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ABSTRACT 

A well-educated workforce is critical for the economic development and success of this 

country (Kazis et al., 2007; Symonds, 2005).  Between the years 2005-2009, almost 85% 

of people over the age of 25 held a high school diploma but no bachelor’s degree (U. S. 

Census Bureau, 2011).  The adult student population and specifically, employees who 

study - adults whose priority is work, with education second - has been increasing in 

higher education (Kasworm, 2010).  The adult student population has limited financial 

options to attend college (Hatfield, 2003; Ritt, 2008), as a majority of them attend college 

part time.  One financial option available to employees who study is employer-sponsored 

tuition assistance benefits.  Over three-quarters of companies offer tuition benefits to 

employees (Cappelli, 2004; Dolezalek, 2009), yet only 6-11% of employees make use of 

their tuition benefits (Cappelli, 2004).  

This qualitative study analyzed the recruitment strategies of colleges and 

universities, to determine if, and how, employees who study with access to employer-

sponsored tuition assistance benefits are being recruited.  Using a case-study design as 

the primary genre, 12 participants were interviewed to determine the recruitment 

practices of employees who study, across six different colleges and universities, as well 

as the support services in place to further help in the recruitment of employees who study.  

The findings illustrate that employees who study are being recruited, though different 
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types of colleges and universities use different tactics.  Long-standing relationships with 

employers do exist, and support services, including flexible courses and faculty and staff 

engagement are being offered for all students at these institutions. 
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CHAPTER I 

INTRODUCTION 

The adult student population is one of the fastest growing populations in higher 

education today (Fairchild, 2003; Kasworm, 2003).  Adult students have been defined 

as those 24 and older (Bash, 2003a; Stein, Wanstreet, Saunders, & Lutz, 2009), or 25 

and older (Kasworm, 2003).  For the purposes of this study, adult students are defined 

as those ages 24 and older.  Adult students, and employees who study, or those who 

consider themselves to be employees first and students second (Kasworm, 2010), are 

growing in number.  Kasworm (2003) found that the adult student population nearly 

doubled between 1971 and 1991, “increasing from 28 percent to 43 percent of total 

undergraduate enrollment” (p. 4).  In 2007, almost 40% of the undergraduate 

population at colleges and universities was over the age of 25, and this trend is 

expected to remain stable or increase during the current decade” (Ross-Gordon, 2011, 

p. 26).   

Despite an exponential growth in the number of adult students attending or 

returning to college, a smaller percentage of students are participating in degree-

granting programs (Stein et al., 2009; Voorhees & Lingenfelter, 2003).  For example, 

only 5.2% of adults over the age of 25 took part in degree-granting programs in 1995, 

and this number decreased to 4.2% in 2005 (“The Condition of Education,” 2007).  

The remaining participation represented “work-related and personal interest courses” 

(“The Condition of Education,” 2007, p. 132). 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

2 

Adult Education and Society 

Since 1975, the percentage of adults over the age of 25 graduating with a high 

school diploma has increased from 63% in 1975 (Day & Newburger, 2002) to 85% 

(“Quick Facts,” 2011) between the years 2005-2009.  Furthermore, in 1975, only 14% 

of adults had obtained a bachelor’s degree, compared to 26% in 2000 (Day & 

Newburger, 2002), and in 2012, 30% - “a historic high” (Marklein, 2012, para. 5).  

While the percentages of those graduating with a high school diploma and a 

bachelor’s degree have increased over the last 30 years, educating students and 

ensuring that individuals possess at least an associate’s degree, is critical for the 

United States (U.S.) economy.  The linkage between earnings and education has been 

well established.  Day and Newburger (2002) highlighted that in 1997-1999, the 

average salary difference between high school graduates and college graduates was 

$20,000.  Carnevale, Smith, and Strohl (2010, p. 4), focusing on “prime age” workers 

25-54, illustrated the impact a degree has on one’s earning potential.  Drawing on data 

collected since 1983, salaries had increased by 15% for individuals who had earned an 

associate’s degree and by 34% for those who had earned a bachelor’s degree, 

compared to those who had not earned a degree.   

Young (1997), in describing society’s move towards a more global economy, 

warned that such an economy would require “an increased educational level of the 

workforce” (p. 77).  Carnevale et al. (2010) supported this statement in their 

estimation that by the year 2018, 59% of management occupations, 63% of health care 

specialists, and 43% of sales specialists will require at least a bachelor’s degree, if not 
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a master’s degree or higher, to perform the specific duties of each job (p. 5).  It is 

expected that by 2018, there will be 46.8 million new jobs, of which, over 60% will 

need a college degree, with “33% requiring a bachelor’s degree or better” (Carnevale 

et al., 2010, p. 13).  

According to Young (1997), additional education was forecasted as an 

important need for using and understanding technology, as well as navigating the 

“new forms of working” (p. 77), including more collaboration and reliance on 

teamwork and critical-thinking skills.  Young (1997) also asserted that a strong, well-

educated economy would help the U.S. become more competitive, which supports 

President Barack Obama’s plans for educating two million citizens to create a more 

skilled workforce (Field, 2012).   

 In addition to the need for a more skilled workforce to build a strong global 

economy, President Obama’s goal is to ensure that “by 2020, America would once 

again have the highest proportion of college graduates in the world” (“The White 

House, Education,” para. 3,  n.d.).  However, Auguste, Cote, Jayaram, and Laboissiere 

(2010) cautioned that the U.S. needs to produce approximately 40% more 

postsecondary graduates by 2020 to have citizens with enough education to fill the 

jobs created in the future.  Auguste et al. (2010) estimated this could only happen by 

“increasing today’s annual output of associate and bachelor’s degree holders by about 

3.5 percent a year for the next decade” (p. 7).   
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Adult Students in Higher Education 

Given these facts, accommodating adult students in traditional higher 

education institutions is paramount.  Nonetheless, few institutions of higher education 

are designed to meet the needs of adult students, and as Pusser et al. (2007) explained, 

today’s institutions are still designed for the traditional population of students, those 

ages 18-22 (Bash, 2003a), who generally attend college full time.  Ultimately, this 

could serve as an institutional barrier (Fairchild, 2003; Ritt, 2008; Stein et al., 2009) 

for adult students who want to return to college to earn a baccalaureate degree.  

Bash (2003a) identified five problems on the part of higher education 

institutions, which may impact adult-centric programs: 1)  adult programs given a 

“lower status” (p. 19), placed on the peripheral of the current institutional programs 

offered; 2)  little to no investment in these programs by both faculty and the institution 

as a whole;  3)  colleges implementing such programs simply for financial purposes, 

such as during times of financial duress when needing a quick revenue source; 4) lack 

of “foundational assistance” on the part of institutions for adult programs (p. 19 ), such 

as “philosophical, historical, and andragogical foundations for its faculty and support 

staff” (p. 19);  and 5) a divide between and among higher education stakeholders 

regarding  who an institution should serve - traditional students and programs, or 

nontraditional students and programs.    

Financial Assistance for Adult Students 

Further compounding this issue, adult students, unlike their traditional-age 

counterparts, face limited financial resources to start or complete their postsecondary 
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education (Hatfield, 2003; Ritt, 2008).  This is especially concerning because the 

majority of adult students attend college part time.  Kasworm (2010) noted that in 

2003-2004, of those who viewed themselves as employees first and students second, 

76% attended college part time.  Less than half of the states in the U.S. offer any need-

based aid specifically for part-time students (Ritt, 2008).  Furthermore, of the states 

that do offer need-based aid, only 10% of that aid is earmarked for the part-time 

student (Ritt, 2008).  Therefore, an area of concern is that adult students needing 

financial assistance are receiving little to no assistance to attend college.   

One form of financial assistance that working adult students may have 

available is employer-sponsored tuition assistance.  Examples of tuition assistance 

include annual tuition reimbursement in a set dollar amount, or employee scholarships 

(Fenton, 2004).  Considered a benefit offered at the discretion of a company, tuition 

assistance may serve to motivate employees to start or finish a degree, or may help to 

offset college expenses, which many working adult students may accrue.    

Researchers have cautioned that there appear to be some problems with 

employer-sponsored tuition assistance benefits programs. These problems include a 

lack of company-tracking on the return-on-investment data (Dolezalek, 2009; Johnson, 

2005; Meisler, 2004); a company’s perception of the benefits of offering tuition 

assistance (Meisler, 2004); the dollar limitations of tuition assistance (Meisler, 2004); 

and any limitations placed on employees by the company, such as having to pay 

upfront costs for courses, then being reimbursed after successful completion of the 

course (Meisler, 2004).    
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Statistics indicate that a large percentage of companies in the U.S. offer 

employer-sponsored tuition assistance options for their employees, ranging anywhere 

from 77% of companies offering tuition assistance (Dolezalek, 2009), to 99% 

(Cappelli, 2004).  Despite a large percentage of companies offering these benefits, it is 

estimated that only 6-11% of employees make use of such benefits (Cappelli, 2004; 

Lynch, Gottfried, Green, & Thomas, 2010). Very little research exists to explain the 

disparity in the percentage of companies offering such a benefit, versus the small 

percentage of employees making use of their employer-sponsored tuition assistance 

educational benefits.  

In synthesizing the literature and data on the percentages of companies offering 

tuition benefits (Dolezalek, 2009) versus the percentages of employees making use of 

such benefits (Cappelli, 2004), it is apparent that formidable barriers exist, which have 

an impact on adult students' attendance at institutions of higher education.  First, a 

disparity is apparent among the percentages of adult students receiving employer-

sponsored educational benefits, and those using those benefits.  Second, among the 

entire adult population participating in postsecondary education training, smaller 

percentages are returning to colleges and universities.  For the adult students who do 

participate in higher education activities, they may find that college and universities 

are still overwhelmingly designed for the traditional population of students (Pusser et 

al., 2007).  Therefore, higher education institutions must understand the potential 

barriers, which exist for employees who study, as barriers may inhibit adult students’ 

attendance and graduation rates.  
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More adult students will need further postsecondary education to meet 

President Obama’s goals of producing the highest number of college graduates in the 

world (“White House,” 2012), to fill jobs that will be created to help lift the U.S. out 

of the economic recession (Pusser et al., 2007), and to continue to move the country 

forward from an economic standpoint.  It is a responsibility of higher education 

institutions to educate these individuals, to prepare them to move into these impending 

jobs that will be created in the near future.  As Auguste et al. (2010) estimated, higher 

education institutions would need to graduate 40% more students by 2020 to meet the 

demand of needing more educated citizens to fill current and impending jobs.  

Although the extant literature base on adult student participation and barriers in 

higher education is extensive, only a few empirical studies were found that examined 

the participation rates of adult students and their usage of employer-sponsored tuition 

assistance benefits.  The studies that do exist (e.g., Buddin & Kappur, 2005; Cappelli, 

2004; Fogerson, 2001) have very specific foci.  For example, Buddin and Kappur’s 

(2005) study focused on participation and success rates of employees who received 

employer-sponsored educational benefits, within the context of the military.  

Cappelli’s (2004) work studied why employers would offer this benefit to their 

employees, while Fogerson’s (2001) study investigated factors that caused restrictions 

on participation on the part of employees in their university’s educational benefits 

program.  While Fogerson’s (2001) study in particular provided an important step in 

understanding this issue, the study focused on employees at one university, and was 
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not extended to other forms of higher education (e.g., community colleges, private 

colleges) or employees outside of the higher education sector.  

 Therefore, this study was intended to fill the gaps in the research literature by 

exploring the adult student recruitment activities of colleges and universities 

specifically focusing on three perspectives:  1) adult students who work full time, with 

potential access to employer-sponsored tuition assistance benefits; 2) the 

entrepreneurial efforts used by colleges and universities to recruit these students; and 

3) the support systems in place at these institutions to help eliminate potential barriers, 

which employees who study may face while attaining their postsecondary education.  

Problem Statement 

Adult students have limited financial options to attend higher education 

institutions (Hatfield, 2003; Ritt, 2008).  While a majority of companies offer 

employer-sponsored tuition benefits to employees (Cappelli, 2004), data collected by 

corporations, the U. S. Bureau of Labor Statistics, and human resources-based firms 

such as the Society of Human Resource Management, suggest a substantial gap exists 

between the percentage of companies offering educational benefits, and the number of 

employees making use of such benefits.  In addition, there is a gap between the 

exponential increase in the number of adult students entering higher education 

(Kasworm, 2010; Ross-Gordon, 2011), and the percentage of adults without a college 

degree (“Quick Facts,” 2011).  Furthermore, society today demands a well-educated 

workforce (Symonds, 2005; Young, 1997), and President Obama has made it a priority 

to produce a skilled workforce (Field, 2012), to energize the economy and help 
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increase the number of college graduates (“Whitehouse,” 2012).  It would therefore 

appear that this population of students – employees who study and who have access to 

employer-sponsored tuition assistance benefits to use while earning their degrees, 

would be a viable population of students for higher education institutions to recruit.  

To ensure the U.S. has an educated workforce, it is important to understand the issues 

stated above, to determine how adult students who work full time, with potential 

access to tuition benefits, are being recruited, the entrepreneurial efforts put forth by 

colleges and universities to recruit these students, and to understand the types of 

support systems and potential barriers in higher education institutions for adult 

students.  

Purpose of the Study 

Three over-arching areas of concern have been identified regarding adult 

students.  First, adult students have limited financial options (Ritt, 2008) to pay for 

their education, yet they are not making use, in great numbers, of a financial option 

available to them – employer-sponsored tuition assistance benefits (Cappelli, 2004; 

Lynch et al., 2010).  Second, while the adult student population is growing in number, 

this population is not well represented in degree-granting programs in higher 

education (Stein et al., 2009; Voorhees & Lingenfelter, 2003).  Third, researchers (e.g. 

Duderstadt & Womack, 2003; Lynch et al., 2010; Young, 1997) have cautioned that 

society has been, and continues to, move into a more knowledge-based, 

technologically-driven environment.  Thus, people today will need higher education 

degrees to fill impending jobs (Auguste et al., 2010; Carnevale, 2010).   Additionally, 
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state support for colleges and universities has been steadily declining (Breneman, 

2005).  Therefore, to realize and ultimately address these important issues, the purpose 

of this study was to determine if, and in what ways, colleges and universities are 

recruiting a population of adult students – employees who study, who have access to 

employer-sponsored tuition assistance benefits.  

Research Questions 

The research questions that guided this study included: 

1. How are colleges and universities recruiting employees who study?  

2. In what ways are colleges and universities collaborating with employers 

that offer tuition assistance benefits, to recruit employees who study?  

3. What sources of support do colleges and universities offer to employees 

who study?  

4. What are the barriers to recruiting employees who study? 

5.  What are recommendations for effectively recruiting employees who 

study? 

Significance of the Study 

Society today is more technologically based and knowledge driven (Duderstadt 

& Womack, 2003; Young, 1997), and recent statistics highlight the importance of 

education at the postsecondary level to meet the needs of an educated workforce.  It is 

estimated that over the next 20 years, 80% of the jobs created will require education 

and training beyond the high school diploma (Voorhees & Lingenfelter, 2003).  

Almost all positions in the fastest-growing markets will require some amount of 
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higher education (Ritt, 2008), and over half of the jobs will require higher education at 

least at the associate’s degree level (Ferraro & Homer, 2011).  The U.S. is expected to 

increase the number of new jobs by almost 47 million by 2018, and over half of these 

jobs will require some form of postsecondary educational training (Carnevale et al., 

2010).  Higher education institutions will need to graduate 40% more students by 2020 

to fill these positions (Auguste et al., 2010).   

However, as iterated throughout the literature, data indicated that despite a 

large percentage of adult students entering higher education (Kasworm, 2010; Ross-

Gordon, 2011), a much smaller percentage is graduating with postsecondary degrees 

(“Quick Facts,” 2011).  Compounding this issue, only a small percentage of 

employees are using the money available to them from their employers, to further their 

education, despite not having many financial aid options (Cappelli, 2004).  There are 

few empirical studies that seek to answer why employees use their companies’ 

employer-sponsored tuition assistance benefits program, the reasons why they might 

choose not to use such benefits, or the institutional barriers they face as adult students 

when enrolled in a degree program.  Furthermore, employees who study who may 

have access to tuition benefits could bring much needed funding to higher education 

institutions, in a time of declining state support to higher education (Breneman, 2005).  

By determining the ways in which these college students are currently being recruited, 

stakeholders such as higher education personnel may begin to understand new ways to 

recruit this viable population.  Furthermore, by identifying areas of support, or 

potential barriers preventing adult students who work full time from attending colleges 
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and universities, higher education administrators and employers may understand how 

to collaborate to help further educate these students.  Understanding these issues 

benefits many people – the employees who study, companies, colleges and 

universities, and society.  

Conceptual Framework 

This study was informed by the relationship of the following concepts: 

recruitment of employees who study who may have access to employer-sponsored 

tuition assistance benefits, the entrepreneurial endeavors needed to recruit these 

students, and the importance of recognizing the unique needs of adult students in 

general, and employees who study, in particular.  The prevailing recruitment model in 

higher education has been the admissions funnel, but this is moving towards a more 

inclusive pyramid, which more accurately depicts the challenges associated with 

recruitment (Bischoff, 2007).  The admissions funnel, which serves to depict the 

actions admissions offices must take to recruit and enroll students (Sevier, 2000), is 

not the only recruitment model.  There exists a number of college choice models (e.g., 

Jackson, 1982; Hossler & Gallagher, 1987) designed to explain the processes, which 

students go through in making their college choice decisions.  However, these models 

are primarily based on the choices of traditional undergraduate students (Cruce & 

Hillman, 2012).   

Researchers (e.g., Breneman, 2005; Hadfield, 2003) are calling on more 

customer-service based treatment of students, as well as entrepreneurial endeavors 

(Breneman, 2005) in a time of declining state funds to support higher education 
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institutions.  Additionally, Copper (2008) identified the importance of recruiters 

collaborating with businesses and communities to recruit students.   

In an effort to further understand the changing demographics of today’s 

students, Lynch et al. (2010) updated a higher education model to reflect the inputs 

brought to a college by the nontraditional population of students.  These inputs include 

“nontraditional student’s workplace experience” (p. 124); their “life experiences” (p. 

124), which includes “practical know-how that is still relatively unknown to the 18- to 

22-year old traditional student” (p. 124); the classroom environment being impacted 

by nontraditional and traditional students working together; and their places of 

employment serving as “a laboratory to test new knowledge” (p. 124).  These inputs 

could play a role in impacting institutional policies and activities (Lynch et al., 2010), 

including recruitment practices.  These concepts serve to undergird this study, to help 

determine if, and in what ways, colleges and universities are recruiting a population of 

adult students – employees who study, who have access to employer-sponsored tuition 

assistance benefits.  In particular, the researcher was interested to see if college and 

university administrators are utilizing these concepts in their recruitment of employees 

who study.  

Summary of Methodology 

 To further explore the issue of college and university recruiting of employees 

who study with access to employer-sponsored tuition assistance benefits, the 

researcher chose a qualitative methodology.  In particular, a naturalistic inquiry was 

used (Erlandson, Skipper, Harris, & Allen, 1993; Lincoln & Guba, 1985), with a case-
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study design as the primary genre.  A total of 12 participants were interviewed by the 

researcher – these included eight higher education personnel participants, two human 

resources director participants, and two employees who study participants.  After the 

interviews were complete, and after the audio-taped interviews were transcribed 

verbatim, the researcher analyzed the data using two coding methods – an open coding 

method (Corbin & Strauss, 1990; Merriam, 2009), in which the researcher color-coded 

concepts as initial themes, and an axial coding method (Saldaña, 2009) in which initial 

themes were further refined by unitizing chunks of data (Lincoln & Guba, 1985).  

Definitions of Terms 

The following terms were used throughout this study, and have been defined as 

follows: 

Adult Students:  Adult students, who are a sub-set of the nontraditional 

population of students, are defined by a specific age cut-off.  For the purposes of this 

study, adult students are defined as those ages 24 and older (Bash, 2003a; Stein et al., 

2009).  

Employees Who Study:  Defined by Kasworm (2010) as college students who 

view themselves as employees first and students second.  Students who fall in this 

category are generally full-time employees and part-time students (Kasworm, 2010).   

Students Who Work:  Defined by Kasworm (2010) as students who work, 

but consider themselves to be students first and employees second.  

Employer-sponsored Tuition Assistance Benefit:  Any form of tuition 

offered to employees by a company. This may include scholarships, educational 
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assistance/tuition dollars, on-site college courses offered for employees, or college 

expenses listed as business-related expenses. 

Traditional Students:  Students who are generally in the age range of 18-22 

years of age (Bash, 2003a), and who attend colleges or universities on a full-time 

basis. 

IRS Code Section 117(a):  Scholarships and Grants – A scholarship provided 

by an employer for an employee’s use at a college or university.  This is also defined 

as section 117(a) of the IRS code (Fenton, 2004).  

IRS Code Section 127:  Taxable Fringe Benefit – Also referred to as 

“education assistance programs” (Fenton, 2004, p. 50), IRS Code Section 127 “allows 

employers to offer up to $5,250 annually, per employee, in tax free education” 

(Fenton, 2004, p. 50). 

IRS Code Section 132(d):  “Working Condition Fringe Benefit” (Fenton, 

2004, p. 51; “Taxable Fringe Benefit,” 2012, p. 71) –A benefit in which employees 

may list education-based courses (only those related directly to necessary or required 

training) as business-related expenses, similar to travel, as tax-exempt on their tax 

returns.  

Limitations of the Study 

 The limitations of this study included the following: 

1. Due to geographic limitations (regarding the researcher’s inability to travel) 

participants were located primarily within the Southern region of the U.S.  

Therefore, regionalization (in responses, viewpoints) may have occurred.   
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2. Access to participants was limited, due to the researcher needing to use her 

own business and personal contacts to initially identify them. 

Delimitations of the Study 

There was one delimitation to this study.  Only those participants who were 

able to be identified through business and personal contacts of the researcher, and then 

their business and personal contacts, were invited to participate in this study. 

Assumptions of the Study 

The assumptions for this study included the following: 

1. The participants in the study would answer the interview questions honestly. 

2. Many, if not all of the participants representing colleges and universities in this 

study, would find barriers to collaborating with businesses in the recruitment 

of employees who study. 

3. Few of the colleges and universities represented in this study would actively 

recruit the adult student population, and especially, employees who study. 

Organization of the Study 

Chapter I provided an introduction to the study, stressing the importance of 

educating the adult student population to fill newly created jobs in the U.S.  Chapter II 

presents an overview of the relevant literature, with special emphasis on the trends in 

adult student participation in higher education, forms of employer-sponsored tuition 

assistance benefits available from employers, the problems with such assistance, and 

the institutional barriers within higher education institutions, which exist for adult 

students.  Chapter III defines the research methodology, including the research design, 
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participants, and data analysis to be conducted following data collection.  Chapter III 

also presents the researcher’s own background, which served as a lens through which 

data were analyzed.  Chapter IV presents a thorough analysis and explanation of 

findings, including participant perceptions and interpretations.  In Chapter V, the 

researcher discusses these findings, and offers implications, recommendations, the 

study’s own limitations, and areas for further research. 

Summary 

Adult students, a sub-component of the nontraditional student population, are 

no longer nontraditional in higher education today.  Adult students who work full time 

and attend college part time are becoming the norm on many college and university 

campuses today, given the state of the economy, and the increasing costs of higher 

education.  Yet these students have few financial options to attend college, and many 

colleges are still designed for the traditional, 18-22 year old student population 

(Hadfield, 2003; Kasworm, 2003; Pusser et al., 2007).  Furthermore, in a time of 

declining financial support to colleges and universities (Breneman, 2005), this 

population of students could bring additional funds with them to their colleges and 

universities.  Despite a potential financial option extended by companies, a small 

percentage of today’s employees are making use of employer-sponsored tuition 

assistance benefits programs to attend colleges and universities (Cappelli, 2004).  This 

study sought to explore the college and university recruitment practices of employees 

who study, their collaborations with local employers, support systems in place for 

employees who study, and barriers perceived by the participants.   
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Chapter II will present the review of related literature, as well as the 

conceptual framework undergirding this study.  First, the conceptual framework, with 

its concepts of recruitment models, recommendations for recruiting employees who 

study, and entrepreneurial activities will be explored.  The review of related literature 

investigates the adult and employees who study population; motivators and barriers to 

college and university attainment for adult students; employer-sponsored tuition 

benefits; and higher education for employees who study.   
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CHAPTER II 

                                       LITERATURE REVIEW 

The focus of this research study was on the college and university recruitment 

tactics in recruiting employees who study who may have access to employer-

sponsored tuition assistance benefits.  To provide the context and framework from 

which to address this issue, first the conceptual framework of the interrelated concepts 

of recruitment models, specific recommendations for recruiting employees who study, 

and entrepreneurial activities were discussed to provide the context for the study.  The 

literature review that follows explores statistics on adult students and employees who 

study; motivators and barriers to access for employees who study; employer-

sponsored tuition assistance benefits; and higher education for employees who study.  

The variables that were related throughout this literature review include: 1) adult 

students and specifically, employees who study; 2) employer-sponsored tuition 

assistance benefits; 3) higher education services to these students; and 4) recruitment 

practices used by colleges and universities, to recruit employees who study. 

Conceptual Framework 

Recruitment of Employees Who Study 

One of the prevailing recruitment models to date in higher education has been 

the admissions funnel (Bischoff, 2007).  The admissions funnel is based on the 

premise that in order to obtain a certain number of enrolled students, college recruiters 

would need to meet percentages of students within each stage of recruitment (e.g., 

inquiry phase, application phase, acceptance phase through deposit/enrollment phase) 
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to establish that end goal, starting with prospects, and turning prospects into 

applicants, and then enrolled students (Bischoff, 2007).  The admissions pyramid is 

now replacing the funnel, as it more accurately depicts the challenges of recruitment, 

which include “careful planning, effective execution, and technical skills” (Bischoff, 

2007, p. i.).  As part of the funnel, admissions representatives and recruiters, in an 

effort to market colleges and universities to undergraduate students, may use a variety 

of recruiting tactics designed to reach out to high school students and their parents, 

including recruitment travel (Hoover, 2008), as well as what Sevier (2000) calls “a 

series of contacts – the Web, direct mail, campus visits, telemarketing, and special 

events” (para. 1). 

In addition to the admissions funnel and pyramid, some models were 

developed to further explain the stages in which students move through when selecting 

their colleges and universities.  The three phase model of college choice, created by 

Hossler and Gallagher (1987), as cited by Bateman and Spruill (1996), includes the 

general phases of predisposition, search, and choice, and may be the most applicable 

of all the college choice models, to employees who study, due to its general nature.  

Predisposition “is a developmental phase in which students determine whether or not 

they would like to continue their education beyond high school” (Bateman & Spruill, 

1995, para. 12) and in which students weigh other decisions, such as going into the 

military (“Louisiana Technical College,” 2005).  The second phase, “search” is “the 

time when students seek more information on colleges and universities in general” 

(Bateman & Spruill, 1995, para 12).  The third phase, “choice,” is when students 
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“evaluate institutions of interest and select a specific college or university” (Bateman 

& Spruill, 1995, para 12).  While these models have generally focused on the 

traditional population of students, some research does exist to highlight the factors in 

college choice that are important to nontraditional students.  According to researchers, 

factors which may impact decisions of adult students include cost of attendance (Noel-

Levitz, 2012); faculty and staff engagement (Wyatt, 2011); flexibility of classes 

offered (Copper, 2008; Stokes, 2006; Wyatt, 2011); and student support services 

(Brown, 2004; Johnson & Cantrell, 2012; Wyatt, 2011). 

This particular study focused on identifying the planning and skills being used 

by higher education personnel to specifically recruit employees who study, to further 

determine if colleges and universities are actively recruiting employees who study 

who have access to employer-sponsored tuition assistance benefits.   

Entrepreneurial Recruitment Tactics and Changing Market Forces 

Hadfield (2003) explained the nontraditional student population is a difficult 

population to recruit, due to the many different roles in which nontraditional students, 

and especially employees who study, play – full-time employee, mother, father, 

husband, wife, and now, part-time college student.  Copper (2008) suggested that, 

given these many roles, higher education personnel “must consider a more 

comprehensive view of who a potential student might be” (para. 2).  Hadfield (2003) 

urged higher education institutions to embrace a more customer-service oriented 

approach in recruiting nontraditional students, which is consistent with Bash’s (2003b) 

assertion regarding the importance of treating adult students as customers.  Citing 
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Schmidt (1987), Bash (2003b) explained that “client needs are the backbone of 

program planning and marketing, and both require an understanding of the forces at 

work outside the institution” (p. 138).  Breneman (2005) urged higher education 

institutions to adopt more entrepreneurial approaches in recruitment activity, 

especially to offset the cost of declining state funding.  Additionally, Breneman (2005) 

noted that traditional higher education institutions may need to begin to implement 

activities that have been utilized by the for-profit sector, to offer more customer-

service related actions to students, further emphasizing Hadfield’s (2003) assertion 

regarding the importance of customer service in recruiting and retaining the adult 

student population.  Moreover, Breneman (2005) referred to the importance of this 

“trend towards greater market dependence” (p. 9).  If colleges and universities must 

depend on the changing market needs, then these institutions must begin actively 

recruiting nontraditional students, and employees who study who may have access to 

employer-sponsored tuition assistance benefits, for two reasons.  First, the market is 

illustrating that the nontraditional population of students is the fastest growing 

population in higher education (Kasworm, 2003; Lynch et al., 2010).  Furthermore, 

Copper (2008) warned that by 2015, the traditional-aged population of college 

students is expected to decline.  Two, employees who study -- those who could bring 

in tuition benefits -- could help to fill the financial gap left by declining financial 

support to higher education institutions.  However, it is estimated that only slightly 

over half of the “colleges and universities in the U.S. identify older adults for 

outreach, programs, services, and financial aid” (Cruce & Hillman, 2012, p. 594).   
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Copper (2008) stated that given the diversity that is inherent within the 

nontraditional population of students, recruiting strategies must also be diverse.  Some 

of the recruitment practices suggested for recruiting nontraditional students include 

offering more flexibility when courses are offered, discussing financial options in 

advance, and offering more prior learning assessment options.  One of the recruitment 

practices Copper (2008) suggested, based on her research, includes recruiting students 

within businesses and the community.  In particular, Copper (2008) urged recruiters to 

meet with human resources personnel to discuss employer-sponsored tuition assistance 

benefits.  Recruitment strategies of employees who study, and specifically connections 

made between businesses, communities, and the colleges and universities in this study 

were identified to determine if colleges and universities were implementing the 

strategies suggested by Copper (2008).  

Unique Offerings of Employees Who Study – A Model 

Lynch et al.’s (2010) update to the “traditional model of higher education” (p. 

115), may assist higher education personnel in conceptualizing the unique inputs 

employees who study bring to each institution, thus playing an important role in 

developing recruitment activities for employees who study.  According to Lynch et al. 

