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ABSTRACT
 The purpose of the descriptive case study with a multiple case framework was to (a)
 describe the organizational cultures of education programs and leaders in the United
 States (U.S.) Department of Defense (DoD) voluntary education system on Oahu,
 Hawaii; (b) determine if an overlapping common organizational culture exists; and (c)
 assess the cultural feasibility of increased joint-service integration. Semi-structured
 interviews were conducted with 21 education system leaders, including education service
 officers (ESOs); unit level education officers (EOs); and college directors from U.S. Air
 Force, U.S. Army, U.S. Marine Corps, and U.S. Navy education centers. The data
 analyzed from each education program across the four services revealed nine
 organizational culture commonalities and four joint-service organizational culture
 attributes within the nine culture commonalities.
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 CHAPTER 1: INTRODUCTION
 The U.S. Department of Defense (DoD) voluntary education system represents
 approximately 400,000 postsecondary enrollments worldwide each year and is considered an
 important component of the continuing education market (U.S. DoD, 2007). The primary leaders
 in the voluntary education system are installation education service officers (ESOs), institutional
 college on-site directors, and individual unit education officers (EOs) who provide educational
 service on military installations within the major components of the U.S. DoD (U.S. Air Force,
 U.S. Army, U.S. Marine Corps, and U.S. Navy). A qualitative descriptive case study design with
 a multiple case framework is used to describe the organizational culture of education programs
 and leaders within the U.S. DoD voluntary education system.
 The chapter includes a description of the voluntary education system operating on Oahu,
 Hawaii. Approximately 34,838 active duty service members from all four branches of the U.S.
 DoD serve throughout 84 different military installations in Hawaii (Hawaii Department of
 Business, Economic Development, and Tourism [DBEDT], 2007). For a regional comparison,
 34,039 active duty (U.S. military service members are stationed in Japan, 24,655 stationed in
 Korea, 22,415 stationed in Arizona, and 19,408 stationed in Alaska (U.S. DoD, 2008). Education
 service officers, college directors, and unit EOs support the voluntary education system on
 military installations within each geographic location in accordance with U.S. DoD Directive
 1322.8 (Wolfowitz, 2005). Literature from organizational culture, nontraditional adult education,
 and the U.S. DoD voluntary education system supports the current study.
 The U.S. DoD Quadrennial Defense Review (U.S. DoD, 2001) included a discussion of
 the importance of understanding the social value of voluntary education. According to the
 review, the quality of the individual services is directly attributable to the quality of the
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2
 individual members making up its membership, and providing education services deemed critical
 to retaining and attracting the most qualified individuals (U.S. DoD, 2001). Senior leaders in the
 U.S. DoD value the contribution of educated individuals to the all-volunteer U.S. Armed Forces
 and recognize the potential increase in service member efficiency and effectiveness (U.S. DoD,
 2009). Developing educated service members capable of carrying out their specific military
 missions across the globe is one of the goals of leadership.
 Chapter 1 includes an introduction to the current study. The chapter begins with a
 discussion of the background of the problem within the U.S. DoD voluntary education system
 which is followed by the specific problem explored in the research. The chapter continues with
 the purpose and significance of the study in relation to organizational leadership within the
 voluntary education system.
 Chapter 1 continues with a discussion of the nature of the study and the research
 questions, which served to direct the inquiry. Identification and definitions of key terms from
 organizational culture, nontraditional adult education, and the U.S. DoD voluntary education
 system follow. Following a discussion of the research assumptions, scope, limitations, and
 delimitations, the chapter concludes with a summary of key points.
 Background of the Problem
 The U.S. DoD voluntary education system is comprised of similar general leader
 nomenclatures, but operates using different service-centric program contexts and structures
 (Community College of the Air Force [CCAF], 2008; Harvey, 2008; Marine Corps Order
 [MCO], 1999; Morrow, 2006). For instance, the U.S. Air Force has created the CCAF to award
 Associate’s degrees to its Airmen (Hauer, 2006). All enlisted U.S. Air Force personnel
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3
 automatically enrolled in the CCAF after basic training with subsequent training and education
 articulated into pertinent CCAF related degree plans (Hauer, 2006).
