
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Chapter Three: Methodology

The previous literary discussions on the cio&tevant topics related to Adult
Education were presented with the intent to lemth&r credence for discussing the
Andragogical perspectives associated with caresrsied higher education and
specifically, leadership development for Careewiges staff.

Research Purpose

The extent of this study was to examine and detegrtiie effectiveness of
instructional methodologies used for leaders ine€aBervices and the implications on
placement outcomes. The empirical inquiry systeadwsas ex post facto or causal
comparative mixed-method methodology, given thatabnditions for data previously
existed and “hence are studied in retrospect” (ke Wallen, 2009, p. 363).
According to Fraenkel and Wallen (2009), “causahparative research is also referred
to sometimes as ex post facto (from the Latin &fter the fact”) research” (p. 363), and
to support the context of this study, the ex pastd intervention, was identified as the
mid-tier instructional leadership model.

This rationale catalyst identified as a ‘mid-tiete’ of leadership was designed;
installed; and identified throughout this studyg amtitled ‘the Regional Director’ (RD).
This study will compare the gap between the RediDiractor (RD) and the Director
(D) scores on the MIPI to measure possible coriohs to employment placement
outcomes and determine primary Andragogical faaisesl for instructional
effectiveness for Career Services Leaders.

Before the inception of this project, there wasanatid-tier instructional
leadership model functioning effectively. Withiretetudy-site organization, in the

absence of this model, there was a federal invastig of the Proprietary Higher
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Education Sector that uncovered inappropriate atsified employment placement
outcomes that were reported to federal, stateregidnal entities. The results of that
investigation caused leadership terminations oteaélls and a massive turnover in
leadership ensued. Incongruent leadership instmucintegrity, accountability, tracking
systems, and violations of trust in leadership wmresible factors that caused the severe
disconnect in leadership behavior. These actiahsde re-evaluation of the instructional
leadership model for Career Services Leaders pusijon existence. In this current
study design, the researcher sought to uncover corality in Andragogical themes that
influence leader instructional effectiveness, alb asethe competencies that create a
climate that is conducive to learning.
Rationale

To examine the mid-tier role of leadership, theegecher chose to use the
Modified Instructional Perspectives Inventory (MiRUpon conducting extensive
research on leadership competencies, the creatbe &flIPI, Henschke (1989), designed
the instrument that measures Andragogical prinsipfdearning, such as trust, which
was used for other studies in various organizatistmactures. The MIPI instrument
conclusively determined trust to be the foundafidaxwell, 2007) for leadership
development, however unfounded to be conclusitbersetting of this study,
specifically, Career Services Leaders in Propnekéigher Education.

Therefore, the rationale for this study was to tdthe literature regarding
Andragogical principles as a significant influemdor-profit higher education
leadership settings. Furthermore, this study amalyhe effectiveness of the ex post facto

intervention involving the addition of the teamRx¢égional Directors (mid-tier
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instructional leaders) as a viable and sustainsdilgion for operational effectiveness;
and if there could be implications on employmertcomes.
Hypothesis Statements

Null Hypothesis # 1:There is no difference in 2011 Employment Rate)(ER
compared to 2012 Employment Rate (ER).

Null Hypothesis # 2:There is no relationship between the Andragodsagh and
the 2011 Employment Rate (ER).

Null Hypothesis # 3:There is no relationship between the Andragodsagh and
the 2012 Employment Rate (ER).

Null Hypothesis # 4:The 2011 Employment Rate (ER) is independent®f th
Region from which it was generated.

Null Hypothesis # 5:The 2012 Employment Rate (ER) is independent of the
Region from which it was generated.

Null Hypothesis # 6: The 2011 Employment Rate (ER) is independert®f t
Director (D) rating of the Regional Director (RD).

Null Hypothesis # 7: The 2011 Employment Rate (ER) is independent of the
Director (D) rating of the Regional Director (RD).

Null Hypothesis # 8: The 2012 Employment Rate (ER) is independent of the
Director (D) rating of the Regional Director (RD).

Null Hypothesis # 9: The 2012 Employment Rate (ER) is independent of the

Director (D) rating of the Regional Director (RD).
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Research Question
The investigation sought to answer the followingsfion concerning Andragogy:
What are the primary Andragogical principles farl@ng that are the defining factors
for instructional effectiveness for Career Serviceaders?
Instrumentation - Modified Instructional Perspectives Inventory
The primary instrument for this mixed-method noetblogy research was the
Modified Instructional Perspectives Inventory (M)riginally designed by Henschke
(1989). Accordingly, the Henschke (2012) modelddult learning was inspired,
after years of practicing adult education...this lemchy developing a model
which identified five major elements: (1) beliefsdanotions about adult learners;
(2) perceptions concerning qualities of effectiwadhers of adults; (3) phases and
sequences of the adult learning process; (4) tegdlps and adult learning
techniques; and (5) implementing the prepared (gfari)
The Henschke model was anchored in the foundatmoraiepts of Andragogy defined
by Knowles (1980), as “the art and science of imgj@dults learn” (as cited in Zmeyov,
1998, p. 105), upon which Knowles defined Andragtmgle based on several
assumptions involving adult learning. As discuggeviously, the Knowles’ (1975 1990)
assumptions determine adult learners to be seadt:ttid, experiential, influenced by
social needs, and problematically motivated to $eatning. Based on the extensive
research conducted by Henschke (1989, 1994, 18%gjult learning, hence, Andragogy
(Knowles, 1980), and the completion of a detaileng conducted to develop an
assessment tool, “the instrument was initially labddnstructor Perspectives Inventory

(IP1)” (Henschke, 2012, p. 10) and was validatechurtiple studies and dissertations.
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The IPI instrument has been used and modified ar @8 dissertations globally
and in various educational and corporate discipliitne IP1 has “become known in the
field of adult education and was presented at #8 Commission of Professors of Adult
Education (CPAE) Conference in Nashville, TN” (Helmise, 1994; Henschke, 2012, p.
10). The original IPI, which was later modified datieled the MIPI for use in various
relevant studies such as “Stanton (2005), Moehl120and Vatcharasirisook (2011)”
(2012, p. 18), was also modified for this curréaty environment and was labeled
MIPI-RD (RD references Regional Director) and MIPKD references Director). The
researcher modified the original IPI factors (Hdrke&; 1989) appropriately for this study,
and realigned the purpose to measure beliefspfgend behaviors which beginning and
seasonal Regional Directors (leader instructord)@irectors (leader learners) may or
may not possess at a given moment in an adultifepemvironment (Appendices A &

B)
Data Gathering with the MIPI

The MIPI was configured with 45 statements reflegteliefs, feelings, and
behaviors (Henschke, 1989) of leader instructord,leader learners respectively. As
mentioned, there were two modifications reflectivayd variations relevant to the study
environment: one identified as MIPI-RD; and oneniifeed as MIPI-D. The former, was
configured to extract perceptions of Regional Divex (RD) perceived effectiveness
when using instructional techniques for facilitgtiearning for Directors (D) in the form
of a Regional Director (RD) self-assessment; ardatier was modified to measure the
Directors’ (D) perception of effectiveness of thegional Directors’ (RD) instructional
techniques based on their experience. The MIPladlasinistered to each during the

same point in time and was based on interactioes @¥ime period of one year (2012)
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within one single study environment. The responga® tabulated on a 5-point Likert
scale Almost Never; Not Often; Sometimes; Usualiynost Always. The MIPI-RD and
MIPI-D instruments can be reviewed in Appendix Alappendix B.

The Instructional Perspective’s Inventory Sevens$ale Factors and
Instructional Perspectives Inventory items remaic@usistent with the original design of
the instrument (Table 2) (Henschke, 1989).

Table 2.

The Instructional Perspectives Seven Subscale Faata Items

Seven Factors Under IPI Seven Factors Under IPI ltems
MIPI-RD and MIPI-D

Empathy with Learners 4,12,19, 26, 33

Trust of Learners 7, 8, 16, 28, 29, 30, 31, 39, 43
44, 45

Planning and Delivery of Instruction 1,9, 22, 23,

Learner Unigueness 6, 14, 15, 17, 37, 38, 40

Insensitivity Towards Learners 5,13, 18, 27,3,41

Experienced-based Techniques 2,10, 21, 24, 35

Teacher Centered Learning Processes 3,11, 26425,

Based on the tabulations of the 45 statementseBb-hoint Likert scale and how
each of the MIPI versions were scored and rankelldrcategory levels chart (Table 3),
the strongest factors were identified for each Mi@tsion. The responses of each MIPI
version scored and the results reflected the mgsifisant Andragogical principles used
for instructional effectiveness for Career Serviceaders founded in the application of

statistical methodologies which determined sigatificrelationships of MIPI results.

Table 3.
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Use of Andragogical Principles Category Levels

Category Levels Percentage IP1 Scores
5 High Above Average 89-100% 225-199
4 Above Average 88-82% 198-185
3 Average 81-66% 184-149
2 Below Average 65-55% 148-124
1 Low Below Average 54% <123

The researcher maintains that the research woigld & add significant validity
to the hypothesis, based on the Likert scale tabulaf the MIPI-D and MIPI-RD and
Andragogical principles ratings on the categoryels\chart. The results were subject to
assessment usirtests comparison of two proportions of the EmplepirRate (ER)
2011 to Employment Rate (ER) 2012; a comparatietyars of 20 randomized
secondary placement data using Pearson Product Mdboerelation Coefficient
(PPMC) comparing the gap between scores of theddIBRhd MIPI- RD; andhe Chi-
Square test for Independenwas used to determine relationship between ERddn gear
to overall region MIPI ratings. The multiple stétal analysis provided triangulation for
conclusions.

The Study Population

The population consisted of Career Services Leadleoswere employed in the
for-profit sector in the United States. A totaldéf Career Services Directors (D) were
solicited based on the researcher’s judgment, kexbyd and expertise of the participants.
The researcher’s professional role allowed intévaawvith the study population and
guided selection of participants. The other catggbiparticipants, were the Regional
Directors (RD) of Career Services. The researchdbpmed the duties of Regional

Director (RD), and therefore asserts close faniijiavith the Regional Directors’ (RD)
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role. Therefore, all six Regional Directors wareiied to participate and all agreed. The
consistent interaction, for the purpose of insiaugtcontributed to the selection of these
two groups from the Career Services staffing stmacpreviously discussed (Figures 3 &
4).

The MIPI-RD and MIPI-D survey instruments were gaosttabulated, and coded
by a third party administrator. Forty Directors (@¢re sent the MIPI-D by electronic
mail from the researcher. Thirty-two Directors {@mpleted and returned the MIPI-D to
an email address specifically established forphigpose. The response rate was 80%. All
six Regional Directors (RD) were sent the MIPI-Rypdbectronic mail and all six were
completed and returned to the designated emaikaddor tabulation, yielding a
response rate of 100% (Table 6).

Secondary Data

Secondary data consisted of placement data fro8ch0ols (SC) located in six
regions in the U.S. The placement data was usecbfoparing the chronological school
years of 2011 and 2012. The secondary data wascsxdk from employment data already
submitted by each of the 40 de-identified CaredleQes. The employment placement
data consisted of two consecutive reporting yedits percent of increase or decrease
already calculated. This data was saved and usedridomized sampling and the
statistical analysis process for the comparisangifuctional effectiveness and the
implications on student placement outcomes (Taple 4

The purpose for the triangulation analysis strgtednich included the secondary
placement data, was to add depth and equitablgityailn the determination of possible

contributions to employment outcomes ex post fémtyears 2011 and 2012.
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Table 4.