(2010), this traditional model is based on the historical path to higher education for 

students: strong parental influence and financial dependency, no gap in time off 

between high school and college, attending college full time and not working, or 

working part time while attending college.  The authors argued that adherence to this 

traditional way of thinking impacts institutional decisions and policies made for 
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students, and especially, those students who do not fit this model (Lynch et al., 2010), 

such as employees who study. 

To understand the nuances of the new model and how the updated model 

integrates inputs from employees who study, it is first important to explain the old 

model.  Lynch et al (2010) highlighted the old model, which is analogous to a 

mathematical equation - X historical = f(G, F, S, T, C, P, N).  In this model, the variables 

are as follows: X denotes the vector on inputs; G represents demographic background; 

F stands for family background; S stands for school environment; T represents faculty; 

C illustrates the classroom environment; P signifies peer effects; and N represents 

neighborhood characteristics (p. 119). 

The updated model includes the additional vectors of input, which help to more 

accurately portray today’s changing student body and especially, the unique 

characteristics of the adult student population.  This new model is illustrated as 

follows: Y = f(G, F, S, T, C, P, FS, LE, WE, WS, SS, G).  In this new model, Y 

represents the historical inputs with the addition of new inputs that the nontraditional 

students bring with them to their colleges and universities.  The first six variables 

represent the historical variables from the older model.  The new variables are: FS = 

financial status; LE = life experience characteristics; WE = work experience 

indicators; WS = work status; SS = student status (e.g., part-time or full-time student); 

G = goals (Lynch et al., 2010, p. 120). 

Called an “education production function” (p. 120), and described as a 

“common economic framework for understanding how student outcomes are realized” 
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(p. 116), this newer model may assist higher education personnel in conceptualizing 

the inputs that nontraditional students may bring to an institution.  In understanding 

these inputs, critical functions within colleges and universities, including recruitment 

of employees who study, may be realized.  This model is important for this study for 

several reasons.  First, when recruiting employees who study, by understanding the 

potential inputs brought into the educational environment by employees who study 

(e.g., work experience, work status, tuition benefits), higher education personnel may 

understand how to incorporate these inputs within the overall recruitment plan for 

these students.  Second, this model further emphasizes an argument made by Lynch et 

al. (2010), in support of this model.  Nontraditional students, and employees who 

study, make choices about educational pursuit and attainment based on work 

experiences, as well as other important financial considerations, such as possible 

tuition reimbursement (Lynch et al., 2010).  

Adult Students and Employees Who Study 

Nontraditional students, of which adult students are a part, comprise a 

significant percentage of students in higher education today (Kasworm, 2003; Ritt, 

2008; Wlodkowski, 2003).  As defined by Horn and Carroll (1996) for the National 

Center for Education Statistics (NCES), a student would be considered nontraditional 

if he or she met any one or more the following characteristics:  

• Is over the age of 25;  

• Works full time while attending college; 

• Attends college part time; 
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• Is a single parent; and   

• Had a gap in his or her education between high school and college. 

(U.S. Department of Education, 2002, p. 2) 

In 2001, according to the NCES, and based on this definition of a 

nontraditional student, almost three-quarters of the undergraduate college-going 

population of students met at least one of these characteristics (Lynch et al., 2010; 

Ross-Gordon, 2011; U.S. Department of Education, 2002; Wlodkowski, 2003).  Lynch 

et al. (2010) contended that, “the traditional student has been a minority in two- and 

four-year colleges and universities at least since 1986” (p. 125).  

A subset of nontraditional students includes the adult student population, or 

generally those students over the age of 24 (Bash, 2003a; Stein et al., 2009) or 25 

(Kasworm, 2003).  Adult students and those who consider themselves to be employees 

first and students second, are growing in number.  Kasworm (2003) found that the 

adult student population nearly doubled between 1971 and 1991, “increasing from 28 

percent to 43 percent of total undergraduate enrollment” (p. 4).  According to Ross-

Gordon (2011), in 2007, 38% of students were over the age of 25, and were projected 

to stay at this percentage or increase over the next decade (p. 26).  

Working while in college is now a common occurrence, and the U.S. Bureau 

of Labor Statistics reported that of the 2010 high school graduates enrolled in college, 

almost 40% of those enrolled full time were part of the labor-force (2011).  However, 

what sets the adult population of employees who study apart from the traditional 

students who work (either part or full time), is this population views itself as 
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employees first, and students second, with education viewed as a secondary factor to 

the employment focus.  Referred to as employees who study (Kasworm, 2010), or the 

mobile working student (Ritt, 2008; Ziskin, Torres, Hossler, & Gross, 2010), this 

subset of nontraditional students may be motivated by a number of reasons for 

attending college, such as work, family, or personal reasons (Kasworm, 2003).  

Furthermore, as researchers (e.g., Kasworm, 2003; Fairchild, 2003; Ross-Gordon, 

2011) have long contended, these students balance numerous roles while attending 

college; roles such as husband, wife, mother, father, caregiver, and employee.   

Horn (1996) proffered that students fall on a continuum of being 

nontraditional, from minimally to highly nontraditional. Those who are minimally 

nontraditional would possess one of the characteristics set forth by Horn (U.S. 

Department of Education, 2002, p. 3), as described above.  A moderately 

nontraditional student would be a student that shares two or three of the traits 

associated with being nontraditional, and a highly nontraditional student is someone 

who has four or more of the characteristics of a nontraditional student (U.S. 

Department of Education, 2002).  According to a report by the U. S. Department of 

Education, “two-thirds of highly nontraditional students consider themselves primarily 

employees” (U.S. Department of Education, 2002, p. 3). Therefore, a majority of those 

students who possess four or more characteristics of being nontraditional (e.g., they 

may be a parent, a spouse, a part-time student), are working full time while balancing 

other life obligations, all while seeking their education.  
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Motivators and Barriers for Adult Students 

Motivators for Participating in Postsecondary Education 

Kasworm (2003) advanced three primary motivators for why adult students 

seek out an education.  These include:  1) personal transitions; 2) proactive life 

planning; and 3) mixed motivators. The first motivator, personal transitions, may 

include any number of things that happen in one’s life, which could influence the need 

or desire to seek an education (Kasworm, 2003).  Examples include a marriage, 

divorce, the birth of a child, an impending raise, or the loss of a job due to the lack of a 

degree (Kasworm, 2003).  Citing Aslanian (2001), Kasworm (2003) explained that 

personal transitions tend to be the most common reason why adults enter college.  

The second motivator, proactive life planning, includes taking the necessary 

steps and planning in advance for college.  Examples of proactive life planning 

include relocating to attend a particular institution, or moving to a more education-

friendly company environment (Kasworm, 2003).  Finally, mixed-motivators include 

both personal and proactive life planning elements. Generally, those who fall in this 

category may have been making plans to pursue education, and then a life transition 

thrust them into pursuing education sooner than expected or planned (Kasworm, 

2003).   

Barriers to Participating in Postsecondary Education 

In spite of the motivators listed previously, there exist a number of barriers that 

could render it difficult, if not impossible, for employees who study to attend and 

graduate from higher education institutions.  Several researchers (e.g., Cross, 1981; 
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Fairchild, 2003; Hagedorn, 2005; Ritt, 2008) have identified primary barriers, which 

may preclude adult students from returning to college or graduating from degree 

programs.  Cross (1981) identified these barriers as situational, institutional, and 

dispositional.  The first barrier, situational (Cross, 1981; Fairchild, 2003), includes 

issues that are directly related to “one’s situation in life at a given time” (Cross, 1981, 

p. 98).  Issues such as balancing a variety of employer and family commitments, 

financial concerns and stressors, and other time constraints and commitments may 

prohibit a person from participating in higher education.  Time as a barrier may 

especially be a prevalent factor for those students who are considered highly 

nontraditional, working full time while pursuing higher education.  The next barrier, 

institutional, would include any barrier on the part of the institution of higher 

education (Cross, 1981).  Examples include offices open at times when adult students 

are working (e.g., 9:00 a.m.-5:00 p.m.), few courses offered in the evening or 

weekends, and no clubs or organizations for adult students.  The third barrier, 

dispositional, may occur when adult students feel a level of dissension among their 

many roles (Cross, 1981; Fairchild, 2003).  This conflict may result in feelings of 

guilt, pressure, or stress to balance the roles held by nontraditional students.  Cross 

(1981) also identified that feelings of self-efficacy may also play a part in the 

dispositional barrier.  In particular, women may be especially prone to feelings of 

dissonance, due to balancing maternal responsibilities with course and programmatic 

requirements (Fairchild, 2003).  
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Other researchers have asserted that similar barriers exist for the adult student 

population.  Hagedorn’s (2005) empirical study highlighted “four corners of friction” 

(p. 24). These corners, which map to some of the previous barriers already 

highlighted, include access, success, retention, and accommodation.  Of particular 

interest, these barriers appeared to range in severity based on age.  For example, 

individuals ages 31-45, who fell within what Hagedorn (2005) called “Prime Timers” 

(p. 24), reported higher mean scores for family responsibilities as a barrier to higher 

education than the traditional students, ages 17-21, young adult students, ages 22-30, 

and “Last Chancers” (p. 24), individuals ages 46 and over.  Also, both the young 

adults and the prime timers reported higher mean scores for job responsibilities as a 

barrier, and the prime timers also had the highest mean score for “scheduling of 

classes”  as a barrier (p. 28). This is of concern because of all four age range groups, 

prime timers and last chancers held the highest mean scores for needing a degree or 

certificate for work.  If it is difficult for employees to take classes due to scheduling,  

then these individuals may not stay in any academic program long enough to complete 

a degree.  

 Ritt (2008) also identified three barriers, which adult students face when 

attending postsecondary institutions - personal, institutional, and professional.  Ritt’s 

(2008) first two barriers – personal and institutional, are analogous to those outlined 

by Cross (1981), and iterated by Fairchild (2003).  The final barrier, professional (Ritt, 

2008), includes any act on the part of an employer, which may prohibit employees 

from participating in higher education. Examples include a lack of employer 
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assistance, a limit on the amount of employer assistance, or a lack of flexibility 

granted to employees to take courses. Work is considered both a “key incentive and 

barrier” (Kasworm, 2003, p. 8) for adult students.  Of concern is that those with the 

most flexibility tend to be in the upper hierarchical areas within their companies. 

Those in lower positions appear to have more time restrictions, which in turn may 

impede their abilities to begin or return to college to attain a degree (Kasworm, 2003; 

NCS, 2007; Voorhees & Lingenfelter, 2003).   

Cross (1981) noted that when analyzing results from empirical studies 

conducted on barriers for adult students, the most common barriers cited appeared to 

fall within the category of situational barriers.  Among individual barriers 

encompassed within the broad heading of situational barriers, time constraints and the 

cost of attendance were two of the most commonly cited.  Cross (1981) supported 

these statements with examples from empirical studies; however, these studies were 

conducted over 30 years ago.  The dearth of current research is in need of redress to 

determine if these are still dominant issues and barriers to attaining a postsecondary 

education for employees who study.  These issues, and especially these barriers, could 

impact the recruitment of employees who study. 

Society’s Need for More Educated Citizens 

The need for citizens with postsecondary education is important for several 

reasons.  Symonds (2005) asserted that education is “a key part…of how the U.S. 

became the world’s largest economy” (para. 1).  Young (1997), in describing society’s 

move towards a more global economy, warned that such an economy would require 
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“an increased educational level of the workforce” (p. 77).  In addition to needing 

further education for understanding technology, additional education will be important 

for the “new forms of working” (p. 77), including more “teamwork, collaborative 

planning and problem solving…” (p. 77).  It is estimated that over the next 20 years, 

80% of the jobs created in the U.S. will require education and training beyond the high 

school diploma (Voorhees & Lingenfelter, 2003).  Almost all positions in the fastest-

growing markets will require some amount of higher education (Ritt, 2008), and over 

half of the jobs will require higher education at least at the associate’s degree level 

(Ferraro & Homer, 2011).   

In 2012, President Barack Obama called upon America’s community colleges 

to help move the U.S. to a top position in degree attainment, as well as to help 

revitalize the economy with skilled employees (Field, 2012).  Community colleges 

have played a significant role thus far in economic and community development 

(Young, 1997), and President Obama’s long-term goals include financial support for 

the new job training programs at community colleges (Field, 2012).  Furthermore, 

Gonzalez (2011) noted that additional programs earmarked for adult students were 

being created to work in tandem with the job training programs at community 

colleges, which the data support are a popular choice of institution among adult 

students.  In 1999-2000, 61.2% of employees who study attended public two-year 

institutions (Kasworm, 2010), compared to employees who study, who attended four-

year public institutions, at only 16.8% (Kasworm, 2010).  The American Association 

of Community College Fact Sheet indicated that in 2012, the average age of a 
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community college student was 28; 40% of students were part time, but were 

employed full time; and 21% of students were both full-time students and employees 

(“2012 Community College Fast Facts,” 2012).  Kazis et al. (2007) also underscored 

the important role community colleges have played in the degree attainment of adult 

students, noting that the flexible arrangements of these environments work well for 

adult students with multiple commitments. 

However, despite these numbers, there still remains a concerning gap in the 

number of adult students lacking additional training at the postsecondary level, or 

continuing on with additional higher education and earning a bachelor’s degree.  As 

Voorhees and Lingenfelter’s (2003) policy report illustrated, most of the adults in the 

postsecondary education system were participating in non-work-related courses, 

followed by work-related, and then credential-based coursework.  In a 10-year period, 

between 1995 and 2005, the lowest percentages (exclusive of “other activities”) across 

three different age ranges – age 16 and under, 16 through 24, and 25 and older, were 

those percentages of adults taking “part-time degree or diploma programs” (U.S. 

Department of Education, 2007, p. 132).  The percentages of participation in degree 

programs for adults 16 through 24 ranged from 12.6% in 1995, to 11.4% in 2005, 

while adults over the age of 25 represented percentages from 5.2% through 4.2%. The 

remaining participation represented “work-related and personal interest courses” (p. 

132).  

Statistics from the U. S. Census Bureau (2011) indicated that between the 

years 2005-2009, almost 85% of people over the age of 25 held no bachelor’s degree, 
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but did hold a high school diploma.  The data did not include information regarding 

additional courses taken at the postsecondary level; therefore, it is possible that of this 

large percentage, individuals did participate in some postsecondary education.  

However, only 27.5% of adults 25 and over held a bachelor’s degree or higher than a 

bachelor’s degree, between that same timeframe (U.S. Census Bureau, 2011).  

Therefore, there remains a contradiction between increases in the adult student 

population, versus the overall percentage of those graduating from baccalaureate 

programs.  

Financial Assistance for Employees Who Study 

A misconception regarding individuals who work full time and attend college 

part time is that because they have full-time jobs, they have the financial means with 

which to pay for most or all of their educational expenses (Fairchild, 2003).  Financial 

assistance for adult students consists of scholarships, loans, and employer-sponsored 

tuition assistance (Hatfield, 2003).  However, unlike financial programs for the 

traditional population of students, there are not as many financial options for 

nontraditional students.  As of 2003, there were “no federal student financial aid 

programs to fund baccalaureate and post-baccalaureate degrees designed specifically 

for adult learners” (Hatfield, 2003, p. 31).  It is important to note that while all college 

students are technically considered adults, Hatfield’s (2003) assertion was based on 

the definition of those over the age of 24.  Furthermore, while 18 states offer need-

based aid for part-time students, only 10% of the entire amount of need-based aid is 

allotted for these students (Ritt, 2008).  Moreover, 17 states offer no need-based aid 
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for part-time students (Ritt, 2008).  This should be of concern, as some researchers 

(e.g., Cross, 1981; Kasworm, 2003; Wlodkowsky, 2003; Wlodkowsky, Mauldin, & 

Campbell, 2002) noted that financial assistance represents a significant worry for adult 

students regarding the ability to continue their educations.   

Employer-Sponsored Tuition Assistance Benefits 

A popular benefit offered to employees is employer-sponsored tuition 

assistance (Cappelli, 2004; Hatfield, 2003), which Cappelli (2004), referred to as “a 

ubiquitous and crucial element in the resources that support students” (p. 213).  

Nationwide data of the percentage of companies offering tuition assistance vary, 

though they appear to hover anywhere between 77% (Dolezalek, 2009), to 99% 

(Cappelli, 2004).  In 2003, companies offered more than $10 billion in employer-

sponsored tuition assistance benefits to employees (Meisler, 2004).  By 2006, $129.6 

billion had been spent towards educational purposes, such as training and professional 

development (Paradise, 2007).  Of this amount, $49.75 billion was spent directly 

toward “external services such as consultants, outside vendors, and tuition 

reimbursement” (Paradise, 2007, p. 60).  Dolezalek (2009), citing a survey conducted 

by the consulting company Bersin and Associates, identified that $16.5 billion dollars 

was spent on tuition expenses by employers in 2008 alone.   

Data on employer-sponsored tuition assistance benefits programs are generally 

collected through surveys conducted by corporate consulting firms, human resources-

based consulting firms, and education consulting companies.  However, the data 

tracked may not illustrate the full picture of what is happening on the employer side, 
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the employee side, and especially within higher education institutions.  Generally, it is 

the large companies that are surveyed regarding patterns of employer assistance 

(Cappelli, 2004).  As Cappelli (2004) noted, smaller companies are usually not 

included in such data collection. Therefore, the percentages and dollar amounts spent 

on tuition assistance may be higher than what is reported.  Furthermore, as some 

researchers (e.g., Dolezalek, 2009; Meisler, 2004) have speculated, through reviewing 

data collected by consulting firms, companies appear to not diligently track returns on 

the educational investment of their employees.    

Forms of Employer-Sponsored Tuition Assistance Benefits 

There are three forms of employer-sponsored tuition assistance benefits:  1) 

Internal Revenue Service (IRS) Code section 117(a); 2) IRS Revenue Code section 

127; and 3) IRS Revenue Code section 132(d).  Section 117(a) provides scholarships 

and grants to employees. Under section 117(a), in order for scholarships and grants to 

be tax exempt, an employee must be enrolled in a degree-granting program, and 

scholarship or grant money must only be used toward educational expenses, such as 

tuition and fees (Fenton, 2004).  However, should the payment be for “past, present, or 

future employment services…” or to “pursue studies or research primarily for the 

employer’s benefit,” then the benefit program now becomes a taxable benefit (p. 49).  

Under section 127, referred to as “education-assistance programs” (Fenton, 

2004, p. 50), employees are eligible for up to $5,250 annually of tax-exempt 

employer-covered tuition (Fenton, 2004; Ferraro & Homer, 2011).  Under this section, 

employers may cover undergraduate and graduate tuition for employees.  Employees 
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who receive this benefit do not need to be in a degree-granting program, and the 

courses do not need to be closely linked to their job positions.  Employer assistance up 

to $5,250 is tax exempt for employees; any amount over $5,250 needs to be included 

as income on tax returns.  Under section 127, a company is not required to offer this 

benefit to employees, but should a company decide to offer such a benefit, they must 

do so for all employees and in a non-discriminatory manner. While this benefit may 

offer more options for employees, this employer-sponsored tuition option is very time-

consuming for employers, due to the extensive paperwork and administrative work 

required to accurately process this benefit (Fenton, 2004).  In 1978, “section 127 

[education assistance program] was established…to give officials time to study it” 

(Ferraro & Homer, 2011, p. 22).  At this time, Section 127 “has been extended eight 

times…” (p. 22). 

Finally, under section 132(d), referred to as the “working condition fringe 

benefit” (Fenton, 2004, p. 51; “Taxable Fringe Benefit,” 2012, p. 71), employees may 

list education-based courses as business-related expenses, similar to travel, as tax-

exempt on their tax returns.  Educational courses, which may be covered include those 

“that maintain or improve job skills or meet requirements for the employee to remain 

in his or her current position” (Fenton, 2004, p. 50).   

According to Cappelli (2004), the motivation for companies to pay for 

employees’ education is not fully understood, though the potential benefits to 

employers appear to be tax deductions (Ferraro & Homer, 2011) and improvement of 

the skills of their employees (Abramson & Hutman, 2008).  However, another reason 
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why companies may offer this benefit include as tools to both attract and retain 

talented employees in the highly competitive job market (Dolezalek, 2009).  Cappelli 

(2004) and Buddin and Kapur (2005) have noted, however, that offering such a benefit 

does put the company at risk for losing talented employees, as employees may leave 

their companies once attaining their degrees.   

Problems with Employer-Sponsored Tuition Assistance Benefits 

Despite the billions of dollars spent on educational support by employers, it is 

estimated that only 6 to 11% of employees nationwide avail themselves of this benefit 

(Cappelli, 2004; Lynch et al., 2010).  Additional survey data highlight the generally 

low participation rates among employees within some of the country’s most 

recognizable corporations.  For example, in 2008, only 8% of employees “made use of 

tuition reimbursement” at Pricewaterhouse Coopers (Dolezalek, 2009, p. 44).  Of the 

10 companies highlighted by Dolezalek (2009), the highest percentage of employee 

participation was 33% at EMC Corporation, and the lowest was 5% at Allied Credit 

International.    

Some researchers (e.g., Abramson & Hutman, 2008; Meisler, 2004) have 

identified issues inherent to employer-sponsored tuition assistance benefits, which in 

turn could greatly impact the overall percentage of employees making use of their 

tuition benefits.  A thorough review of the literature highlighted six important issues. 

The first issue is an apparent lack of understanding and knowledge of where corporate 

funds are going, and companies’ return on investment for financially assisting 

employees (Dolezalek, 2009; Johnson, 2005; Meisler, 2004).  In 2003, 
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EDUVENTURES, a consulting firm located in Massachusetts, conducted a study of 

500 companies to determine the return on investment as perceived by these companies 

offering tuition assistance benefits to its employers (Meisler, 2004).  Almost half of 

the companies surveyed admitted to only tracking expenditures “a fair amount” (p. 

34), or having “‘not very good’ control over their distribution of tuition-

reimbursement funds” (p. 34).  Furthermore, 2% of companies surveyed admitted to 

“calculating the ROI (return on investment) of supporting their employees’ continuing 

education” (p. 34).  One firm estimated spending $25 million in education-related 

expenses, when in actuality, their audit revealed that the company spent upwards of 

$50 million in tuition benefits to employees (Meisler, 2004).   

A second issue is the company’s overall perception of such benefits.  

According to the same EDUVENTURES report, less than a quarter of the companies 

(23%) viewed educational benefits as a strategic investment (Meisler, 2004).  An 

additional 20% of companies were not sure if offering educational benefits to 

employers was in their best interest financially, though this ambivalence could be 

directly connected to not fully knowing the bottom-line return on their financial 

commitments to this benefit (Meisler, 2004).   

The size of the company may also be an issue related to employer-sponsored 

tuition assistance benefits.  Meisler (2004) argued that those companies offering “the 

most…tuition dollars” (p. 34) are large companies, though Dolezalek’s (2009) 

research indicated that some smaller companies are also offering some form of tuition 

assistance benefits programs to employees.  
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A fourth issue is the financial limit on the amount offered by a company to 

employees.  While $5,250 may cover a number of courses at less expensive colleges, 

other colleges’ tuition costs may exceed the tax-exempt benefit of Section 127 of the 

IRS code.  As Meisler (2004) explained, “this is enough to finance slow progress 

towards a degree” (p. 32).  Furthermore, colleges that tend to accommodate the needs 

of adult students pursuing baccalaureate degrees, such as private colleges and for-

profit institutions, often charge tuition costs that exceed those at community colleges 

and public four-year institutions, resulting in a limited amount of coursework that can 

be taken with the usage of this money (Meisler, 2004).  

 The fifth issue indicated in the research literature includes the restrictions 

imposed by companies on the monies spent towards educational reimbursement.  For 

example, some companies require employees to earn certain grades before they can be 

reimbursed, while others require that courses be taken at certain colleges (DuPont, 

1999).  By imposing such restrictions, this may ultimately limit the number of 

employees being able to take courses. When companies require employees to pay 

upfront for courses, and then be reimbursed upon proof of completion and required 

grades, employees may be hesitant to participate in such programs, especially if 

money is a concern.  As Cross (1981) indicated, financial concerns and lack of 

finances are prevailing barriers impacting adult students’ attendance and persistence in 

higher education.   

The final issue associated with employer-sponsored educational assistance is a 

decline in investments made into educational reimbursement programs on the part of 
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the companies.  The State of the Industry Report for 2010, published by The American 

Society for Training and Development’s (ASTD), showed a decline in 2009 in 

expenditures for learning, which dropped to 10.7% “of total learning expenditures” 

(Ferraro & Homer, 2011, p. 22).  

The above issues with employer-sponsored tuition assistance benefits may 

shed some light on why employees’ usage of tuition benefits is so low.  However, 

there appears to be limited research from the employees’ perspectives on why they do 

or do not participate in such programs, though researchers have provided possible 

explanations.  Lynch et al. (2010) speculated that the dollar limit of $5,250 might 

impose barriers on those interested in using such a benefit, as any amount exceeding 

$5,250 would result in tax implications for employees.  Pusser’s (2010) qualitative 

study highlighted a concern voiced by a participant, that tuition assistance may come 

with strings attached on the part of the company, and the participant indicated not 

wanting to feel as though he or she “owed them anything back…” (p. 146).  This 

highlights the possibility that employees may not want to feel indebted to a company 

for paying their educational expenses.  However, scholars studying adult student 

populations (e.g., Kasworm, 2003; Ross-Gordon, 2011) have long contended that it is 

the actual institutions of higher education that stand in the way of adult students 

attending college, due to higher education’s “lethargic response” (Hadfield, 2003, p. 

17) to this population.  Cruce and Hillman (2012) noted that only a little over half of 

the colleges and universities in this country, at 53%, even “identify older adults’ for 

outreach, programs, services, and financial aid” (p. 594).  Examples of this include 
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little to no financial assistance for students attending part time (Ritt, 2008); college 

offices maintaining traditional business hours (e.g., 9 a.m.-5 p.m.) for traditional 

student populations; and few student organizations for those who are adult and 

nontraditional students (Hadfield, 2003).  If this is indeed the case, this means that 

even with some financial assistance, employees who attend college may find it 

difficult, if not impossible, to utilize employer-sponsored tuition assistance benefits to 

pursue higher education.  

Higher Education for Employees Who Study 

A majority of adult students who work full time attend community colleges 

(Kasworm, 2003).  According to the American Association of Community Colleges, 

in 2011, the average age of the student population was 28, and 40% of the students 

worked full time while attending college part time (“Fast Facts From Our Fact Sheet,” 

2013).  After community colleges, private and faith-based colleges accounted for a 

majority of those adults who worked full time while attending college (Wlodkowski, 

2003).  Many of the small private colleges offer, for working adult students who have 

earned some college credit, bachelor’s degree completion programs.  A number of 

researchers (e.g., Fairchild, 2003; Hadfield, 2003; Hagedorn, 2005; Kasworm, 2003; 

Meisler, 2004; Ritt, 2008) have cautioned that higher education institutions 

overwhelmingly still accommodate the traditional population of students, both in the 

set-up of the environment and from a pedagogical perspective. In catering to this 

traditional population, colleges and universities disregard the unique needs of adult 

students, which include “support, access and flexibility” (Kasworm, 2003, p. 3).  From 
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the pedagogical perspective, researchers have suggested that adult students would be 

best served by a blend of both in-person classes, in which students may participate and 

meet other people, as well as independent, autonomous activities completed on one’s 

own time (Hadfield, 2003).   

Hadfield (2003) speculated that higher education has been missing out on such 

a large share of the student population by not doing more to recruit adult students.  

According to Hadfield (2003), traditional institutions have done very little in attracting 

nontraditional students to the campus, and even less to help retain those students who 

do attend these institutions. As a result, private sectors, corporations and businesses 

have worked to fill this gap in training by providing their own educational training to 

employees (Hadfield, 2003).  Hadfield (2003) suggested that higher education must 

now follow the lead set by private sectors in utilizing superior customer service to 

attract, recruit, and retain working adult students.  

Recruiting Employees Who Study 

According to Hadfield (2003), the subject of “attracting and retaining adult 

learners” (Hadfield, 2003, p.18) “defies empirical study…a target that is so diverse 

and is always moving and changing” (Hadfield, 2003, p. 18).  For example, Hadfield 

(2003) explained that nontraditional students may include “immigrants, displaced 

homemakers, professionals changing careers, individuals seeking personal growth and 

development, grandparents, single parents, and married couple” (Hadfield, 2003, p. 

18).  Copper (2008) further explained that a more logical approach to recruitment 

would be to identify a smaller population within the overall adult population (e.g., 
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employees who study) and work on efforts to recruit that smaller population (Hadfield, 

2003).  Furthermore, Hadfield (2003) does stress the overall importance of strong 

customer service when working with nontraditional students, which is consistent with 

previous research (e.g., Murphy & McGarrity, 1978) that has shown that customer 

service and personal communication are important in the recruitment of students.   

Brown (2004) identified important recruitment tactics for recruiting adult 

students, including creating an integrated marketing campaign, understanding the 

college’s customer – the adult student, and conducting continual research to 

understand who the students are and what programs they need.  Copper (2008), 

echoing Hadfield’s (2003) suggestion that recruiters identify a subpopulation of the 

adult student population to further enhance recruitment efforts, also suggested specific 

actions, which colleges and universities could use in the recruitment of employees 

who study.  These include: 1) discussing financial options prior to the students 

beginning classes; 2) working with businesses and communities, especially to identify 

companies with tuition benefits options; 3) offering flexible courses; offering 

opportunities for adult students to have advising opportunities and work with faculty; 

4) offering credit through prior learning assessment; 5) making assignments more 

contextually connected to the workplace; and 6) including adult students within the 

institution’s mission statement. 

Accommodating Adult Students 

Institutional barriers, coupled with the few financial options offered to working 

adult students, may together create barriers for those wishing to obtain a post-
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secondary degree.  Some of the more common barriers listed throughout the literature 

include lack of time to pursue degrees (Hagedorn, 2005), and lack of financial aid and 

financial assistance to pursue a degree (Hagedorn, 2005; Wlodkowski, Mauldin, & 

Gahn, 2001).  Some colleges and universities appear to be accommodating adult 

students by offering academic and social programs designed to meet the unique needs 

of employees who study.  One popular program outlined by Wlodkowski (2003), is 

the accelerated program, which makes it possible for adult students to complete 

coursework in half the time.  Courses are generally seven to eight weeks versus the 

traditional 15-week semester-long courses.  As described by Wlodkowski et al. 

(2001), accelerated programs may compress class time down to 20 hours, rather than 

the traditional 40 hours.  Additionally, courses may be taught in a classroom or online, 

and part-time instructors rather than full-time faculty are generally hired to teach the 

classes (Wlodkowski, 2003).  As of 2003, there were “250 colleges and universities 

with specifically identified accelerated programs, the vast majority of these designed 

to serve adult students” (Wlodkowski, 2003, p. 5).  Data on accelerated programs 

show some promise regarding the speed at which adults graduate, compared to adult 

students in non-accelerated, traditional academic programs (Wlodkowski, 2003).  