 In U.S. Army Regulation 621-5, the U.S. Army incorporates an Internet platform to offer
 its soldiers courses from several member colleges not specifically tied to the local installation
 structure (Morrow, 2006). The U.S. Marine Corps education program, MCO 1560.25C, is
 focused on the complete lifelong learning of its military and family members using its
 installation structure (MCO, 1999). The U.S. Navy incorporates education programs designed for
 afloat-stationed sailors and ashore-stationed sailors whose needs are different based on the
 sailors working conditions (Harvey, 2008).
 The study of the organizational cultures of education programs and leaders in the U.S.
 DoD voluntary education system is germane and represents an important social concern. The
 efficacy of the educational system is interrelated with the interaction among specific leader
 categories from each service education program. Understanding any overlapping organizational
 cultures or subcultures resident in the education system, as represented by the primary education
 leaders, helped to build a rich, deep, and clear picture of the existing organizational leadership
 context supporting the military service member. A detailed portrait of the existing leadership
 context led to organizational discourse regarding possible synergies based on increased joint-
 service integration of the education system.
 Educated and trained service members contribute to the military while attached to the
 service and contribute to the civilian workforce when they leave the military and return to the
 civilian labor market (American Council on Education [ACE], 2008b; CCAF, 2008; Harvey,
 2008; MCO, 1999; Morrow, 2006). According to Military Installation Voluntary Education
 Review (MIVER), a general assumption is the greater the penetration of postsecondary education
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4
 into the military establishment, the greater the military contribution by those members while they
 are serving on active duty, and the deeper the societal value they provide when they finish their
 enlistment and return to civilian work (ACE, 2008b). Opening the dialog to the possibility of
 increased joint-service integration of the education system supports the overall social concern for
 increasing postsecondary education, and supports the U.S. DoD senior leadership goal of
 unifying aspects of the four separate military organizations through more joint-service
 integration (Veneri, 2007).
 In the 2006 U.S. DoD Quadrennial Defense Review, senior leaders outlined the
 transformational endeavors required to ensure a move toward joint capability. Leaders indicated
 the need to move away from separate service-centric concepts toward joint operations (U.S.
 DoD, 2006). In the January 27, 2009 testimony before the U.S. Senate Armed Services
 Committee, U.S. Secretary of Defense Robert Gates indicated that while operations within the
 military services have moved towards joint-integration, many areas remain service-centric and
 somewhat adversarial (Gates, 2009a). On April 6, 2009, Secretary Gates, in his Fiscal Year 2010
 Defense Budget Recommendation Statement indicated that the U.S. DoD is at a critical junction.
 After the war in Afghanistan and Iraq, following the September 11, 2001 attacks, underlying
 flaws in culture, structure, and priorities of the U.S. DoD surfaced (Gates, 2009b). In separate
 speeches to the U.S. Air Force, U.S. Army, and U.S. Naval War Colleges, Secretary Gates
 highlighted the importance of moving away from service-centric cultural mindsets of the past
 (Gates, 2009c, 2009d, 2009e).
 In January 2009, the Council of College and Military Educators (CCME) annual
 symposia was held on Oahu, Hawaii. Representatives of each military service voluntary
 education program, assorted U.S. DoD voluntary education support activities, and higher
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5
 education institutions outlined various important voluntary education issues. Each military
 service presentation included the individual challenges and perspective actions to take regarding
 the direction of each specific education program (CCME, 2009a; CCME, 2009b; CCME, 2009e;
 CCME, 2009f). The current service-centric nature of the voluntary education programs within
 the U.S. DoD voluntary education system was evident within each service-specific presentation
 (CCME, 2009a; CCME, 2009b; CCME, 2009e; CCME, 2009f).