Secondary Data: 2011 & 2012 Employment Rate; 4@&8sh

School Codes ER Rate 2011 ER Rate 2012
Scl *No Data *No Data
Sc2 30.16% 30.41%
Sc3 45.54% 51.23%
Sc4 26.61% 23.96%
Sch

Sc6 47.06% 36.07%
Sc7 34.26% 38.92%
Sc8 42.08% 47.33%
Sc9 43.31% 39.97%
Scl0 44.65% 41.72%
Scll 54.23% 46.37%
Scl2 39.71% 50.22%
Scl3 33.52% 35.26%
Scl4 38.40% 44.89%
Scl5 27.14% 31.76%
Scl6 30.56% 40.38%
Scl7 45.73% 41.29%
Scl8

Scl19 38.32% 44.89%
Sc20 29.09% 44.62%
Sc21 53.65% 54.77%
Sc22

Sc23 27.03% 49.49%
Sc24

Sc25

Sc26 62.62% 68.18%
Sc27 37.22% 33.19%
Sc28 40.52% 46.85%
Sc29 31.85% 48.74%
Sc30 46.46% 41.39%
Sc31

Sc32 36.54% 42.36%
Sc33

Sc34 *No Data 35.48%
Sc35

Sc36 36.93% 51.78%
Sc37 39.84% 50.81%
Sc38

Sc39 49.28% 62.05%
Sc40 38.80% 45.81%

TOTAL 38.70% 41.62%
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Instrument Collection Process

The instrument response collection process anddateemanagement processes
were conducted electronically. The instrument f@asuring instructional perceptions,
the MIPI-RD and MIPI-D, were sent to each groupoading to the modifications
previously discussed. The MIPI-RD modified instrumh&as completed by Regional
Directors (RD), modified to measure the self-assesd perceptions of instructional
effectiveness that Regional Directors (RD) peragioktheir own instructional
effectiveness. There was also an MIPI-D modifiedcfampletion by the Directors (D)
measuring Director (D) perceptions of Regional Bioes (RD) instructional
effectiveness. Each of the instruments, the MIPI&id MIPI-D are in the Appendix
(Appendix A & B). Each of the process flow chaats illustrated in Tables 5 and 6.
Table 5.

Instrument Collection Process Flow Chart

Email-Series of emails sent to participants ove0a-45 day period by PI

Study introduction email sent from Pl to all papants (Appendix E).

Endorsement and Support for Study email sent fresk @f VP Career Services
email address site was monitored weekly by adnnatise support.

Administrative support provided verbal weekly uggtato Pl of number of surveys
sent/received for each participant set-Regionalediirs (RD) and Directors (D).
Based on initial response, follow-up email was setvo week point.

Each Regional Director (RD) added endorsement appast for study to regional team
meeting agendas as a reminder to complete surgayiment MIPI-D. (Agreement from
Regional Directors (RD) to do so verbally was afdi by Pl.)

PI resent packet which includes introduction eraad respective survey for each
participant set-Regional Directors (RD) and Direst(D) attached in a reminder email
at the 30-day point-provided completion update r@agiest for completion in the body
of the email.

Final email and participation update sent fromtRIsday-point. Thank you from Pl
(Data needed should be submitted to meet minimguirement range.).

Table 5 outlines the process for data collectiooughout the study, while Table 6
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outlines the data management process.

Table 6.

Data Management Process Flow Chart

All completed MIPI-RD and MIPI-D surveys were sémia specific email address that
was provided to each participant. The option towsed.doc or pdf.doc format was
acceptable and mentioned in a Participation Reduettdtr attached to the individual
emails sent to all participants.

All MIPI Surveys were numerically coded by regiarifeol/director according to the
same coding system described in Appendix C (Seedgig C, pp. 1-2) when printed
from the email site. The codes were added to theigint corner of each survey and
entered into an excel spreadsheet and later traedfe the Data Collection Sheet by
the administrative support person. All emails véttached survey instruments were
saved and filed in secured zip file on PI compbieadministrative support person.

All coded surveys were saved into sub folders lgyore This function was completed
by the administrative person according to the apdiystem described and saved and
filed in secured location.

Upon completion of coding process, surveys wenetgd by the administrative person

and tabulated by PI. The results of the tabulatafral MIPI surveys were entered into
the Data Collection sheet electronically for furthealysis by the Pl and administrative
support person to ensure accuracy.

Secondary 2011 and 2012 Placement Employment E&ejata was coded to
correspond to school number (ER# and year) ancupdated on the Data Collection
sheet by PI for further analysis.

The Study Research Sites

The research for this study was conducted in plalgites based on the locations
of the two participant sets, Directors (D) and Regl Directors (RD), in one of six
assigned regional areas in the United States. ikhregional areas were divided based on
urban geographic areas in the U.S.: Midwest; Soesihwsouthern; East Coast; Upper
East Coast; and Northern. In each of the regioressa there were Career Colleges that
were located in specific cities and states withim ix regions generating data used in

this study.
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To provide further contextual clarity as to howgbéwo sets intersected by
defined terminology. The Regional Director (RD) viasctioning as the instructional
leader; and the Director (D) was the leader learfiére instructional leader (RD) and
leader learner (D) were aligned within the studyadlsws: for every one (1) Regional
Director (RD), there was a minimum of six or moreedtors (D) assigned. The
Directors did not directly report to the Regionatdators and were not subject to
performance evaluations. The Directors reportatiednstitutional president and
performance reviews were conducted within the iildial institution. However, the
instruction and trainings were designed to adddegsiencies in the performance on the
part of the directors in the areas they managedhemd held accountable for,
specifically: leadership responsibilities as a mendf the executive team, which
included staff development,; compliance with p@gand procedures, department of
education and accrediting bodies, meeting metimsement benchmark, and overall
departmental operations (Figure 8).

Prior to accepting the development of the regiookd, the Regional Directors
(RD) served as Directors (D) on the school levak Team of Regional Directors was
promoted based on mastery in all of the areas owedi, as well as demonstrated ability
to manage, lead, and motivate effectively. In addjtthe Regional Director’s role was
primarily designed for the instructional leadegréfore, the selected team had to also
demonstrate the ability to deliver content, faatht learning, and design curriculum based
on the required metrics and overall needs mandateke placement goals. The regional

assignments were aligned with the domicile of tlegiBnal Director.
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MIPI Instrument Data Collection Summary

The data was collected according to the procestifabel, and tabulated on the
Data Collection Tool (Appendix C) for each of therfcipating groups: Regional
Directors (RD); and Directors (D). The data coktfrom the MIPI instruments were
recorded with six of the MIPI-RD returned and tattetl and 32 of the MIPI-D returned
and tabulated on the Data Collection Tool. Eacthefcategories on the Data Collection
Tool aligned with the Instructional Perspectivegdntory Seven-Sub Scale factors of
Empathy with Learners; Trust of Learners; Planrang Delivery of Instructions;
Learner Uniqueness; Insensitivity towards Learnergerienced-Based Techniques; and
Teachers Centered Learning Processes. The datatoml results from the MIPI-RD,
and the MIPI-D instruments were tabulated and éselts were illustrated in figure
format.
Summary

In conclusion, the collation of steps describethia chapter provided a
framework for conducting an investigation into gféectiveness of instructional
methodologies used for Career Services Leaderaiieef College settings.
The quantitative methodologies were applied to stigate the ex post facto staffing
model intervention identified for this study enviroent as the mid-tier instructional
leader. The scope of study was described in detgdrding site, participants, data
collection, and data management processes.

The primary tool for research was the Modified lastional Perspectives
Inventory (Henschke, 1989) which was appropriatebdified for this study
environment. The design of the instrument idergiied measures beliefs, feelings and

behaviors associated with Andragogical principleearning.
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In order to add validity to the hypotheses, threeegcher included, in the study
design, raw data collected from the applicatiomss tere used for the triangular
approach usingtest comparison of two proportions; a comparaginalysis of 20
randomized secondary placement data using Pearsdnd® Moment Correlation
Coefficient (PPMC) comparing the gap between scofdéise MIPI-D and MIPI- RD;
and the chi-square test for independence.

The primary investigator contends that the methaglofor research and the
analyses procedures would align appropriately émficning a condition conducive to
adult learning through effective instructional nadk grounded in Andragogy. Further

the triangulation of statistical analysis addedtdeand validity to the results.
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Chapter Four: Data Analysis

This study investigated the commonality betweenrAgdgical themes that
influence leader instructional effectiveness anthgetencies that create and enhance
favorable conditions for learning. The intent cearch, as related to the mid-tier
leadership structure for Career Services Leadersap to augment the literature
regarding Andragogy, specifically in Proprietaryghier Education leadership settings
and to determine the significance of staffing imégtions, on the mid-tier leadership
level, known as the Career Services Regional Dorect

The intervention was ex post facto in nature and nwaesponse to a series of
events in the for-profit sector of higher educatibat prompted this intervention.
Further, the mixed-method investigative approach wsed to determine if instructional
leadership paradigms were considerably viable asthgable as a solution for
instructional effectiveness and, finally, if thevere implications on placement outcomes.

The hypothesis was “affirmed and statistically ified” (Fraenkel & Wallen,
2009, p. 224) that there was a moderate, negalaganship between the gap in
Andragogical instructional perceptions as measbyetthe MIPI-RD (Regional
Directors) and the MIPI-D (Directors) and employmplacement rates of students who
graduated and were employed during 2011 comparstlitients who graduated and were
employed in 2012.
MIPI-RD Self-Assessment Results

The tabulated responses of the MIPI-RD self-assestaior the six Regional
Directors (RD) are represented by Figure 9. Each@®MIPI-RD was scored according
to self-reflective statements as the Regional Domscreflected on their own instructional

effectiveness for facilitating learning for Direcsq D). Further discussion on the results
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are forthcominghowever, briefly, the graph is a visual depicithe highest instructioni
effectiveness competenfor each of the Regional DirectoiRD1 through RD6, base

on the results of the MI-RD inventory, with regard to of ‘Teacher trusilearners’.
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Figure 9 All Regional Directors (RD) Seven S-Scale Factors.

In contrast, the Regional Directors s themselves the lowest on the fac
‘Teachereentered learning proce¢ which indicates, the learning is controlled by tt
instructonal leader, where the knowledge flow is transmitige-way from teacher t
learnet (Stanton, 2005 as cited by Henschke, 2013, p In actuality, this assessme
wasaccurate in the instructional environment of leddarners. Leader learners hav:
innate selfdirected nature as learners because of their rioéasing and backgrounc
and leaderdJnlike, entn-level college studentsvho are also adult learn, this
distinction is a dividing point between the leatbarner versus typical entrevel adult
learner, and poses to be a thought provoking csraal that could lend an opportuni
for further ana}sis in future studie.

According to the Henschk2013) model, the trugactor description states, tr
the focus oftrust and respedetween teachers and learners can be createderedt

ways, allowing learners to take responsibility tteeir own learning (Stanton, 2005) it
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relaxed and low risk atmosphere” (p. 10). The faofdrustestablishes mutual trust
between leader learner and instructional leader.

The results reflected in this graphic depictiongtrates that the RDs feel they are
imparting the principles associated with the eleglements of trust, imparting
instruction as facilitators that was learner-cesden nature. Furthermore, the
instructional delivery methods promoted an atmospbémutual trust and respect.
MIPI-D Results by Region Summary

Figures 10 through 15 are graphic representatibhifI-D results for each of
the Regions, one through six. The Instructionakpectives Seven Sub-Scale factor
results were based on the directors’ responseleoNtPI-D statements that typically
applied to Directors (D) as adult learners as tieflgct on the instructional effectiveness
of their assigned Regional Director (RD). The resulere tabulated and graphed
according to the scored results from each regidherfollowing order: Region 1 -
Directors D101 through D108; Region 2 - Directo0D through D215; Region 3 -
D316 through D321; Region 4 - D423 through D428jiBe- 5 - D529 through D534,
and Region 6 - D636 through D640.

The six regional areas were divided based on ugkeagraphic areas of the U.S.
All institutions are wholly owned by a private edtional corporation. Going forward,
the researcher will discuss each of the regionsgaddently of each team. The
discussions provide clarity as to the scope ofitlea; the leader learner versus
instructional leader relationship; and conclusibased on the graphic depictions of
instructional effectiveness based on perceptiosnoiragogy, as measured by the
Modified Instructional Perspectives Inventory (MHP).

Region 1 (RD1), Figure 10
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The commonalities associated with the schoolsdtat part of Region 1 (RD1)
can be described as fast-paced, densely populateahh campuses in the East Coast
region of the United States. Each of the eight stshavas well established in the
community, with ample student populations per s€hoo

The construct of the Career Services departmealsdad the leader learner, also
known as the Director (D); six to 12 staff primg@mployer and student facing. The
team-driven culture focused on employment outcoameisprofessional skills
development for graduates in various programmaéasaand degree levels.