Wlodkowski et al.’s (2001) longitudinal study of 829 adult students in two different 

colleges illustrated that, over a six-year period, the overall percentages of students 

graduating from an accelerated program, at 37%, and a non-accelerated program at 

32%, were close in number.  However, those adult students in accelerated programs 

were graduating faster than those in standard academic programs (Wlodkowski, 2003;  
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Wlodkowski et al., 2001).  Interestingly, one of the findings in Wlodkowski et al.’s 

(2001) empirical study of students in both a traditional and an accelerated program 

was that coming into either program with advanced credit “was associated with degree 

completion” (p. 2).  

Opportunities to complete a degree faster, while still attending college part 

time, may appeal to adult students who must balance many commitments, such as 

family, work and now education.  One way to help adult students reach their 

educational goals in a more timely fashion is to award credit for prior learning, 

referred to as Prior Learning Assessment (PLA).  Klein-Collins (2010) defined Prior 

Learning Assessment “as the process by which many colleges evaluate for academic 

credit the college-level knowledge and skills an individual has gained outside of the 

classroom” (p. 6).  Empirical research conducted for the Council for Adult and 

Experiential Learning  indicated that students receiving some form of credit for prior 

learning were “two and a half times more likely to persist to graduation” (“Prior 

Learning Assessment Services,” 2011, para. 4).  This same report highlighted that of 

62,745 students in the sample, 15,594 had prior learning assessment credit (Klein-

Collins, 2010).  Of the 15,594 students with prior learning assessment credit, almost 

half, at 43%, earned a bachelor’s degree.  Of those students not receiving any credit 

for prior learning, only 15% completed a bachelor’s degree (Klein-Collins, 2010).   

Other colleges are moving beyond accelerated learning and prior learning 

assessment, and using entrepreneurial endeavors to attract and retain adult students.  

Thomas Edison State College (TESC) in New Jersey was designed specifically for 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

47 

adult students.  In addition to online coursework and credit awarded through prior 

learning assessment and military credit, there exist entrepreneurial academic programs 

to meet the needs of the mobile working student (Ritt, 2008; Ziskin et al., 2010).  In 

particular, TESC has designed a variety of course formats specifically for adult 

students’ learning styles.  Many formats were created for independent learners, 

including Flash Track Courses, which are course materials consistent with students’ 

online classes, loaded onto a flash drive, allowing students to access information for 

their online classes anytime, anywhere, even without internet access (“Flash Track 

Courses,” n.d.).  In addition to flexible course formats, TESC offers student services, 

such as advising, financial aid, and registration, entirely online, so that students can 

access these services at their convenience, at any time of the day.  

 It is important to note that these new paradigms in higher education are not 

without controversy.  For example, adopting accelerated programs into one’s 

institution also means letting go of traditional elements of the classroom, such as 15-

week courses, physical contact hours, and even tenured faculty (Wlodkowski, 2003).  

However, traditional colleges will need to begin to embrace new paradigms to 

accommodate the adult students who view themselves as employees first.   

Summary 

Chapter II presented a review of the literature on employees who study, the 

barriers they may face when attending colleges and universities, financial assistance 

available to employees who study, and higher education and adult students. Two areas 

of conflict should be of great concern to higher education personnel and employers.  



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

48 

First, the literature highlights an exponential increase in the overall number of adult 

students entering higher education. Yet, despite this number, only 27% of individuals 

aged 25 and over hold a bachelor’s degree.  Researchers (e.g., Cross, 1981; Fairchild, 

2003; Hagedorn, 2005; Kasworm, 2003; Ross-Gordon, 2011) have warned that there 

exist barriers, which impede the access and retention of adult students in higher 

education.  Furthermore, the research highlights that a larger percentage of adult 

students are participating in non-degree granting coursework (Voorhees & 

Lingenfelter, 2003).  In 2005, only 4.2% of adults 25 and over were taking part in 

degree-granting programs (“The Condition of Education,” 2007).  The reasons for 

such low percentages are unknown, though one reason could be limited financial 

options to attend an academic institution. 

A second area of contradiction as illustrated by the research literature is the 

overwhelming percentage of companies offering employer-sponsored tuition 

assistance benefits to employees, compared with the small percentages nationwide of 

employees making use of such benefits.  The primary reasons for why employees are 

not utilizing such benefits are not fully understood, though one reason could be the 

way in which these populations are recruited by colleges and universities.  

Chapter III will outline the methodology that was utilized for this study.  In 

addition, it contains a discussion of the particular qualitative design that was used to 

further explore this phenomenon. 
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CHAPTER III 

                                         METHODOLOGY 

Chapter III describes the methodology used in answering the research 

questions of the study.  The participants, data collection, and data analysis are 

described in detail.  The purpose of this study was to understand the methods of 

recruitment used by colleges and universities, in recruiting employees who study who 

may have access to employer-sponsored tuition assistance benefits.  

The literature review indicated that while 77% to 90% of companies in the 

U.S. offer some form of tuition assistance (Cappelli, 2004; Dolezalek, 2009), only 6% 

to 11% of employees are making use of such benefits.  There could be several reasons 

as to why so few employees make use of these benefits.  One of the reasons could 

include the extent to which this population is recruited by colleges and universities, 

and the recruitment methods used.  To better understand these issues, a qualitative 

methodology was used to explore the problem identified.  

Research Questions 

There were five research questions that guided this study: 

1. How are colleges and universities recruiting employees who study?  

2. In what ways are colleges and universities collaborating with employers that 

offer tuition assistance benefits, to recruit employees who study?  

3. What sources of support do colleges and universities offer to employees who 

study?  

4. What are the barriers to recruiting employees who study? 
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5. What are recommendations for effectively recruiting employees who study? 

Research Design 

Establishing the Paradigm 

With its roots in anthropology and sociology, qualitative research seeks to 

“explore and understand the meaning individuals or groups ascribe to a social or 

human problem” (Creswell, 2014, p. 4).  Though there are similarities regarding 

qualitative research techniques (e.g., interviewing participants, observations, and 

documents analysis), different paradigms guide the nature of the qualitatively designed 

research plan (Vasilachis de Gialdino, 2009).   

This study was undergirded by the naturalistic inquiry, or paradigm, which 

itself is guided by five axioms, or “basic beliefs” (Lincoln & Guba, 1985, p. 33).  

These axioms are: 1) multiple realities (rather than one reality or truth) exist, are 

interrelated, constructed by the participants, and these different realities are then 

constructed to form a new reality about a phenomenon (Erlandson, Harris, Skipper, & 

Allen, 1993; Lincoln & Guba, 1985); 2) the researcher and the participants “are 

inseparable”  (Lincoln & Guba, 1985, p. 37) from one another, and work together 

throughout the study; 3) the goal of this paradigm is to illuminate a “working 

hypothesis” (Lincoln & Guba, 1985, p. 38), based on the specific cases selected, as 

opposed to creating a known truth generalized to the greater population; 4) due to the 

emergent nature and construction of reality, cause and effect cannot be established 

(Lincoln & Guba, 1985); and 5) inquiries are not objective, and are impacted by 
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values such as those of the inquirer, the choice of the paradigm, the choice of theory, 

and the context (Lincoln & Guba, 1985, p. 38). 

A hallmark of the naturalistic inquiry is its emergent design (Erlandson et 

al.,1993; Lincoln & Guba, 1985).  Naturalistic paradigms begin with an idea or 

purpose, which develops into a set of working hypotheses from which the study 

continues to emerge (Erlandson et al., 1993).  This study began from a conceptual 

framework, which identified the interrelated concepts of recruitment of employees 

who study with access to employer-sponsored tuition benefits, employer and academic 

institutional collaborations, and entrepreneurial tactics in recruitment of this 

population.  This conceptual framework influenced the data collection process, 

however, indicative of this paradigm, as the study emerged, so did themes and 

concepts.  With these emerging themes and concepts, the researcher continued to 

simultaneously analyze and collect data.  When data collection was complete, the 

researcher then moved to determine the themes consistent across the data, to tell the 

story of the issue of college and university recruiting of employees who study with 

access to employer-sponsored tuition assistance benefits.   

Type of Study 

A qualitative methodology, and in particular, a case study approach, was used 

to explore the research questions.  Lincoln and Guba (1985) suggested that case study 

approaches are a characteristic of the naturalistic paradigm because case studies allow 

for the collection of multiple realities from among the various cases.  Additionally, 

case studies may provide more opportunity for transferability (Lincoln & Guba, 1985), 
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which is “the extent to which its [the case study’s] findings can be applied in other 

contexts or with other respondents” (Erlandson et al., 1993, p. 31).  Gay, Mills, and 

Airasian (2009) explained that case study is an ideal approach to use when 

determining “the characteristics of a particular entity, phenomenon, or person” (p. 12).  

Furthermore, Fitzpatrick, Sanders, and Worthen (2011) stated that a case study is 

“particularly useful when the purpose…is to describe something…in depth” (p. 390).  

This study was influenced by the case-study design of Robert Yin (2009), as cited by 

Fitzpatrick et al. (2011), as Yin (2009) advocates for “extending from one case to 

build knowledge” (Fitzpatrick et al., 2011, p. 390) about a particular phenomenon.  

For the purposes of this study, multiple cases were selected to build knowledge 

regarding the phenomenon of recruiting employees who study who may have access to 

employer-sponsored tuition assistance benefits, to determine if certain types of 

colleges and universities are targeting this population of students. 

Instrumentation 

Data collection sources in qualitative research include “interviews, 

observations, documents, and artifacts” (Erlandson et al., 1993, p. 85).  While these 

are the sources from which to obtain information, the researcher serves as the primary 

data collection instrument (Erlandson et al., 1993; Lincoln & Guba, 1985).  That is to 

say, the researcher develops, collects, and analyzes information among these various 

sources.   

Inherent within qualitative research and a naturalistic inquiry, the study begins 

to emerge from a set of working problems and develops into hypotheses, from which 
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the researcher builds a set of basic questions (Erlandson et al., 1993).  These basic 

questions build the foundation from which interview protocols take shape (Creswell, 

2014; Erlandson et al., 1993; Lincoln & Guba, 1985).  Using a semi-structured 

interview protocol (Erlandson et al., 1993; Lincoln & Guba, 1985), as questions are 

asked, the researcher, serving as the data collection instrument, collects these answers, 

and also probes further with participants, to explore participant perceptions, and 

attempts to understand each participants’ constructed reality of the situation 

(Erlandson et al., 1993; Lincoln & Guba, 1985).   

Participants and Sampling 

Participants for qualitative studies are selected using a purposive sampling 

methodology (Lincoln & Guba, 1985).  Purposive sampling is especially important for 

a qualitative study, to fully understand the unique and lived experiences of the 

participants, and to help add depth and understanding to the particular phenomenon 

being investigated.  Citing Patton (1990), Erlandson et al. (1993) defined different 

purposive sampling strategies for selecting participants for qualitative studies, 

including the “maximum variation sampling” (p. 83) strategy.  The maximum 

variation sampling technique, “consists of documenting unique variations that have 

emerged in adapting to different conditions” (p. 83).  It is this maximum variation 

sampling that was used in this study, along with a snowball sampling methodology, to 

identify potential participants.  Lincoln and Guba (1985) stated that, “in this form of 

sampling, one identifies, in whatever way one can, a few members of the phenomenal 
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group one wishes to study.  These members are used to identify others, and they in 

turn others” (p. 233). 

Participants for this study were broken into two distinct groups – primary and 

secondary informants.  Primary informant participants were higher education 

personnel participants who interfaced with adult students, and worked in areas of the 

institution designed specifically for employees who study (e.g., workforce 

development, accelerated programs, and bachelor’s completion programs).  Using the 

maximum variation sampling, eight higher education representatives from the 

following types of schools were selected for this study: two public state-supported 

four-year institutions; two public state-supported community colleges; and two private 

four-year institutions (one was religiously affiliated; one was secular).   

The secondary informant participants included employees who study –  

currently-employed staff members ages 24 and over and who were employed at 

companies offering employer-sponsored tuition assistance benefits, as well as two 

human resource directors, working with (or have had experience working with) 

employees to process tuition benefits paperwork.  Secondary informant data were used 

to further substantiate findings from the primary informant participants.  For 

employees who study, the exclusion criteria included male and female college students 

who were under the age of 24, employees who have never used their companies’ 

tuition benefits, or used them less than six months prior to the time of interview, and 

any students working for a college or university and using their institution’s tuition 

exempt programs.  Exclusion criteria for human resources director included 
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individuals who do not work, or have never worked, for companies that offer tuition 

assistance benefits programs. 

Upon approval by Texas Tech University’s Human Research Protection 

Program (please see Appendix A), an email describing the study, and an attached 

document further describing the study, were sent to the researcher’s personal and 

business contacts (please see Appendices B-E).  Using the snowball sampling 

methodology, the researcher’s personal and business contacts were asked to 

subsequently forward the email and study description attachment to their contacts, 

thus preserving the confidentiality of potential participants from the researcher, until 

those participants wanted to participate.  Potential participants then followed up with 

an email directly to the researcher to indicate interest in participating in the study.  

Five of the participants contacted the researcher directly after receiving the 

recruitment email, at which time interviews were scheduled.  Three of the participants 

replied to the business contacts who sent the recruitment email, and copied the 

researcher.  The researcher then emailed only the participants to schedule their 

interviews.  One participant was scheduled via a phone call with the researcher, and 

three participants chose to schedule their meetings directly through the business 

contact who emailed them the recruitment email. 

The researcher followed up with emails to indicate the date and time of the 

interview, which was scheduled according to participants’ availability.  All interviews 

(except for two) were conducted in person, and of the 12 total interviews, eight were 
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conducted in the participants’ work setting.  Two participants asked to be interviewed 

at a neutral setting away from their places of employment.  

Data Sources 

Qualitative research techniques for naturalistic inquiry include “interviews, 

observations, documents, and artifacts” (Erlandson et al., 1993, p. 85).   Additionally, 

other text-based material (e.g., websites) as well as audio-visual material can be 

considered data sources (Creswell, 2014).  Interviews with participants may be 

conducted in a variety of ways, including one-on-one and in focus groups, face-to-

face, using email, or via telephone (Creswell, 2014).  Guidelines pertaining to 

interview data collection include clear communication and explanation of any relevant 

terminology; the creation of an interview protocol – the list of questions to be used 

with participants, and created prior to the interview; and the decision to audio-record 

and take notes during the interview (Creswell, 2014).  Interviews with all three types 

of participants – higher education personnel, human resources director, and employees 

who study were the primary source of data collection for this study.  Participant 

interviews were the most appropriate source of data collection, as the interviews 

allowed the researcher to gather data directly from those working with employees who 

study or who were employees who study.  

Observations are another source of data collection in qualitative research 

(Creswell, 2014).  This includes “taking field notes on the behavior and activities of 

individuals at the research site” (Creswell, 2014, p. 190).  Observation field notes 

should include “demographic information about the time, place, and date of the field 
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setting where the observation takes place” (Creswell, 2014, p. 194).  For the purposes 

of this study, for the exception of four participants (two of whom specifically asked to 

meet in a neutral, non-work environment setting) the remaining eight participants were 

observed in their settings – their offices, during the time of their interviews.   

Documents also may be used as a data collection source in qualitative 

inquiries.  Creswell (2014) urges researchers to consider using sources in addition to 

interviews and observations, such as documents, because “they create reader interest 

in a proposal and can capture information that observations and interviews may miss” 

(p. 190).  In this study, documents included college view books, pamphlets, company 

information pertaining to outsourced recruitment activities, and institutional websites 

specifically for the programs represented by the higher education personnel 

participants who were interviewed.  Additionally, employer-sponsored tuition 

assistance benefits information provided by the human resources director participants 

was also collected and reviewed.  Documents analysis was important to further 

substantiate data collected from the participants, and determine recruitment 

similarities and differences across different types of colleges and universities.   

Data Collection 

  Interview data were collected from the eight higher education personnel, two 

employees who study, and two human resource directors using a semi-structured 

interview protocol.  A semi-structured protocol allowed the researcher to expand upon 

and follow-up on the thoughts, perceptions, and responses of the participants.  It is 

suggested that interviews take place in a face-to-face format and preferably in the 
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participant’s own setting (Creswell, 2014).  This is to see the participant in his or her 

own environment (Creswell, 2014).  The researcher met in-person with ten of the 

participants; one interview was conducted over the phone, and one was conducted via 

Skype – an internet communication tool.  These two interviews were conducted using 

technology due to the participants’ location out of state and the researcher’s inability 

to travel to the participants. 

 Employees who study, given their schedules, were interviewed on three 

separate occasions, for a total of one to one and a half hours each.  The remaining 

participant interviews (higher education personnel participants and human resources 

director participants) were interviewed once and lasted for approximately one hour 

each.  All participants were asked the same questions within the semi-structured 

interview protocol designed for that type of participant - higher education personnel 

protocol (Appendix F); human resources director protocol (Appendix G); and 

employees who study protocol (Appendix H), with the flexibility to ask further 

probing questions, based on participants’ responses to the initial questions in each 

protocol.  All but two of the interviews took place at each participant’s place of 

employment, to further observe the context in which each participant worked, to 

witness the participants in their natural settings, a quality of the naturalistic inquiry 

(Creswell, 2014; Erlandson et al., 1993; Lincoln & Guba, 1985).  

In addition to participant interviews, observations and documents analysis 

were also used as additional sources of data collection, to help further substantiate 

findings collected from the interviews.  Participants were observed during the 
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interviews.  The researcher took notes in a field notes journal of interesting 

observations throughout each interview.  While at the interviews, publications (if 

applicable) were collected, such as view books, catalogs, and pamphlets.  

Additionally, the researcher collected information from institutional websites to 

confirm details discussed within each interview (e.g., job titles, student population at 

each campus).   

Data Analysis 

Creswell (2014) states that data analysis in qualitative research occurs in 

tandem with data collection.  That is to say, the researcher begins to ascribe meaning 

to pieces of data during the collection phase (Erlandson et al., 1993; Lincoln & Guba, 

1985; Rossman & Rallis, 2003).  Consistent with that approach, the researcher used 

the constant-comparative method of analysis (Maykut & Morehouse, 1994) 

throughout the data collection process, as an informal analysis procedure, from the 

start of data collection.  Using this informal method of analysis allowed the researcher 

to begin thinking about possible themes and form connections between and among 

data sources collected.  

During the course of each interview, the researcher kept a field notes journal to 

further ensure accuracy of what the participants were conveying to the researcher, and 

to observe participants, and their surroundings.  All interviews were audio recorded, 

and immediately transcribed verbatim.  After transcribing the interviews, first the 

researcher used the open-coding method (Corbin & Strauss, 1990; Merriam, 2009), in 

which large chunks of data were color-coded and notated, to identify potential 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

60 

categories and themes.  Saldaña (2009) referred to this type of coding as initial coding, 

as part of a first cycle of coding in qualitative research.  Further defined, “Initial 

coding is breaking down qualitative data into discrete parts, closely examining them, 

and comparing them for similarities and differences” (p. 81).  Initial coding is ideal for 

a “starting point to provide the researcher with analytic leads” (p. 81).   

Next, the data were unitized (Lincoln & Guba, 1985)  - broken into chunks, 

using separate index cards containing smaller chunks of data from the transcriptions, 

to gain a depth and understanding of participants’ responses separate from the 

questions asked.  Rather than unitizing the data by the questions, the researcher 

separated out the unitized data from the questions, and categorized the data by 

common themes visible within the participants’ answers.  The chunks of data were 

categorized thematically, and then re-categorized, to further identify and solidify 

themes.  According to Saldaña (2009), this second cycle of coding is referred to as 

axial coding, which “extends the analytic work from Initial Coding” (p. 159).  This 

Axial coding reduces the initial themes and categories determined during the first 

cycle of coding (Saldaña, 2009).  Because qualitative research produces voluminous 

amounts of data (Creswell, 2014), the multiple themes initially created during the 

initial coding period must be “winnowed” (p. 195), which is “a process of focusing in 

on some of the data and disregarding other parts of it” (p. 195).  This winnowing of 

the data allowed the researcher to then create clear themes to illustrate important 

findings to readers. 
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In addition to coding interview transcripts, documents were also coded to 

identify additional information to substantiate participant information.  These 

documents included college view books, catalogs, and pamphlets specifically for the 

programs represented by the higher education personnel participants who were 

interviewed, as well as website information, and annual reports (when available).  

When higher education personnel participants mentioned critical companies that they 

had collaborated with to help recruit adult students, that information was also 

collected.  Chunks of text within each document were coded using the open coding 

method (Corbin & Strauss, 1990; Merriam, 2009) to further identify possible themes, 

and to substantiate information collected through the participant interviews. 

Trustworthiness 

Qualitative research does not seek to make broad generalizations, or try to 

generalize overall findings to the greater population (Lincoln & Guba, 1985).  Rather, 

specific instances and unique acts are described.  Lincoln and Guba (1985) defined 

four methods to ensure trustworthiness of the data collected and analyzed:  1) 

credibility, 2) transferability, 3) confirmability, and 4) dependability.   

Credibility refers to the likelihood “that credible findings and interpretations 

will be produced” (Lincoln & Guba, 1985, p. 301).  Lincoln and Guba (1985) argued 

that prolonged engagement, the extended period of time with participants, and 

triangulation of data sources, the action of collecting and comparing multiple sources 

of data to further confirm findings, will help to increase the likelihood of producing 

credible findings from data collected.  The average length of time in which a 
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participant was interviewed in this study was one hour, and participant interviews 

were triangulated with other sources of data, including documents from each college 

and university, and the researcher’s own reflexive journal.  Member-checking, which 

is the act of confirming information collected from the participants (Erlandson et al., 

1993; Lincoln & Guba, 1985), was conducted throughout each interview, in which 

participants’ responses were repeated back to the participant, with the participants 

given time to agree, disagree and clarify, or repeat information, to ensure thoughts and 

stories were accurately captured by the researcher.   

Transferability refers to the ability for a reader to gain such an understanding 

from the qualitative piece written that he or she could possibly transfer the information 

read to his or her own contextual world (Erlandson et al., 1993).  Written pieces from 

the participants’ interviews, specifically descriptions and quotes written using thick, 

rich descriptions, helped to provide a detailed contextual background in the story of 

this phenomenon (Lincoln & Guba, 1985). 

Confirmability relates to the ability for someone to confirm the information 

collected, and confirm that findings are accurate (Erlandson et al. 1993; Lincoln & 

Guba, 1985).  For the purposes of this study, a reflexive journal was used to notate 

thoughts, ideas, and questions pertaining to this study.  The researcher also kept a 

methodological field notes journal, in which information collected during each 

interview, with each participant, was recorded.  Additionally, the audit trail for this 

study (Appendix I) serves as a written documentation that actions, such as the 

interviews, occurred (Lincoln & Guba, 1985).   These items – the journals and the 
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audit trail, are considered the predominant forms of confirmability (Lincoln & Guba, 

1985).  

Erlandson et al. (1993) argued that one cannot have confirmability without 

dependability.  Dependability refers to “evidence that if it [the study] were replicated 

with the same or similar respondents (subjects) in the same (or similar) context, its 

findings would be repeated” (Lincoln & Guba, 1985, p. 290).  The audit trail for this 

study (Appendix I), as well as the reflexive journal, serve as tools to illustrate 

dependability.  Dependability in particular is meant to illustrate overall consistency 

within the findings (Elrandson et al., 1994; Lincoln & Guba, 1985).  

Context of the Study and the Researcher 

Context of the Study 

The adult student population and specifically, employees who study - adults 

whose priority is work, with education second -- has been increasing in higher 

education (Kasworm, 2010).  Berker, Horn, and Carroll (2003) reported that in 1999-

2000, one third of the undergraduate population were considered employees who 

study.  Furthermore, the adult student population has limited financial options, as a 

majority of them attend college part time (Hatfield, 2003; Ritt, 2008).  One financial 

option available to employees who study is employer-sponsored tuition assistance 

benefits.  Over three-quarters of companies offer tuition benefits to employees 

(Cappelli, 2004; Dolezalek, 2009), yet only 6-11% of employees make use of their 

tuition benefits (Cappelli, 2004).  
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This qualitative study was designed to analyze the recruitment strategies of 

colleges and universities, to determine if, and how, this population of students is being 

recruited.  Given the naturalistic design of this study, the context of the study included 

the participants’ own environments, which included various college and university 

campuses, to observe participants within their settings.  Four of the participants were 

not interviewed within their natural settings; two participants asked to meet outside of 

their own natural settings, and two were conducted via technology (e.g., Skype, phone 

interview) due to the inability of the researcher to be able to travel to these 

participants.  Given those situations, the researcher was still able to observe the 

participants’ behaviors within the interview meeting, outside of their daily work 

environments.  Only one participant was unable to be observed due to having to 

conduct a phone interview.  In all of these situations in which the participants were 

outside of their environments, the researcher took great care in reviewing and 

analyzing the participants’ institutional and company websites to gain a better 

understanding of the context in which they work.  

Context of the Researcher 

Lincoln and Guba (1985) explained that in qualitative research, the researcher 

is the data collection instrument.  As such, it is important to understand the context of 

the researcher, as my lens – the lens through which I collect, interpret, and report the 

data, are inherent parts of the overall process of qualitative research.   

I am currently a full-time Ph.D. candidate in higher education administration, 

and work part-time in academic-related positions (e.g., graduate assistant, instructor).  
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Throughout my academic career in my doctoral program, I have found a great interest 

in researching the nontraditional student population.  I often wondered why this was 

so, until I realized that I am a nontraditional student myself.  Even though my college 

experience began quite traditionally, after a difficult first year away from home and in 

an academic program that I was concerned would provide me with little to no career 

options, I stopped out of college for one year to assess my future options.  Up until 

that point, my career path appeared to be grounded in music performance, so 

considering new paths was scary.  After taking a year off and volunteering at a local 

elementary school, I had discovered a small college in Boston, Massachusetts that 

afforded me the opportunity to customize my own major; something relatively 

unheard of in 1994.   

While the college provided me with wonderful opportunities, including an 

internship with the Boston Symphony Orchestra, it was a very traditional, residential-

based campus.  As an older commuting student, I often felt out of place with the rest 

of my student colleagues.  Making the matter worse, with the additional summer 

courses I was taking, plus the few credits that transferred in with me, I was in between 

years, so I did not feel as though I had a place in a class.  I did volunteer routinely with 

the Office of Admissions at my institution, which would later be my introduction to a 

career in higher education.   

After graduating from Emmanuel College, I worked for a year outside of 

higher education, until an opening in the Office of Admissions became available.  I 

began my career in higher education in 1998.  While I worked in admissions recruiting 
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students, I took advantage of the tuition remission program at the institution, which 

covered the costs of tuition and fees towards a master’s degree.  However, as a 

working student, I had reservations about going back to school while balancing a full 

time job and other responsibilities.  Despite the college offering a $24,000 master’s 

degree for free, I had to consider the responsibilities and commitment needed to go to 

school part time while working full time.  In the end, the benefits of receiving a 

master’s degree outweighed the concerns I had about how I would be able to complete 

all this work in compressed seven-week (in-classroom) courses while traveling four to 

five months of the year recruiting. 

I now have over 11 years of experience in higher education, and during that 

time, I have possessed all of the important variables present in my study – I was a 

recruiter, I was a nontraditional student, and I was an employee who studied using an 

employer-sponsored tuition assistance benefits program.  Furthermore, I married a 

nontraditional student, who left college to join the Army, and returned as an 

undergraduate student at the age of 29, using his military tuition assistance benefits to 

offset the cost of college.  All of these experiences shape my views, my lens, and my 

interpretation of the phenomenon under investigation. 

Introduction to the Participants 

Participant Introduction and Demographics 

 This section provides an overview of the participants for this study.  Three 

separate participant groups, placed into two distinct categories – primary and 

secondary, were interviewed.  Primary participants, higher education personnel, were 
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the primary data source regarding college and university recruiting of employees who 

study.  Secondary participants – employees who study, and human resources directors, 

were used to add additional perceptions and insights.  

Primary Participants: Higher Education Personnel  

The primary participants for this study were eight higher education personnel 

across six different colleges or universities.  Of the eight higher education personnel, 

six were located throughout the state of Texas, one was in Oklahoma, and one was in 

New Jersey.  The types of colleges, according to the Carnegie Classification System, 

included two community colleges (one large rural and one small rural), two four-year 

public institutions (one a research university with high research activity, and the other 

a state college with a smaller master’s program), and two private four-year colleges 

(one a small religiously-affiliated college classified as a master’s smaller program, and 

the other a small, secular, urban college classified as a doctoral/research university) 

(“Carnegie Classification System,” n.d.).  

Kirk is the Associate Dean of Workforce Development for a community 

college in Texas [1], and has been with this college for 13 years [2].  He started his 

employment at this community college by teaching communications courses on-site at 

a company [3], prior to working full-time in workforce development [4].  Kirk is 

stationed at a regional site of this community college [5], which is a technology center 

shared with the local independent school district in Kirk’s town [6].  According to the 

institutional website, in the fall of 2012, this community college had a population of 

9,678 students [7], and the institutional website reported that in the fall of 2011, the 
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average age of a student was 22 [8], and over half of the students attended part time 

[9].  When asked how many students were using employer-sponsored tuition 

assistance benefits, Kirk explained that the regional site where he works gets “more 

adult students here at our location” than the main campus [10].  

Lauren is the Associate Degree Nursing Program Director at a rural 

community college in Texas [11], and has been with this community college since 

2006 [12].  Lauren works at the main campus [13] for this small college.  In fall 2012, 

student enrollment of this college was 4,341 [14], across all four campus locations 

[15].  The nursing program for which Lauren works has two academic tracks [16], and 

Lauren reflected that the track for the Licensed Vocational Nurse (LVN) tends to bring 

in several employees who study, many of whom are single parents [17].  Lauren 

estimated that about 20% of her nursing students are using employer-sponsored tuition 

assistance benefits to pay for their degree program [18].  

Linda performs several roles at her small, rural community college in Texas, 

currently serving as the Workforce Education Division Director [19].  In addition, she 

“advises for the technical programs” [20], and in spring 2013, she taught four in-

person classes and three online courses [21].  Linda has been with this institution for 

over 15 years [22], and prior to that, she taught courses that were business related in 

high school for nine years [23]. Linda is located at the main campus [24] of this small 

community college, with an estimated population of 4,341 students [25].  Regarding 

employees who study, Linda stated that, “in my area, they [the college] don’t have 

anybody who pays tuition upfront” [26], when asked if students are using tuition 
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reimbursement to attend college.  Linda said that a majority of students in her area are 

ages 25 and up [27].   

Ellen is currently the Assistant to the Executive Dean of Workforce 

Development for a small, rural community college in Texas [28].  Ellen has been with 

this institution for 10 years [29], and she works on the main campus. The college has 

an estimated population of 4,341 students [30].  Ellen has direct experience working 

with employees who study, specifically in the Certified Nursing Aide (CNA) program 

area.  The CNA program tends to bring in primarily employees who study, because 

these students receive no federal financial aid to attend the college, as this is a 

certificate program [31].   