 The cultural importance of movement toward more joint-service integration was revealed
 by the presentations of the assorted U.S. DoD voluntary education support activities and higher
 education institutions (CCME, 2009c; CCME, 2009d). The U.S. DoD Voluntary Education
 System presentation included the future possibility of establishing joint education centers
 comprised of shared military service personnel (CCME, 2009c, 2009d). Similarly, a key point
 made in the postsecondary institution breakout session was the difficulty institutions experience
 working with the requirements of the different military service voluntary education programs.
 Participants questioned the progress toward a joint-service system (CCME, 2009d).
 The service-centric education programs of each of the U.S. Armed Forces operate
 independently within the construct of the U.S. DoD voluntary education system (CCAF, 2008;
 Harvey, 2008; MCO, 1999; Morrow, 2006). The semiautonomous nature of the individual
 branches of service and the global installation infrastructure fosters the service-centric cultural
 underpinnings within the voluntary education system. The overarching service-centric nature of
 the U.S. DoD has led to a voluntary education system that appears fractured and differentiated;
 such a system could benefit from structural review (Apgar & Keane, 2004; Brook & Candreva,
 2007; England, 2006, 2008). Fractured systems contribute to the need for a review based on the
 larger U.S. DoD overarching focus away from service-centric thinking, toward more joint-
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 integration, based on business case development, privatization, outsourcing and process
 improvement (Apgar & Keane, 2004; Brook & Candreva, 2007; England, 2006, 2008; Gates,
 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006).
 The individual military service voluntary education programs operate within the precepts
 dictated in U.S. DoD Directive 1322.8 (Wolfowitz, 2005). The directive requires individual
 military department secretaries develop and sustain voluntary education programs worldwide for
 service members that include facilities, funding, resources, and staff (Wolfowitz, 2005). The
 directive also includes a mandate that individual U.S. Armed Forces provide military members
 with similar educational opportunities to those provided and available to civilian members of
 society, intimating educational parity regardless of the service member’s location or type of duty.
 Inherent in the directive is an overarching expectation to provide a similar education system,
 ensuring parity not only with the civilian sector, but also between each military service branch
 (Wolfowitz, 2005).
 Each individual military service manages the U.S. DoD voluntary education system
 separately using different processes, disparate strategies, and dissimilar infrastructures (CCAF,
 2008; Harvey, 2008; MCO, 1999; Morrow, 2006). The education programs of each service
 operate within the context of the larger U.S. DoD system (Wolfowitz, 2005). The structure of the
 U.S. DoD is a decentralized combination of semiautonomous organizations (Apgar & Keane,
 2004). Each military service has education programs designed for the perceived operational
 needs of the resident military mission and population, which has created dissimilar individual
 structural programs (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006). While each
 service has separate internal education programs, the voluntary education system has integrated
 semi-centralized regional joint command education structures based on local aggregate perceived
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7
 regional education requirements (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006;
 Wolfowitz, 2005).
 The MIVER process serves as the U.S. DoD mechanism for installation quality assurance
 (ACE, 2008b). In the MIVER Principles of Good Practice, collaboration, communication, and
 coordination are identified as integral aspects of the installation self-studies (ACE, 2008b). The
 voluntary education system has supported recruitment and retention efforts of enlisted service
 members (Boesel & Johnson, 1988; Brauchie, 1997; Lynberg, 2003; Smith, 1997).
 Assessing the potential of increased joint-service integration of the education system is
 consistent with the U.S. DoD leadership goals of joint-integration, efficiency, and process
 improvement (Apgar & Keane, 2004; Brook & Candreva, 2007; England, 2006, 2008; Gates,
 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006). Integrated leadership necessitates
 establishing strategic goals, setting actionable targets, and organizational members to successful
 completion (Betts & Santoro, 2007; Lipshitz & Mann, 2005). The importance of leaders
 considering the influence of organizational culture is especially relevant with regard to
 implementing strategies (Ciganek, Mao, & Strite, 2008; Hayes, 2008; Kohn, 2009; Mahadevan,
 2009).