The leader learners (D) in these schools shareerexge levels in the range of
five to seven or more years in their respectivetiprs. Most of the directors were
promoted from within the organization and met tleeement metrics and benchmarks
on a consistent basis. The Directors (D) had extermckgrounds in Career Services
and other areas of leadership, ranging from mylitlrckgrounds to corporate America
experience. Each of the Directors was in positionngd) both of the ER reporting years of
2011 and 2012.

The instructional leader (RD) was promoted throtighranks, with a post-
secondary education and domiciled in the regiontitied as the East Coast Region. The
team of Directors’ (D) experience level and thedseef the individual institution
dictated the instructional content and deliveryhodtprovided by the instructional
leader. For this group, the Regional Director (Riy be likely to provide instruction
based on new initiatives associated with the bgsioé Career Services rather than basic
foundational instruction discussed in thetructional Design Frameworkection of

Chapter One.
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The researcher asserts that the experience lette¢ déanmay havehad an
impact onthe limited need for direct instructi@nd was a potentiéctor in the
perceptions of instructional effectiveness scomethe MIP-D.

The tabulations were scored on the MIPI Score Sikegtirel18), and graphed i
Excel by the researchddpon review ofFigure 10, each of the Direct(i8) scored the
highest in Teacher Trust of Learn¢, with Directors (D) D103, D106, and D108, sco
reflectingthe highest perceptions ‘Teacher Trust of Learners’ overallhe factors of
‘Teacher Insengvity toward Learners anAccommodating kearner Uniquene’ were

the next highest ranking facto
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Figure 1Q Director (D)Sevel Sub-Scale Factors Region 1.

The researcher asserts that the Directors’ (D)gmtian of effectiveness revolv
around their ability to foster trust and respedt;anspire learning through facilitatio
Based on the researcher’s familiarity with the actampuses, D103, D106, ¢ D108,
reflect the highest level of trust which refleceedelationship between leader learner

instructional leader as a professional mer
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Region 2 (RD2), Figure 11

The characteristics of Region Two (RD2), were ¢hoka mid-paced, Midwest
community of campuses, located in close proximitgrdhree states. Five schools were
in the same city. The campuses were located ilyiogtinunicipal areas rather than the
urban structures of densely populated cities. Evers schools were stratified in the areas
they served, which created a separation in dembgrspwvhich was also a reflection of
the culture on the campus. For example, this regias largely populated with typical
demographics described according to the Integiatstisecondary Education Data
System (IPEDS), comprised of single females betwieerages of 19-30; mostly African
American; and primarily English speaking. Eachhw# seven schools was well
established in the respective communities.

The construct of the Career Services departmealsdad the leader learner, also
known as the Director (D); and a small staffingisture ranging from two to six. The
role of the staff was that of participating in pgs$ional development workshops in
partnership with academic staff, job developmemings, and providing customer service
assistance to students. The team-driven strucbereséd on employment outcomes and
professional skills development for graduates imows programmatic areas and degree
levels. Each of the Directors was in position dgitine ER reporting years of 2011 and
2012.

The leader learners’ (D) experience level was dhalverage, indicating that this
team of instructors needed more hands-on instruétam the instructional leader in alll
areas of business associated with Career SerWistsictional areas included staff
development; policy and procedure training; drivagivity to meet metrics; team

building, as well as the myriad of topics discusse@hapter One.
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The instructionaleader (RD)wvas assigned this region in response to the spi
instructional needs of the Director team. The patdr RD was a former trainer
corporate America and extremely familiar with adeérning instructional styl (Figure
11). The perceptionsf the Directors (C indicated strong relationstgf trus between
leader learner and instructional leaderm an Andragogical perspecti Furthermore,
the other six sulscale factors were equally reflective of the eiveness of instruction:
techniquesAll seven of the MIF-D inventories were returned,characteristic (a
relationship of mutual trust and resg, and was the only regian whichfull

participation was evidenc.
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Figure 11 Director (D) Seven Si-Scale Factors Region 2.

The scores and factor rankings were generally sterdi and reflect a generaliz
consensuthat the level of insuctional effectiveness was highhe Regional Direct
(RD) facilitated earnest, building trust and respect in the delivery and eahselection

tailoring the delivery approach based on the neédise individual Director (D The
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learner-centered approach may have been infludmgéae minimal experience level of
the Directors (D) in this region, thus, creatingienate for more instructional
interactions rather than the passive learningrdisto the teacher-centered approach.

Finally, the statistical analysis of the Direc{by) scoring and the Regional
Director (RD) scoring on the MIPI indicated modereglationship in instructional
effectiveness and performance and the resultsatetifrom Region 2 perceptions
supported that position.
Region 3 (RD3), Figure 12

The composition of the Northern Region 3 (RD3) bardescribed as densely
populated with an urban influence. The six campulsat make-up the typography of the
area were in close proximity of the student popaiatThe region was comprised of four
states, with three of the campuses in the same@itg campus was an outlier, located
far westerly. The campus populations were relagigehall per school at the time of the
study.

The leader learners were all at the entry levétadership, according to
the operational organization of Career Serviceadegents. Therefore, an intense level
of instructional leadership was required for thisup of leader learners. This team of
Directors (D), were in position only during the HR2 reporting year, therefore the
Directors (D) only had a conceptual view of instroical effectiveness based on the new
staffing construct with the mid-tier leadershigplace. All of the six Directors were
solicited for participation, however, only five ientory responses were returned, for a
response rate of 83%. The staffing levels were Isanalll of the campuses, consisting of

only two to four, according the needs of the bussn&he team focused on employment
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outcomes and professional skills development fadgates in various programme
areas and degree levels.

Unique to this regional construct, the Regionakbior(RD) was also newl
installed in the organization and underwent ingtomcfrom the more senidnstructional
leaders. This may havyeeen a contribut the outlier - D319Noting the MIP-D scores
reflected on Figure 12he trust score on D319 reflected significant thefaviors
scoring 55/55 on the Likert sce This same Director (Dgcored the second highest
the factor, Teacher insensitivity toward learn’, which may indicate alimate of

learning was cultivated through facilitat.
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Figure 1 Director (D) Seven Si-Scale Factors Region 3.

According to the researchers’ familiarity with ttiecumstance of instructing tt
newly installed Regional Dictor (RD), the campus associated with D319 was used
instructional platform. That decision was basedomale of site, small population a
Regional Director (RD) domicil Moreover, the prescribed instruction was intend

for the leader learndrased on the MII-D scores, which may have been influencet
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considering instructional relationships with twogimal Directors (RD) delivering
content.

The researcher notes the consistency in scoringiseoMIPI-D of the remaining
schools: D316; D317; D320; and D321. The scoringdHe latter two appeared to be
indicative of the amount of direct interaction witte instructional leader. Due to the
instructional leader also participating in instrantschools located further outside of the
direct Northern area mostly participated in virtaatl web-based instruction.

Although these points were not variables in thislgf the researcher notes that
time spent with leader learner; and web-baseduastm vs. direct face-to-face
instruction, could possibly influence the percepsiof effectiveness of instruction.
Region 4 (RD4), Figure 13

The researcher infers that each of the regiodsisct from the other
dramatically. The aspects of differences seem tonly be related to instructional
effectiveness, but also the time spent and theuctsbnal style of delivery. The latter
was a variable and appears to be relevant in Regamd may have influenced the
perceptions of effectiveness.

The areas of distinction for Region 4 (RD4), wére instructional leader was
extremely tech-savvy; a proponent of micro-managenand enforced accountability
through aggressive checks and balance, and, afhich were evident in the no nonsense
delivery technique which was the signature of thssructional leader.

The culture of the regional area reflected divgrsitban awareness, and
population density in the make-up of the campusasgnted. The upper-eastern regional
area was comprised of seven large, well establishetgpuses in the respective areas. The

pace was fast and dynamic, reflective of the regjiarea, in general.
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LI LT

Figure 2 Director (D) Seven Si-Scale Factors Region 4.

The experience level of the Directors was advameetall were tenured in tir
respective position#ll seven of the Directo (D) were solicitedhowever only four
consented to participant and completed an -D inventory yielding a response rate
57%.The additional staffing ranged between six 12 for these campus¢ The team
focused on employment outcomes and professioni¢s slevelopment for graduates
various progrenmatic areas and degree lev

The researcher electsbring to the forefronteatures that are specifica
relevant to Region 4 thmay be related to the resulgs)d that are somewhat differe
from the other regiongrustis still the primary factoin the competencies identified |
this group based on MI-D responses.

The researchalso,distinguishes the perceptions regardifgdche-centered
learning to be more evident than in the other reg. The contention is that tf
instructional style of the instructional leader niseya facto As indicated in the

description of the instructional leader, controlling style of manageme was implied,
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and based on the scoring on this particular sule$aetor, the leader learner perceptions
reflected elements outside of the principles of ragadgy.

According to literature, the ‘Teacher-centeredn@ay’ is exactly as it implies,
learning is inflexible, controlled, and one-wayidety. This approach emits pedagogical
characteristics and created a condition for le@rtirat was not centered on Andragogy
(Henschke, 1989, 1998). The researcher considengetiteptions in total, and trusting
relationships are evidenced as well.

Region 5 (RD5), Figure 14

The commonalities associated with the campusesatha part of Region 5
(RD5) can be described as moderately-paced, indécaf the southern area of the U.S.
Each of the six campuses was well known in the camties that they served, with
typically large populations per school. The pulséhe campuses was slower, filled with
bi-lingual adult learners that range from nationalthe U.S., and second generation
immigrants. The demographic characteristics alstuded single women and men
between the ages of 19-26 (IPEDS), returning caimimeducation professionals, and
empty nesters. The cultural diversity was apparetitis regional area.

Four of the six schools were located in the samie stnd two campuses were
located in the other state. The Regional Dired®®)Y was domiciled in the primary state
where the four campuses were located, allowing aesgss for facilitating instructional
sessions. All six of the Directors (D) were sokdtto participate, however only four
responded, for a response rate of 67%.

The construct of the Career Services departmanlsded the leader learner, also
known as the Director (D); two to four staff tha¢ @rimarily employer and student

facing, hence Director interact with both studearid employers. The team focused on
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employment outcomes and professional skills devety for graduates in various
programmatic areas and degree levels.

The Directors (D) were newer leaders, with only gear in their respective
positions. They each had backgrounds in corpanajanizations and experience
working at other competitive Career College brafidle 1). The experience level was
moderately intermediate, in general with a basiellef knowledge of the for-profit
sector, however, with minimal expertise in the hass of Career Services specifically.
This profile represented a need for developmet@mprehensive instructional by the
instructional leader.

A unique point of interest about this regional anes its saturation with other
competing career-focused educational instituti@psesenting various disciplines. This
fact may have been an underlying reason for tiféastd leader learners, to be well
trained in the areas of business development, coritynenrichment, professional
development for staff and students, program oftéerimnd product knowledge.

The instructional leader (RD) was recruited frontsale of the organization, and
was armed with extensive experience in post-secgrethucation and for-profit Career
Colleges in the area. The researcher’s role agbtiee Regional Directors (RD) allowed
knowledge of the leadership style employed by RDbs instructional leader’s
leadership style can be described as micro-manageifige observed delivery method
was pedagogical in nature, although the results fite MIPI-D for this reflected a
different outcome.

Figure 14 is a depiction of the factor of ‘Teacheunst of Learners’, to be the
most dominant based on the responses of D530, &6PD534, which indicated trust

and respect in the behaviors between the two grdupsresearch notes D532 scored
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‘Teacher Trust of Learn¢ and ‘Teacher Insensitivity towards Learreis be the same.
Furthermore, the scoré®m this leader learner weconsistentlyjthe same level in a

areas, possiblndicating neutrality when considering perceptiohgffectivenes:
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Figure 3 Director (D) Seven Si-Scale Factors Region 5.

An interesting point to note, the Regional Direelfassessment also scoi
somewhat a& consistenlevel, with the exception dfust, which was the stronge
competency.