Claire is the Director of Student Services at a four-year research institution in 

Texas [32].  She oversees a bachelor’s degree completion program within the 

undergraduate studies division [33].  Claire has been working with this university for 

11 years [34] and with this particular program since 2009 [35].  The university for 

which Claire works has a total student enrollment of over 32,000 students [36], and 

only 10% of the total undergraduate population is 25 and over [37]. The average age 

of students in the bachelor’s degree completion program is 27 [38].  This bachelor’s 

degree completion program has seen a 400% enrollment increase in three years [39], 

from 44 to 900 students [40], over half of which are place-bound, and rely on the 

internet to complete their degrees [41]. When asked about employer-sponsored tuition 

assistance benefits for employees who study who are students in the bachelor’s 
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completion program, Claire commented that she did not know as “financials are kept 

separate from her” [42]. 

John is the Director of Admissions for a non-profit state college in a busy city 

in New Jersey [43].  John has extensive experience in the corporate sector, and has 

been with this institution for 12 years [44].  According to the institution’s website, in 

2012, over 20,000 students were enrolled [45], and the average age of the student 

population was 35 [46].  When asked how many students come in with employer-

sponsored tuition assistance benefits, John laughed and answered, “a-lot” [47].  The 

state college for which John works is dedicated to the working adult student 

population, which is communicated within the institution’s mission statement [48].  

John’s institution provides education for employees who study from national 

employers, including restaurant chains [49], and is the largest provider of education 

for employees who study from a national logistics company [50].  

Sebastian is the Director of Admissions at a private, religiously-affiliated four-

year college located in Texas [51].  Sebastian came to this position five years ago, 

having spent 25 years in the military [52].  A smaller college, this institution recruits 

about 600 students for every new class [53], for a total institutional enrollment of 

almost 2,000 students, in 2012 [54].  This institution has two online bachelor’s 

completion programs for the working professional [55].  This college admits just as 

many transfer students as they do first-time undergraduate students; about 50% of the 

incoming class is made up of transfer students [56], many of whom are adult learners 

[57].   
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Alan is the Senior Enrollment Manager in the business college at a small, 

private, four-year university in a metropolitan area in Oklahoma [58].  Alan oversees 

the applications of students for master’s degrees in business-related disciplines, 

including the Master of Business Administration, Master of Accountancy, and a new 

master’s degree in Wind Energy [59].  He has been in this position since 2011 [60].  

Of 4,092 students total at this university [61], almost half, at 1,200, are enrolled within 

the business college [62].  Alan’s institution offers two different scheduling options of 

master’s programs – the day programs for full-time students, and evening and online 

selections specifically for working students who attend part time [63].  Alan estimated 

that 70% of students in the master’s programs are receiving employer-sponsored 

tuition assistance [64], at an average of $5,000 in assistance per year [65]. 

Secondary Participants: Employees Who Study  

Two employees who study, both located in Texas, were interviewed to 

determine their perceptions and viewpoints regarding the issues of academic 

recruitment of employees who study with access to employer-sponsored tuition 

assistance benefits.  Below are the descriptions of the two employees who study 

participants. 

McGee is a 53 year old single mother of a 24-year old son [66], and she is 

from Texas [67].  McGee has worked with her current company, a national food-

distribution company for 24 years [68], and has spent the last 13 years as an 

Administrative Assistant [69].  McGee explained that in order to be promoted within 

the company, she was told she would need to earn her bachelor’s degree [70].  Her 
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company’s employer-sponsored tuition benefits plan is a reimbursement program [71], 

offering $3,000 a year in tuition assistance [72].  McGee attends a satellite campus of 

a larger private, religiously-affiliated college.  This campus caters to the working adult 

student [73].  The classes are offered in 11-week semesters, in a compressed format 

[74], with classes meeting in the evenings [75].  Currently, McGee is studying for a 

bachelor’s degree with a concentration in computer science; however, she indicated 

she may change her major to a bachelor’s degree in business [76].  

Debbie is a 60 year old married mother with grown children [77].  Originally 

from New Mexico, and now living in Texas [78], she is currently serving as the 

Director of Nursing at a hospital, where she has been employed for almost 30 years, 

22 of which have been spent in this director position [79].  An ardent supporter of 

education, Debbie holds two years’ worth of college credit in general business, as well 

as a diploma in business, a diploma in nursing, a Bachelor of Science in Nursing, and 

most recently, a Master of Science in Nursing degree [80].  Debbie used her hospital’s 

reimbursement program towards the completion of both her bachelor’s and master’s 

degrees [81].  Debbie attended a small, private, religiously-affiliated college that 

offers flexible courses for working students [82], for both her Bachelor of Science in 

Nursing, and her Master of Science in Nursing [83].  

Secondary Participants: Human Resources Directors 

Two human resources directors from Texas were also interviewed for this 

study, to determine their perceptions and viewpoints regarding employer-sponsored 
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tuition assistance benefits and collaborations with colleges and universities.  Below 

are the descriptions of the two human resources director participants. 

Bob is the Director of Human Resources at a publicly-traded technology firm 

[84] and has worked in the field of human resources since 1989.  Bob’s company 

offers employer-sponsored tuition benefits through a reimbursement program [85] in 

the amount of $4,000 a year [86].  This benefit can be used towards “any education 

approved by [an employee’s] supervisor” [87].   

Penelope has over 17 years of human resources experience [88], and was an 

employee who studied, using company tuition assistance [89], to earn a bachelor’s 

degree [90].  Penelope served most recently as the Human Resources Manager at a 

large, national distribution company that offered $3,000 a year in employer-sponsored 

tuition assistance benefits to employees [91].  Penelope stated that the benefit could be 

used towards courses, which “met with the general positions within the company” 

[92].  

Summary 

Chapter III discussed the study’s methodology and particular research design.  

For the purposes of this study, a naturalistic paradigm and case study design, was 

chosen to highlight the perceptions of 12 participants – eight higher education 

personnel, two human resources directors, and two employees who study.  After data 

were collected and transcribed verbatim, the data were coded using two methods. 

First, the researcher coded the data using the open-coding method (Corbin & Strauss, 
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1990; Merriam, 2009) to identify initial themes, followed by axial coding (Saldaña, 

2009), in which data were unitized (Lincoln & Guba, 1985), to refine themes.  

Chapter IV will present the findings from the data collected, organized into 

distinct themes to highlight the participants’ own experiences and thoughts regarding 

college and university recruiting of employees who study with access to employer-

sponsored tuition assistance benefits.  Participants’ own reflections and perceptions 

are highlighted throughout Chapter IV, to bring awareness to their viewpoints. 
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CHAPTER IV 

RESULTS 

Chapter IV presents the findings of the study.  Each of the themes that emerged 

from the data analysis is explored in detail.  These themes include:  1) the recruitment 

methods used by colleges and universities to recruit employees who study; 2) how 

colleges and universities and employers collaborate on the recruitment of employees 

who study; 3) the support services provided by colleges and universities to employees 

who study; and 4) the perceived barriers to and recommendations for recruiting 

employees who study.   

The purpose of this study was to determine if, and in what ways, colleges and 

universities are recruiting a population of adult students – employees who study, who 

have access to employer-sponsored tuition assistance benefits.  Employees who study 

are working adult students who identify with being an employee first and a student 

second (Kasworm, 2010; Lynch, Gottfried, Green, & Thomas, 2010; Riggert, Boyle, 

Petrosko, Ash, & Rude-Parkins, 2006). This population may have access to employer-

sponsored tuition benefits, which are tuition assistance programs offered by employers 

for employees (Cappelli, 2004).  Research on adult students with access to employer-

sponsored tuition assistance for degree attainment is very limited.  Only a few 

empirical studies were found that examined the participation rates of adult students 

and their usage of employer-sponsored tuition assistance benefits.  The studies that do 

exist (e.g., Buddin & Kappur, 2005; Cappelli, 2004; Fogerson, 2001) have very 

specific foci, such as an emphasis on military students (Buddin & Kappur, 2005) and 
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university staff (Fogerson, 2001).  Therefore, this study sought to contribute to the 

literature on adult students by focusing on a sub-population of adult students – 

employees who study, to determine if and in what ways colleges and universities are 

proactively targeting this population for recruitment purposes.  This study was guided 

by five research questions: 

1. How are colleges and universities recruiting employees who study?  

2. In what ways are colleges and universities collaborating with employers 

that offer tuition assistance benefits, to recruit employees who study?  

3. What sources of support do colleges and universities offer to employees 

who study?  

4. What are the barriers to recruiting employees who study? 

5. What are recommendations for effectively recruiting employees who 

study? 

Findings 

The following section provides the themes derived from the collected and 

coded data.  Each theme is described in detail, with emergent sub-themes described as 

found and noted throughout the data collection process. 

Recruitment of Employees Who Study 

 This section presents the findings regarding recruitment practices of colleges 

and universities of employees who study with access to employer-sponsored tuition 

assistance benefits.  The main theme that emerged included similar and differing 

recruitment strategies used at the colleges and universities. 
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The higher education personnel participants identified that their colleges and 

universities use various recruitment strategies, including traditional recruitment tactics 

(e.g., placing information in view books, attending career and college fairs), visiting 

employers to recruit employees who study, and outsourcing recruitment of employees 

who study.  There did not appear to be a unified recruitment strategy for recruiting 

employees who study within the participants’ institutions.  In response to describing 

recruitment tactics, Kirk, the Director of Workforce Development at a community 

college, explained, “As far as how they [adult students and employees who study] find 

us, that’s a very good question, and that’s something we’ve worked on over the years” 

[93].   Sebastian, the Director of Admissions for a private, religiously-affiliated 

institution, explained that at one time, the organizational leadership and organizational 

management programs, both online and geared towards adult learners [94], had their 

own recruiters.  However recently, Sebastian’s Office of Admissions took over the 

recruiting for these two programs [95].  Sebastian explained that currently, “We don’t 

really do anything special for them [employees who study].  We will just be adding it 

[information about these two online programs] to our marketing pieces, and talking 

about it to prospective students…” [96]. 

Alan, the Senior Enrollment Manager for master’s level business degrees for a 

small, private college, explained that his institution has two full-time recruiters; one 

who travels three to four months a year, and one who works solely with students to 

complete their applications [97].  Alan also said that when it comes to marketing and 

recruiting, they use “traditional routes for undergraduate recruitment - college fairs, 
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career fairs, grad school fairs, and then individual college campuses to talk about our 

grad[uate] programs” [98].  For employees who study, Alan explained that his college 

recruits at after-hours mixers held at restaurants near a busy financial district in his 

city [99].  He went on to discuss advertising at his institution for employees who study 

saying that, “For our working professionals, we do a lot of our advertising through 

local media… local interest magazines…we go through radio spots, we’ve been on the 

news, kind of pitching what we do” [100].  John, the Director of Admissions for a 

state college whose mission is to educate the working adult student, discussed an 

integrated marketing plan in place at his institution to recruit working adult students: 

Our marketing campaign has many pieces to it.  It is the branding, in other 

words, the message that we’re going to be sending…it could be quotes such as 

“it’s never too late…customize your degree programs to meet your needs.” 

…So there’s the message, there’s billboarding, there’s…the messaging at the 

train stops, the newspaper, emails…there are many, many, many pieces to the 

marketing [101]. 

 Not all of the higher education personnel participants’ institutions appeared to have 

the flexibility to customize their messages towards a particular population.  For 

example, Claire explained that her university mandates her to follow the recruitment 

activities set forth by the institution [102] - the same ones in which the admissions 

counselors would also be recruiting traditional students:  

We just follow the same recruiting that every other college [within the 

university] does at [name of university].  So we don’t actively recruit a specific 
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target market. There’s 41 recruiting events that are scheduled through the 

Office of Admissions and Recruiting, and they’re on-campus, they’re at all the 

cities in [state], they bring in students here, but we don’t actively go out and 

participate in anything that’s not, just sort of…mandated by the university, 

outside those 41 activities.  We do some of the local high schools as part of 

those, the 41 recruiting events that we do annually. [103] 

Linda, who is at a small rural community college, said that recruitment for 

programs within her domain of workforce development is done directly through the 

use of the required advisory committee for technical programs [104].  Linda stated, 

“We work with advisory committees to let them know that we can offer training for 

their employees that need to improve their skills.  We also work with the workforce 

board, where they send students for re-training” [105]  

Word-of-mouth. In synthesizing the findings, there did not appear to be a 

similar recruitment strategy among the higher education personnel participants’ 

institutions for recruiting employees who study.  Kirk’s institution does not appear to 

specifically target adult students.  He stated that, “We don’t do a lot of advertising, 

mainly – limited budget on advertising…I just think word-of-mouth…” [106].  Ellen 

explained that a majority of the students with whom she has worked have found the 

program at her community college primarily through word-of-mouth from other 

students in the program [107].  Alan in particular noted that, while the employees who 

study with whom he works might first decide to go back to school and begin 
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considering his institution [108], it is evident that many are talking with current or 

previous students to learn more about the college: 

Yeah, I would say the majority of students…they might have decided, “well, I 

think I want to go back to school. What are my options here [in this city]?” 

And then they find us [the college] that way.  But then, they start asking 

around before they come in.  So, usually, in terms of working professionals, 

when they show up, they haven’t just walked in and don’t know anything 

about us [our college].  Usually, they’ve talked to enough people that when 

they get here, they ask questions about old programs, and say, “is it true that 

you offer such and such a class, or concentration?” …So we know they’re 

talking to people out there [109]. 

Industry-led recruitment. Some of the higher education personnel 

participants spoke about industry-led recruitment, creating self-recruitment tactics, 

which they feel had limited the need for active recruitment of students for their 

particular programs.  However, this was evident with the more technical programs, 

rather than general studies.  For example, Lauren, the Director of Nursing at a 

community college, mentioned that the nursing industry is in a position where in the 

future, licensed vocational nurses (LVN’s) will be mandated to go back to school to 

earn their registered nurse (RN) degree [110], thus helping increase enrollment 

numbers.  Lauren stated: 

The trend right now in healthcare is for a lot of hospitals to receive something 

called magnate status, which means the hospital would be equipped only with 
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registered nurses.  So, a lot of recruitment right now currently, has been 

industry led… so I think that has been a big push where we haven’t had to 

recruit people to go on for the RN, because I think as industry healthcare 

standards are changing, the push for furthering education and fancying 

education, if an LVN wants to work in a hospital…they’re probably going to 

end up having to become an RN. [111] 

Lauren also mentioned the lure of the nursing industry, and specifically, job 

availability and flexibility within this industry, explaining that if a person chooses to 

be a nurse, they are “going to have a job…and you can work two days a week, you can 

work one day a week…” [112].  Debbie, an employee who studies participant, 

confirmed this saying that, “…recruiters are always calling... there’s lots of 

opportunities for nurses, especially in leadership, we get lots of calls…” [113]. 

 Linda also mentioned that certain industries, such as the criminal justice field, 

are requiring employees to obtain additional education should they want to move up 

within the industry [114].  Alan explained that his institution, located in an urban area 

in the Midwest, is one of only two stand-alone colleges to offer the degree programs 

and the flexibility for working adult students [115].  The remaining institutions in the 

area are regional centers affiliated with larger state universities [116].  Alan reflected, 

“We really get a lot of people interested in these programs without having to do a 

whole lot of recruiting, just basically getting information out there in the places we 

know they’re looking, I guess [117]”. 
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In synthesizing and comparing this data to the data collected from both 

employees who study participants and human resources director participants, 

interesting findings emerged.  Both of the employees who study participants, McGee 

and Debbie, confirmed that it was through word-of-mouth from co-workers, that they 

learned of the academic programs at their colleges [118, 119].  Both McGee and 

Debbie also explained that they each saw other employees who studied, making use of 

their employers’ tuition assistance benefits programs, which led them to their 

institutions [120, 121].  When asked how she discovered her institution, Debbie said 

that: 

I knew people who went there.  I had, over a period of time, watched several 

people go through their programs, and heard about it word-of-mouth.  Really 

word-of mouth.  And some of my peers – directors, had gone through that 

program so I knew something about it. [122] 

McGee commented that, “I chose [name of college] because of other teammates 

[colleagues] who had completed their studies and gotten their bachelor’s there and told 

me they’re [the college] geared to older people and evening classes, and you could get 

it all done in the evening” [123]. 

Bob, one of the human resources director participants, said that he has seen his 

employees attend a for-profit institution, and believes that the impetus for attendance 

comes from the expensive advertisements that this institution uses to communicate 

their messages [124].  Penelope, also a human resources director participant, credits 
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word-of-mouth as the vehicle for communicating both the college and the tuition 

benefit:  

…It was all word-of-mouth [how employees who study heard of their 

colleges].  In fact, the majority of the students went to one college in town, 

because that college catered to an adult student.  The majority of the classes 

that they offered…well, all the classes that they offered, started at 6:00 p.m.  

Based on our work schedule our employees were able to meet that school 

schedule, and that was the college [the employees selected].  And because 

other people had gone [to the college], they had really talked up that school; 

how good they were, the professors, to the adult student, and understanding the 

lives of the adult student as far as families, and working full-time and going to 

school [125]. 

Proactive Recruitment of Employees Who Study 

According to some of the higher education personnel participants, their 

colleges and universities are using more direct approaches to recruitment to reach out 

to employees who study.  These recruitment practices include visiting employers 

directly, to meet with human resources directors to recruit students for academic 

programs, and outsourcing recruitment activities.  The smaller colleges in this study – 

Alan’s College of Business at the secular private college, Sebastian’s religiously-

affiliated private college, and John’s state college with an emphasis on working adult 

students, showed instances of utilizing outsourced recruitment activities as well as 

corporate recruitment visits to recruit employees who study for academic programs. 
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Outsourced recruitment activities.  John’s institution recently partnered with 

an organization designed to manage employer-sponsored tuition assistance benefits, 

that acts as a bridge between the college and the company [126].  This tuition 

management firm is aligned with two organizations dedicated to advancing the needs 

of adult learners [127].  John mentioned some of the employers that partner with this 

tuition management firm, and the employers mentioned were very large, national 

corporations [128].  Therefore, for recruitment purposes, partnering with this tuition 

management company could help a college or university target more employees who 

study with access to tuition assistance [129].  When a business partners with this 

tuition management company, employees may access an Internet portal, which would 

show all of the colleges with which that company has collaborated with through this 

partnership [130].  Additionally, this portal allows employees to apply and manage 

their application materials [131], and even receive a small discount on tuition [132].  

John explained that many of the large organizations are now outsourcing the 

management of tuition assistance benefits [133].  

Claire’s institution is also getting help recruiting employees who study, from 

an external entity [134], which markets the institution to working adult students, as 

part of a state-wide initiative to increase the percentage of employees who study with 

a college degree.  As part of this state-run initiative, Claire’s institution was one of 

eight public universities selected within her state, by the state’s higher education 

oversight board, to be part of an initiative to increase the number of adult students 

with four-year degrees in that state [135].  Through this partnership, Claire’s 
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university’s bachelor’s completion program information is featured on one central 

website, hosted by the oversight board [136].  Claire explained that: 

The [name of state oversight board] has a marketing initiative, and they have 

targeted eight institutions in the state of [name of state] for degree completion.  

So, that’s where they [students] land. So, they [students] just come through this 

website.  They [the state education oversight agency] do different pushes of 

marketing for us…they do all the marketing.  So we get a lot of referrals from 

that, or, “hey, I saw your information, your contact information on [name of 

website]…I’m looking to come back and complete my degree”. [137] 

Employer recruitment visits.  Of the eight higher education personnel 

participants interviewed, four mentioned sending recruiters, or other higher education 

personnel, to meet directly with employers for the sole purpose of actively recruiting 

employees as students. John explained that his state college has “an entire division that 

works on creating corporate relationships…to create an agreement where 

organizations that offer tuition assistance will send their students to [the college]” 

[138].   Alan told the story of how instrumental the dean, associate dean, and assistant 

dean within the College of Business at his institution, have been in recruiting students 

for the new Wind Energy program, stating that: 

He [the Dean] was really instrumental in the first year recruiting for the new 

online energy business program – Deans have lots of connections.  And then 

our Associate Dean of the college who runs our MBA program, she goes and 

visits [companies] a lot.  She’s a certified accountant and she’s also an 
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accountant professor…she will go into companies to meet with them and talk 

about it. And then we have…the person who runs our career center in the 

college of business. She is a member of that HR association [Society for 

Human Resource Management]…she goes in and she will actually talk to HR 

people about what we offer. [139]    

 Sebastian, who is the Director of Admissions at a four-year religiously-

affiliated institution, also mentioned the importance of visiting employers directly, to 

recruit employees who study.  Sebastian’s institution entered into a partnership to have 

an outsourced part-time recruiter visit employers to recruit employees who study 

[140].  When asked if visiting employers to recruit employees who study will be part 

of Sebastian’s recruitment practices, he reflected: 

Yes, it will.  This is all really good stuff!  You know, [name of company that 

college will be using to outsource marketing] recruits those online 

students…they haven’t been able to recruit as many as they thought they could, 

so what they’ve done just recently, within a matter of months, is hired a part-

time employee in the [name of city/town where Sebastian is] area, she kind of 

works a little bit with admissions…we’re getting her familiar with the 

university and some of our brochures, but her job – it’s a part time job – is to 

look for those adult learner online students… But in her job description, she’s 

supposed to be looking for employers, corporations that would be trying to 

encourage their employees to go back to school. [141] 
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Even though Sebastian’s part-time representative will not be visiting 

employers until the fall of 2013, his institution currently does visit hospitals to recruit 

for the college’s Bachelor of Science in Nursing (BSN) degree [142].  Debbie, an 

employee who studies, and who serves as a Director of Nursing for a hospital, 

confirmed that as a hospital administrator, she sees recruitment by higher education 

personnel in the hospital setting.  Though Debbie clarified that she had not heard about 

her institution from a college recruiter [143], but through word-of-mouth from other 

employees [144], her college does send recruiters directly to the hospital for 

recruitment of employees who study: 

They do, they do…do that.  They come and do recruiting days here. All the 

schools pretty much do - [name of college] comes sometimes, [another 

college] comes, but yeah, so they’ve been down in the lobby before.  But I 

didn’t pick it up through that way.  I just…when I decided to go, I called them 

and said, can I make an appointment, and I went out there. [145] 

Ellen, a higher education personnel participant, explained that she had recently 

had the opportunity to also visit nursing homes directly for recruitment, with great 

success.  Though not the normal recruiting procedure according to Ellen [146], she 

said that she visited a couple of nursing homes, reflecting: 

…I went in saying, I know you have certified nurses’ assistants.  We have 

classes. We would like to be able to enroll your employees when you hire 

them, knowing that they need that certification.  Like I said, I spoke to the 

directors of HR, told them what we could do…and most of them were really 
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receptive to help.  Because they want to help their employees as well, to get 

what they need.  It did help because I did work in recruiting and outreach, for 

four years…so it did help that I had that experience. [147] 

Recruitment of employees who study is not a centralized function across 

colleges and universities.  Different colleges and universities use different tactics, 

including techniques outside of their control (e.g., word-of-mouth recruiting, industry-

led recruitment).  Furthermore, the analysis of the data highlighted that the smaller 

colleges and universities are using more entrepreneurial tactics to recruit employees 

who study, including outsourcing recruitment activities and visiting employers to 

recruit employees who study into academic programs.  Both employees who study 

participants confirmed that word-of-mouth recruiting was how they discovered their 

institutions.  

Business Relations and Collaborations 

This section explores the collaborations between colleges and universities, and 

local businesses, in the recruitment of employees who study.  Some colleges and 

universities appear to be collaborating with employers to recruit employees who study 

for academic programs.  Others seem to be utilizing business relationships for active 

job placement purposes – primarily through advisory committees by community 

colleges and career center collaborations.  While this is not direct recruitment of 

employees who study for academic programs, it does highlight connections in place 

between employers and colleges and universities.  These connections could be 

broadened to include academic recruitment of employees who study. 
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Active recruitment using business collaborations. Some of the higher 

education personnel participants in this study discussed active collaborations with 

employers to specifically recruit employees who study for their academic programs.  

These proactive recruitment techniques included having an entire division dedicated to 

targeting companies that offer tuition assistance [148]; leveraging college and 

employer partnerships to create scholarship opportunities to help recruit employees 

who study [149]; and visiting with employers to recruit for academic programs [150, 

151].  Here, Alan explained the reason that his institution’s College of Business began 

recruiting employees who study at local companies:  

The reason the energy program does that [calls employers and recruits 

students] is we give corporate discounts to certain employers based on the 

number of students that they send…The company worked that out with our 

Dean.  So every five or six students they send [to us], they get an additional so 

much percentage discount off of tuition [152]. 

Community partnerships and advisory committees.  All of the higher 

education personnel participants discussed ongoing collaborations and connections 

with businesses, which are already in existence.  Some of these connections, as 

mentioned previously, have been used for active recruitment of employees who study.  

In some cases, these connections are being used to meet company employment needs. 

Almost all of the higher education personnel participants (with the exception of John) 

discussed employer and college and university partnerships for career placement 

purposes.   Claire reflected on the partnerships between local employers, adult 
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students in the bachelor’s completion program, and her research university’s career 

center [153], explaining that right now, there is a career center representative who is 

the liaison between the bachelor’s completion program and local businesses [154].  

Alan said that generally, when contacting employers directly, it is for the purposes of 

career placement [155].  Here, Alan described this partnership: 

Usually when we’re calling employers, it’s usually our career center 

calling…saying “hey, I have a student that’s graduating, and this was their 

undergraduate degree, here’s what they’ve done in grad school. I feel like 

they’d be a really good fit for your company, do you have a spot for them,” 

sort of thing.  So kind of…active job placement. [156]   

All four of the higher education personnel participants from community 

colleges discussed companies contacting them for job placement purposes of 

graduates from their institutions [157].  The community colleges may be in the most 

advantageous position to actively recruit employees who study, perhaps due to having 

a direct connection with those in the industry.  Linda, Kirk, and Ellen, all at 

community colleges, noted the importance of advisory boards to their existing 

recruitment activities [158, 159, 160], and discussed those businesses, represented by 

industry leaders on the advisory committees, contacting them directly for workforce 

and placement needs [161, 162, 163].  Kirk explained that “we are required to have 

advisory boards in every one of our technical programs, and those advisory boards are 

made up of people from that industry” [164].  Here, Ellen discussed the link between 

the advisory committee and building relationships in the community: 
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Yes. Yes.  And, [name of Ellen’s supervisor] was the director of the workforce 

[development area at Ellen’s community college]. Because she was the 

director, we would go and we were a part of those advisory committees, but 

part of that was…building relationships because we have been striving to build 

our industrial production side of things, which is wind energy, you know, 

electrical, HVAC [Heating, Ventilation, and Air Conditioning], welding, and 

so in that advisory committee we had key leaders in the community that really 

wanted those things to happen in the community. [165] 

Linda, reflecting on the importance of the advisory board, stated: 

Several people [students] have come through our advisory committees.  In our 

area, we get lots of phone calls for employees, asking us to recommend a 

student [graduate for jobs], or, “do we have somebody who can work part time 

or full time”…so I think that’s a plus.  Not exactly what you’re saying, 

but…we work with businesses that way. [166] 

Even Alan’s institution, the private, four-year university in an urban area of the 

Midwest, utilizes an advisory committee with direct ties to corporations in that city.  

Alan stated that, “There are about 40 people on that advisory board and they tend to be 

all the biggest players in the region” [167].  These advisory boards, therefore, provide 

a direct line of contact with local industry leaders.  Alan mentioned that he thought the 

reason his institution has an advisory board is “to stay, obviously, in front of the 

employers to make sure that the decisions we’re making are going to attract their 

partnership or students…” [168].  
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Kirk spoke about the long-standing collaboration between his institution, the 

local economic development board, and the local Chamber of Commerce [169], saying 

that he can very easily make appointments to go in and talk with businesses to discuss 

their workforce needs [170], due in part to this collaboration [171].  Kirk said: 

We [Kirk, a member from the local Chamber of Commerce, and a member 

from the local economic development board] meet with those businesses at the 

same time, because each one of us provides certain things – services, that these 

organizations can capitalize on. [172]  

Linda also reflected on the importance of this relationship between the community 

college, economic development organization, and Chamber of Commerce: 

We [Linda’s community college] have an ideal relationship [with 

businesses]…our Chamber of Commerce does work with the college, the 

economic development board works with the college.  One of our instructors in 

fact, is the president of the economic development board [173].  

Whether for purposes of proactively recruiting employees who study, or active 

job placement, relationships between colleges and universities, and employers, are 

important and need to be sustained.  However, in light of these findings, it is important 

to note that both of the human resources director participants in this study, Bob and 

Penelope, explained that no college or university recruiter had come to visit them on 

site at their companies [174, 175].  Bob said that while colleges are not coming to him 

[176], his company is also not on college campuses [177], where he would like to be 

to create that presence with the colleges and universities.  Bob explained that he would 
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like to have human resources representatives stationed on-site at college campuses to 

build those relationships [178].  While this would be for active job placement purposes 

for Bob’s company, this approach could help in the recruitment of employees who 

study, by leveraging already existing relationships between employers and colleges 

and universities. 

This section explored the connections between employers and college and 

university partnerships, for the recruitment of employees who study.  Two themes 

emerged from the data.  The first theme showed that smaller, private institutions are 

actively working with local employers to identify tuition assistance benefits programs 

and recruit students into their academic programs who have access to these tuition 

assistance benefits.  The second theme illustrated a different, though no less important 

type of partnership.  This theme was business and college collaborations for job 

placement of students from each institution.  While this deviates from academic 

recruitment, this type of partnership could result in opportunities for higher education 

personnel to gain entry into the company for academic recruiting. 

Support Systems for Employees Who Study 

This section presents four themes related to college and university student 

support of employees who study.  These themes include:  1) course availability; 2) 

prior learning credit; 3) faculty, advisor support; and 4) adult-student focused student 

organizations and events.  

Course availability. One form of support for employees who study, which 

was discussed frequently by the higher education personnel participants, was the 
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flexibility of course offerings and specifically flexible schedules through the offerings 

of online classes and evening courses.  All of the participants commented on their 

institutions offering online and evening classes.  The College of Business for which 

Alan works, offers two different schedule types for its master’s degree programs, 

“daytime sections for full-time students, and then we offer the night section for part-

time students” [179].  Kirk said that his institution “offers a lot of evening courses.  In 

fact, we stay pretty busy in the evenings…some of our automotive courses go until 

11:00 p.m.” [180].  John explained that, at his institution, “99% of what we offer is 

offered from a distance” [181].  The only program with some on-campus classes is 

nursing, for which John’s institution has “the largest nursing school in the state” [182].  