 Organizational culture embodies the historical wisdom accumulated by a group and is
 critical to the attainment of strategic objectives (Bolman & Deal, 2008). Attaining a deep
 understanding of an organizational culture is crucial for leaders to interpret accurately what is
 going on in an organization (Hamlin, 2007). Leadership is an especially important factor in
 determining the success of an educational system (Simkins, 2005).
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 Statement of the Problem
 The general problem is leaders in the U.S. DoD voluntary education system operate four
 culturally distinct, service-centric, postsecondary education programs (CCAF, 2008; Harvey,
 2008; MCO, 1999; Morrow, 2006; Wolfowitz, 2005). The service-centric nature of programs
 within the system is problematic given the espoused values of senior leaders to move away from
 service-centric cultural mindsets toward more efficient and effective systems (Apgar & Keane,
 2004; England, 2006, 2008; Gates, 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006). The
 existing system, comprised of organizational leaders representing U.S. Air Force, U.S. Army,
 U.S. Marine Corps, and U.S. Navy education programs, may not represent the education
 platform needed to achieve the changes articulated by senior leaders (Apgar & Keane, 2004;
 England, 2006, 2008; Gates, 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006; Wolfowitz,
 2005).
 The specific problem is even with the establishment of regional joint-service education
 command structures, individual programs still operate within the confines of specific service-
 centric cultures, antithetical to senior leadership espoused values of moving from past cultural
 mindsets toward more joint-integration (Gates, 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD,
 2006;). If leadership issues regarding the sustainability and efficacy of semiautonomous service-
 centric education programs are not addressed because of cultural distinctiveness, beneficial
 organizational consolidation leadership efforts within the United States largest bureaucracy
 (Korb & Bergmann, 2008) will not be accomplished. An organizational cultural understanding is
 required to achieve the espoused goals of senior leadership in the education system (England,
 2006, 2008; Gates 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006).

Page 23
                        

9
 A qualitative descriptive case study with a multiple case framework was used to describe
 the organizational cultures of ESOs, on-base college program directors, and unit EOs, in U.S. Air
 Force, U.S. Army, U.S. Marine Corps, and U.S. Navy installation programs on Oahu, Hawaii.
 The goal was to determine if a common overlapping culture exists between the four education
 programs within the voluntary education system, as represented by education leaders responsible
 for the different aspects of the programs. A secondary goal was to ascertain if increased joint-
 integration was culturally feasible. Integrating senior leader goals of achieving more operational
 joint-integration (Gates, 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006) and improvement
 (Apgar & Keane, 2004; England, 2006, 2008) into the system can begin with a cultural
 understanding of the cross-section of education leaders. Results from the current study are
 important to management and leadership researchers as findings may deepen the understanding
 of organizational culture and help U.S. DoD leaders address service-centric cultural barriers.
 Purpose of the Study
 The purpose of the current qualitative descriptive case study with a multiple case
 framework was to (a) describe the organizational cultures of education programs and leaders in
 the U.S. DoD voluntary education system on Oahu, Hawaii; (b) determine if an overlapping
 common organizational culture exists; and (c) assess the cultural feasibility of increased joint-
 service integration. The organizational cultural factors of interest are the artifacts, espoused
 values, and basic assumptions (Schein, 1999, 2004) as they apply to leaders within each branch
 of service and leader category. The study of organizational culture using identified education
 leaders was intended to reveal cultural similarities or differences, and areas of overlapping
 consistency, which would be indicative of the cultural feasibility of increased joint-service
 integration.
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 Semi-structured interviews took place with 21 leaders within the voluntary education
 system. The specific population included ESOs and unit level EOs from U.S. Air Force, U.S.
 Army, U.S. Marine Corps, and U.S. Navy education programs and on-base college directors
 represented at multiple installation education centers. Additional data sources included direct
 observation of operations of each of the four primary education programs education centers.