Region 6 (RD6), Figure 1

The composition of the Southwest Region 6 (RD6)lie described as
significantly populated area with west-urban influenceThe six campuses that m:-
up the typography of the arwerein close proximity of the student populati The
region was comprised of two states, with five & dampuses in t same stat One
campus locatiomas an outlier, located upper weste The campus populations we
relatively midievel, at the time of the studAll six of the campuses were solicited

participate, however only four respon, yielding a response ebf 679.
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The staffing numbers vari based on the composition of the can, the student
population, ranging betwedour and 10, anthe leader learner (D).The team focuse
employment outcomes and professional skills devety for graduates in rious
programmatic areas and degree lev

The Directors () share extensive backgrounds in not only Career Servinet
in other areas of leadership in the field of edwcatEach of the Directors was in positi
during both of the ER reporting years of 2011 a@@iZ This particular group c
campuses also achievece highest level of placement percentages overttier
regional areagossibly, in partbecause of strict state regulatory requirement®sed
on Career Colleges, and the efforts of this expegd group of leade To that point, the

instructional lader had miniral interactions with this group.
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Figure 4 Director (D) Seven Si-Scale Factors Region 6.

The Southwest Region’s MI-D results demonstratedéacher Trust ¢
Learning’to be the most dominant factor, based orinstructional effectiveness sce

The scores regarding trust for both grswere rated extremely high, as indicatec
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Figure 15. The trust factor description accuratidgcribes the relationship between the
instructional leader and the leader learners andti®nly evidenced in data, but has been
observed to be true by the researcher.

Averaged MIPI-D Scores for Six Regional Areas, Fige 16

The average scores for all directors in each obtkeegional areas and the
results of the Seven Sub-Scale Factors in rankidgrare displayed in Figure 16. The
Seven Sub-Scale Factors were ranked indicatinDiteetors (D) as adult learners and
their perceptions of instructional effectivenessved by Regional Directors (RD) in
the following order: ‘Teacher Trust of Learners’ssthe highest ranking instructional
effectiveness competency; ‘Accommodating LearnagUeness’ was ranked second;
‘Teacher Insensitivity toward Learners’ was in ¢hgosition; and in fourth position was
‘Teacher Empathy with Learners’. The final threetdas: ‘Planning and Delivery of
Instruction’, ‘Experience-Based Learning’ and ‘ThacCentered Process’, ranked in the
lower positions on the scale.

The results, derived from the perceptions of ov@natructional effectiveness,
conclude that the Regional Director (RD) providéedative instruction grounded in
Andragogical principles, with ‘Teacher Trust of kei&ag’, emerging as the most
dominant. According to literature, “trust and respeetween teachers and learners can be
created in different ways, for example avoid ogd#tr avoid of negative influences, and
allow learners to take responsibility for their olearning (Stanton, 2005). In addition,
relaxed and low risk atmosphere was an importarnbfan establishing mutual trust and
respect” (Henschke, 1998, p. 10). Moreover, thessi@al analysis of the Director (D)
scoring and the Regional Director scoring on th®Mmdicated a moderate relationship

in instructional effectiveness and performance.
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All Directors Factors-Ranking Order
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Figure 16.Seven-Sub-&le Factors Ranking Ord— All Directors.

Summary of Regional Characteristic:

To summarize, the researcher presented the regutie MIP -D for all six
regions, based on Director (D), as adult learrrefecting on the instruction:
technques for facilitating learning provided by the Rewal Director (RD). The
researcher provided a framework of each of thesareaupport of the conclusio
derived from the leader learner versus instructiteeder relationship and conclusic
based orthe graphic depictions of instructional effectives®ased on perceptions
Andragogy, as measured by the Modified Instructi®teaspectives Inventory (MI-D),
and other pertinent information that would be ralgvto the conclusior

The researchexé&acted four assumptions regarding the scoresdfiacted
distinctions that could possibly influence perceps based on variables which were

considered in the original research, prior to ghigly
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Assumption-1 All of the Directors (D) were in the respectieadership roles
during both ER2011 and ER2012. All directors weqpegienced in areas of management
in Career Colleges or other organizational strusur

Assumption-2.The experience level of the Directors (D), froma&&r Services
business perspective, may have had an influentleeoperceptions of instructional
effectiveness based on the amount of time spanstructional environments.

Assumption-3 The Regional Directors’ (RD) experience levelhnadult
learning instructional delivery methods versus pedgcal delivery methods may or may
not have had an impact on perceptions of instroatieffectiveness.

Assumption 4 The perception of effectiveness could be diffexenen the
instruction is web-based versus direct face-to-tievery.

Each assumption was implied, based on the result®a the researcher’s
knowledge and familiarity with the regional areasd the specific campus dynamics.
The conclusion that can be derived from the resaitslved around trust, that, in fact,
‘Teacher Trust of Learners’ was the highest ingtomal effectiveness competency.
Quantitative Data Collection Summary

In this section, the quantitative descriptions Wwél discussed in detail, in order of
application. The foundation of this analytical apgurh was based on the scores of the
MIPI instrument results; and Employment Rates (EERP011 and 2012, indicated on
Table 7.

The random sampling of raw data that used for thistical analysis is displayed
on Table 7. A random sampling of 20 MIPI-D sum ssoand Employment Rates for
both 2011 and 2012 were analyzed using a Pearsalué&rMoment Correlation

Coefficient (PPMC) comparing the gap between scofdéise MIPI-D and MIPI- RDz-
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tests comparison of two proportions of the Emplogthiate (ER) 2011 to Employment
Rate (ER) 2012; and the chi-square test for indégece was used to determine
relationship between ER for each year and oveegibn MIPI ratings.

Table 7 is a depiction of the 20 randomized sampieaw data used for
statistical calculations. Each of the category nagé are in accordance to the
Andragogical Principles Category Levels Chart dsseal in Chapter One. The table
consists of the following: Seven Subscale Factmrgéch of the 20 random selected
MIPI-D sum totals in column 8; the corresponding@myment Rates (ER) for 2011 and
Employment Rate (ER) 2012 in columns 9 and 10.c&tegory levels and headers are
abbreviated and are listed across the top rowhdbbttom left corner of the data sheet, a
legend with the explanations of Andragogy Seven-Schle abbreviations was added.

The data worksheet, identified as Table 7, was tmeall forthcoming statistical

analyses displayed in Tables 8 through 16.
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Table 7.

Data Worksheet for 20 Random Samples

Total ER ER
TEWL TTOL PDI ALU TITL EBLT TCLP Score 2011 2012

9 23 8 17 29 11 20 117 30.16 30.41
16 31 12 20 26 12 12 129 4554 51.23
22 54 12 29 30 13 8 168 26.61 23.96
23 51 23 27 35 21 6 186 34.26 38.92

24 50 19 31 35 13 10 182 43.31 39.97
18 35 16 21 25 16 11 142 4465 41.72
25 55 24 30 34 21 6 195 54.23 46.37
25 51 25 31 35 21 7 195 39.71 50.22
17 45 20 29 35 17 12 175 38.4  44.89
18 38 19 23 29 17 15 159 27.14 31.76
17 38 14 28 30 16 16 159 45.73 41.29

25 55 25 27 35 25 6 198 38.32 44.89
12 30 17 17 32 18 13 139 27.03 49.49
18 50 16 25 33 8 16 166 62.62 68.18

18 45 14 28 30 11 15 161 37.22 33.19
21 44 14 27 28 11 13 158 31.85 48.74
17 35 19 24 35 15 15 160 46.46 41.39

21 45 21 30 12 19 7 155 36.93 51.78
22 49 17 29 31 23 12 183 39.84 50.81
25 54 23 30 31 21 8 192 49.28 62.05

Legend:

Column 1 TEWL Teacher Empathy with Learners

Column 2 TTDL Teacher Trust of Learners

Column 3 PDI Planning and Delivery of Instruction

Column4  ALU Accommodating Learning Uniquenegs

Column 5 TITL Teacher Insensitivity Toward Learnefs

Experienced-Based Learning
Column 6 EBLT Techniques

Column 7 TCLP Teacher-Centered Learning Proces
Column 8 ER Employment Rate

Column 9 ER Employment Rate
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Table 8 depicts the sum totals of the scored MIRith were randomly selected,
as indicated on Table 7, column 8. Each score alzsddd according to the Andragogical
Principles Category levels with a number. As a retar, the Andragogical Principles
Category Levels were identified as follows: 5) H@bove Average; 4) Above Average;
3) Average; 2) Below Average; and 1) Low Below Aage. As noted, each of the
category levels was labeled with a correspondinglbrar to identify the Andragogical
Principles Category level (Table 3).

Table 8.

20 Random Samplings - Andragogical Principles Catgd evels
Total Category
Score Level

117
129
168
186
182
142
195
195
175
159
159
198
139
166
161
158
160
155
183
192

o
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Table 9 depicts the supporting numerical differsnoetween Regional Director

(RD) and Director (D) scores on the MIDI-RD and NHD. These gap values were used
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to calculate the PPMCC values to represent thagtneof the relationship between

scores as related to the Employment Rate (ER) 2011.

Table 9.

2011 Andragogy Gap
GAP ER Rate

2011

2.51 30.16%
251 45.54%
2.51 26.61%
251 34.26%
2.51 43.31%

-0.673 44.65%
-0.673 54.23%
-0.673 39.71%
-0.673 38.40%
0.885 27.14%
0.885 45.73%
0.885 38.32%
0.885 27.03%
-0.892 62.62%
-0.892 37.22%
-0.892 31.85%
1.428 46.46%
1.428 36.93%
-0.035 39.84%
-0.035 49.28%

0.399

Table 10 depicts the supporting numerical diffeesnigsetween Regional Director
(RD) and Director (D) scores on the MIDI-RD and NHD. These gap values were used
to calculate the PPMCC values to represent thagtneof the relationship between

scores as related to the Employment Rate (ER) 2012.
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Table 10.
2012 Andragogy Gap
ER Rate

GAP 2012
2.51 30.41%
2.51 51.23%
2.51 23.96%
2.51 38.92%

2.51 39.97%
-0.673 41.72%
-0.673 46.37%
-0.673 50.22%
-0.673 44.89%
0.885 31.76%
0.885 41.29%
0.885 44.89%
0.885 49.49%
-0.892 68.18%
-0.892 33.19%
-0.892 48.74%
1.428 41.39%
1.428 51.78%
-0.035 50.81%
-0.035 62.05%

0.445

Table 11 indicates the supporting observed valmé®tused in calculations
generated from the chi-square test for independeviieh was used to determine the
relationship between the averaged Employment REfRR¥for 2011 to overall Region
ratings for MIPI for Regional Directors (RD) andr&ctors (D). This represents the

potential Andragogy Gap.
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Table 11.

Observed Values for Calculating the Chi Square T@sindependence.

REGION 1 2 3 4 5 6

RD 24.14 24.57 23.85 23.85 24.85 2585 147.11
D 21.63 25.24 22.97 24.75 23.42 25.89 143.90
GAP 2510 -0.673 0.885 -0.892 1.428 -0.035 3.222
ER2011 AVE 376 401 .394 418 .382 412 2.385

48.65 49.53 48.10 48.12 50.08 52.11 296.61

Table 12 depicts the supporting raw data calatatgenerated from the chi-
square test for independence which was used tondieke the relationship between the
averaged Employment Rates (ER) for 2012 to ov&=djion ratings for MIPI for

Regional Directors (RD) and Directors (D) thatstates the 2012 Andragogy Gap.

Table 12.
Observed Values for Calculating the Chi-Square T@sindependence.
REGION 1 2 3 4 5 6
RD 24.14 24.57 23.85 23.85 24.85 25.85 147.11
D 21.63 25.24 22.97 24.75 23.42 25.89 143.90
GAP 2510 -0.673 0.885 -0.892 1.428 -0.035 3.222
ER2012 AVE 379 414 451 494 419 526 2.686

48.65 49.55 48.15 48.20 50.11 52.23 296.91

Table 13 indicates the supporting observed valaksilations generated from the
Chi-Square test for Independence which was usddtermine the relationship between

the averaged Employment Rates (ER) for 2011 toadiveegion ratings for MIPI-D.

Table 13.

Observed Values for Calculating the Chi- Square T@sindependence
REGION 1 2 3 4 5 6
D 21.63 25.24 22.97 24.75 23.42 25.89 143.90
ER2011 AVE 376 401 .394 418 .382 412 2.40

22.00 25.64 23.36 25.16 23.80 26.30 146.28
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Table 14 indicates the supporting observed valaksilations generated from the
Chi-Square test for Independence which was usddtermine the relationship between

the averaged Employment Rates (ER) for 2011 toadveegion ratings for MIPI-RD.