Conversely, several components of the nursing programs at Lauren’s community 

college are offered online [183] except for some clinical coursework.  Lauren said 

that, “when I came [to the college] in 2006, we had been online for a few years as a 

nursing program” [184].  The bachelor’s completion program offered at Claire’s large 

research university is offered primarily online [185], with some partnerships with 

community colleges within the state [186].  Additionally, the bachelor’s completion 

programs offered at Sebastian’s institution, for which recruitment efforts are being 

outsourced and completely reformatted, are offered online [187].  The company that is 

now overseeing recruitment efforts is owned by a higher education publishing firm, 

and offers colleges and universities strategic enrollment, marketing, and online course 

development [188].  This company reviewed the institution’s online courses and made 

suggestions to improve their content.  Sebastian noted that the “faculty actually made 
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[developed] the curriculum…[name of company] they are the online experts, so they 

looked at our curriculum” [189].  Moreover, there will be some campus offerings of 

these same classes [190].  Sebastian said that: 

Now what’s happened here just in the last year, we have the 100% online for 

the OM [organization management] and OL [organizational leadership] 

[programs], but we have, for those online programs, we teach them here [on 

campus] - the faculty here physically teach those classes online.  So we’ve 

already hired them [the faculty], they’re already here, so those faculty 

members are saying, “you know, I could still do this here on campus,” because 

they’re doing it on campus for the ones that were already in the program. It’s 

called “teaching out,” they’re going to teach out the ones that are here on 

campus. So as they teach those out, they’re thinking…if we could recruit a few 

more for the campus, that would sure be nice.  So now, our office [admission] 

is recruiting OM [organizational management] students and OL students, 

organizational leadership students, for on campus. [191] 

McGee, an employee who studies, explained that her institution is a local 

satellite location for working adult students [192], with classes after 6:00 p.m. [193], 

and some coursework online [194].  The courses on McGee’s campus are offered in 

11-week semesters [195], in a compressed design, so students can complete the 

courses faster [196].  In explaining why she chose this college, McGee said:  

I chose [name of college] because of other employees [who] had completed 

their studies and gotten their bachelor’s there, and they [colleagues] told me 
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that they’re [the college] geared to older people and evening classes…you 

could get it [the courses, the degree] all done in the evening. [197]   

Debbie also discussed course flexibility as an important option for working 

adult students, and explained that the master’s program in nursing that she attended 

was geared for those who worked full time [198].  The classes met in-person five 

times throughout the semester, and the remaining coursework was conducted online 

[199].  Debbie stated that: 

The two programs [bachelor’s and master’s] are so different, because it’s 

[master’s degree in nursing] really geared towards someone who’s working.  

So they realize you’re working full time and so they work around your 

schedule.  The schedules aren’t as intense, especially at [name of college 

where Debbie attended], they have very relaxed schedules for their classes, so 

you do a lot of online, you do a lot of presentations, a lot of research on your 

own, and so you’re only in class maybe…five times in the semester, depending 

on what class you are in. And the rest of it is all stuff you do online or post to 

the…their site, you know, you go through all that. [200] 

Penelope, one of the human resources director participants, explained that in 

her experience, “the largest school in the area [a large research university]…they just 

did not offer undergraduate classes after 6:00 p.m.” [201].  Penelope went on to say 

that, “While that would have been the school of choice for most people, it [flexible 

courses for working adult students] just wasn’t offered.  Their business is directed 

towards the traditional student” [202]. 
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Credit for prior learning. In addition to online classes, some colleges offer 

credit for prior learning, also referred to as Prior Learning Assessment (PLA), to their 

students.  Klein-Collins (2006), as cited in a 2007 report for the Council of Adult and 

Experiential Learning, defined Prior Learning Assessment as a broad concept, which 

may include credit awarded for the College Level Exam Program (CLEP) tests, 

Advanced Placement (AP) tests, and a portfolio review to award credit for work 

experiences (“Prior Learning Assessment At Home,” 2007).  Under the definition 

advanced by Klein-Collins (2006), all of the colleges in this study, for the exception of 

Alan’s master’s degree programs, offer prior learning assessment in some form to their 

students.  John said that students who felt they could “document and demonstrate their 

college-level knowledge” [203] for a particular course would be paired with “a faculty 

mentor” [204].  From there, students have to create “a narrative piece and the faculty 

mentor would review it and make a recommendation for credit…or deny a 

recommendation for credit” [205].  Sebastian’s college offers credit for previously 

attempted college coursework [206].  Linda explained that on the workforce side at 

her institution, the college oversight board is very strict with awarding previous credit, 

for the exception of one area of study: 

In the criminal justice field, if they [the students] have their [state law 

enforcement] license, we will accept that credit, because they’ve already been 

to a school – academy.  But they’ve been through the program and we have 

classes equivalent to that and we accept that [207].  



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

98 

At the time of the interview, Claire explained that her institution had just been 

granted permission to offer up to 12 hours of PLA credit for students in the bachelor’s 

completion program [208].  She explained this was granted primarily to serve the 

military students [209].  It is important to note that, Van Noy and Heidkamp (2012) 

offered a more narrow definition of prior learning assessment, and argued that prior 

learning assessment included non-academic credit, such as military credit, and credit 

awarded for work experiences.  Under this definition, only three higher education 

personnel participants spoke of credit, which would be considered PLA credit – John, 

Claire, and Linda. 

Credit awarded for previous work was also mentioned as important to McGee, 

an employee who studies participant [210].  Here McGee explains her business 

degree, which she described as building upon one’s pervious experiences [211]:  

It is a degree that utilizes the experience that you already have in the 

workforce.  It pulls that knowledge in to the applied courses that I already have 

and [courses that] have to be taken, and then you get your degree from that 

standpoint.  So it’s not like you are starting new…and don’t know, from the 

bottom up.  You’re kind of midway through the program… you already have 

knowledge of certain things, but the basic requirements and skills and classes 

to get you to a specific Bachelor’s degree.  I’ve heard it’s become a very 

popular degree with people more my age…you know, because they’ve been 

working forever, so there’s no reason to let that all go to waste. I will get credit 

for 12 hours of work history. [212] 
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At the time of the interview, McGee had not heard from her institution as to whether 

or not she had received those 12 hours of academic credit for prior work experiences.  

Here, McGee reflects on the portfolio process she recently completed to be considered 

for academic credit: 

I had to give a history of my past job experience and what I do right now. That 

was the easiest thing I did!  I completed all that and turned it in, and the VP 

[McGee’s supervisor] looked at it and signed it and I’m sure they’ll either kick 

it back to me and say that’s not what we wanted or it will be applied later on 

down the line, they won’t give it to me until I get to that point.  It encourages 

somebody that has that kind of history back there…it means something…I’m 

not dumb…I’ve been living for a long time now. [213] 

Faculty, advising, and institutional support.  Faculty and institutional 

support, as well as advising, were also discussed frequently as areas of support for 

employees who study.  Alan performs all advising duties for his master’s degree 

students [214] and he explained that, “They’re welcome to come in and meet with me 

face to face, or if they prefer email because they’re too busy, we can arrange that” 

[215].  John’s college, which offers 99% of its programs online [216], offers a full 

academic advising office to help students [217].   

In addition to advising, faculty support was also discussed by higher education 

personnel participants and employees who study participants as being important 

systems of support.  Lauren, a higher education personnel participant, said that her 
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faculty are very supportive of employees who study in the nursing programs.  Lauren 

described why: 

Because many of us worked and got our graduate degrees.  I’ve had a few 

employees who did do the ADN [Associate’s Degree in Nursing] and worked 

to get their BSN before they were employed here, so they know what it’s like 

to have a family and continue education…[218] 

Linda, also a higher education personnel participant, talked about faculty’s 

willingness to assist students, and specifically, to adjust their scheduling services to 

serve employees who study.  She said that, “Our faculty make themselves available to 

work with students when we need to.  One of my online faculty in fact was here last 

night…he set up a tutoring time in case students needed some help” [219].  Kirk, too, 

had seen faculty support for working students.  He said, “I have seen several times 

where our instructors, even during the summer when they’re not scheduled to 

teach…will make an appointment and come see them [the students]” [220].  Sebastian 

also discussed scheduling to accommodate the needs of employees who study, saying 

that his college would be willing to work the classes around employees’ needs [221].  

Sebastian explained: 

I can’t really speak for the Provost but, in a general perspective, we can 

accommodate a lot of requests, particularly if it’s a company that says, “I’m 

going to send you X number of people and I just need them to be in night 

classes…” [222] 
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After advising and faculty support, higher education personnel participants 

discussed other support systems on campus for students, and these included academic 

support services [223, 224, 225], daycare centers [226, 227, 228], workout facilities 

[229, 230], orientations [231, 232], and organizations [233].  Almost all of the higher 

education personnel participants mentioned the writing and tutoring centers available 

for all students.  Claire explained that the on-campus tutoring center offers tutoring 

services at night, online, between 8:00 p.m. and 10:00 p.m. [234].  Interestingly, the 

employees who study have not made use of these services [235, 236].  Debbie, an 

employee who studies participant, stated:  

I know that the Writing Center has really flexible hours and there are times 

when you can catch people who work, plus I think they made appoints…I 

think I saw a thing where you could make appointments. I never did utilize that 

service, but I know some of my peers did and they really got a lot out of 

it…because they really wanted someone to critique their writing, so that was 

good. [237] 

Another form of support was discussed by the higher education personnel 

participants in the areas of specialized orientations and organizations for adult 

students.  Sebastian discussed the orientation for the adult population at his institution, 

saying that “we’ve had a transfer orientation dinner…it’s the Saturday before 

classes…[we] invite all the transfers with their families, literally their kids come as 

well…” [238].  During this orientation, students learn about important elements of the 

institution, such as obtaining ID cards or getting permits for parking [239].  Sebastian 
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commented, “…we do all that in one evening for all the transfers, and many of those 

are adult learners” [240].  Claire’s institution also offers an online orientation, 

developed within the last year [241], to help students become situated with the 

institution [242].  In addition to this orientation, Claire also makes sure to have a 

representative identified in various business service areas (e.g., financial aid, business 

services) at the university [243], to assist these students.  Kirk also discussed having 

services in place to assist students, because “we do get a lot of first-generation 

students, a lot of adult students – we see that there are a lot of them that need a lot of 

help on how to get started” [244]. 

Both of the employees who study participants shared support services and 

experiences at their colleges.  Debbie and McGee both attended two different 

religiously-affiliated institutions [245, 246], and both immediately identified the 

religious mission with offering support [247, 248].  Debbie reflected on how 

supportive her institution was during her time there: 

Of course the instructors are always available, very much so.  It’s a very faith-

based organization, [name of college] so there’s a lot of time spent in 

making…nurturing students, that sort of thing, but they have a…oh what’s the 

name if it…they have a writing center, and you can go in and someone will 

even help you critique your writing, give you tips on that for, if you need to 

write papers or whatever.  They also have an IT support system there, for you.  

Chat desk is there, so there’s help that way, which is really good for students. 

And then the library of course, is there, and the librarians are wonderful there.  
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They’re very hands on…if you want them to be, they’re there for you to help 

you do whatever. And they have great computer labs set up for you to work in, 

if you want to go in to school to study or whatever. [249] 

McGee has since developed a strong working relationship with her advisor, 

and spoke about that as a support service as an employee who studies.  McGee said:  

If I have questions about my classes, I have my counselor that I could just pick 

up the phone and say I need to come in and see him and he would see me at the 

drop of a hat. [250] 

This section highlighted four themes germane to student support for employees 

who study.  First, the support of students by way of available courses and flexibility of 

course scheduling – specifically, online and evening classes.  Also explored was the 

usage of prior learning assessment, which some research suggests may help in the 

recruitment and retainment of employees who study (“Prior Learning Assessment 

Services,” 2011).  The third theme explored areas of student support provided by 

colleges and universities. Faculty and advising support were mentioned frequently, 

along with specific student-focused services such as student orientations and adult-

focused programs. However, it should be noted that for the exception of a few 

programs designed especially for working students, the student support services 

discussed appear to be designed for all students, and not specifically employees who 

study.    



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

104 

Barriers and Recommendations for More Effective Recruitment 

While the findings and themes above suggest strong connections do exist 

between employers and colleges and universities, and that higher education 

institutions are working with employees who study through various support 

mechanisms, some barriers to recruitment were identified within both businesses and 

college and universities. This section explores two themes:  1) barriers to recruiting 

adult students who have access to employer-sponsored tuition assistance benefits, and 

2) recommendations for more effective recruiting of employees who study.  

Barriers to recruitment. Kirk, currently the Associate Dean of Workforce 

Development at a community college, relayed a story of going directly into employers 

to teach employees on site, in his prior role as an instructor [251].  Reflecting on this 

experience, he explained that there had been recent discussions at his community 

college about actively recruiting employees who study [252].  However, he explained 

that he received some pushback from vice presidents and deans due to the lack of 

resources to adequately recruit this population of students [253].  In particular, Kirk 

noted that the primary concern included stretched personnel resources, and 

specifically, having only one recruiter for this community college [254].  Lauren 

expressed her frustration over her community college not having a recruiter, and the 

difficulty in balancing recruitment efforts while maintaining her very busy teaching 

schedule: 

We don’t even have a recruiter for the college right now.  When we talk about 

enrollment being low sometimes…I’m like…we don’t even have anybody just 
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going to high schools.  And part of it is the budget crunch thing, and part of it 

right now…I couldn’t even imagine, because there’s me, and four instructors, 

and I have three different programs going.  I could on Fridays [try to recruit for 

her programs] or something, but…we don’t even have a recruiter right now. 

[255] 

Claire’s bachelor’s completion degree program used to be housed within its 

own college, but recently, her program was placed under the office of the Provost 

[256].  Designed as an interdisciplinary degree program, with courses offered all 

online at the main site of Claire’s large research university, this program requires 

assistance from faculty in several colleges within the university [257].  Here, Claire 

reflects on some of these challenges: 

We used to…when we were [a separate college]…we had financial incentives 

so we could pay the department… “here’s X amount of dollars to build these 

online courses; I want priority registration…put our students in it.”  So we had 

that financial tie to it.  We don’t have that anymore. It’s just good will.  So I try 

to be as nice as possible! [258] 

From a recruitment perspective, it would be beneficial to be able to offer more 

online classes.  Claire explained that currently, things are limited right now [259] in 

terms of courses offered, and it has been a difficult transition for some at this very 

residential university to help out with online students and programs [260]. 

The higher education personnel participants from community colleges in 

particular, spoke of stretched resources at their institutions, including lack of 
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personnel, time, and money to adequately reach out to all populations.  Kirk explained 

why it had been difficult to specifically focus attention on employees who study at his 

institution: 

With the community college, especially with all the state cuts that we’ve 

had…I mean higher education in general, I think with a community college...is 

just…when you look at our organization, we’re not very…we’re not a very fat 

organization – we don’t have a lot of layers, we really don’t. So I think it’s just 

been a matter of, especially as we started seeing student enrollment increase, 

for a few years, we were just trying to scramble just to make sure we could 

accommodate the students that we were getting, so that was kind of our main 

focus to say let’s do a good job with what we’ve got because we’re having this 

challenge of being able to accommodate this student growth. [261] 

Kirk’s community college has only one recruiter [262] for such a large community 

college, therefore, it would probably be difficult to send a person to local employers to 

recruit employees who study.   

Economic concerns may also play a role in additional barriers to recruitment, 

and be connected to release time during working hours, in allowing employees to 

leave during normal business hours to go to a college to take classes.  Kirk said that 

oftentimes, employers are “looking at just, day to day stuff to keep the business 

afloat…they’re looking at, well, can I afford it, or, I can’t afford to have two people 

out three hours a day” [263].  Bob also mentioned that from the employer perspective, 
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value tends to be a concern, explaining that some employers may see these activities 

as “an expense, instead of an investment” [264]. 

The town in which Linda’s college is located is experiencing a strong 

economy, due to the local oil industry [265].  As a result, Linda expressed that it is 

difficult to recruit people because the “oil fields pay so much better…” [266].  Also as 

a result of the strong economy in Linda’s town, employers are now having trouble 

employing enough people to fill positions [267].  As a result, they are hesitant to “be 

willing to give their employees release time to come to school” [268], because they are 

shorthanded already.  Some employers may be more apt to work with employee 

schedules and offer release time to go back to college.  From an employee who studies 

perspective, McGee, who is in an hourly position, stated that: 

I haven’t ran into it, so personally, I can’t speak from it from my side, [but], 

they [the company] will work with you.  Like, normally I take an hour lunch, 

but I will take 30 minutes for lunch, and then leave 30 minutes early to go to 

class.  So they [the managers and the company] will shuffle it [work schedule] 

just a little bit as long as you get your eight hours in. Now, that’s at the end of 

the day.  I do not know how they would operate that around morning, or...if 

you punch the clock or something [such as McGee’s hourly position]…I 

haven’t had to do that yet….[269] 

 Conversely, Debbie, also an employee who studies participant and who is a 

nurse, described a very flexible schedule in taking time off to take classes – one in 

which the hospital works with the nurses so that they can go back to school.  Part of 
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this is the nursing industry itself, as both Lauren [270], a higher education personnel 

participant, and Debbie [271], an employee who studies participant, discussed the 

flexibility in the schedules and shifts of nurses.  Debbie discussed that flexibility: 

Oh sure...yeah, yeah. Very flexible to go back to school, knowing that you 

have to go to school during the day, during work hours.  So, they’re very 

flexible to let you do what you need to do to go to school and then make up 

your time.  You know, they let you flex and work later in the evening or work 

on a weekend or whatever you need to do to cover your hours.  And even my 

people on the floor that work at the bedside, my staff nurses that are in 

school…they [the hospital] work around their schedules.  We all do.  We all 

do.  That’s just what we do.  We know that we need to, so, and you know 

there’s seven days a week, and most of my nurses work 12 hour shifts.  So they 

work three 12’s and are off four, so they schedule their time around their work.  

So they can still work full time and go back to school. [272]  

Economic realities impact all stakeholders affiliated with recruitment of 

employees who study.  Alan, a higher education personnel participant, discussed 

having conversations with students who have to make decisions about whether or not 

they can afford to return to college, even with a promise of tuition assistance: 

In terms of what you’re looking at, I would say a majority of our working 

professionals are receiving some sort of company reimbursement plan. 

Somehow they’re getting tuition money. It ranges…a lot of employers are 

doing $5,000 a year in terms of reimbursement. I’ve had a lot of conversations 
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lately with working professionals who are young working professionals, with 

young families, married, or something…and they’re trying to figure out how to 

finish this [their academic program] in less than five years and still have a life 

and try to find some sort of balance, and be able to pay for it. And so I think 

that’s tough. [273] 

Additional barriers.  Return on investment may also serve as a possible 

barrier for college and university recruitment of employees who study, if employers do 

not see this – paying for tuition assistance for employees, as a worthy benefit.  As 

Bob, a human resources director participant, pointed out that employers want to see 

what they are getting in return for their money [274].  This is an important point from 

the employer perspective; however, it should be noted that those who have used the 

employer-sponsored tuition assistance benefit expressed return on investment in the 

form of raises, promotions, and general maturity in thinking.  For example, Debbie 

said: 

The whole goal of going back to school is to try to increase our knowledge 

base, to be better employees, bring new things back, things that we can share, 

and bring creative ideas…which are things I think you get when you are in a 

master’s program. [275] 

From the college and university perspective, some higher education personnel 

participants did not perceive that employers were actively supporting employer-

sponsored tuition assistance benefits.  For example, when Sebastian was asked about 
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the number of students coming into his institution with tuition assistance benefits, he 

explained that: 

When you look at actual employers that are encouraging their employees to 

come back to work…I don’t see that like I thought that I would.  Really, of all 

the employers, the military is the only one you can really put your finger on.  

There are lots of educational benefits while serving in the military.  And then 

even after you get out of the military, you separate from the military, the GI 

Bill, several other forms of scholarship money, or tuition money, are available 

for military, and that’s the one that really stands out. [276] 

Lauren, one of the higher education personnel participants, spoke of an issue 

when working with a company to recruit employees who study with access to tuition 

assistance.  She had created a reciprocal program with the local hospital, in which the 

hospital would send her students, using their tuition benefits, and she would save 

spaces for the students in the nursing program, barring they passed all required 

examinations [277].  Lauren then learned that the hospital never reimbursed one of the 

students [278].  She discussed this experience: 

I would be willing to try it again, and I don’t know with the same players it’s 

going to be effective.  But if a player changed, I think it could be real effective. 

I have even mentioned it again, this year, as they were looking at some 

changes with the LVNs in certain clinical areas. But, I have not heard any 

feedback from the hospital.  So, I am definitely willing because it’s a “for 

sure” pipeline feeding us… [279]. 
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One other barrier touched upon in the recruitment of employees who study 

included the difficulty in contacting employers.  Ellen, a higher education personnel 

participant, described her experiences when calling employers:  

It’s not easy.  It’s not easy at all [to call employers].  And I would call the 

nursing home, and I would talk to the receptionist and ask for that person’s 

email address.  And if it’s not a good address, it comes back undeliverable, so 

then you call again…sometimes it can take…hours…to get…quite a few 

phone calls before you ever get an email address! [280] 

The usage of employer-sponsored tuition assistance benefits at both Bob’s and 

Penelope’s employers is not high, which is consistent with the literature that suggests 

only 6%-11% of employees are making use of their benefits programs (Cappelli, 

2004).  Bob said that the benefit “creates more value than the cost, and what I mean by 

that is, a lot of people get excited about it but don’t use it” [281].  Penelope estimated 

that given the culture within her former company, “we have a successful program, 

even though there may have only been about 3% of the total employee base that took 

advantage of it” [282].  She went on to explain this further: 

The majority of the employees, the demographics…they’re not motivated by 

education.  I think their motivations come in different ways – by family, by 

having a good job that pays the bills…it’s just not education.  I believe the 

people who did choose to utilize the benefit may not have chosen the road to 

education had they not been offered the benefit. [283] 
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In light of these findings, both human resources director participants were 

asked how the employer-sponsored tuition assistance benefit is communicated to 

employees.  Penelope explained that the benefit was communicated at her former 

company via new employee orientations and employee meetings [284].  Bob 

explained that the benefit is mentioned at his company’s “onboarding” orientation 

[285].  Though both of the employers’ programs discussed in this study do have ways 

to inform employees of this benefit, very few employees take advantage.  Bob 

suggested that many employees are not using employer-sponsored tuition assistance 

benefits due simply to the thought of going back to school, especially for employees 

who have just come out of school, may be too much to bear at that moment in time 

[286].  Penelope felt that the culture at the company could dictate whether or not 

people go back to school, explaining that the culture at her company was one in which 

the employees as a whole did not value education [287].  

McGee, an employee who studies participant, offered her own suggestion of 

why employees at her company may not be utilizing tuition assistance benefits as 

much, with focus on financial and time constraints, saying that: 

That’s a big chunk of money [that employees must pay towards tuition] that is 

required every 11 weeks…a lot…it has to do with too much going on in their 

own family lives right now.  I do see more of the guys take advantage of this 

[tuition assistance benefits program]…I’m not sure why…than a lot of the 

females.  The support people – there are more females that seem to take 

advantage of this.  But as far as the warehouse, transportation…that kind of 
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thing…it’s mainly not the women.  I guess because, family…home.  That’s the 

only reason I can think of. [288] 

Recommendations for Recruitment of Employees Who Study 

The main suggestion by both higher education personnel participants and the 

human resources director participants for recruiting more employees who study was 

stronger communication between businesses, and colleges and universities, to educate 

one another on how to better serve the adult student.  Kirk, a higher education 

personnel participant, said that: 

I think like anything, we can always improve on what’s being done.  I think 

one way that can help that collaboration, I don’t know if it’s so much what 

they [employers] can do but what we can do, to help with the collaboration – I 

think a lot of that is just, number one, letting the employers know we’re here, 

letting the employers know what kind of things we can provide to the company 

from [name of college]. [289] 

 In tandem with this suggestion, some of the higher education personnel and 

human resources director participants suggested a town-hall meeting or round-table 

discussion to bring together individuals from higher education and businesses, to 

network and assist one another in the recruitment process of employees who study.  

Penelope, a human resources director participant, shared her dissatisfaction with what 

she perceived as a lack of support from the colleges [290].  She shared a suggestion 

for bringing both entities together, saying, “You know what?  Even if the college 

would set up a luncheon and invite people, invite some of the local businesses that 
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offer this benefit, or have an interest in offering the benefit…” [291].  Penelope 

continued with suggestions of the ways in which these networking opportunities could 

be implemented, explaining that it could be that “each different school sets up their 

own luncheon and sends out their own invitations or whatever...” [292]. 

Sebastian also suggested a gathering to bring employers and his institution together to 

discuss one another’s needs.  He offered the following suggestion: 

If there were a local company that was wanting to develop a relationship with 

us, we would be more than willing to send admissions counselors to their 

company.  If they had staff meetings to talk about programs, if they wanted to 

get them altogether for a town hall meeting to talk about education benefits, we 

could be right there to talk about what [the college] has to offer.  We would 

definitely jump right on…[293] 

Alan, a higher education personnel participant, also stated that, “we would 

certainly be willing to come in and do anything with a company and do some sort of 

presentation – we’re all about getting more…getting the right students in the program” 

[294].   Alan also suggested leveraging alumni assistance in the recruitment of 

employees who study [295], saying: 

I think ideally we should use our alumni contacts more than we do.  We really 

don’t use them unless we figure out there’s some particular need to so for the 

energy business program for example, we reached out to the alumni we had to 

say, “hey we’re starting this new program.”  But in terms of just recruiting 

general students into normal stuff, we really don’t use them…But the alumni 
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here are really so prominent, and prevalent…and pervasive in companies that 

we really should use them and we don’t.  So, we’re hopeful that they’re out 

there giving us good word-of-mouth but…we’re not using it.  I think that 

would be one area I would see, if we could come up with some strategies to 

really utilize recruitment there [in companies, for employees who study] from 

alumni. [296] 

 Both Claire and Lauren, higher education personnel participants, suggested 

more communication directly with employees who study, and in particular, being clear 

on costs of college attendance, and “packaging” [297] the costs so employees who 

study could plan ahead.  Claire suggested this because she said, “there’s nobody 

helping them [students] understand the cost” [298].  She went on to describe her vision 

for packaging the entire cost to an employee who studies: 

...Admissions pitches this – “here’s four years, with tuition, room, board, fees 

it’s $86,000..here’s what it is for four years.”  But what if, for a junior or 

senior, because we can take in 66 hours from a two-year college and an 

additional 24 hours, as long as they take their last 30 hours at [name of 

university] with us, we give them a degree.  So if we could package the last 30 

hours, what is that?  How much does that cost?  “Your company’s going to 

give you this, it’s going to cost you $28,000”...I mean, I’m just making these 

numbers up, but…we could package to students. [299] 

Lauren also suggested packaging financial details to employees who study, 

especially in light of her difficulty with a hospital not reimbursing an employee who 
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studied [300], saying, “…maybe something I could do is give them a semester by 

semester fee amount for tuition and books” [301].  This suggestion is directly related 

to Copper’s (2008) suggestion of explaining all financial responsibilities in advance to 

adult students. 

Another suggestion made by Claire was for higher education personnel to 

focus their recruitment efforts on the larger corporations [302] because it creates a 

larger pool of students.  The only caveat to this suggestion, however, is if a large 

company is outsourcing tuition.  John explained why a recruiter cannot speak with the 

company directly, if the company is outsourcing tuition: 

So, a lot of these big organizations are now outsourcing their TA [tuition 

assistance] so to speak…working with outsourced organizations who manage 

their tuition assistance.  So you can’t go directly to the organization.  If you go 

directly to the organization they’ll say, “we’re working with [name of 

company that outsources tuition], and then you have to go through whichever 

company that is. [303] 

Ellen, a higher education personnel participant, said if there were ways to 

encourage employers to continue contacting the colleges when academic needs arise, 

that would be beneficial [304].  Alan shared this feeling as well, saying “I think it 

would be great if we could…if other employers who were really interested in having 

their employees educated…that were smaller or not on our radar…be able to approach 

us about it” [305].  All of this ties directly to what Kirk mentioned about the 

importance of making those connections for the employers: 
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How do we connect that they have the want and they have a system in place, 

and they have a tuition reimbursement, and they’ve got…individuals that are 

ready to go to school, how do we connect that with us, who can then offer what 

it is that they’re looking for?  You know because if they don’t know that we 

can do that for them, we’re not making that connection; we’ve got to make that 

connection to let them know and then see what happens from there. [306] 

While some colleges are visiting employers, both human resources director 

participants explained that no college recruiter was visiting their businesses [307, 

308].  For example, when asked if colleges were coming into Bob’s company for 

active recruitment, his answer was, “You ask, are the universities coming to us? No. 

Are we coming to them? No.” [309].  Bob’s suggestion, which is related to active job 

placement and not necessarily college recruitment, could still strengthen ties between 

employers and colleges and universities.  Bob said that he would like to set up a 

partnership where there is a dedicated office for his staff on select college campuses, 

and human resources personnel can rotate and have visibility from week to week on 

the college campuses, which graduate a “higher level of [computer] developers, or 

accountants, or whatever it is you [the company] need” [310].  Even though this 

suggestion is related to placing employees into job openings, this type of relationship 

could be parlayed into recruiting employees for academic programs as well. 

McGee, one of the employees who study participants, offered 

recommendations to colleges and universities, and employers, to help in the 

recruitment of employees who study.  On the college side, despite flexible scheduling 
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of courses, McGee explained it would still be beneficial for employees who study, if 

colleges and universities extended their business and service office hours to evenings 

and weekends, [311], to better accommodate employees who study.  An example 

provided from McGee included weekend courses for professionals working during the 

week [312].  For financial assistance in paying for tuition, McGee suggested that 

employers draw out a certain amount of money from each employee’s paycheck, to 

“bank” the money for each employee, similar to a retirement plan.  Then, when the 

tuition bill is due, the employee could draw money from this banked account, and the 

company could repay the employee based on grades earned in each course [313].  

Interestingly, this is what Debbie, the second employee who studies participant, did to 

stay financially ahead of her tuition bills [314], while waiting for her employer’s 

reimbursement. 

This section presented barriers to recruitment of employees who study, which 

include financial barriers, time constraints, and economic forces.  The second theme 

explored recommendations for strengthening employer and college and university 

relationships, to further strengthen recruitment of employees who study.  The 

recommendations varied, with the most common recommendation being a networking 

or town-hall meeting to discuss the needs of both employers and colleges and 

universities. 

Summary 

Chapter IV presented the findings from the data analyses of the data collected 

from the study participants.  Included were the voices and thoughts offered by higher 
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education personnel, human resources directors, and employees who study, as well as 

their own perceptions and interpretations of the issue of recruitment of employees who 

study with access to employer-sponsored tuition assistance benefits. 

  In this chapter, the reader was first presented with the data collection and 

analysis methods used in this study, followed by the introduction of the participants.  

Next, the findings were introduced as broad themes, with sub-themes highlighted.  The 

first finding was recruitment of employees who study, with two themes – recruitment 

differs across colleges and universities, and smaller colleges are the most 

entrepreneurial in their tactics.  Next, relationships between businesses and colleges 

were explored, which highlighted two themes - active recruitment of employees who 

study – again, illustrating the smaller colleges as being more entrepreneurial in 

recruitment efforts, and the usage of business relationships for active job placement by 

colleges and universities. 