Table 14.
Observed Values for Calculating the Chi- Square T@sindependence

REGION 1 2 3 4 5 6

RD 24.14 24.57 23.85 23.85 24.85 25.85 147.1
ER2011 AVE 376 401 .394 418 .382 412 2.4

24.50 24.97 24.24 24.26 25.23 26.26 149.49

Table 15 depicts the supporting raw data calcuiatgenerated from the Chi-
Square test for Independence which was used tondiet the relationship between the

averaged Employment Rates (ER) for 2012 to ov&adjion ratings for MIPI-D.

Table 15.
Observed Values for calculating the Chi Square fiasindependence

REGION 1 2 3 4 5 6

D 21.63 25.24 22.97 24.75 23.42 25.89 143.9
ER2012 AVE 379 414 451 494 419 526 2.70

22.00 25.65 23.42 25.24 23.83 26.41 146.58

Table 16 indicates the supporting observed valaksilations generated from the
Chi-Square test for Independence which was usddtermine the relationship between

the averaged Employment Rates (ER) for 2012 toadveegion ratings for MIPI-RD.

Table 16.
Observed Values for Calculating the Chi- Square T@sindependence

REGION 1 2 3 4 5 6

RD 24.14 24.57 23.85 23.85 24.85 25.85 147.1
ER2012 AVE 379 414 451 494 419 526 2.70

24.50 24.98 24.30 24.34 25.26 26.37  149.79
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Instructional Effectiveness Defining Factors Resu#t

The MIPI-RD and the MIPI-D were the instrumentsdisemeasure instructional
effectiveness from an Andragogical perspectiveedes of comparative analyses of the
MIPI-RD and the MIPI-D were conducted using therBea Product Moment
Correlation Coefficient (PPMCC), which compared ¢jag between scores; and thiest
for difference in proportion, which was used fazamparison of ER for 2011 to 2012.
The overall regional MIPI scores were also analytpetgst relationships between the ER
for each year and the MIPI regional scores usi@fiaSquare analysis to test for
independence of the variables. Conclusions demaiesisignificant evidence of
‘Teacher Trust of Learning’ to be the primary Angivgical principle. Results further
indicated that there was a relationship betweeméneeptions of Directors (D) as
learners, and Regional Directors (RD) as instraetideaders in creating conditions
conducive for adult learning.

Regarding the influence of Andragogy on placemem¢@mes for 2011 compared
to 2012, the conclusions were as follows: There measignificant relationship of note,
however, observably, the wider the gap, the lolerglacement rate for 2011. However,
the 2012 ER indicated that there was a moderatgtive relationship between the gap
and employment rates. Figure 17 is a depictiome&ther Trust of Learningit is also

an illustration of the significance level of trustthis learning environment.
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Figure 5 Sub-Sale Factors Ranking Ord— All Directors.

Figure 17illustrates the siscale factors in ranking ordeased on the perceptio

of Andragogical instructional effectiveniin the following order: 1YeacheiTrust of

Learners; 2AccommodatincLearner Uniqueness; 3) Teacheseénsitivity toward:

Learners; 4) Teachemipathy withLearners; 5) Planning andelivery of Instruction; €

Experienced-Baseddarning;and 7) Teacher-Centered Learnimgdess The bar graph

illustrates that the MIPI overall participants sbthe perception of trust at an averag

49 out of a total 55 possible, using the MIPI Scxiree (Figure 18).
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INSTRUCTOR'S PERSPECTIVE INVENTORY
FACTORS
(1} 2} (3) (4) (5} (6] (&8
4 7 | i) b 2 3
12 B 9 4 13 10 [
i9 1G 22 15 18 21 20
26 28 23 17 27 24 25
a3 29 42 a7 32 35 34
. 38 36
31 0 41
39
43 e
el
45
TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL
[ L o | | ! | | |
Scoring process
A=1B=2C=3D=4.andE=35
Reversed scored items are 3, 5, 11, 13, 1B, 20, 235, 27, 32 34, 36, und 41. These reverscd
items are scored us follows: A=5,B=4,C=3, D=2, and E= 1.
FACTORS TOTAL  POSSIBLE POSSIBLE
M NIV MAXINMLIM
1. Teacher cmpathy with —_— 3 25
learners.
2. Tescher frust of learners. 11 55
3. Plunning and delivery ol 3 25
instruction, |
4. sccommodating learmer 7 35
unigueness,
5. Teacher insensitivity toward 7 a5
learners, |
6. Experience based learning |
lechnigues {Leamer-ceniened 5 25
learning process).
7. Teacher-centered learming 5 25
process.

Figure 6 MIPI Score Sheet (Henschke, 1989).

Hypotheses Results

The hypothesis tests sought to address assumjatiiang the presence of
Andragogical elements of learning in the instrutéldeadership model using scores
from a Modified Instructional Perspectives Invagtmstrument identified as the MIPI-
RD and MIPI-D. The MIPI-RD and MIPI-D measured mijpples of Andragogy
(Henschke, 1989) and based on the findings, thegamee of most dominant
Andragogical factors were evidenced. In order tibebelelineate the results of the

research instrument (MIPI-RD and MIPI-D), thredistecal tests were applied based on
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the Likert scale tabulation of the results of thB°PMD and MIPI-RD and Andragogical
principles ratings on the category levels chare Tdsults were subject to assessment
usingz-tests comparison of two proportions of the EmpleptrRate (ER) 2011 to
Employment Rate (ER) 2012; a comparative analyisk)sandomized secondary
placement data using Pearson Product Moment Cbhorel@oefficient (PPMC)
comparing the gap between scores of the MIPI-DMHI- RD; and the Chi-Square test
for Independence was used to determine relatioristipeen ER for each year to overall
region MIPI ratings. The multiple statistical argfyprovided triangulation for
conclusions.

Quantitative Data

Null Hypothesis # 1:There is no difference in 2011 Employment Rate)(ER
compared to 2012 Employment Rate (ER). A randoectien of 20 Employment Rate
percentages for each year were analyzed for aaiedtz-test for difference in
proportion comparing the ER2011 of 39.96% to theZBR2 of 44.56%, resulting inza
test value of 0.294. When compared to the CriNedle (CV) of 2.093, the researcher
did not reject the null. Therefore, there is ndeténce in proportions when comparing
the two employment rates.

Null Hypothesis # 2:There is no relationship between the Andragodsagh and
the 2011 Employment Rate (ER). The researcher wawiaing whether or not the wider
the gap the lower the employment rate for 2011lamdom selection of 2011 ER for a
PPMC to determine the strength and direction afdirelationship was performed.

The r = 0.364 compared to a Critical Value (CVDaf33, the researcher did not
reject the null. There is no relationship betwdendap in Directors (D) scoring the

Regional Directors (RD) self-scoring on the MIPtahe 2011 Employment Rate (ER).
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Null Hypothesis # 3:There is no relationship between the Andragodsagh and
the 2012 Employment Rate (ER). The researcher wa®iaing whether of not the wider
the gap the lower the employment rate. There i®damate, negative relationship
between the gap and employment rate. A randomts®ieaf 2012 Employment Rates
(ER) for a PPMCC analysis was used to determinstileagth and direction of the linear
relationship, was performed. The r = -0.448 wasman®d to and did not exceed the
Critical Value (CV) of -0.443, therefore, the resdeer did reject the null. There is a
relationship between the gap in Directors (D) sopand Regional Directors (RD) self-
scoring on the MIPI and the 2012 Employment Rai)(Hhe results affirm a
significant, moderate positive relationship.

Null Hypothesis # 4:The 2011 Employment (ER) is independent of theidteg
from which it was generated. The chi-square fdependence on Observed Values for
each Region RD and D average scores; the gap aravénage ER was performed,
resulting in a chi-square test value of 16.686. Gared to a Critical Value (CV) of
7.261, the researcher rejected the null. The 2R iskElependent upon the region from
which it was generated.

Null Hypothesis # 5:The 2012 Employment Rate (ER) is independent of the
Region from which it was generated. The Chi-Sqgéaréndependence on Observed
Values for each Region, RD, and D average scdregjdp and the average ER was
performed, resulting in a Chi-Square test valug#&®¥16. Compared to a Critical Value
(CV) of 7.261, the researcher rejected the nule 2012 ER is dependent upon the
region from which it was generated.

Null Hypothesis # 6:The 2011 Employment Rate (ER) is independent®f th

Director (D) rating of the Regional Director (ROhe Chi-Square test for Independence
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of observed values for each Region, D average s@mé ER2011 average scores
resulted in a Chi-Square test value of 0.0029. Goepto a critical value (CV) of 1.145,
the researcher did not reject the null. Employmmatgs do not depend upon the region
from which they were generated.

Null Hypothesis # 7: The 2011 Employment Rate (ER) is independent of the
Director (D) rating of the Regional Director (ROhe Chi-Square test for Independence
of observed values for each Region, RD averagescand ER 2011 average scores
resulted in a Chi-Square test value of 0.0044. Goepto a critical value (CV) of 1.145,
the researcher did not reject the null. Employmatgs do not depend upon the region
from which they were generated.

Null Hypothesis # 8:The 2012 Employment Rate (ER) is independent of the
Director (D) rating of the Regional Director (RO)he Chi-Square test for Independence
observed values for each Region, D and ER 201Zgeescores resulted in a Chi-Square
test value of 0.0158. Compared to a critical vd{D¥) of 1.145, the researcher did not
reject the null. Employment rates do not depenchupe region from which they were
generated.

Null Hypothesis # 9: The 2012 Employment Rate (ER) is independent of the
Director (D) rating of the Regional Director (ROhe Chi-Square test for Independence
observed values for each Region, RD, and ER 20&fage scores resulted in a Chi-
Square test value of 0.0277, compared to a critighie (CV) of 1.145, the researcher
did not reject the null. Employment rates do nqietel upon the region from which they

were generated.
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Summary

To summarize, the perceptions of leadership instmal methodologies revealed
that there was a moderate, negative relationshipdssn the gap in Andragogical
instructional perspectives and employment placematas. The results identified the gap
between instructional perceptions, as identifiedi®/comparative analysis of the MIPI-
RD and the MIPI-D, to the ER was moderate. As dtateviously, the conclusions
indicate the factor of ‘Trustivas the leading competency for instructional lesligrfor
Career Services Leaders.

Trust filled the gap with a moderate proportionsimple terms, the reality of the
gap had a significant relationship to the effeste®s question. Furthermore, the reality of
the gapcould possibly be viewed as a barometer for chamgean indicator for shifting
the paradigm for staffing in the Career Serviceadegship staffing model and possibly
viewed as essential to the success of this orgémiza

The reality of the gap could be considered a ketofavhen considering
realignment of any organizational structure thatradses the multiplicity of the impact
of trusting relationships. According to reseafamdividual skills and confidence cannot
guarantee success unless the structure is alsgniegl to the new initiative” (Bolman &
Deal, 2003, p. 373). The researcher asserts themgative, discussed in this paper as a
possibly valuable intervention, which was not ooperationally effective, but potentially
critical to the staffing structure of Career Seegaepartments and a potentially essential

element in developing future leaders.
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Chapter Five: Overview

The purpose of this investigation was to deterntiirgesignificance and effects of
an ex post facto staffing intervention through dlelition of a mid-tier team of Regional
Directors. The researcher was interested to fitldeifaddition of these instructional
leaders was a viable and sustainable solutiomfoeased operational effectiveness year-
to- year, and if there could be implications on &ayment outcomes for students
attending Career Colleges. Furthermore, from anrégulical perspective, the
investigation also sought to determine whethesth#fing intervention of the addition of
Regional Directors affected instructional effectiess and the conducive condition for
learning for Career Services Leaders.

Extent of Study

The extent of this study was to examine and detegrtfie effectiveness of
instructional methodologies used for leaders ine€aBervices and the implications on
placement outcomes. The empirical inquiry systeedwsgas ex post facto, using a
mixed-method approach analyzing the effectiven&#iseoex post facto intervention,
known as the mid-tier instructional leader, andgtstainability thereof.

The primary tool for research was the Modifiedtlastional Perspectives
Inventory (Henschke, 1989) which was appropriatebdified for this study
environment. The design of the instrument idergiiead measures beliefs, feelings, and
behaviors associated with Andragogical principleearning.

In order to add validity to the hypotheses, threeeecher included raw data
collected from the applications that were usedHertriangular approach usiagdests
comparison of two proportions; a comparative anglgt20 randomized secondary

placement data using Pearson Product Moment Cbhorel@oefficient (PPMC)
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comparing the gap between scores of the MIPI-DMHI- RD; and the Chi-Square test
for Independence. The results affirmed the effectess of the staffing intervention
measure to be viable and sustainable. The resgatetermined that the methodology
for research and the analyses procedures did afigropriately and confirmed a
condition conducive to adult learning through efifez instructional methods grounded in
Andragogy.

The mixed-method investigation compared the gawdwen the Regional Director
(RD) and the Director (D) scores on the MIPI to swea possible contributions to
employment placement outcomes and determine priribing a statistical approach for
triangulation of data results, the extent of relaships between MIPI scores for two
groups and the secondary placement outcomes ieditlaat there was a moderate,
negative relationship between the gap in Andragdgisstructional perspectives and
employment placement rates. Therefore, the smiakegap, the larger the employment
placement rate. In addition, the results of th&® MRD and MIPI-D perceptions of
instructional effectiveness identified ‘Trust’ te the most dominant competency for
creating conditions conducive for learning, in thédting.
The Hypotheses

The hypotheses examined in this study were:

Hypothesis # 1:There is a difference in 2011 Employment Rate (Edthpared
to 2012 Employment Rate (ER).

Hypothesis # 2:There is a relationship between the Andragogi@g &nd the
2011 Employment Rate (ER).

Hypothesis # 3:There is a relationship between the Andragogi@g &nd the

2012 Employment Rate (ER).
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Hypothesis # 4. The 2011 Employment (ER) is dependent on the Refgam
which it was generated.

Hypothesis # 5:The 2012 Employment Rate (ER) is dependent on dggdR
from which it was generated.

Hypothesis # 6:The 2011 Employment Rate (ER) is dependent oDifrextor
(D) rating of the Regional Director (RD).

Hypothesis # 7.The 2011 Employment Rate (ER) is dependent on trexfor
(D) rating of the Regional Director (RD). .

Hypothesis # 8 The 2012 Employment Rate (ER) is dependent on trexfor
(D) rating of the Regional Director (RD).

Hypothesis # 9.The 2012 Employment Rate (ER) is dependent on trexfor
(D) rating of the Regional Director (RD).

In summary, Hypotheses # 3, 4, and 5 were suppbstehe data, while
Hypotheses # 1, 2, 6, 7, 8, and 9 were not. Thexefantitatively, the researcher can
verify for the year 2012 a moderate, negative $iicant relationship between the
Andragogical gap between Regional Directors aneéddars and the outcome
employment rate of Career College services. Alsdiged for both years 2011 and 2012
was that outcome employment rate was dependentthparegion from which it was
generated. This may be related to Andragogicalpeets/es.

The study data did not support a significant défece between 2011 and 2012
employment rates nor a relationship between AndjagbGap and 2011 Employment
Rate (ER). Also not supported for both 2011 and220as a dependence upon the ratings

provided by Regional Directors of the Directorsg aatings provided by the Directors of
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the Regional Directors. Therefore, one categorgisgption of the others’ effectiveness
was not a part of the employment rate outcome.
Research Question

A discussion continues with results related toghestion: What are the primary
Andragogical principles for learning that are tlediming factors for instructional
effectiveness for Career Services Leaders?

Leadership CIiff

The genesis of research into the effectivenessstifictional leadership
paradigms, was born out of significant outcomeseasu by a group of instructional
leaders who demonstrated the ability to exceedpmence metrics in Career Services
departments. A team of former first level managackjeving mastery in their respective
areas, were promoted to Regional Director which avasd-tier instructional leadership
position. These same instructional leaders weligrasd to travel to specific campuses
and lead, train, support, and mentor leaders cé€&aBervices in six regional areas in the
continental United States.

This aggressive staffing modification, implemenbgdupper management, was in
response to an ineffective staffing model thatrebtinclude the mid-tier instructional
leadership level. In the absence of this leaderigvigl, there were several federal, state,
and local investigations that uncovered a seveseodnect involving inappropriate
leadership behaviors, integrity issues, and inaeggr leadership instruction, causing a
slippery slope affect.

The Regional Directors, who were also adult leatieemselves, created an

environment which fostered a staffing paradigm tmjtisig the role of leadership from
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that of rote management to that of instructionatliership poised in trust. Coined as an
intervention, the mid-tier leadership structurekt@iaht.

The researcher adopted the Henschke (1989, 19983Irfar Andragogy as the
investigative core for analyzing the most domirfactors of learning and leadership in
the for-profit higher learning environment of Car&ervices and proceeded to construct
an investigative approach. Supported by empiriaiilation for the decision to
restructure the Career Services leadership moaelrafgogical principles supported the
instructional design framework.

In the final analysis, the investigation into thgl-tier intervention strategy
suggested a great opportunity for higher educaiakeholders to review and expand
other staffing development paradigms, shiftingeealoping a viable organization,
dedicated ultimately, to the employability of adelrners. However, the business of
education imposed a threat to the sustainabilityisfteam of instructional leaders.

From the perspective of educational change, mithiegorinciples of business and
education was an oxymoron. Specific to this disaumsghis paradigm shift involved
leadership staffing, with the purpose of meetingldshed performance metrics through
the development of a strong professional teamrsf lievel leaders. However, in business
of education, organizational change is often ipoese to gaining profit, and increasing
revenue.

Educational change involves a “restructuring pred¢hat consumes time and
resources with no guarantee of success” (Bolmare& [2003, p. 83). However, in
response to societal conditions, such as thoseriuiak viewpoints (Moreland, 1985) that
invoked change, “organizations embark on this patan they feel compelled to respond

to major problems or opportunities” (Bolman & De2003, p. 83). Moreover, the
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organizational environment discussed, hinged ofitpeomajor pillar of business, which
is distinct to for-profit education.

In the context of leadership development, distisuig the characteristics of
instructional leaders, in a vessel filled with uppgnagement change agents, lacked
clarity when aligned with the purpose of adult teag. The perception of upper
leadership, regarding the role of instructionatilra, was related to the analogy of
parachute jumpers, free-styling in, with minimalpiact, implied that there was not a
measurable or cost effective value, therefore,aeolu was the next recourse, hence, a
cliff in leadership.

This image was a challenge to overcome, to salettst, and the intended
outcome was inevitable, due to the implied discahbetween the upper management
change agents, and the actual needs of staff adéne on the school level. Not to
mention, the services required for the ‘productovare recipients of education, the
student. The intended outcome was yet anotheriglifadership and a staffing change
was adopted. The mid-tier staffing model was reoizgd.

Referring to the research-based conclusions thgtastithe staffing interventions
discussed in this paper, the additional performanetics that was exceeded, evidenced
a movement in education undergirded with self-dioecand the competency of trust.
Self-directed learning and the competency of tiosth of which are encased in the
principles of Andragogy, are supported by richrétare which upholds this viewpoint
(Kramer, 2010; Dirks, 2000; Henschke, 1998; Post@91; Bass, 1990; Knowles, 1984).

The rich extensive instruction provided by thernstional leaders, and
subsequent performance outcomes evidenced by emetayates should have

supported the premise for sustainability for Cafeenvices departments. However,
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employment rates were not a strong enough consioleray upper management at the
time of the study, thereby, not used as a varigb$eipport of the mid-tier staffing model.

Essentially, the Regional Directors were effectiveriving performance metrics
to a level that would most likely be unachievabléhaut the instructional leadership they
provided based on the outcomes of this study. Eurtbre, the researcher asserts that the
use of practical instructional methodologies, geeohin Andragogical principles, with
the factor of trust at the forefront, was the gatiafor this claim.

The researcher contends that the Regional Direglercreated a climate of
performance excellence that was worthy of a permiastaffing restructuring and
inclusion on the official organizational chart. Mower, the researcher upholds the idea,
found in literature, that “organizations spend ioilk of dollars on change strategies that
either produce no change or make things worse’nflaal & Deal, 2003, p. 367),
however, not in this real world scenario. The digance of this staffing intervention, on
the mid-tier leadership level, was clearly opernadity effective based on the results
during the 2012 reporting year evidenced in researc

The ultimate expectations of those who are consdl&y be educators, and in
leadership roles, have a responsibility to imphetnge in the lives of students and
ultimately society through the changes made onehaership level. However, again, this
point was not considered as a factor for sustaitfiegnstructional leader and, therefore,
reorganization was the final option to the detritr&frthe mid-tier leader.

From a business perspective, the leader learneesoperationally effective
because of the instruction they received from tis¢ructional leaders. The research
results support this point, since 2012 employmatas related to the Andragogical gap

indicating trust, and both 2011 and 2012 employmateis were dependent upon the
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region from which they were generated. Furthermamelevant research study (Posner,,
1991) identified that the learning process occuasligally in stages, resulting in the most
significant assimilation of learning occurring chgithe latter stages of instruction. Based
on the experience of the researcher, a typicahiegrcurve for a new Director is three
years. Therefore, if, first level (leader learr&gffing changes occur, due to reasons such
as attrition, and a new crop of leader learnersrapdanted, the performance outcomes
are likely to be negatively impacted, due to trek laf experience and knowledge of the
Career Services metrics, hence, yet another oligadership.

The oxymoron persists, and the elementsusiness in education are encased in
the for-profit sector, and gives rise to “stratasdieat are vital to success but never
making it into practice” (Bolman & Deal, 2003, 67A. Although the findings in this
study created interest for further empirical stade the topic of trust in leadership in
this setting, and leadership development for leadegeneral, the opportunity for further
exploration remains questionable because of thecagp business influencing the
organizational structure of Career Colleges, sptiy, Career Services departments.
Furthermore, the contributions made by the advétiteomid-tier leadership model to the
overall bottom line, were not measured by studéatgment outcomes by the decision-
makers, but by cost effectiveness, resulting inaglcin the foundation in the business of
education.

Crack in the Foundation

The rationale for this study was to add to theditere regarding Andragogy,

specifically in Proprietary Higher Education leaglap settings and to determine the

significance of staffing interventions, on the ntiek- leadership level, as a viable and
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sustainable solution for instructional effectivemasd, finally, if there were implications
on placement outcomes.

The organizational staffing change was adopteddbdatisfy the prescribed
metrics defined by accreditors, accrediting bodies| state and federal agencies.
Secondly, in an effort to evaluate the drive fdrighter future predicated by aggressive
marketing strategies and testimonial advertisihg,for-profit sector of higher education
sought to enhance the career-focused area of tegloyi significantly responding to the
high demand for employable people in the markeglac

Considered to be relevant, and in high demand|de\edls of the organization
and management, increasing employable graduateth@tmarketplace was not
reflective of what supports the core of proprietadycation. This school of thought
created a significant crack in the educational éation and raised questions as to its
definitivepurpose for implementing a staffing model chamgthé Career Services,
benefitting the development of leaders, and ultetyad student-facing environment.
Unfortunately, instructional leadership was notianity in the for-profit sector discussed
in this study. The question of sustainability, wehihe research suggested a feasible
option, was not anchored in the for-profit paradigmCareer Services.

In the for-profit arena, there are forces outsifithe context of adult learning
that motivated the shift in the staffing construdie researcher asserts that educational
changes are based on variables influenced by emagatal and societal shifts that create
movement and ultimately create an opportunity fomgh in the for-profit environment.
This viewpoint was the foundation in the historifraimework, discussed in Chapter One
for vocational development, continuing educatiord aducational diversity. However,

when effectiveness reached perfection, upper mamagietook a second look at the mid-
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tier instructional leader, mentor, coach, resuttgesh, student-focused educator of
leaders and compared the results to the finanatéwak for the needs of the business,
and as a result of those actions, a new organizdtfocus was implemented, which is
often a recourse for organizational effectivenesgeneral. The mid-tier instructional
leader was replaced with yet another staffing pgradioid of “instruction”, only
anchored in business-related results.