The third theme explored the support systems in place for employees who 

study.  While most of the support systems offered appear to be for all students, these 

systems do appear to support Copper’s (2008) assertion regarding the support system 

needs of adult populations – flexible course schedules and credit for prior learning.  

The final section explored barriers and recommendations for stronger recruitment of 

employees who study.  Some of the barriers included stretched resources, such as 

personnel shortages and budgetary concerns, economic realities, which impact 

recruitment, and employers’ approval of release time for employees. 

Recommendations offered by the higher education personnel participants for the 
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recruitment of employees who study included more open communication between 

employers and higher education personnel, especially related to what each entity can 

offer one another, and the use of alumni to help recruit employees who study. 

Chapter V will explore discussions of these findings, as well as implications 

and recommendations for higher education administrators and institutions.  In 

addition, the study’s own limitations are discussed, and areas for future research are 

suggested. 
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       CHAPTER V 

                                                       DISCUSSION 

Chapter V provides an overview of the study, as well as a discussion of the 

study’s findings.  Implications and recommendations for higher education institutions 

are also discussed, and suggestions for future research will be presented.  

Overview of the Study 

The purpose of this study was to determine if, and in what ways, colleges and 

universities are recruiting a population of adult students – employees who study, who 

have access to employer-sponsored tuition assistance benefits.  This study was 

informed by a conceptual framework, which investigated the intersecting relationships 

of recruitment of employees who study who may have access to employer-sponsored 

tuition assistance benefits, the entrepreneurial endeavors needed to recruit these 

students, and the importance of recognizing the unique needs of adult students in 

general.  The conceptual framework provided a foundation from which to understand 

the complex relationships between colleges and universities, employers, and 

employees who study; and the need for more educated citizens, the growing adult 

population, and recruitment of working adult students with access to employer-

sponsored tuition assistance benefits.   

While few models exist to suggest the choice patterns of adult and 

nontraditional students (Cruce & Hillman, 2012), some research has shown that 

contributing factors to nontraditional students’ college decisions include engagement 

with faculty (Wyatt, 2011); costs associated with attending a particular institution 
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(Bryant, 2012; Noel-Levitz, 2012); and student support services offered (Brown, 2004; 

Johnson & Cantrell, 2012; Wyatt, 2011).  In addition to these factors, customer service 

has also been suggested as a possible factor influencing college choice.  Therefore, 

researchers (e.g., Bash 2003b; Hadfield, 2003) are calling on the need for more 

customer-service based treatment of adult and nontraditional students (Hadfield, 

2003), as well as entrepreneurial endeavors on the part of colleges and universities 

(Breneman, 2005) in this time of declining state funds, to recruit employees who 

study.  Copper (2008) suggested that college and university recruiters consider 

collaborating directly with employers for the purpose of recruiting this population of 

student.   

Additionally, Lynch, Gottfried, Green, and Thomas (2010) urged institutions 

of higher education to recognize that employees who study bring many unique factors 

with them, called inputs, to college and university campuses. Rather than the 

traditional inputs, such as residing on campus, using federal financial aid to pay for 

classes, and attending college full time, many employees who study may attend 

college part time, care for family members, and use funding sources in addition to, or 

in place of, federal financial aid.  These inputs should play a role in shaping 

institutional policies and activities (Lynch et al., 2010), and this could include 

modifying recruitment tactics to reach out to employees who study. A qualitative 

methodology and a case-study design were used to conduct this study, which was 

guided by five research questions: 

1. How are colleges and universities recruiting employees who study?  
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2. In what ways are colleges and universities collaborating with employers 

who offer employer-sponsored tuition assistance benefits to recruit 

employees who study? 

3. What sources of support do colleges and universities offer to employees 

who study?  

4. What are the barriers to recruiting employees who study? 

5. What are recommendations for effectively recruiting employees who 

study? 

Study participants included eight higher education personnel, two human 

resources directors, and two employees who study.  The higher education personnel 

were from six different colleges and universities.  Kirk is the Associate Dean of 

Workforce Development at a large community college in Texas with 10,000 students.  

Lauren, Linda, and Ellen work for a small, rural community college in Texas, with 

approximately 4,000 students, and no admissions recruiter.  Lauren is the Associate 

Degree Nursing Program Director, Linda is the Workforce Education Division 

Director, and Ellen is the Assistant to the Dean of Workforce Development.  Claire is 

the Director of Student Services for a bachelor’s completion program at a large, 

emerging, research university in Texas.  John is the Director of Admissions at a state 

college in New Jersey, dedicated to the working adult student population.  Alan is the 

Senior Enrollment Counselor in a College of Business at a small, private college in an 

urban area of Oklahoma, and he works primarily with graduate business students.  
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Sebastian is the Director of Admissions at a small, private, religiously-affiliated 

university in Texas.   

In addition to the higher education personnel participants, there were four 

secondary participants – two employees who study, and two human resources 

directors.  The two employees who study were McGee, an Administrative Assistant 

working for a national food-distribution chain in Texas, who was pursing her 

bachelor’s degree at the time of this study, to be prepared for potential promotions in 

the company.  Debbie is a Director of Nursing at a hospital in Texas, and recently 

completed her master’s degree in nursing from a small, private, religiously-affiliated 

college.  The two human resources director participants were Bob, a Human 

Resources Director at a national, publicly-traded technology company in Texas, which 

offers $4,000 to employees for tuition assistance, and Penelope, who served most 

recently as the Human Resources Manager at a large, national distribution company 

that offered $3,000 in tuition assistance to employees.   

All participants participated in interviews that explored their experiences and 

perceptions of recruitment practices, business collaborations, support services, barriers 

to recruitment, and recommendations for more successful recruitment and 

collaboration between employers and colleges and universities relative to employees 

who study.  
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Discussion of the Findings 

Recruitment of Employees Who Study 

The colleges and universities represented in this study use a variety of tactics 

to recruit employees who study, including word-of-mouth recruitment of future 

students from employees who study (either current students or alumni); collaboration 

with advisory committees (committees made up of local industry leaders representing 

a particular industry, such as automotive); reliance on external factors, such as 

offering the only academic program within the area, or being the only stand-alone 

institution within the city; collaborating with local community leaders; and even 

outsourcing recruitment activities.  Most of these tactics, however, are indicative of 

general recruitment practices usually targeted towards traditional-age college students. 

Researchers (e.g., Copper, 2008; Hoover, 2009; Johnson & Cantrell, 2012) 

have suggested that colleges and universities need to go where the employees who 

study are – at places of employment and out in the community.  Of the eight higher 

education personnel participants, four were meeting with employers, for the purpose 

of recruiting employees who study into academic programs.  Additionally, of these 

four institutions, three were four-year institutions (John’s state college, Sebastian’s 

private four-year university, and Alan’s private four-year college), and one was a 

community college (Ellen, working with the Certified Nurse Aide program).  

Additionally, three of the higher education personnel participants affiliated with 

community colleges discussed collaborating with local community agencies to help in 

recruiting employees who study.  This is an important finding, as it highlights a 
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connection among the community colleges and local agencies, and the community 

colleges visiting with local employers to help in academic recruiting functions. 

 Many of the higher education personnel participants in this study appeared to 

be utilizing more traditional academic recruitment practices; however, more 

innovative practices may be needed to reach out to employees who study.  Breneman 

(2005) urged higher education institutions to adopt more entrepreneurial practices to 

remain competitive, and especially at a time when state support for higher education 

has been declining (Duderstadt & Womack, 2003).  Some of the higher education 

personnel participants in this study (John’s state institution, Claire’s research 

university, and Sebastian’s private university) discussed using more innovative 

recruitment practices, such as outsourcing recruitment activities to recruit employees 

who study.  Of these three institutions, two were state institutions, which appears to be 

counter to Green, Jaschick, and Letterman’s (2011) national survey of undergraduate 

admissions directors, which suggested that private colleges and community colleges 

were more apt to specifically recruit employees who study, as opposed to state 

institutions. This could be due to a few reasons, including diminishing state support at 

both Claire and John’s state institutions, as well as John’s state college having an 

emphasis on serving employees who study.  

Furthermore, other studies have indicated that community colleges serve a 

larger percentage of nontraditional and adult students in general (e.g., Berker, Horn, & 

Carroll, 2003; Kasworm, 2003; Van Noy & Heidkamp, 2012).  However, it was the 

four-year colleges and universities (John’s state college; Sebastian’s private 
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university; Alan’s private university), which discussed specific actions to recruit 

employees who study, as opposed to the community colleges in this study.  This could 

be because, as society needs more educated citizens, and especially individuals with 

bachelor’s degrees, four-year colleges and universities may need to recruit more 

employees who study to meet those demands.  Additionally, these institutions may 

have specific recruitment areas, or may be expanding their recruitment, especially to 

compete with emerging for-profit institutions in the higher education market.   

However, it is also important to recognize the differences between these 

institutions, their contexts, purposes, and missions – which do shape institutional 

practices.  Community colleges serve specific service areas within the states in which 

they are located, as opposed to embarking on national recruiting efforts (Cohen & 

Brawer, 2008).  Community colleges are “centers of educational opportunity” (“About 

Community Colleges,” n.d.).  The community college mission includes educating “all 

segments of society” (“About Community Colleges,” n.d.), and is dedicated to 

“serving the community…and lifelong learning” (“About Community Colleges,” n.d.).  

In 2007-2008, 40% of the undergraduate population at community colleges were 

employees who study – they were employed full time and considered part-time 

students.  Therefore, it is possible that the community colleges in this study did not 

focus on recruitment practices specific to employees who study, because recruitment 

of this population could occur as an extension of their missions.  For example, Ellen, 

the Assistant to the Executive Dean of Workforce Development, explained that to 

reach out to the community, her community college offers community-based 
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programs, such as parenting classes, and alcohol awareness.  She also explained that 

these services have exposed a variety of students to the community college. Therefore, 

it is possible some employees who study may be recruited through these community 

outreach avenues. 

The findings of this study partially support the literature on recruitment of 

employees who study, with seven out of eight of the higher education personnel 

participants (all but Claire’s large research university) meeting directly with 

employers or community agencies to help with recruitment of students in general, as 

well as employees who study in particular.  Researchers have described the adult 

student population as being very difficult to recruit, due to diversity in ages, career 

goals, and the multiple roles these students hold (Copper, 2008; Hadfield, 2003), such 

as spouse, parent, caregiver, employee, and college student.   

For more effective recruitment, Copper (2008) explained that colleges and 

universities must create a very clear focus regarding which sub-population of the 

nontraditional student population they wish to recruit, and design recruitment tactics 

accordingly.  Except for one college in this study (John’s institution, which serves 

working adult students), the remaining institutions are recruiting a variety of students, 

including the traditional-age population, in addition to employees who study.  One 

reason for this could be that some of these institutions, to still remain competitive with 

other colleges and universities, must still recruit traditional-age students.  For 

example, Claire, the Director of Student Services for a bachelor’s completion 

program, is employed at a large, emerging research institution.  This particular 
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university is very competitive in Division I athletics.  Therefore, recruitment of 

traditional-age students would still be important to Claire’s institution, to meet athletic 

team needs.  However, a second reason could be that some of the colleges and 

universities may not see a reason at this time to expand beyond their current focus, 

from this traditional recruitment model, towards one which focuses on employees who 

study. 

Market forces illustrate that the nontraditional and adult student populations 

are increasing exponentially across college and university campuses (Kasworm, 2003; 

Ritt, 2008; Wlodkowski, 2003).  In 1999-2000, employees who study constituted one 

third of the undergraduate population (Berker, Horn, & Carroll, 2003).  However, 

fewer than 25% of employees who study were enrolling in bachelor’s degree programs 

(Berker et al., 2003).  This same study indicated that of employees who study who did 

enroll in bachelor’s degree programs, “33% of those students had an average of $2,200 

in employer aid” (Berker et al., 2003, p. viii).  To meet society’s growing demand and 

need for an educated workforce with bachelor’s degrees (Carnevale, Smith, & Strohl, 

2010), colleges and universities will need to tailor recruitment practices to enroll more 

employees who study with employer-sponsored tuition assistance dollars (Van Noy & 

Heidkamp, 2012).  However, the present data illustrate that community colleges 

appear to be the institution of choice for employees who study (Berker et al., 2003; 

“Fast Facts From Our Fact Sheet,” 2013; Kasworm, 2003).  Community colleges will 

also need to continue enrolling employees who study to produce graduates to fill jobs 

which require associate degrees.  This is especially important, as, in 2012, President 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

130 

Obama called upon community colleges to help meet the nation’s goal of educating 

two million citizens to strengthen the skills of the workforce (Field, 2012). 

Business Relations and Collaborations 

All of the higher education personnel participants confirmed the long-standing 

relationships their institutions have in place with local employers, and some discussed 

relationships with local community boards, such as Chambers of Commerce and local 

economic development agencies.  These relationships are useful to recruiting 

employees who study (Copper, 2008; Hoover, 2009; Johnson & Cantrell, 2012). 

Findings from this study support the literature regarding business and educational 

collaborations, including Pusser, Gansneder, Gallaway, and Pope’s (2005) study, 

which found that partnerships between colleges and companies were especially 

prevalent at community colleges, a finding supported in this study.  

However, findings from this study do not support the literature, which 

illustrates the importance of creating clear partnerships for the purposes of academic 

recruitment.  Van Noy and Heidkamp (2012) explained that, “employers can play a 

significant role in promoting lifelong learning for their employees” (p. 25).  Even 

though all of the participants in this study discussed collaborating with employers and 

local community agencies on some level, only four higher education personnel 

participants discussed meeting with employers for student recruitment activities.  The 

remaining higher education personnel participants discussed working with employers 

and government agencies for active job placement purposes of current students, rather 

than student recruitment purposes.  Both of the human resources director participants 
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in this study confirmed that no college recruiter had ever come to their companies to 

meet with human resources personnel to market academic programs, or recruit 

students for academic programs.  Only the higher education personnel participants 

from community colleges discussed specific, career pathways created between 

themselves and local employers.  This could be because these participants represented 

the workforce development side of their institutions.  Additionally, clear career 

pathways could be a product of the community colleges’ missions and responsibilities 

to the communities in which they are located, to help develop workforce-ready 

employees and meet local employer needs. 

Support Systems for Employees Who Study 

Support services in general have been noted in the literature as critical in the 

recruitment and retainment of adult students (Brown, 2004; Johnson & Cantrell, 2012; 

Wyatt, 2011), and are one of the prevailing factors adult students consider when 

selecting which college to attend.  Specific college-choice factors for adult students 

include scheduling and flexibility of classes (Copper, 2008; Stokes, 2006; Wyatt, 

2011), and faculty and staff engagement and support (Wyatt, 2011).  All of the higher 

education personnel participants commented on flexible course scheduling (e.g., 

online, weekend, and accelerated formats).  Six of the higher education personnel 

participants (all but John and Claire) and both employees who study participants 

mentioned the importance of faculty and staff support, and the willingness of faculty 

and staff to help all students, and especially employees who study, who may have 

restrictions on their time due to work schedules and other responsibilities.  This 
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supports prior research (e.g., Wyatt, 2011) on the importance of faculty and staff on 

adult student engagement, and Hadfield’s (2003) assertion of reaching out to adult 

student populations by offering support to employees who study.  

Research has suggested that nontraditional students, of which employees who 

study are a part, may face several barriers, including institutional barriers (Cross, 

1981; Fairchild, 2003; Hagedorn, 2005; Kasworm, 2003; Ritt, 2008).  However, 

findings from this study illustrated that some of the services noted in the literature as 

creating barriers for employees who study (e.g., library hours, bookstore, advising 

services) now appear to be offered online or in a virtual setting for employees who 

study, especially by four-year institutions (John’s state college; Claire’s research 

university; Alan’s private university).   

Findings from this study also did not appear to support the literature heralding 

the importance of prior learning assessment (PLA) as a recruitment and support tool 

for employees who study (Klein-Collins, 2010; “Prior Learning Assessment,” n.d; 

Ross-Gordon, 2011; Van Noy & Heidkamp, 2012), depending upon the exact 

definition.  For example, Klein-Collins (2006), as cited in a 2007 report for the 

Council of Adult and Experiential Learning, defined Prior Learning Assessment as 

any form of credit earned in the past, including credit awarded for the College Level 

Exam Program (CLEP) tests, Advanced Placement (AP) tests, and credit for work 

experiences.  Under this definition, most of the colleges in this study offer prior 

learning assessment in some form to their students.  However, Van Noy and 

Heidkamp (2012) offered a different definition, stating that prior learning assessment 
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is credit awarded for “learning acquired through the workplace, corporate or military 

training, volunteer work, and non-credit courses” (p. 13).  Under this definition, prior 

learning assessment was mentioned by three of the eight higher education personnel 

participants as a form of academic support, and two of those were at four-year 

institutions (John’s state college and Claire’s research university).  Prior learning 

assessment credit could serve as an important student recruitment tool for colleges and 

universities when recruiting employees who study, because shorter time to degree will 

help colleges and universities graduate students faster, thus meeting society’s and 

employers’ demands for more educated individuals.  Ross-Gordon (2011) reported 

that, “Adult students who earned credit for prior learning were more likely to earn a 

bachelor’s degree within seven years—43 percent—in comparison to 15 percent of 

non-PLA students” (para. 8).  

Barriers and Recommendations for More Effective Recruitment 

Higher education personnel participants noted lack of money (for both higher 

education institutions and employers) and time (for higher education institutions and 

employers) as barriers towards effective recruitment of employees who study.  All of 

the higher education personnel participants affiliated with community colleges (Kirk, 

Linda, Ellen, and Lauren) discussed the lack of college recruiters at their institutions to 

help with recruitment functions, though this is more than likely related to community 

colleges facing shrinking financial and personnel support (Levin, 2005).  However, 

while community colleges do serve a large number of nontraditional students, they 

also serve the highest number of traditional-age students.  In 2011-2012, 45% of the 
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undergraduate population in the U.S. were students enrolled in community colleges 

(“Fast Facts from Our Fact Sheet,” n.d.).  Their strong connections with local 

employers through their workforce development programs may help offset the need 

for additional recruiters specifically targeting employees who study. 

Another barrier discussed was the possibility of employers not recognizing the 

tangible benefits of a college degree within the place of employment.  If employers do 

not see the value of a college degree, they may be hesitant to offer, or market, 

employment-sponsored tuition benefits to employees.  Bob, one of the human 

resources director participants, explained that colleges do a poor job of making that 

connection of return on investment for money spent on degrees.  This is consistent 

with the literature, which suggests that colleges need to do a much better job of 

making the value of the college degree, and its applicability to the workplace, clear to 

all constituents, especially employers (Fischer, 2013; “Serving Adult Students,” 2013).  

Making this clear connection between the degree, and its applicability to the 

employers, could increase the value of the employer-sponsored tuition benefits in the 

eyes of the employers themselves.  This in turn could help colleges and universities 

bring in much needed tuition dollars, as well as increase enrollment numbers.  

However, it is important to note that employers play a significant role in fostering this 

support of education as well.  The best-case scenario would be for higher education 

institutions and employers to collaborate on more practical-based work experiences 

for students, so that students receive hands-on training in the workplace, and 
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employers can utilize student talent to solve work-based problems (Tynjälä, Válimaa, 

& Sarja, 2003) 

Higher education personnel participants and human resources director 

participants suggested the creation of town-hall forums for business leaders and 

college and university administrators to work together on student recruitment efforts.  

This suggestion supports the literature (e.g., Copper, 2008; Hoover, 2009; Johnson & 

Cantrell, 2012) that collaborations between business and academia should be 

considered in the academic recruitment of employees who study.  By creating 

networking opportunities for individuals representing both entities (academia and 

employers), this could help to build trust between both parties, and create 

opportunities for colleges and universities to reach out to employees who study.   

Another suggestion made by two of the higher education personnel participants 

was that a full breakdown of costs, as well as who will be paying for tuition and fees 

(e.g., employer-sponsored tuition assistance, scholarships, any additional costs that 

each employee who studies is responsible for) should be communicated clearly to 

employees who study prior to the start of classes, during the time at which employees 

who study are being recruited.  This is also consistent with the literature (e.g., 

Hagedorn, 2005; Wlodkowski, Maulden, & Gahn, 2001), which suggests that lack of 

financial aid and financial assistance to pursue a degree are barriers towards 

motivation for employees who study to pursue a degree.  Being clear and precise about 

all costs and who is responsible for paying may help eliminate this potential barrier.  

For recruitment purposes, having a clear breakdown of the expenses of academic 
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programs and all costs associated with these programs could encourage employees 

who study to use their employers’ tuition assistance benefits programs.  In this 

manner, any fear or trepidation on the part of employees who study, associated with 

the expenses of returning to college, could be diminished if: 1) they saw the cost 

breakdown in advance, and 2) saw how much of their tuition would be covered by 

their employers’ tuition assistance benefits, thereby potentially making college more 

affordable in their eyes. 

Finally, it was suggested that alumni be used as voices for the colleges and 

universities, which is consistent with the literature on recruiting this population of 

students (“Crossing the Finish Line,” 2011).  This could be an important effort in 

recruitment, given that some of the higher education personnel participants, as well as 

both employees who study participants, and one of the human resources director 

participants, discussed word-of-mouth as one of the avenues through which employees 

who study were finding their colleges and academic programs.  Word-of-mouth may 

serve as a powerful recruitment tool for both academic student recruitment of 

employees who study, as well as recruiting employees who study to make use of 

tuition assistance programs from their employers.  Understanding these perceived 

barriers, as well as the recommendations offered by those individuals who work with 

or are employees who study, is an important step towards improving recruitment 

tactics to enroll employees who study with access to employer-sponsored tuition 

assistance benefits.   
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Implications for Higher Education 

The findings of this study suggest several implications for higher education 

institutions and personnel.  Lynch et al. (2010) updated the education production 

function model, which serves as an illustration that students today bring a variety of 

inputs with them to each campus.  No longer will every student bring a full-time 

college commitment, paid for with money from his or her parents, and the federal 

financial aid program (Lynch et al., 2010).  Today’s student may bring with them part-

time college attendance, and money paid directly to a college from his or her employer 

(Lynch et al., 2010).   

First, researchers have long been warning higher education administrators that 

this population – nontraditional and adult students (of which employees who study are 

a part) – has  been, and continues to grow exponentially (Cross, 1981; Hadfield, 2003; 

Kasworm, 2003; Ross-Gordon, 2011).  Yet, institutional practices and policies still 

appear to be targeted towards the traditional-age population of college students (Cruce 

& Hillman, 2012; Lynch et al., 2010; Pusser et al., 2007; Stokes, 2006).  Cruce and 

Hillman (2012) suggested that only “53% of colleges and universities in the United 

States identify older adults for outreach, programs, services, and financial aid” (p. 

594).  To not recognize that employees who study are part of a growing nontraditional 

student population in institutional policies and practices – namely, academic 

recruitment practices, is to not address this changing market force in the higher 

education landscape – something which Breneman (2005) cautioned higher education 

institutions will need to address to remain competitive in today’s market.  Colleges 
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and universities must adjust the paradigm to not only continue to include targeting the 

traditional college students, but also to proactively attract the nontraditional student 

population, and employees who study. 

In not proactively recruiting employees who study, colleges and universities 

may miss opportunities to reach out to this population and enroll a sizable number of 

students who could bring additional funding in the form of tuition assistance with 

them to their chosen institutions.  Furthermore, the traditional population of students is 

expected to decrease by the year 2015, impacting higher education institutions 

(Copper, 2012).   

Another implication to higher education institutions is that to meet society’s 

need for more educated citizens, colleges and universities will need to produce 40% 

more postsecondary graduates by 2020 (Auguste, Cote, Jayaram, & Laboissiere 2010).  

It is estimated that by at least 2018, there will be almost 50 million new jobs; over half 

of which will require incumbents to have education beyond a high school diploma 

(Carnevale, Smith, & Strohl, 2010).  Therefore, to meet this goal, Auguste et al. 

(2010) estimated colleges and universities would need to graduate an additional 3.5% 

of associate and bachelor degree candidates, each year, over the next 10 years.  

Enrollment and retainment of students will be crucial to academic institutions to meet 

this goal.  Moreover, this is where employer and academic collaborations could help 

increase the number of employees who study returning to colleges and universities to 

obtain additional education, certificates, associate, or bachelor degrees.  These 

collaborations with local employers and community agencies may serve as a bridge 
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towards helping employers fill vacant positions, while simultaneously adding to 

enrollment and thus, graduation numbers for colleges and universities.  It is estimated 

that anywhere from 77%-90% of companies in this country offer some form of tuition 

assistance (Dolezalek, 2009).  Collaboration with companies could help colleges and 

universities capitalize on this otherwise free money, offered to academic institutions 

by employers.  In 2008 alone, $16.5 billion was spent on tuition expenses by 

corporations (Dolezalek, 2009).  Additionally, this tuition assistance could help 

mitigate fears among adult students, related to cost of attendance.  Some researchers 

(e.g., Cross, 1981; Kasworm, 2003; Wlodkowsky, 2003; Wlodkowsky, Mauldin, & 

Campbell, 2002) have indicated that financial assistance serves as a great concern for 

adult students, regarding which institution to attend.  Moreover, a recent study 

conducted by Noel-Levitz (2012) regarding nontraditional and adult student college 

choice highlighted that cost is still the number one consideration when students choose 

their institution.   

Another possible implication to higher education is related to the college and 

university support services offered to employees who study.  Support services have 

been shown in the literature to be important to adult students, and these include 

flexible course offerings (Copper, 2008; Stokes, 2006; Wyatt, 2011); academic credit 

awarded for experiences outside of the classroom (Van Noy & Heidkamp, 2012); and 

staff and faculty engagement (Wyatt, 2011).  Not providing such support services for 

employees who study could impact their decisions in choosing to attend a particular 

college or university.  Not awarding credit for prior learning could adversely impact 
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institutions, as those students receiving additional credit towards their degrees may 

graduate faster, thus meeting August et al.’s (2010) suggestion for graduating an 

additional 3.5% of students each year.  Furthermore, students may select the college or 

university which awards them the most credit.  More credit translates into less money 

being spent on a college degree in the long-run.  Additionally, for those employees 

who study already enrolled at colleges and universities, lack of support services could 

result in their leaving their institutions.  Adult students may face personal, financial, 

and institutional barriers (Cross, 1981; Fairchild, 2003; Hagedorn, 2005; Kasworm, 

2003; Ritt, 2008).  

Recommendations for Higher Education 

Several recommendations can be made to further strengthen the recruitment 

practices of colleges and universities for the recruitment of employees who study.  

Recruiting the adult population of students could assist colleges and universities with 

reaching and maintaining overall enrollment goals.  Johnson and Cantrell (2012) 

explained, “that the non-traditional adult student population is a historically untapped 

demographic that can provide almost instant, positive changes in graduation rates” 

(para. 1).  What this means for colleges and universities is two-fold.  First, recruitment 

of this population could bring in much needed enrollment numbers when the 

traditional-age of students decrease.  Second, enrollment of employees who study 

could help colleges meet graduation goals.   

Many undergraduate admissions offices still rely on travel and high school 

visits as part of their recruitment efforts (Hoover, 2008).  The conceptual framework 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

141 

undergirding this study illustrated the importance of recruiting employees who study 

where they are likely to be found – their places of employment (Copper, 2008; 

Hoover, 2009; Johnson & Cantrell, 2012).  Sevier (2000) argued that colleges and 

universities need to create customized admissions funnels to guide recruitment 

practices.  Sevier (2000) stated that institutions should create funnels for each targeted 

population.  Within these targeted funnels would be detailed information regarding 

ways to reach out to that population.  Therefore, to recruit employees who study, a 

targeted and intentional recruitment plan (Copper, 2008) and specific admissions 

funnel (Sevier, 2000) should be designed, which would illustrate activities to recruit 

these students.   

Changes in academic recruitment practice could include sending current 

admissions recruiters to local employers in the area, which offer tuition assistance to 

their employees.  Additionally, hiring a dedicated business recruiter – whose sole 

position would include interfacing with employers and employees who study, could 

serve to strengthen the academic recruitment practices of employees who study.  

However, it should be noted that different college and university environments may be 

able to respond to this recommendation in different manners.  For example, hiring a 

dedicated business recruiter may put a strain on community colleges, facing limited 

financial and personnel resources (Levin, 2005).  Some state colleges and universities 

may also find this recommendation difficult to implement, and therefore, may find it 

more helpful to utilize current admissions officers to visit local companies.  Finally, 

some of the higher education personnel participants in this study discussed 
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outsourcing recruitment activities, and this should also be investigated.  The negative 

to this though could be the expense; however, as Sebastian, the Director of 

Admissions at the small, private, religiously-affiliated university explained, the money 

that his institution invested in outsourcing recruitment activities of employees who 

study is expected to pay off in the end, once more adult students enroll in his 

institution’s online programs. 

In addition to visiting colleges and universities to recruit employees who study, 

continually strengthening relations and collaborations between employers, and 

creating new relationships, may serve to be very helpful in recruiting employees who 

study (Copper, 2008; Hoover, 2009).  Lynch et al. (2010) suggest that nontraditional 

students may make college choices based on past experiences, such as work 

experiences.  Therefore, collaboration with employers may create a bridge by which to 

recruit employees who study.  As iterated in this study, strong collaborations appear to 

already exist between the higher education personnel participants and local employers 

and community agencies, albeit, primarily for job placement of current and former 

college and university students.   

Beyond current practices, such as reaching out to a local Chamber of 

Commerce, college and university recruiters should consider expanding visibility 

within their local areas.  As supported by Copper (2008), being visible at local events 

provides opportunities for business leaders and higher education personnel to meet and 

work together.  For colleges and universities already participating in more expanded 

travel opportunities during a recruitment season, these same recruiters could attend 
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industry-specific national trade shows and events, to meet with many employers at 

once, representing particular industries.  Additionally, higher education personnel 

should consider becoming active members in local Society of Human Resource 

Management (SHRM) chapters, to connect directly with those who oversee and 

administer, and often communicate, this benefit to employees.   

Moreover, institutional support services have been noted in the literature as 

one of the prevailing factors adult students consider as part of their college choice 

decisions (Brown, 2004; Copper, 2008; Johnson & Cantrell, 2012; Wyatt, 2011).   