In an effort to evaluate the Career Services icsvnal model, the researcher
uncovered an important aspect that had not beesiigated before. The connection
between operational productivity and the princigeéandragogy, specifically identified
in this research to be trust, could operate in edrin the business of education structure.

Extensive literature confirmed that without thegmece of: trust and performance
(Dwivedi, 1983); trust in leadership (Covey, 2008ks, 2000, 2004; Henschke, 1988,
1998; Maxwell, 2007); collective trust (Kramer, 2Q1trust in leadership styles (Bass,
1990); trust related to collaborative performaréeilson, 2004); and relational trust
(Kramer, 1999), effective organizational performanan any level, would be
dysfunctional at best, or nonexistent.

From the perspective of instructional leadersHhip,researcher asserts that trust
was a factor in leadership and a significant factdhis study environment.
Demonstrated in the research conclusions, “thexgést factor wageacher trust of
learners” (Henschke, 2013, p. 4) evidenced by 11 elemerasacterizing trusting
behaviors that were also in the instructional patioas indicated the MIPI-RD and

MIPI-D (Appendix A & B).
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The researcher contends that the eleven elemeats(Hke 1989, 1998) were
indicators of trust in the behaviors of instrucableaders and support the view that trust
was a significant competency of leadership basecsults.

In the organizational structure of Career Servittesjnstructional leader
exhibited instructional trust which was:

Purposefully communicated to learners that eacimiguely important; Expressed

confidence that learners will develop the skillsytmeeded; Trust learners to

know what their own goals, dreams, and realitiedige; Prize the learners’
ability to learn what is needed; Feel learners riedzk aware of and
communicate their thoughts and feelings; Enablathkers to evaluate their own
progress of learning; Hear what learners indidagg tearning needs are;

Engaged learners in clarifying their own aspiragioDeveloped supportive

relationships with learners; Experience uncondélgositive regard for learners;

and Respect the dignity and integrity of learn@fenschke, 2013, p. 6)

The researcher distinguishes the 11 elements stftimbe significant for
maintaining the mid-tier instructional leader astaple in the leadership model for Career
Services departments. Moreover, student placemgobmes, which are intertwined
with leadership instruction and performance effestess, confirmed the
recommendation for sustaining the instructionadlézahip level in the Career Services
staffing model, as a solution for operational dffemness.

Recommendations

Career Colleges have a responsibility to operatsidelof the confines of cookie

cutter molds of conventional education and aregduhto create avenues for growth with

additional enhancements, such as continuing edudtybrid learning environments;
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on-line learning; subject matter certificationsgarareer placement. The advent of
societal variables such as the expansion of teolggpkaturated job market; and the
millennial generation demanding a quick fix for g education, will continue to
muddle the purpose of education, if we are notarspe to the need for change.

The aforementioned variables are centered on gaafien changes in
educational structures. Researchers are findingebhnology is influencing the need for
expanded training for adult learners to meet th@ging demands in the workplace and
adult learners are becoming life-long learners,amby by choice, but by necessity.
“While businesses have always been responsiveangehin the market conditions, these
ideas are now impacting institutions of higher téag” (Plageman, 2011, p. 32) directly.
“Effective and creative program planning can offestitutions the opportunity to serve
adult learners” (Plageman, 2011, p. 33) more effitty.

Program offerings are the niche that the Careele@elhas created as an
institution of higher learning. In considerationtbis thought, and from a competitive
point of view, traditional institutions will have &lso start a process of re-evaluation in
the areas of program offerings to meet the demahtte point and click culture of the
contemporary adult learner.

It is highly recommended that institutions who wamenhance adult learning and
performance success, “actively market to enhanat Ecrning with financial aid,
comprehensive advising, allow long term degreerattant, provide access to university
resources and services at times when adult leaanersn campus, and schedule classes
at times that are convenient for adult learnerg&d@man, 2011, p. 34).

Other services are also essential, such as caggeloppment, job readiness skills

development, and other employability enhancemé&aasidered a typical profile for the
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Career College, it is incumbent upon all highernesy institutions to integrate resources
and offerings in response to the student for the s& education.
Conclusion: Final Thoughts

This investigation opened with a statement of Benee built on the foundation
of scholarly pioneers who were not afraid to takks. The researcher outlined and
examined an approach to creating a different iotvonal paradigm for adult learners that
was both formulaic and yet unconventional for Caf@ealege upper leadership to follow
and accept.

Extensive research suggested that leadership thiagybut conventional and
extends far beyond mediocrity. Specifically, highearning leaders are the connective
tissue surrounding the contemporary adult learflee. student is the subject of the
guestion and the response when asking compelliegtiquns regarding what attracts the
adult learner to further learning in today’s edi@ramarketplace.

It is conclusive that adult learners are emptyarssfirst time college attendees
in their family; single moms; immigrants; re-enprofessionals. They are teachers;
instructors; instructional leaders; and leademees. They are former felons; former
gang bangers; drop-outs; people with GEDs; homedels; and people with learning
challenges. They are techno-savvy; computer iditsrhave trouble reading; or just
cannot read at all. They are people who are thedlypdult learner.

The list is vast, but the common denominators laedristructional and teaching
paradigms inclusive of principles of Andragogy, #reand science of helping adults
learn (Henschke, 2003; Knowles, 1980). Therefdre charge for Career College
Leaders is to begin a process for educators torinlgerning that is self-directed

(Knowles, 1975). According to literature, “learnifay self-direction is a transitional
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process,” and embodies the viewpoint that “studest® learning to direct and manage
their learning” (Taylor, 1986, p. 55). In contréstpedagogical styles of instruction, self-
directed learning encompasses adults taking cootrble learning outcomes.
Furthermore, self-directed learners are drivenfeyeixperiences that foster uniqgueness
and are more likely to sustain learning due to@eatsneeds and motivation.

Imbedded in the formula for creating a differargtructional paradigm for adult
learners, “the charge for educational systemsdiude the preparation of students for
life-long learning” (Posner, 1991, p. 1) is an actthat opens the door for career-focused
education. Career-focused learning environments@tenger the exception, but the
norm. Aggressive marketing tactics motivate stusl@io are attracted to Career
Colleges for convenience, course offering opti@oest effectiveness and an accelerated
pace for completion.

In the context of adult learning, career-focusedication embodies the elements
of self-directed learning and is coupled with haondsskills development which yields
the personal achievement of career advancemettidaspiring adult learner.
According to literature, “one of the key functiomisthis sector of education is to provide
job placement,” (Lee & Topper, 2006, p. 86) whisHdifferent from conventional
education.

Directly aligned with this description of the prilgaole of career-focused
institutions in modern society, four real world esgllustrate what positive outcomes
look like. Each scenario models the aspiring aléaitner who passed through the
gateway of success. Therefore, how does succes$dothe career-focused adult

learner?
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Success looks like Tony, the first to attend calegher family, with four
children, and no car, she never missed a day s @ad was always seen with a frown
on her face. She was a good student but lackedlstift, often visiting the Career
Services office for assistance. Finally, Tony dedito apply to work as a Federal Work
Study student. In a demanding voice, she told tinecibr she wanted a job. The Director
calmly suggested she complete an application andrér an interview. That same day
she returned, with the application completed aedamiliar scowl on her face. The
Director recognized potential and decided to meh&wrwith tough loveTony learned:
first to smile; how to work with others in a teamveonment; how to provide customer
service; and how to enjoy working. Today, Tony adachelor of Science degree in
Human Resources and is also a Human ResourcesdBstier a major medical agency
in the Midwest.

Success looks like Rhoda, an empty nester, ses&iranvent her life with a new
career. Rhoda had not been to school in 30 plusybkat she had the drive and the
determination to be successful. She struggled thidglcomputer and typed slower than
required for the job she wanted. She was oftendauging in the bathroom because she
felt inadequate, often comparing herself to thengmu adult learners. Rhoda pushed
through, and practiced every night on her datayemith a student advocate that was on
staff at the college. Her efforts paid off, and duder engrained will and self-
motivation, graduated cum laud. Rhoda is now dependent contractor for a major
medical billing agency, working from home.

Success looks like Joe, a former gang member aggressive urban community.
He completed high school through an x-offenderdK#ls readiness program. He aspired

to complete the bachelor degree program in Heakthdae was unique, in that his work
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ethic, personality, communications, and acadentituale did not match his background.
He made a wrong turn and paid his debt as a reldtachieved his goal and completed
the Healthcare Management Bachelor degree prodgflannent on to

work in healthcare as a sales professional. Jogailsed a leading national public
speaking organization, and was honored as a legdiblic speaker in a region in the
United States.

Success looks like Ahmad, an immigrant, installe@ &itizen in America. His
English was slightly broken and he spoke with éimtisive accent. Ahmad was
extremely tech-savvy, and spent quite a bit of tomeating websites, and designing
digital animation images. He spoke about his drebecoming an animator at a major
movie company. Ahmad’s cultural background was sehat aggressive, and
consequently, he was often in conflict situationithweachers when he did not agree with
their instructional approach. However, Ahmad waywtrong in hybrid learning
environments, and did quite well in on-line clas$¢is computer skills were noticed by
one of his instructors and he was moved into hyleadning classes exclusively, which
was a better match for his learning style. Ahmatigleted the Digital Animation
program in an on-line environment and currently kgaas a freelance animator in a
major city in the U.S.

These adult learners represent the profile ofgaste of the various faces that are
the modern adult learner. Each, unique in scopedapth, should be afforded the same
opportunity for life changing opportunities.

The researcher asserts that Andragogy is the hawmderstanding learning for
adults as a process that involves action, “adutts are self-directed take the initiative,

formulating learning goals, and implementing leagtrategies” (Knowles, 1975, p.
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18). To that end, adult learners are encouragéakcontrol of their academic
endeavors for employment success regardless otpasinstances. These examples are
also indicative of what the core of career-focusddcation should entail: the success of
the adult learner.

The researcher posed an interesting conclusiooysigd as theality of the gap
which was first represented as a narrow portahstiructional effectiveness which gave
rise to successful employment outcomes for adaftnlers. Secondly, threality of the
gapwas significant, given that student employmentontes were the overarching
rationale for electing to attend institutions offmer learning, whether traditional or
career-focused for the modern adult learner. Teeareher further discusses teality
of the gapo be an indicator of the moderate relationshigvben Andragogical
instructional perceptions of effectiveness andgiaent outcomes and was an area of
opportunity for shifting the paradigm in staffingpdels for leadership development to
sustain instructional leaders in an effort to barieé organizational structure and
ultimately performance effectiveness.

In this study, and evidenced in the associatedarebeinstalling the mid-tier
instructional leader was an essential intervenioimpact performance effectiveness
over the life of this study. Performance, in thase, referred to employing graduates
according to the prescribed metrics. In order tsalcthe leader learner, also known as
the Director, had to have the skills to funnel kifexnge to the vast list of successful adult
learners which typically fill the halls of learnisgich as Tony, Rhoda, Joe, and Ahmad.

Trust in leadership is the leading competency Welk 2007) in organizational
structures, and unfolds as a model for adult IegrriResearch concerning trust as a

factor of leadership, reinforced the idea thatttrsishameleon-like in nature. Trust is
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ever evolving, morphing into a functioning entitgpending upon the discourse of
leadership opportunities. Finally, trust in leadgpsin the context of this study, was
grounded in the Henschke (1989, 1998) model, dejitiie 11 elements that would be
indicators of trust behaviors in instructional leesl Further, trust was identified as the
primary competency for effective instructional leeghip.

The results of implementation of the mid-tier mention strategy suggested an
opportunity for higher education leadership to eewstaff development paradigms with a
defined purpose of developing a viable organizatiedicated to education and
ultimately employability for adult learners. In ddeping a leadership profile with a
focus on trusting relationships in this contextufe explorations of trust in other higher

educational leadership environments would provalumable.
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Appendix A-MIPI-RD Inventory
MODIFIED INSTRUCTIONAL PERSPECTIVES INVENTORY ©Johh. Henschke
Revised for Regional Directors (MIPI-RD)
Directions: Listed below are 45 statements reifhgchbeliefs, feelings, and behaviors
beginning or seasoned Regional Directors may or maaypossess at a given moment.

Please indicate how frequently each self-reflecsiaéement typically applies to you as a

Regional Director (RDas you reflect on your instructional techniquesféailitating

learning for Directors (D) as adult learners in&arColleges. Career Services areas,
using the codes: A=Almost Never; B=Not often; Caf&dimes; D=Usually; and
E=Almost Always. Circle the letter that best déses you. There are no right or wrong

responses to any of these statements. What isimpsttant is that you record your own

true perspectives based on how you perceive yaiplmstructional methodologies, and

your personal experiences.

How frequently do you as a Regional Director (RD):

1. Use a variety of instructional techniques?

2. Use buzz groups (directors placed in groupssocudsion information
from lectures).

3. Believe that your primary goal is to provideeditors as much
information as possible?

4. Feel fully prepared to instruct?
Have difficulty understanding the director’s ipoof-view?

6. Expect and accept director frustration as thrapgje with problems?

7. Purposefully communicate to directors that aaamiquely important?

8. Express confidence that directors will develop skills they need?



10.
11.
12.

13.
14.

15.

16.

17.

18

19.

20.

21.

22.
23.

24.

25.

26.
27.
28.

29.

30.

31.
32.
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Search for or create new instructional techraGue

Instruct through simulations of real-life?

Instruct exactly what and how you have planned?

Notice and acknowledge to directors positive changehem

Have difficulty getting your point across touyalirectors?

Believe that | vary in the way | acquire, pregeand apply subject
matter knowledge?

Really listen to what | have to say?
Trust me to know what my own goals, dreams,raatities are like?

Encourage me to solicit assistance from othectbrs?

Feel impatient with my progress?

Balance his/her efforts between director cdraequisition and
motivation?

Try to make his/her presentations clear endadbrestall all my
guestions?

Conduct group discussions?

Establish instructional objectives?

Use a variety of instructional media? (inteymetbex conferencing,
interactive PPT presentations, video conferenaig)

Use listening teams (directors grouped togdthisten for a specific
purpose) during instruction, conference calls obex®

Believe that his/her instructional skills aserafined as they can be?

Express appreciation to me when | activelyipigdte?
Experience frustration with my apathy?

Prize my ability to learn what is needed?

Feel that | need to be aware of and communiogtthoughts and

feelings’
Enable me to evaluate my own progress in legfi

Hear what director’s indicate their learningae are?

Have difficulty with the amount of time direcsaneed to grasp various
concepts



33.
34.

35.
36.

37.
38.
39.
40.
41.
42.
43.
44.
45.
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Promote self-esteem in the directors?

Require directors to follow the precise leagngxperiences you
provide for them?
Conduct role plays?

Get bored with the many questions director® ask
Individualize the pace of instruction for ealttector?

Help directors explore their own abilities?

Engage directors in clarifying their own aspmas?

Ask the directors how they would approach anieg task?

Feel irritation at director’s inattentivenesghe learning setting?
Integrate instructional techniques with subeatter content?
Develop supportive relationships with directors

Experience unconditional positive regard faurydirectors?

Respect the dignity and integrity of the dioes?
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Appendix B-MIPI-D Inventory
MODIFIED INSTRUCTIONAL PERSPECTIVES INVENTORY ©Johi. Henschke
Revised for Directors (MIPI-D)

Directions: Listed below are 45 statements refhgcbeliefs, feelings, and behaviors
beginning or seasoned Regional Directors may or moayossess at a given moment.
Please indicate how frequently each statementdilpiapplies to you as a Director (D)
and as an adult learner as you reflect on theuastmnal techniques for facilitating your
learning provided by your Regional Director (RD)Gareer Colleges, Career Services
areas, using the codes: A=Almost Never; B=Not Qfte=Sometimes; D=Usually; and
E=Almost Always. Circle the letter that best déses you. There is no right or wrong
response to any of these statements. What is m@siriant is that you record your own
true perspectives based on how you perceive threiagt®nal methodologies used, and
your personal experienceRlease complete by

How frequently do you as a Regional Director (RD):

1. Use a variety of instructional techniques?

2. Use buzz groups (directors placed in groupssocudsion information
from lectures).

3. Believe that your primary goal is to provide asemuch information as
possible?

4. Feel fully prepared to instruct?
Have difficulty understanding my point-of-view?

6. Expect and accept my frustration as Igrapplé ywibblems?

7. Purposefully communicate to me that each isueligimportant?
8. Express confidence that | will develop the skilheed?
9. Search for or create new instructional techras@ue

10. Instruct through simulations of real-life?



11.
12.

13.
14.

15.

16.

17.

18

19.

20.

21.

22.
23.

24.

25.

26.
27.
28.

29.

30.

31.
32.

33.
34.
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Instruct exactly what and how he/she has pldne
Notice and acknowledge to rpositive changes in me?

Have difficulty getting his/her point acrossne?

Believe that | vary in the way | acquire, pregeand apply subject
matter knowledge?

Really listen to what | have to say?
Trust me to know what my own goals, dreams,raatities are like?

Encourage me to solicit assistance from othectbrs?

Feel impatient with my progress?

Balance his/her efforts between director cdraequisition and
motivation?
Try to make his/her presentations clear endadbrestall all my

guestions?
Conduct group discussions?

Establish instructional objectives?

Use a variety of instructional media? (inteymetbex conferencing,
interactive PPT presentations, video conferenaig)

Use listening teams (directors grouped togdthisten for a specific
purpose) during instruction, conference calls obex®

Believe that his/her instructional skills aserafined as they can be?

Express appreciation to me when | activelyipigdte?
Experience frustration with my apathy?
Prize my ability to learn what is needed?

Feel that | need to be aware of and communiogtthoughts and

feelings’
Enable me to evaluate my own progress in legfi

Hear what | indicate their learning needs are?

Have difficulty with the amount of time | netxgrasp various

concepts
Promote self-esteem in the me?

Require me to follow the precise learning eiqreres he/she provides
to me?



35.
36.

37.
38.
39.
40.
41.
42.
43.
44.
45.
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Conduct role plays?
Get bored with the many questions | ask?

Individualize the pace of instruction for me?

Help me explore my own abilities?

Engage me in clarifying my own aspirations?

Ask me how | approach a learning task?

Feel irritation at my inattentiveness in tharfeng setting?
Integrate instructional techniques with subeatter content?
Develop supportive relationships with me?

Experience unconditional positive regard foPme

Respect my dignity and integrity?
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Appendix C-Coding Process

ER Rate ER Rate
2011 2012

School Codeg
Sc1l
Sc 2
Sc3
Sc4
Sc5

Sc 40
Total ER
Rate

Coding Process Tool
Letter/Number/Color Code for Data Collection

Category 1 [Category 2 |Category 3 (Category & |Category 5 |Category 6 [Category 7

RD2Z

Category 1 [Category 2 |Category 3 (Category & |Category 5 |Category 6 [Category 7

Directors
D209
D210
Dz11
Dz12
Dz13
oDz14
DZz15

Category 1 |Category 2 |Category 3 (Category 4 [Category 5 |Category 6 |Category 7

RD4

Category 1 |Category 2 |Category 3 |Category 4 |Category 5 [Category 6 |Category 7

Directors
D422
D423
D424
D425
D426
D427
D428

Category 1 Category2 Category3 Category4 Category5 Category6 Category?
RD1
RD3
RD4
RDS
RDE
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Appendix D- MIPI Score Sheet
Instructor’s Perspective Inventory Factors

(1) (2) (3) (4) () (6) (7)

4 7 1 6 _____ 5 2 3
2 8 9 14 13 10 11
9 16 22 15 18 21 20
2628 23 a7 21 24 25
33 29 42 37 32 35 34

30 38 36

31 40 4

39

43

a4

45

Total Total Total Total Total Total Total

Scoring Process

A=1, B=2, C=3, D=4, and E=5
Reversed scored items are 3, 5, 11, 13, 18, 2@72282, 34, 36, and 41. These reversed items
are scored as follows: A=5, B=4, C=3, D=2

, and E=1.
Possible Possible

Factors Total Minimum Maximum
1. Teacher empathy with

learners 5 25
2. Teacher trust of learners 11 55
3. Planning and delivery of

instruction 5 25
4. Accommodating learner

uniqueness 7 35
5. Teacher insensitivity toward

learners 7 35
6. Experience based learning

techniques (Learner-centered 5 25

learning process.
7. Teacher-centered learning
process 5 25
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Appendix E-Participation Request Letter

This email is a request for your participation@search for Lindenwood University
study conducted to fulfill a dissertation requirerntor attainment of the graduate
degree, EdD. The study title is: Trust in Leadgrsimvestigation of Andragogical
Learning and Implications for Student PlacementcOmunes.

Principal Investigator: Doctoral Candidate — Lan&Gillespie. Telephone14-229-5710

E-mail; [g219@liionmail.lindenwood.edu

Your participation will take approximately 15 miegtto respond to 45 survey questions.
Approximately 46 participants will be involved ine survey portion of this research.

If you wish to participate in this study, the suyveaterial is provided and attached to
this email. To participate, please open the docuraed follow survey instructions. The
scoring will be completed for you $20 NOT tabulate your responses on the last page.
You will be notified of the overall results of tkeudy. Upon completion of the survey,
save entire document as a Word.doc or PDF. Doearadl back to instructional
leadership4@gmail.com

Please read the information below regarding the@ystd hen, open the survey to
complete.

You are invited to participate in a research stoolyducted by La Verne Gillespie under
the guidance of Dr. John A. Henschke, School ofdadan, Lindenwood University.

The purpose of this research is to examine the®ffness of instructional
methodologies and to determine if there are passibhtributions between Andragogical
learning characteristics suchtasst, and Employment Placement Outcomes in
Proprietary Higher Education.

There are no anticipated risks associated withrdsearch. There are no direct benefits
for you participating in this study. However, yqarticipation will contribute to the
knowledge about instructional Leadership as an itapd component offered to Career
Services leaders in Proprietary Higher Education.

Your privacy will be protected. The researchet wilt know who has responded to
surveys. As part of this effort, your identify ot be revealed in any publication or
presentation that may result from this study amdformation collected will remain in
the possession of the investigator in a safe lonati

Your participation is voluntary and you may chooséto participate in this research
study. You will NOT be penalized in any way shoytdi choose not to participate or to
withdraw.
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If you have any questions or concerns regardirgyghidy, or if any problems arise in
completing the survey, you may call the Principadestigator, La Verne Gillespie @
314-229-5710, or the Supervising Faculty, Dr. JAhikenschke, 636-949-4590.
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Appendix F- Instrument Approval Letter- Dr. J. Henschke

{31

s g

R s AELS OGN

March 6, 2013
Dear Ms, Gillespie:

{ am pleased that you wish to use the Modified instructional Perspectives Inventory (MiPI-RD)-Adapted
for Regional Directors and the Modified Instructional Perspectives Inventory (MIPI-D)-Adapted for
Directors in your Doctoral Dissertation at Lindenwood University. | understand your dissertation is not
yet titled. '

| hereby give you permission to use this copyrighted instrument. | would expect appropriate cita¢gions
for the Inventories in your dissertation or any publications that result from using them.

If there is any other way | may help you in this process, please let me know. My best wishes to you in
your research. | look forward to hearing of your results.

Most sincerely,

Lindenwood University
Chair of the Andragogy (Adult Education) Doctoral Emphasis Specialty
Instructional Leadership Program

jhenschke@lindenwood.edu

209 5. Kingsligliway « Si. Charles,

) 5w Phoae: (636) 949-2000
wora lindenood. edu
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Vitae

LaVerne Gillespie recently served as the Regionaddior of Career Services for
Career Education Corporation (CEC) from 2010 thio2913. LaVerne’s career with
CEC started in 2006 where she worked as a DiredtGareer Services at Missouri
College in St. Louis, MO; and also as an Assisianfessor for Colorado Technical
University, On-Line Division. Prior to 2006, herrear span included 18 years of service
as a Flight Attendant and Trainer with a majoriaérlin the U.S.

LaVerne is currently a Doctoral Candidate in Ediocet! Leadership at
Lindenwood University, St. Charles, MO, completthg dissertation in March of 2014;
completed an earned M.Ed. degree from Nationald.bumiversity, Chicago, IL; and
completed an earned a Bachelor of Science degyeeSouthern Illinois University,
Edwardsville, IL. LaVerne has notable successeshandrs throughout her career and is

clearly committed to educational excellence.
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