Services important to adult students include flexible classes (Copper, 2008; Stokes, 

2006; Wyatt, 2011), and faculty and staff engagement and support (Wyatt, 2011). In 

particular, prior learning assessment has been shown in the literature to potentially 

increase the college-going rates of working adult learners (“Prior Learning 

Assessment Services,” 2011; Ross-Gordon, 2011).  However, some research has 

suggested that despite an increase in colleges and universities offering credit for prior 

learning (Stenlund, 2011), there are still concerns regarding evaluation of credits and 

assuring quality (Stowell, 2004; Winter, 1994).  For example, Klein-Collins and Hain 

(2009) found that, of participants in their study on prior learning assessment, “70% of 

respondents accepted credit…if it is evaluated by the American Council on 

Education…48% of responding institutions offered a service to evaluate the raining 

themselves” (p. 187).  However, despite these concerns, Klein-Collins’ (2010) report 

illustrated that students entering degree programs with credit for prior learning were 

more likely to persist through their degree programs.  Klein-Collins (2010) stated that 
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“43% of PLA students earned a bachelor’s degree compared to only 15% of non-PLA 

students” (Klein-Collins, 2010, p. 7).   

To mitigate fears of accountability, assessment, and rigor of credit for prior 

learning, colleges and universities might opt to utilize credit-review services offered 

by the American Council on Education.  Currently, the American Council on 

Education offers member-colleges and universities opportunities to utilize a transcript 

portal for help in reviewing courses (“Transcript Services,” 2013).  Additionally, more 

colleges are using portfolio assessment as a means to review and award college credit.  

This could be done through an advisor who reviews portfolios, or a formal credit-

bearing course (Klein-Collins & Hain, 2009). 

In addition to offering these services, colleges and universities should seek to 

explore additional support services for students.  One example could be a 

nontraditional and adult student organization, or an office dedicated to working with 

this population of students. Again, funding could be an issue in creating a stand-alone 

office dedicated to this population, so one suggestion could include placing personnel 

in with existing offices (e.g., Veteran’s Services Offices, Campus Life offices), or 

having academic advisors work specifically with employees who study, so they have 

point-people on campus with whom they can communicate with easily (Erisman & 

Steele, 2012). 
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Recommendations for Future Research 

To more accurately understand the complexities of the issue of college and 

university recruitment of employees who study, future research will need to be 

conducted.  First, it is suggested that additional qualitative studies take into 

consideration those higher education personnel who work in the financial affairs 

division of colleges and universities, to more fully understand what percentage of 

tuition dollars are covered by tuition assistance at those individual institutions, and 

how this source of revenue has helped (or has not helped) colleges and universities 

during times of financial strain.  During this time of declining state funding in higher 

education, and especially at public institutions (Duderstadt & Womack, 2003; Levin, 

2005; “The Tuition Puzzle, 2001”), understanding the financial impact of tuition 

assistance in filling these economic gaps may help in strengthening the argument for 

more proactive recruiting of employees who study.   

Research investigating the usage of a dedicated recruiter for the working adult 

student should also be conducted to understand the importance of this connection 

related to recruitment of this population.  Through the use of a quantitative study,  a 

survey could be sent to college and university admissions offices to further understand 

how they are meeting the recruitment demands of employees who study.   

Research (e.g., Cappelli, 2004) suggests that a small number of employees may 

be making use of their employer-sponsored tuition assistance benefits to attend 

academic institutions. Therefore, more qualitative research should be conducted on the 

motivational factors of employees who study, and their usage patterns of using or not 
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using employer-sponsored tuition assistance benefits programs.  This research may 

help college and university administrators understand the reasons why employees who 

study do or do not use their companies’ employer-sponsored tuition assistance 

programs.  Currently, the statistics on usage, motivation, and possible barriers are 

unclear.  Understanding motivation and possible barriers regarding the usage of 

employer-sponsored tuition assistance benefits, by employees who study, could help 

inform future academic recruitment practices, by indicating if and where institutional 

barriers exist.   

Limitations 

This study explored the perceptions and interpretations of recruitment practices 

of employees who study, through eight higher education personnel participants across 

six different colleges, as well as four additional participants for substantiation 

purposes – two employees who study participants, and two human resources director 

participants.  While the study sought to add to the research on employees who study, 

this study is not without its limitations.  First, given the qualitative design of this 

study, the findings cannot be generalized to all colleges and universities.  Second, due 

to potential access issues and difficulty in reaching some participant groups, the 

researcher used her own research and business contacts with which to identify 

potential participants.  Therefore, the sampling of participants may have been limiting.  

Conclusion 

This qualitative, case study analyzed the perceptions of 12 participants –  
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eight higher education personnel participants, two employees who study participants, 

and two human resources director participants, regarding college and university 

recruitment of employees who study with access to tuition assistance.  Using 

participant interviews at the primary data collection source, triangulated with 

observations and documents analysis, data were collected from the participants 

regarding their unique experiences.  Moreover, through the use of two coding methods 

– open coding (Corbin & Strauss, 1990; Merriam, 2009) and axial coding (Saldaña, 

2009) using unitization (Lincoln & Guba, 1985), a total of four broad themes were 

identified.  The overall findings of this study indicated that employees who study are 

being recruited by colleges and universities, though four-year colleges and universities 

in particular are more proactive in their recruitment approaches (e.g., visiting with 

companies, outsourcing recruitment efforts) than community colleges.  An additional, 

though no less important finding, is that collaborative relationships exist between 

colleges and universities, and local companies and government entities, primarily for 

the purpose of active job placement for current college students, and filling job 

openings for employers.  

Despite these encouraging findings, recruitment of employees who study did 

not appear to be centralized across the colleges and universities represented in this 

study, the way undergraduate recruitment generally is on college campuses.  In 

addition, the business relationships that do exist between higher education institutions 

and employers appear to be used primarily for active job placement of current and 

former students.  Therefore, it is important to continue research efforts to further 
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understand how active colleges and universities are in targeting this important 

population.  As the nontraditional and adult student populations continue to increase 

on college campuses, institutional policies, procedures, and designs, especially 

germane to recruitment of employees who study, need to be updated to meet the needs 

of the changing college demographics. 

The nontraditional population of students, of which employees who study are a 

part (Kasworm, 2010), are considered to be one of the fastest growing populations on 

college and university campuses today (Fairchild, 2003; Kasworm, 2003,  2010; Ritt, 

2008; Ross-Gordon, 2011).  However, this population tends to have limited financial 

options when attending higher education institutions, given their part-time student 

status (Hatfield, 2003; Ritt, 2008).  One possible financial option available to 

employees who study may be their employer-sponsored tuition assistance benefits 

programs.  Colleges and universities are faced with many daunting tasks in the years 

to come, including finding new revenue sources, given the decline in state funding to 

higher education (Duderstadt & Womack, 2003; Levin, 2005; “The Tuition Puzzle,” 

2001); educating more individuals to fill impending jobs, which will require education 

beyond the high school diploma (Auguste, Cote, Jayaram, & Laboissiere, 2010; 

Carnevale, Smith, & Strohl, 2010; Young, 1997); and preparing for a decrease in the 

population of traditional-age college students (Copper, 2008).   

Given these societal forces taking shape and impacting higher education 

institutions, colleges and universities may need to reexamine the population of 

students whom they recruit.  It may help colleges and universities in the future to 
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partner with employers to help recruit employees who study with access to employer-

sponsored tuition assistance benefits programs.  Collaborating with employers, and 

recruiting more adult students with access to their employer-sponsored tuition 

assistance benefits may help colleges and universities graduate more students, fill the 

impending decrease in the traditional student population (Copper, 2008), and serve as 

an additional source of revenue.  

  



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

150 

References 

About Community Colleges (n.d.). About Community Colleges. American Association 

of Community Colleges. Retrieved from 

http://www.aacc.nche.edu/AboutCC/Pages/default.aspx 

About Skype (n.d.).  Skype. Retrieved from http://www.skype.com/en/about/ 

Abramson, G. A., & Hutman, D. (2008, September). Tuition assistance for a transitory 

workforce: How to avoid getting an “education” when you pay your 

employees’ tuition. Employee Benefit Plan Review, September, 11-13. 

Auguste, B. G., Cote, A., Jayaram, K., & Laboissiere, M. C. (2010).  Winning by 

degrees: The strategies of highly productive higher education institutions. 

Retrieved from McKinsey & Company website: 

http://mckinseyonsociety.com/downloads/reports/Education/Winning%20by%

20degrees%20report%20fullreport%20v5.pdf 

Bash, L. (2003a). Adult learners: Why they are important to the 21st century college or 

university. The Journal of Continuing Higher Education, 51(3), 18-26. 

Bash, L. (2003b). Adult learners in the academy. Bolton, MA: Anker Publishing 

Company. 

Bateman, M., & Spruill, D. (1996). Student decision-making: Insights from the 

college choice process. College Student Journal, 30(2), 182-186. Retrieved 

from Psychology and Behavioral Sciences Collection database. 

Berker, A., Horn, L., & Carroll, C. D. (2003). Work first, study second. Adult 

undergraduates who combine employment and postsecondary enrollment. 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

151 

Postsecondary Education Descriptive Analysis Reports. Retrieved from 

http://nces.ed.gov/pubs2003/2003167.pdf 

Bischoff, P. (2007). Strategic enrolment management concepts, structures and 

strategies. Retrieved from 

http://www.douglas.bc.ca/__shared/assets/SEM_Concepts__Structures_and_St

rategies-Dec200750580.pdf 

Breneman (2005). Entrepreneurship in higher education. New Directions For Higher 

Education, (129), 3-9. 

Brown, J. A. (2004). Marketing and retention strategies for adult degree programs. 

New Directions for Adult and Continuing Education, 103, 51-60. 

Bryant, J. (2012). What influences adult student enrollment. Retrieved from 

http://blog.noellevitz.com/2012/08/29/influences-adult-student-enrollment/ 

Buddin, R., & Kapur, K. (2005). The effect of employer-sponsored education on job 

mobility: Evidence from the U.S. Navy. Industrial Relations, 44(2), 341-363. 

Bureau of Labor Statistics (2011). College enrollment and work activity of 2010 high 

school graduates. Bureau of Labor Statistics. Retrieved from 

http://www.bls.gov/news.release/hsgec.nr0.htm 

Cappelli, P. (2004). Why employers pay for college. The Journal of Econometrics, 

121, 213-241. 

Carnevale, A. P., Smith, N., & Strohl, J. (2010). Help wanted. Projections of jobs and 

education requirements through 2018. Retrieved from Georgetown University, 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

152 

Center on Education and the Workforce website: 

http://www9.georgetown.edu/grad/gppi/hpi/cew/pdfs/FullReport.pdf 

Cohen, A. M., & Brawer, F. B. (2008). The American community college. San 

Francisco, CA: Jossey-Bass. 

Copper, B. (2008, December). Changing demographics: Why nontraditional students 

should matter to enrollment managers and what they can do to attract them. 

SEM Source. Retrieved from http://consulting.aacrao.org/publications-

events/publications/changing-demographics-why-nontraditional-students-

should-matter-to-enrollment-managers-and-what-they-can-do-to-attract-them/ 

Corbin, J., & Strauss, A. (1990). Grounded theory: Procedures, canons, and evaluative 

criteria. Qualitative Sociology, 13, 3-21. 

Credits to Credentials (2012). Credits to credentials.  American Council on Education. 

Retrieved from http://www.acenet.edu/news-room/Pages/Credits-to-

Credentials.aspx   

Creswell, J. W. (2014). Research design. Qualitative, quantitative, and mixed-methods 

approaches (4th ed.). Thousand Oaks, CA: Sage Publications, Inc. 

Cross, K. P. (1981). Adults as learners. San Francisco, CA: Jossey-Bass, Inc. 

Crossing the Finish Line (2011). Crossing the finish line. A national effort to address 

near completion. The Institute for Higher Education Policy. Retrieved from 

http://www.eric.ed.gov/PDFS/ED527059.pdf 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

153 

Cruce, T., & Hillman, N. (2012). Preparing for the silver tsunami: The demand for 

higher education among older adults. Research in Higher Education, 53(6), 

593-613. 

Day, J. C., & Newburger, E. C. (2002, July).  The big payoff: Educational attainment 

and synthetic estimates of work-life earnings. The US Census Bureau, Special 

Studies, Current Population Reports. Issue P 23-210. Retrieved from 

https://www.census.gov/prod/2002pubs/p23-210.pdf 

Dolezalek, H. (2009, July/August). Tuition fruition. Training, 46(6), 42-44.  

Duderstadt, J. J., & Womack, F. W. (2003). Beyond the crossroads. The future of the 

public university in America. Baltimore, MD: The Johns Hopkins University 

Press. 

Dupont, D. K. (1999, April). Tuition aid that makes the grade. HR Magazine, 75-80.  

Erisman, W., & Steele, P. (2012).  From contact to completion:  

Supporting returning adult students in obtaining a college credential.  Higher Ed 

Insight (October, 2012).  Retrieved from 

http://adultcollegecompletion.org/sites/files/documents/higherEdInsightBrief.p

df 

Erlandson, D. A., Harris, E. L., Skipper, B. L., & Allen, S. D. (1993). Doing 

naturalistic inquiry. Newbury Park, CA: Sage Publications, Inc. 

Fairchild, E. E. (2003). Multiple roles of adult learners. New Directions for Student 

Services, 102, 11-16.  



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

154 

Fast Facts (2012).  The American Association of Community Colleges. 2012 

community college fast facts.  Retrieved from 

http://www.aacc.nche.edu/AboutCC/Documents/FactSheet2012.pdf 

Fast Facts From Our Fact Sheet (2013). Fast facts from our fact sheet. American 

Association of Community Colleges. Retrieved from 

http://www.aacc.nche.edu/AboutCC/Pages/fastfactsfactsheet.aspx 

Fenton, E. D. (2004, September). Employer-provided education benefits.  Section 

132(d) is worth a second look. Journal of Accountancy.  Retrieved from 

http://www.journalofaccountancy.com/Issues/2004/Sep/EmployerProvidedEdu

cationBenefits.htm  

Ferraro, C. M., & Homer, J. (2011, March). Tax relief for tuition reimbursement. 

T&D, 22.  

Field, K. (2012, January 25).  Obama highlights education’s role in reaching national 

policy goals. The Chronicle of Higher Education, Government.  Retrieved 

from http://chronicle.com/article/Obama-Puts-Focus-on-Colleges/130447/ 

Fischer, K. (2013, March 12). A college degree sorts job applicants, but employers 

wish it meant more. The Chronicle of Higher Education, Special Reports. 

Retrieved from http://chronicle.com/article/The-Employment-

Mismatch/137625/#id=overview 

Fitzpatrick, J. L., Sanders, J. R., & Worthen, B. R. (2011).  Program evaluation: 

Alternative approaches and practical guidelines (4th ed.). Boston, MA: 

Pearson. 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

155 

Fogerson, F. J. (2001). Employees’ perceptions of deterrents to participation in an 

employer-provided educational assistance program (Doctoral dissertation).  

Retrieved from ProQuest. (AAT 3010319).  

Flash Track Courses (n.d.). Thomas Edison State College. Retrieved from 

http://www.tesc.edu/6194.php 

Gonzalez, J. (2011, September 8). Obama’s job proposals include $5-billion for 

community-college facilities. The Chronicle of Higher Education, Students.  

Retrieved from http://chronicle.com/article/Obamas-Jobs-Proposals-

Include/128922/ 

Green, K. C., Jaschik, S., & Letterman, D. (2011). The 2011 InsideHigherEd survey of 

college and university admissions directors. Retrieved from 

http://www.insidehighered.com/sites/default/server_files/files/9-

20finaladmissionsreport.pdf 

Hadfield, J. (2003). Recruiting and retaining adult students. New Directions for 

Student Services, 102, 17-25.  

Hagedorn, L. S. (2005, January/February). Square pegs. Adult students and their “fit” 

in postsecondary institutions. Change, 22-29.  

Hatfield, K. M. (2003). Funding higher education for adult students. New Directions 

for Student Services, 102, 27-34.  

Heckman, R., & Guskey, A. (1998). The relationship between alumni and university: 

Toward a theory of discretionary collaborative behavior.  Journal of Marketing 

Theory and Practice, 6(2), 97-112. 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

156 

Hoover, E. (2008, December 12). On the road, measuring the miles per applicant. The 

Chronicle of Higher Education, 55(16).  

Hoover, E. (2009, September 27). 8 strategies for recruiting adult students to 4-year 

colleges. The Chronicle of Higher Education. Retrieved from 

http://chronicle.com/article/8-Strategies-for-Recruiting/48624/ 

Hossler, D., & Gallagher, K.S. (1987). Studying student college choice: A three-phase 

model and the implications for policymakers. College and University,(62)3, 

207-221. 

Johnson, R. (2005, November). The learning curve: The value of tuition assistance. 

Training, 42(11), 31-33.  

Johnson, T. R., & Cantrell, S. G. (2012, August). Adult learner considerations in 

admissions and enrollment. AACRAO - SEM Newsletter. Retrieved from 

http://www4.aacrao.org/semsource/sem/indexc93c.html?fa=view&id=5576 

Kasworm, C. E. (2003). Setting the stage:  Adults in higher education. New Directions 

for Student Services, 102, 3-10.  

Kasworm, C. E. (2010). Adult workers as undergraduate students. Significant 

challenges for higher education policy and practice.  In L.W. Perna (Ed), 

Understanding the working college student. New research and its implications 

for policy and practice (pp. 23-42). Sterling, VA: Stylus Publishing, L.L.C. 

Kazis, R., Callahan, A., Davidson, C., McLeod, A., Bosworth, B., Choitz, V., & 

Hoops, J. (2007).   Adult learning in higher education.  Barriers to success and 

strategies to improve results.  Employment and Administration Occasional 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

157 

Paper 2007-03. Washington, DC: Department of Labor. Retrieved from 

http://www.eric.ed.gov/PDFS/ED497801.pdf 

Klein-Collins, R. (2010). Fueling the race to postsecondary success: A 48-institution 

study of prior learning assessment and adult student outcomes. Council for 

Adult and Experiential Learning.  Retrieved from 

http://www.cael.org/pdfs/PLA_Fueling-the-Race 

Klein-Collins, B., & Hain, P. (2009). Prior learning assessment: How institutions use 

portfolio assessments. The Journal of Continuing Higher Education, 57, 187-

189. 

Levin, J. S. (2005). The business culture of the community college: Students as 

consumers; students as commodities. New Directions for Higher Education, 

129, 26.  

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. Beverly Hills, CA: Sage 

Publications, Inc. 

Louisiana Technical College (2005). Student choice from the two-year perspective 

[PowerPoint presentation]. Retrieved from 

http://www.aacrao.org/nyc/presentations/W1_344.pdf 

Lynch, D., Gottfried, M., Green, W., & Thomas, C. A. (2010). Using economics to 

illuminate the dynamic higher education landscape. In L.W. Perna (Ed), 

Understanding the working college student. New research and its implications 

for policy and practice (pp. 115-133). Sterling, VA: Stylus Publishing, L.L.C. 

Meisler, A. (2004, May). A matter of degrees. Workforce Management, 32-38. 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

158 

Marklein, M. B. (2012, March 27).  Despite more college grads, US workforce needs 

even more.  USA Today. Retrieved from 

http://www.usatoday.com/news/nation/story/2012-03-26/college-degrees-

adults/53793160/1 

Maykut, P., & Morehouse, R. (1994). Beginning qualitative research. A practical 

guide. Washington, D.C.: The Falmer Press.  

Meisler, A. (2004). A matter of degrees. Workforce Management, May 2004, 33-38. 

Merriam, S. B. (2009). Qualitative research: A guide to design and implementation 

(3rd ed.). San Francisco, CA: Jossey-Bass, Inc. 

Murphy, P.E., & McGarrity, R.A. (1978). Marketing universities: A survey of student 

recruitment activities. College and University, (53)3, 249-261. 

National Compensation Survey (2007). National compensation survey: Employee 

benefits in private industry in the United States, March 2007. U.S. Department 

of Labor, U.S. Bureau of Labor Statistics. Retrieved from 

http://www.bls.gov/ncs/ncspubs_2007.htm 

Noel-Levitz (2012). The factors influencing college choice among nontraditional 

students. Coralville, IA: Author. Retrieved from 

www.noellevitz.com/Factors2012. 

Paradise, A. (2007, November). U.S. learning and development expenditure rises to 

$129.6 billion. Use of e-learning has streamlined learning and development 

initiatives. T&D, 60-66. 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

159 

Prior Learning Assessment at Home and Abroad (2007). Prior learning assessment at 

home and abroad. Council for Adult and Experiential Learning. Retrieved from 

http://www.cael.org/pdfs/106_plaathomeabroadnomarks 

Prior Learning Assessment Services (2011). Prior learning assessment services. The 

Council for Adult and Experiential Learning. Retrieved from 

http://www.cael.org/Whom-We-Serve/Colleges-and-Universities/Prior-

Learning-Assessment-Services 

Pusser, B., Gansneder, B. M, Gallaway, N., & Pope, N. S. (2005). Entrepreneurial 

activity in nonprofit institutions: A portrait of continuing education. New 

Directions for Higher Education (129), Spring 2005, 27-42. 

Pusser, B., Breneman, D. W., Gansneder, B. M., Kohl, K. J., Levin, J. S., Milam, J. 

H., & Turner, S. E. (2007). Returning to learning: Adults’ success in college is 

key to America’s future. Lumina Foundation for Education. Retrieved from 

http://www.luminafoundation.org/publications/ReturntolearningApril2007.pdf 

Pusser, B. (2010). Of a mind to labor. Reconceptualizing student work and higher 

education. In L.W. Perna (Ed), Understanding the working college student. 

New research and its implications for policy and practice (pp. 134-154). 

Sterling, VA: Stylus Publishing, L.L.C. 

Quick Facts (2011). United States Census Bureau. State and county quick facts. 

Retrieved from http://quickfacts.census.gov/qfd/states/00000.html 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

160 

Riggert, S. C., Boyle, M., Petrosko, J. M., Ash, D., & Rude-Parkins, C. (2006).  

Student employment and higher education: Empiricism and contradiction. 

Review of Educational Research, 76(1), 63-92. 

Ritt, E. (2008). Redefining tradition: Adult learners and higher education.  Adult 

Learning, 12-16. 

Ross-Gordon, J. (2011). Research on adult learners: Supporting the needs of a student 

population that is no longer nontraditional. Peer Review, Winter, 26-29.  

Rossman, G. B., & Rallis, S. F. (2003). Learning in the field. An introduction to 

qualitative research (2nd ed.). Thousand Oaks, CA: Sage Publications, Inc. 

Saldaña, J. (2009). The coding manual for qualitative researchers. Thousand Oaks, 

CA: Sage Publications 

Serving Adult Students (2013). Serving adult students: Five areas that cannot be 

ignored. [White Paper]. Retrieved from http://www.stamats.com/wp-

content/uploads/2012/10/Serving_Adult_Students.pdf 

Sevier, R. A. (2000). Building an effective recruiting funnel. Journal of College 

Admission, 169, 10-19. 

Stein, D. S., Wanstreet, C. E., Saunders, Jr., C. T, & Lutz, M. L. (2009).  The promise 

and the pathway: Marketing higher education to adults. Online Journal of 

Distance Learning Administration, XII(III), Fall 2009.  Retrieved from 

http://www.westga.edu/~distance/ojdla/fall123/stein123.html 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

161 

Stenlund, T. (2011). As valid as it can be? Assessment of prior learning in higher 

education. [doctoral thesis]. Retrieved from http://umu.diva-

portal.org/smash/get/diva2:414060/FULLTEXT01.pdf 

Stokes, P. J. (2006).  Hidden in plain sight: Adult learners forge a new tradition in 

higher education.  A national dialogue: The Secretary of Education’s 

commission on the future of higher education. Retrieved from 

http://www2.ed.gov/about/bdscomm/list/hiedfuture/reports/stokes.pdf 

Stowell, M. (2004). Equity, justice, and standards: Assessment decision making in 

higher education.   Assessment & Evaluation, 29(4), 495-510. 

Symonds, W. C. (2005, November 21).  America the uneducated.  A new study warns 

of a slide for the U.S. as the share of lower achievers grows.  Bloomberg 

Business Week. Retrieved from 

http://www.businessweek.com/magazine/content/05_47/b3960108.htm 

The Condition of Education, National Center for Education Statistics (2007). The 

condition of education 2007 (NCES 2007-064). Washington, DC: U.S. 

Government Printing Office. 

The Tuition Puzzle (2001). The tuition puzzle. Putting the pieces together. In J. L. 

Yeager, G. M. Nelson, E. A. Potter, J. C. Weidman, & T. G. Zullo (Eds.), 

ASHE reader on finance in higher education (2nd ed.), pp. 43-70. Boston, MA: 

Pearson Custom Publishing. 

The White House (n.d.).  The White House. Education.  Retrieved from 

http://www.whitehouse.gov/issues/education 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

162 

Tynjälä, P., Válimaa, J., & Sarja, A. (2003). Pedagogical perspectives on the 

relationships between higher education and working life.  Higher Education, 

46(2), 147-166. 

U.S. Census Bureau (2011).  State and county quick facts. U.S. Census Bureau. 

Retrieved from http://quickfacts.census.gov/qfd/states/00000.html 

U.S. Department of Education, National Center for Education Statistics (2002). 

Nontraditional Undergraduates, NCES 2002-012, by Susan Choy. Washington 

DC: 2002. 

Van Noy, M., & Heidkamp, M. (2013, June). Working for adults: State policies and 

community college practices to better serve adult learners at community 

colleges during the great recession and beyond.  The NTAR Leadership 

Center. Retrieved from http://www.dol.gov/odep/pdf/WorkingForAdults.pdf 

Vasilechis de Gialdano, I. (2009). Ontological and epistemological foundations of 

qualitative research. Forum: Qualitative Social Research, 10(2). Retrieved 

from http://www.qualitative-research.net/index.php/fqs/article/view/1299 

Voorhees, R. A., & Lingenfelter, P. E. (2003). Adult learners and state policy. A joint 

publication of SHEEO and CAEL. Retrieved from 

http://www.sheeo.org/workfrce/CAEL%20paper.pdf 

Winter, R. (1994). Work-based learning and quality assurance in higher education. 

Assessment & Evaluation in Higher Education, 19(3), 247. 

Wlodkowski, R. J., Mauldin, J. E., & Gahn, S.W. (2001). Learning in the fast lane: 

Adult learners’ persistence and success in accelerated college programs. 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

163 

Indianapolis, IN: Lumina Foundation. Retrieved from 

http://www.luminafoundation.org/publications/fastlane.pdf 

Wlodkowski, R. J., Mauldin, J. E., & Campbell, S. (2002). Early exit: Understanding 

adult attrition in accelerated and traditional postsecondary programs. 

Indianapolis, IN: Lumina Foundation. Retrieved from 

http://www.luminafoundation.org/publications/synopsis/Earlyexit02.pdf 

Wlodkowski, R. J. (2003). Accelerated learning in colleges and universities. New 

Directions for Adult and Continuing Education, 97, 5-15. 

Young, J. W. (1997). Community economic development through community 

colleges. New Directions for Higher Education, 97, Spring, 74-83.  

Ziskin, M., Torres, V., Hossler, D., & Gross, J. P. K. (2010). Mobile working students. 

A delicate balance of college, family, and work. In L.W. Perna (Ed), 

Understanding the working college student. New research and its implications 

for policy and practice (pp. 67-92). Sterling, VA: Stylus Publishing, L.L.C.  

 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

164 

APPENDIX A  
APPROVAL LETTER – TEXAS TECH UNIVERSITY PROTECTION OF 

HUMAN SUBJECTS 

 

 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

165 

APPENDIX B 
EMAIL REQUESTING PARTICIPATION FOR HIGHER EDUCATION 

PERSONNEL AND HUMAN RESOURCES DIRECTORS 
Dear __________, 
My name is Erika Warnick, and I am a doctoral student in the Higher Education 
Administration program at Texas Tech University in Lubbock, Texas.  I am asking for 
your participation in a research study titled Employees Who Study and their Employer-
Sponsored Tuition Benefits Usage in Higher Education: A Case Study Analysis of 
their Experiences. This research study will explore the usage of employer-sponsored 
tuition assistance benefits of employees who study (adult employees who work while 
attending college).  In addition to exploring usage of employer-sponsored tuition 
benefits, I am also interested in understanding the experiences of adults who work 
while taking college classes.  Your participation in this study will involve one face-to-
face interview, which will be captured via tape-recorder and note taking (to ensure 
accuracy).  Each participant will be given a pseudonym, and identifiable information 
will not be included in the study, to protect your identity.  The interviews will take 
place at a setting and time that is convenient for you. To be included in this study, you 
must be a full-time staff member in human resources for your company, or work full 
time in higher education, serving as a liaison or recruiter between your institution and 
a company that offers tuition benefits to its employees.  A summary of findings will be 
provided to you at the conclusion of the project. If you would like to participate in this 
study, please contact Erika M. Warnick at erika.warnick@ttu.edu.  Please include days 
and times when you could be available for an interview. This research study is being 
supervised by Dr. Stephanie J. Jones, Assistant Professor of Higher Education 
Program at Texas Tech University. Any questions or concerns about this project may 
be addressed either to me (erika.warnick@ttu.edu) or may also be addressed to Dr. 
Jones by phone at (806) 742-1997 ext. 245 or email, stephanie.j.jones@ttu.edu.   TTU 
also has a Board that protects the rights of people who participate in research.  You 
can ask them questions at (806) 742-2064.  You can also mail them at Institutional 
Review Board for the Protection of Human Subjects, Office of the Vice President for 
Research, Texas Tech University, Lubbock, Texas 79409.  
 
Thank you for your time,  
Erika 
  
Erika M. Warnick, Ph.D. Candidate 
Texas Tech University 
College of Education 
Box 41071 
Lubbock, TX 79409-1071 
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APPENDIX C 
DESCRIPTION OF RESEARCH STUDY HIGHER EDUCATION AND 

HUMAN RESOURCES PERSONNEL PARTICIPANTS 
 
Project Title:  Employees who Study and their Employer-Sponsored Tuition Benefits 
Usage in Higher Education: A Case Study of their Experiences 
 
What is this research project about? 
The purpose of this research study is to explore the usage of employer-sponsored 
tuition assistance benefits of employees who study (adult employees who work while 
attending college).  In addition to exploring usage of employer-sponsored tuition 
benefits, I am also interested in understanding the experiences of adults who work full 
and part-time while taking college classes.   
 
What would I do if I participate? 
You would participate in one face-to-face interview at a time and setting convenient 
for you. The interview should last no more than one hour. 
 
Will I be able to end my participation in the study once started? 
Yes. You may stop participating at any time. Your participation in this study is 
voluntary. At any time during the study, if you become uncomfortable and/or want to 
end your participation, you may quit by personal choice.  
 
What will happen before and during each interview? 
Before the interview begins, the researcher will go over the purpose of the study, as 
well as reaffirm the information found in this description document. Interviews will be 
audio-recorded to ensure accuracy of information, and notes will also be taken during 
the course of each interview. The notes from each interview will remain in locked 
storage, and all audio recordings will be destroyed after they have been transcribed.  
 
How much of my identity will be revealed? Will my employer know my answers? 
You will be given a pseudonym for use when describing themes and findings in the 
final paper, as well as in drafts of each interview, to ensure the protection of your 
identity.  No identifiable questions (e.g., the name of your company, the city where 
you currently live) will be asked of you or included in the paper, to further protect 
your confidentiality.  All efforts will be made to protect the identity of the participants.  
Your employer will not be aware of your participation. 

 
What are the unforeseeable risks and discomforts associated with participating in 
this study? 
There are no unforeseeable risks or discomforts associated with participation in this 
study. 
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What are the benefits to participating in and of this study? 
The benefits to the participants and others of the study are that it will expand the 
current research literature on issues pertaining to employees who study, their usage of 
tuition benefits offered by their companies, and their experiences in higher education 
institutions, taking college level classes while working. 
 
How will the information I provide be used?  
Participants' responses will be used to develop an understanding of the usage of tuition 
benefits and the college experiences of employees who study.  Data will be used for 
completion of a dissertation, as well as in articles for scholarly publication. 
 
Who must I contact if I have questions in regards to this study? 
 
1. If you have any questions in regards to this research study, you may contact Dr. 

Stephanie J. Jones, study supervisor, via telephone (806) 742-1997, ext. 245 or via 
e-mail stephanie.j.jones@ttu.edu, or Erika Warnick, via telephone (806) 543-8366, 
or via email erika.warnick@ttu.edu.  She will answer any questions you may have 
about the study.  

2. If you have questions, you can also ask the IRB Coordinator of the Texas Tech 
University Institutional Review Board. You can call (806) 742-2064 or contact the 
Texas Tech University Institutional Review Board for the Protection of Human 
Subjects, Office of the Vice President for Research, Texas Tech University, 
Lubbock, Texas 79409.   
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APPENDIX D 
EMAIL REQUESTING PARTICIPATION FOR EMPLOYEES WHO STUDY 

 

Dear __________, 

My name is Erika Warnick, and I am a doctoral student in the Higher Education 
Administration program at Texas Tech University in Lubbock, Texas.  I am asking for 
your participation in a research study titled Employees Who Study and their Employer-
Sponsored Tuition Benefits Usage in Higher Education: A Case Study Analysis of 
their Experiences. This research study will explore the usage of employer-sponsored 
tuition assistance benefits of employees who study (adult employees who work while 
attending college).  In addition to exploring usage of employer-sponsored tuition 
benefits, I am also interested in understanding the experiences of adults who work 
while taking college classes.  Your participation in this study will involve three (3) 
separate face-to-face interviews, which will be captured via tape-recorder and note 
taking (to ensure accuracy).  You will be given a pseudonym, and identifiable 
information will not be included in the study or any publications of the study, to 
protect your identity.  The interviews will take place at a time and setting that is 
convenient for you. A summary of findings will be provided to you at the conclusion 
of the project.  To be included in this study, you must be age 24 or older; work full 
time at a company that offers some form of tuition assistance; and be taking (or 
recently have taken) college classes while working. If you would like to participate in 
this study, please contact Erika M. Warnick at erika.warnick@ttu.edu.  Please include 
days and times when you could be available for an interview. This research study is 
being supervised by Dr. Stephanie J. Jones, Assistant Professor of Higher Education 
Program at Texas Tech University. Any questions or concerns about this project may 
be addressed either to me (erika.warnick@ttu.edu) or may also be addressed to Dr. 
Jones by phone at (806) 742-1997 ext. 245 or email, stephanie.j.jones@ttu.edu.   TTU 
also has a Board that protects the rights of people who participate in research.  You 
can ask them questions at (806) 742-2064.  You can also mail them at Institutional 
Review Board for the Protection of Human Subjects, Office of the Vice President for 
Research, Texas Tech University, Lubbock, Texas 79409.  
 
Erika M. Warnick, Ph.D. Candidate 
Texas Tech University 
College of Education 
Box 41071 
Lubbock, TX 79409-1071 
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APPENDIX E 
DESCRIPTION OF RESEARCH STUDY – EMPLOYEES WHO STUDY  

Project Title:  Employees who Study and their Employer-Sponsored Tuition Benefits 
Usage in Higher Education: A Case Study of their Experiences 

 
What is this research project about? 
The purpose of this research study is to explore the usage of employer-sponsored 
tuition assistance benefits of employees who study (adult employees who work while 
attending college).  In addition to exploring usage of employer-sponsored tuition 
benefits, I am also interested in understanding the experiences of adults who work full 
and part-time while taking college classes.   

 
What would I do if I participate? 
You would participate in one face-to-face interview at a time and setting convenient 
for you. The interview should last no more than one hour. 

 
Will I be able to end my participation in the study once started? 
Yes. You may stop participating at any time. Your participation in this study is 
voluntary. At any time during the study, if you become uncomfortable and/or want to 
end your participation, you may quit by personal choice.  

 
What will happen before and during each interview? 
Before the interview begins, the researcher will go over the purpose of the study, as 
well as reaffirm the information found in this description document. Interviews will be 
audio-recorded to ensure accuracy of information, and notes will also be taken during 
the course of each interview. The notes from each interview will remain in locked 
storage, and all audio recordings will be destroyed after they have been transcribed.  

 
How much of my identity will be revealed? Will my employer know my answers? 
You will be given a pseudonym for use when describing themes and findings in the 
final paper, as well as in drafts of each interview, to ensure the protection of your 
identity.  No identifiable questions (e.g., the name of your company, the city where 
you currently live) will be asked of you or included in the paper, to further protect 
your confidentiality.  All efforts will be made to protect the identity of the participants.  
Your employer will not be aware of your participation. 
 
What are the unforeseeable risks and discomforts associated with participating in 
this study? 
There are no unforeseeable risks or discomforts associated with participation in this 
study. 

 
What are the benefits to participating in and of this study? 
The benefits to the participants and others of the study are that it will expand the 
current research literature on issues pertaining to employees who study, their usage of 
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tuition benefits offered by their companies, and their experiences in higher education 
institutions, taking college level classes while working. 
 
How will the information I provide be used?  
Participants' responses will be used to develop an understanding of the usage of tuition 
benefits and the college experiences of employees who study.  Data will be used for 
completion of a dissertation, as well as in articles for scholarly publication. 

 
Who must I contact if I have questions in regards to this study? 
 
3. If you have any questions in regards to this research study, you may contact Dr. 

Stephanie J. Jones, study supervisor, via telephone (806) 742-1997, ext. 245 or via 
e-mail stephanie.j.jones@ttu.edu, or Erika Warnick, via telephone (806) 543-8366, 
or via email erika.warnick@ttu.edu.  She will answer any questions you may have 
about the study.  

4. If you have questions, you can also ask the IRB Coordinator of the Texas Tech 
University Institutional Review Board. You can call (806) 742-2064 or contact the 
Texas Tech University Institutional Review Board for the Protection of Human 
Subjects, Office of the Vice President for Research, Texas Tech University, 
Lubbock, Texas 79409.   
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APPENDIX F 
INTERVIEW PROTOCOL –HIGHER EDUCATION PERSONNEL 

PARTICIPANTS 
Demographic Questions 

1. For what type of college do you work? 
2. What is your position?  
3. How long have you been in your current position? How long have you been 

with this company? 
 
Interview Questions 
 

1. How do you actively recruit the working professional? 
2. How popular have tuition benefits programs been in attracting and retaining 

working professional to your institution? 
3. Overall, how successful have your collaborations been with companies, to help 

recruit working professionals?  
4. Does your institution keep track of any return-on-investment of employees 

making use of the benefits program and attending your college? 
5. How easy or difficult has it been for students to process the paperwork 

required of the college to use this benefit?  
6. Does your college offer courses during flexible times (e.g., weekends, online) 

for working professionals?  
7. What does your college offer in the way of support groups (e.g., nontraditional 

student organization) for working professionals? 
8. How is (or has) your college bill paid, for courses taken (e.g., does company 

pay the college directly prior to the classes? After confirmation of a certain 
grade?)? 

9. What other services does your college offer for working professionals (e.g., 
parking, daycare services) which may help make attending classes more 
convenient? 

10. How supportive have faculty been of the working professional? 
11. How supportive have the academic services been at the college, for working 

professionals (examples include convenient library hours, advising hours, 
bookstore hours)?  

12. In your professional opinion, how could business collaborate more 
successfully with higher education institutions to increase the likelihood that 
more employees will make use of this benefit? 

13. At this time, is there anything in addition to these questions, which you would 
like to share, regarding your experiences working with businesses?  
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APPENDIX G 
INTERVIEW PROTOCOL HR DIRECTORS 

 
Demographic Questions 

1. For what type of industry do you work? 
2. What is your position?  
3. How long have you been in your current position? How long have you been 

with this company? 
 
Interview Questions 
 

1. What type of tuition benefits program does your company offer employees? 
2. Are there any restrictions for employees to use this benefit (e.g., can the 

benefit only be applied at certain types of colleges? 
3. What does the company require back from the employee who makes use of this 

program (e.g., employee must remain with company X amount of years?) 
4. How is this benefit communicated to employees? 
5. What have been positive benefits that you have witnessed or the company has 

experienced of those employees making use of this benefit? 
6. Does the company keep track of return-on-investment of employees making 

use of the benefits program? 
7. Is this program a popular employee benefit at your company? 

a. If so, why do you this this is so popular? 
b. If not, why do you think this is so? 

 
8. How are employees selecting their colleges? Does a college recruiter come in 

and give presentations at your company? 
9. Have you ever collaborated with a recruiter specifically to increase the number 

of working adults going back to college? 
10. In your professional opinion, how could higher education institutions 

collaborate more successfully with your company to increase the likelihood 
that more employees will make use of this benefit? 

11. At this time, is there anything in addition to these questions, which you would 
like to share, regarding your experiences with this benefit? 
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APPENDIX H 
INTERVIEW PROTOCOL EMPLOYEES WHO STUDY 

 
Demographic Questions 

1. What is your age? 
2. What type of industry do you work in? 
3. What is your position?  
4. How long have you been in your current position? How long have you been 

with this company? 
5. What type of college do you attend (Public two year? Public four year? Private 

four year)? 
6. Is this your first time attending college? Did you attend a college in prior 

years? 
7. Are you currently in a degree-granting program? 
8. What is your major? 

 
Interview Questions 

1. What type of tuition benefits does your company offer (e.g., tuition remission; 
scholarship)?  

 
2. How did you first learn of this benefit program at your company (e.g., on their 

website, through a college recruiter who visited your company)? 
 

3. Are you currently taking courses using your employer’s tuition benefits 
program? 

a. If you are not making use of your company’s tuition benefits program, 
why is this?  

b. If you used your company’s tuition benefits program, did the company 
pay you or the college directly?  

 
4. Has the company placed any restrictions on your usage of the tuition benefits 

(e.g., you may only take courses in a certain major; you may only take courses 
at certain types of colleges)? 

 
5. What does the company require back from you, if you use of this benefit (e.g., 

employee must remain with company X amount of years?) 
 
 

6. How many courses and/or credits have you taken thus far at your current 
institution? 

 
 

7. How many courses and/or credits have been paid with the use of tuition 
benefits provided by your company? 
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Interview Protocol 2 – Employees Who Study Participants 

Interview Questions 
 

1. For what reasons (e.g., company mandate, personal interests) have you decided 
to take college classes?  

 
2. If you attended college in the past, what was that experience like? How does 

this current college experience differ from your previous time in college? 
 

3. In what ways do you believe that education will help you achieve your 
professional and/or personal goals? Do you feel you have met those goals at 
this stage? 
 

4. How have you balanced both work and life obligations, while taking college 
classes? 

 
5. How supportive has your company been in letting you take classes and make 

use of your tuition assistance? In what other ways has your company or 
supervisor been supportive of your educational pursuits (e.g., allows you to 
take classes during normal business hours)? 

 
6. What benefits have you experienced in your workplace, having taken college 

classes (for example, have you received an increase in pay? A title change)? 
 

7. How is (or has) your college bill paid, for courses taken (e.g., does your 
company pay them directly, prior to you taking the classes? After confirmation 
of a certain grade?)? 

 
8. How extensive has the process been for completing and filing college-required 

paperwork to process this benefit? 
 

Interview Protocol 3 – Employees Who Study Participants 

Interview Questions 
 

1. Does your college offer courses during flexible times (e.g., weekends, online) 
for working professionals?  

 
2. What does your college offer in the way of support groups (e.g., nontraditional 

student organization) for working professionals? 
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3. What other services does your college offer for working professionals (e.g., 
parking, daycare services), which may help make attending classes more 
convenient? 

 
4. How supportive have your faculty been to you as a working professional? 

 
5. How supportive have the academic services been at your college, for working 

professionals (examples include convenient library hours, advising hours, 
bookstore hours)?  

 
6. What advice would you give your company for making the tuition benefits 

program a success for working professionals? 
 

7. What advice would you give your college for helping working professional 
balance work and studies?  

 
8. At this time, is there anything in addition to these questions which you would 

like to share, regarding your experiences with either your tuition benefits 
program or your college experience, or both?  
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APPENDIX I 
AUDIT TRAIL 

Reference # Participant Source Page/Line Number or 
Location Information 

[1]  Kirk College Website Workforce Development 
[2]  Kirk Interview Transcript; Field 

Notes 
Line 221; Field Notes from 
Interview with HiEdAdmin #1 

[3]  Kirk Field Notes Field Notes from Interview 
with HiEdAdmin #1 

[4]  Kirk Field Notes Field Notes from Interview 
with HiEdAdmin #1 

[5]  Kirk Interview Transcript; Field 
Notes 

Field Notes from Interview 
with HiEdAdmin #1 

[6]  Kirk Interview Transcript 
 

Lines 46-48 

[7]  Kirk Higher Education Oversight 
Board Website 

Statistical Snapshot 

[8]  Kirk College Website Statistical Snapshot 

[9]  Kirk College Website Statistical Snapshot 

[10]  Kirk Interview Transcript Lines 154-155 

[11]  Lauren Interview Transcript Line 6 

[12]  Lauren Field Notes Field Notes from Interview 
with HiEdAdmin #4 

[13]  Lauren Interview Transcript Lines 536-537 

[14]  Lauren Higher Education Oversight 
Board Website 

Statistical Snapshot 

[15]  Lauren Higher Education Oversight 

Board Website 

Statistical Snapshot 

[16]  Lauren Interview Transcript Lines 59-62; 70-73 
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[17]  Lauren Interview Transcript Lines 73-77 

[18]  Lauren Interview Transcript Line 90 

[19]  Linda Interview Transcript Line 13 

[20]  Linda Interview Transcript Lines 17-18 

[21]  Linda Interview Transcript Line 14; Line 170 

[22]  Linda Interview Transcript Line 20 

[23]  Linda Interview Transcript Line 24 

[24]  Linda Field Notes Field Notes from Interview 
with HiEdAdmin #3 

[25]  Linda Higher Education Oversight 
Board Website 

Statistical Snapshot 

[26]  Linda Interview Transcript Lines 54-55 

[27]  Linda Interview Transcript Line 35 

[28]  Ellen Interview Transcript Line 6 

[29]  Ellen Interview Transcript Line 20 

[30]  Ellen Higher Education Oversight 
Board Website 

Statistical Snapshot 

[31]  Ellen Interview Transcript Lines 223-224 

[32]  Claire Institutional Website Mini Profile 
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[33]  Claire Email Correspondence Email Correspondence with 
Participant 

[34]  Claire Field Notes; Interview 
Transcript 

Field Notes from Interview 
with HiEdAdmin #2; Lines 
379-382 

[35]  Claire Field Notes; interview 
Transcript 

Field Notes from Interview 
with HiEdAdmin #2; Lines 
379-382 

[36]  Claire Institutional Website Statistical Snapshot/Profile of 
Student Body 

[37]  Claire Institutional Website Statistical Snapshot/Profile of 
Student Body 

[38]  Claire Interview Transcript Line 310 

[39]  Claire Field Notes; Interview 
Transcript 

Field Notes from Interview 
with HiEdAdmin #2; Lines8; 
Lines 244-245;  

[40]  Claire Field Notes Field Notes from Interview 
with HiEdAdmin #2 

[41]  Claire Interview Transcript Lines 7-9 

[42]  Claire Interview Transcript Line 264 

[43]  John Email Correspondence; 
Institutional Website 

Email Correspondence with 
Participant; Website Profile 

[44]  John Interview Transcript; 
Institutional Website 

Line 116; Website Profile 

[45]  John Institutional website General Information 

[46]  John Institutional website General Information 

[47]  John Interview Transcript Line 183 

[48]  John Institutional website Mission and Purpose 
Statements 
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[49]  John Interview Transcript Lines 46-48 

[50]  John Interview Transcript Lines 49-50 

[51]  Sebastian Interview Transcript; Email 
Correspondence 

Line 643; Email 
Correspondence 

[52]  Sebastian Interview Transcript Line 634; Line 642 

[53]  Sebastian Interview Transcript Line 250; Line 569 

[54]  Sebastian Institutional Website Student Life FAQ 

[55]  Sebastian Interview Transcript Lines 41-42 

[56]  Sebastian Interview Transcript Line 571 

[57]  Sebastian Interview Transcript Line 594-595 

[58]  Alan Interview Transcript Line 5 

[59]  Alan Interview Transcript Lines 13-14 

[60]  Alan Email Correspondence Email Correspondence with 
Participant 

[61]  Alan Institutional Website; 

Interview Transcript 

Fact Sheet; Line 71 

[62]  Alan Interview Transcript Line 72 

[63]  Alan Interview Transcript Lines 154-156 

[64]  Alan Email Correspondence Email Correspondence with 
Participant 
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[65]  Alan Interview Transcript Line 381 

[66]  McGee Interview Transcript Transcript 1, Line 4; Line 167 

[67]  McGee Field Notes Field Notes from Interview 
with EWS #1 

[68]  McGee Interview Transcripts Transcript 1, Lines 14-15 

[69]  McGee Interview Transcripts Transcript 1, Line 11; Line 14 

[70]  McGee Interview Transcript Transcript 2, Lines 7-8; Line 
111 

[71]  McGee Interview Transcripts  Transcript 1, Lines 50-51; 
Transcript 2, 135-136 

[72]  McGee Company Reimbursement 
Policy 

Company Reimbursement 
Policy 

[73]  McGee Interview Transcripts Transcript 1, Line 31; 
Transcript 2, Line 104; 
Transcript 3, 279-280 

[74]  McGee Interview Transcripts Transcript 1, Lines 80-81; 
Transcript 3, Line 58 

[75]  McGee Interview Transcripts Transcript 1, Lines 80-81 
Transcript 2, Line 106 
Transcript 3, Lines 17-18 

[76]  McGee Interview Transcript Transcript 1, Lines 39-42 

[77]  Debbie Interview Transcript Transcript 1, Lines 5; Lines 
45-46 

[78]  Debbie Interview Transcript Transcript 1, Lines 6-7 

[79]  Debbie Interview Transcript Transcript 1, Lines 38-41 

[80]  Debbie Interview Transcript Transcript 1, Lines 58-59; 
Lines 62-65 
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[81]  Debbie Interview Transcript Transcript 1, Lines 20-29;  

[82]  Debbie Interview Transcript Transcript 2, Lines 207-209 
Transcript 3, Lines 81-92 

[83]  Debbie Interview Transcript Transcript 1, Lines 24-29 
Transcript 2, Lines 6-7; Lines 
10-13 

[84]  Bob Interview Transcript Lines 35-36; Line 6 

[85]  Bob Interview Transcript Line 50 

[86]  Bob Interview Transcript Lines 50-51 

[87]  Bob Interview Transcript Line 299 

[88]  Penelope Interview Transcript Line 26 

[89]  Penelope Interview Transcript Lines 179-187 

[90]  Penelope Interview Transcript Lines 179-187; Line 200 

[91]  Penelope Company Tuition Plan Copy of Company Tuition 
Plan 

[92]  Penelope Interview Transcript Line 72 

[93]  Kirk Interview Transcript Lines 44-45 

[94]  Sebastian Interview Transcript Line 69 

[95]  Sebastian Interview Transcript Line 79 

[96]  Sebastian Interview Transcript Lines 106-107 



Texas Tech University, Erika M. Haeussler-Warnick, December 2013 

 

182 

[97]  Alan Interview Transcript Lines 13-15 

[98]  Alan Interview Transcript Lines 16-18 

[99]  Alan Interview Transcript Lines 22-26 

[100]  Alan Interview Transcript Lines 19-22 

[101]  John Interview Transcript Lines 22-29 

[102]  Claire Interview Transcript Line 60 

[103]  Claire Interview Transcript Lines 55-62 

[104]  Linda Interview Transcript Line 79 

[105]  Linda Interview Transcript Lines 32-34 

[106]  Kirk Interview Transcript Lines 65-67 

[107]  Ellen Interview Transcript Lines 52-53 

[108]  Alan Interview Transcript Lines 321-322 

[109]  Alan Interview Transcript Lines 312-329 

[110]  Lauren Interview Transcript Line 116; Lines 121-124 

[111]  Lauren Interview Transcript Line 114-124 

[112]  Lauren Interview Transcript Lines 466-468 
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[113]  Debbie Interview Transcript Transcript 2, Line 50; Lines 
53-54 

[114]  Linda Interview Transcript Lines 80-83 

[115]  Alan Interview Transcript Lines 38-42 

[116]  Alan Interview Transcript Line 33 

[117]  Alan Interview Transcript Lines 41-43 

[118]  McGee Interview Transcript Transcript 3, Lines 278-280 

[119]  Debbie Interview Transcript Transcript 2, Lines 10-13 

[120]  McGee Interview Transcript Transcript 2, Line 11 

[121]  Debbie Interview Transcript Transcript 2, Lines 12-13 

[122]  Debbie Interview Transcript Transcript 3, Lines 278-280 

[123]  McGee Interview Transcript Transcript 3, Lines 278-280 

[124]  Bob Interview Transcript Lines 77-78; Lines 423-424; 
Lines 434-435 

[125]  Penelope Interview Transcript Lines 118-127 

[126]  John Field Notes Field Notes from Interview 
with HiEdAdmin #6 

[127]  John Tuition Assistance 
Management Company 
Website 

About Page on Company 
Website 

[128]  John Interview Transcript Line 56; Lines 62-63; Lines 
232-233 
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[129]  John Reflexive Journal; Field 
Notes  

Journal Notes;  Field Notes 
from Interview with 
HiEdAdmin #6 

[130]  John Tuition Assistance 
Management Company 
Website 

Company Website 

[131]  John Tuition Assistance 
Management Company 
Website 

TA Company Website 

[132]  John Tuition Assistance 
Management Company 
Website 

Information for employers 

[133]  John Interview Transcript Line 62-63 

[134]  Claire Interview Transcript Line 66 

[135]  Claire Interview Transcript Lines 67-68 

[136]  Claire Interview Transcript Lines 69-70 

[137]  Claire Interview Transcript Lines 66-72 

[138]  John 
 

Interview Transcript Lines 42-44 

[139]  Alan Interview Transcript Lines 60-68 

[140]  Sebastian Interview Transcript Line 82; Lines 124-125 

[141]  Sebastian Interview Transcript Lines 118-132 

[142]  Sebastian Interview Transcript Line 378; Lines 381-382 

[143]  Debbie Interview Transcript Transcript 2, Line 18-19 

[144]  Debbie Interview Transcript Transcript 2, Lines 11-12 
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[145]  Debbie Interview Transcript Transcript 2, Lines 16-20; 
Lines 24-25 

[146]  Ellen Interview Transcript Lines 110-112 

[147]  Ellen Interview Transcript Lines 99-105 

[148]  John Interview Transcript Lines 42-44 

[149]  Alan Interview Transcript Lines 188-193 

[150]  Ellen Interview Transcript Lines 98-99 

[151]  Alan Interview Transcript Line 85; Lines 88-92 

[152]  Alan Interview Transcript Lines 88-92 

[153]  Claire Interview Transcript Lines 81-88 

[154]  Claire Interview Transcript Line 97 

[155]  Alan Interview Transcript Lines 79-81 

[156]  Alan Interview Transcript Lines 80-85 

[157]  Lauren, 
Ellen, Kirk, 
Linda 

Interview Transcripts Lauren: Line 150 
Ellen: Lines 113-115 
Kirk: Lines 328-332 
Linda: Line 113; Lines 116-
118 
 

[158]  Linda Interview Transcript Lines 32-37 

[159]  Kirk Interview Transcript Lines 29-35; 352-354 
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[160]  Ellen Interview Transcript Lines 139-148 

[161]  Linda Interview Transcript Lines 117-118 

[162]  Kirk Interview Transcript Lines 317-319 

[163]  Ellen Interview Transcript Lines 44-45 

[164]  Kirk Interview Transcript Lines 29-31 

[165]  Ellen Interview Transcript Lines 139-148 

[166]  Linda Interview Transcript Lines 111-117 

[167]  Alan Interview Transcript Lines 130-131 

[168]  Alan Interview Transcript Lines 142-143 

[169]  Kirk Interview Transcript Lines 78-80 

[170]  Kirk Interview Transcript Lines 76-80 

[171]  Kirk Interview Transcript Lines 95-96 

[172]  Kirk Interview Transcript Lines 90-91 

[173]  Linda Interview Transcript Lines 243-246 

[174]  Bob Interview Transcript Lines 478-479 

[175]  Penelope Interview Transcript Line 118; Line 142;  
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[176]  Bob Interview Transcript Lines 478-479 

[177]  Bob Interview Transcript Line 478-479 

[178]  Bob Interview Transcript Lines 479-482 

[179]  Alan Interview Transcript Lines 155-156 

[180]  Kirk Interview Transcript Lines 161-162 

[181]  John Interview Transcript Lines 115-116 

[182]  John 
 

Interview Transcript Lines 113-114 

[183]  Lauren Interview Transcript Lines 527-531 

[184]  Lauren Interview Transcript Lines 536-537 

[185]  Claire Interview Transcript Line 9 

[186]  Claire Interview Transcript Lines 9-14 

[187]  Sebastian Interview Transcript Line 86; Line 89 

[188]  Sebastian Company Website Company Website 

[189]  Sebastian Interview Transcript Lines 179-181 

[190]  Sebastian Interview Transcript Lines 102-104 

[191]  Sebastian Interview Transcript Lines 94-104 
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[192]  McGee Interview Transcript Transcript 3, Line 31 

[193]  McGee Interview Transcript Transcript 3, Lines 6-7 

[194]  McGee Interview Transcript Transcript 3, Line 6 

[195]  McGee Interview Transcript Transcript 1, Lines 81-82 

[196]  McGee Institutional Website Satellite Campus Homepage 

[197]  McGee Interview Transcript Transcript 3, Lines 278-280 

[198]  Debbie Interview Transcript Transcript 2, Lines 75-77 

[199]  Debbie Interview Transcripts Transcript 2, Lines 77-82 

[200]  Debbie Interview Transcript Transcript 2, Lines 75-82 

[201]  Penelope Interview Transcript Lines 146-148 

[202]  Penelope Interview Transcripts Lines 148-150 

[203]  John Interview Transcript Line 140 

[204]  John Interview Transcript Lines 145-146 

[205]  John Interview Transcript Lines 154-156 

[206]  Sebastian Interview Transcript Lines 94-104 

[207]  Linda Interview Transcripts Lines 277-280 
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[208]  Claire Interview Transcripts Line359; Lines 361-362 

[209]  Claire Interview Transcripts Lines 364-365 

[210]  McGee Interview Transcript Transcript 3, Lines 286-287 

[211]  McGee Interview Transcript Transcript 3, Lines 298-290; 
300-302 

[212]  McGee Interview Transcript Transcript 3, Lines 286-294 

[213]  McGee Interview Transcript Transcript 3, Lines 297-302 

[214]  Alan Interview Transcript Line 164 

[215]  Alan Interview Transcript Lines 165-167 

[216]  John Interview Transcript Lines 115-116 

[217]  John Interview Transcript Lines 166-167 

[218]  Lauren Interview Transcript Lines 277-280 

[219]  Linda Interview Transcript Lines 129-132 

[220]  Kirk Interview Transcript Lines 179-182 

[221]  Sebastian Interview Transcript Lines 529-533 

[222]  Sebastian Interview Transcript Lines 528-531 

[223]  Ellen Interview Transcript Lines 190-200 
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[224]  Lauren Interview Transcript Lines 243-244 

[225]  Sebastian Interview Transcript Lines 276-277 

[226]  Lauren Interview Transcript Lines 265-266 

[227]  Linda Interview Transcript Lines 134-137 

[228]  Ellen Interview Transcript Lines 204-208 

[229]  Lauren Interview Transcript Lines 264-265 

[230]  Sebastian Interview Transcript Lines 270-271 

[231]  Sebastian Interview Transcript Line 578 

[232]  Claire Interview Transcript Lines 136-137 

[233]  Kirk Interview Transcript Lines 184-191 

[234]  Claire Interview Transcript Lines 186-189 

[235]  McGee Interview Transcript Transcript 3, Lines 179-183; 
Lines 203-208 

[236]  Debbie Interview Transcript Transcript 3, Line 48 

[237]  Debbie Interview Transcript Transcript 3, Lines 45-50 

[238]  Sebastian Interview Transcript Lines 583-586 

[239]  Sebastian Interview Transcript Lines 587-589 
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[240]  Sebastian Interview Transcript Lines 594-595 

[241]  Claire Interview Transcript Lines 136-137 

[242]  Claire Interview Transcript Lines 140-141 

[243]  Claire Interview Transcript Lines 175-177 

[244]  Kirk Interview Transcript Lines 170-172 

[245]  Debbie Institutional Website; 
Interview Transcript 

Institutional Website 
Transcript 1, Line 24; 28 
Transcript 3, Lines 118-119 

[246]  McGee Institutional Website; 
Interview Transcript 

Institutional Website; 
Transcript 1, Line 179 

[247]  Debbie Interview Transcript Transcript 3, Lines 29-30 

[248]  McGee Interview Transcript Transcript 1, Lines 179-182 

[249]  Debbie Interview Transcript Transcript 3, Lines 29-39 

[250]  McGee Interview Transcript Transcript 3, Lines 107-108 

[251]  Kirk Field Notes Field Notes with HiEd 
Participant #1 

[252]  Kirk Field Notes Field Notes with HiEd 
Participant #1 

[253]  Kirk Field Notes Field Notes with HiEd 
Participant #1 

[254]  Kirk Interview Transcript; Field 
Notes 

Lines 444-449; Field Notes 
with HiEd Participant #1 

[255]  Lauren Interview Transcript Lines 568-573 
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[256]  Claire Interview Transcript Lines 288-290 

[257]  Claire Interview Transcript Lines 200-205 

[258]  Claire Interview Transcript Lines 220-224 

[259]  Claire Interview Transcript Line 202 

[260]  Claire Interview Transcript Lines 180-181 

[261]  Kirk Interview Transcript Lines 459-467 

[262]  Kirk Field Notes Field Notes from Interview 
with HiEdAdmin #1 

[263]  Kirk Interview Transcript Lines 406-408 

[264]  Bob Interview Transcript Line 118 

[265]  Linda Interview Transcript Lines 253-254; Lines 258-261 

[266]  Linda Interview Transcript Lines 258-259 

[267]  Linda Interview Transcript Line 261 
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