 Field notes included documented observations of the operation of individual military
 service education centers and actions of each research leader category. A review of recent
 MIVER installation and institution self-report principles supported generating a text-based
 description of the espoused values of voluntary education leaders. A vivid description supported
 an extensive understanding of the context of primary leaders to ascertain if a common
 overlapping organizational culture exists that will support increased joint-service integration.
 Significance of the Study
 The current study may have broad significance outside the specific education system,
 adding increased organizational cultural understanding to general leadership knowledge and
 literature. Findings lead to a more extensive understanding of how organizational culture
 integrates and affects leaders operating separately in a complex semi-collaborative environment.
 Insight resulting from the current organizational cultural study may generate new distinctions
 regarding leadership, organizational culture, and higher education systems.
 Exploring the organizational culture allowed a detailed description and more extensive
 understanding of widely held artifacts, espoused values, and basic assumptions resident in the
 U.S. DoD voluntary education system. Culture is a powerful and often unconscious force, which
 determines collective behavior and depth of perception (Schein, 2004). The powerfulness of
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 organizational culture is evident by its increased popularity in mergers and acquisition literature
 (Raid, 2005).
 Using an organizational culture model as the framework for a qualitative descriptive case
 study, with multiple cases and a sample of leaders from the entire military education system,
 represented a unique approach to studying the problem. The voluntary education programs are
 typically reviewed singularly, irrespective of the context of the overall system, with historically
 limited leadership focus (Greig, 2007; Murphy, 2007; Savage, 2005; Tucker, 2007). The
 increased depth of perception of the collective behavior, as represented in the organizational
 cultures of education programs and leaders within the education system, could have important
 influence on future consolidation efforts. The current study represents a distinctive approach to
 the problem because of the focus on the organizational culture of education programs and leaders
 from all four individual programs within the larger voluntary education system.
 The results of the current study might specifically aid senior leaders in establishing a
 structure based on the breadth and depth of the organizational culture resident the voluntary
 education system. Postsecondary degrees are significant achievements and attainment of the
 degree is related to selection, promotion, retention, and economic success within the civilian and
 military sectors (Bosworth, 2008; Smith, 1997). Individuals within organizations will continue
 learning as a means to become active citizens, responsible for their own empowerment (Edwards
 & Usher, 2001). By exploring cultures within specific branches of service and by leader
 category, a richer and more detailed description of organizational basic assumptions emerged.
 Identifying widely held core cultural basic assumptions led to a more clear understanding of the
 interrelatedness and culture of education programs and leaders within the voluntary education
 system.
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 A vivid description of the organizational cultures of education programs and leaders
 within the education system led to a wider recognition of the openness or opposition to possible
 increased economically motivated joint-service structural integration. The three primary leader
 categories represented in the education system reflect institutional culture, organizational culture,
 and aspects of subcultures, which influence the acceptance or rejection of change initiatives of
 senior leaders within the voluntary education system. The primary leaders provided a clear
 understanding of the organizational cultural dynamic within the system, given the review of the
 three leader categories at each of the four service education programs.
 The importance of organizational culture research to senior leaders is the increased
 usability an in-depth understanding of the resident cultures within the existing system provided.
 The study of leaders within the education system resulted in a richer dialogue and increased the
 literature regarding the openness to increased joint-service integration. Describing the
 organizational cultures of education programs and leaders was important to establishing a
 baseline regarding potential increased joint-service integration and increasing the scholarly
 visibility of the issue.
 Nature of the Study
 The current study involved a qualitative method and descriptive case study design, with a
 multiple case framework. Data collection methods included direct observations, document
 analysis, and semi-structured interviews with representative leaders from the education programs
 of all four branches of service within the U.S. DoD voluntary education system. Data were
 triangulated from various sources to provide a deep understanding of the organizational cultures
 of education programs and leaders in the voluntary education system.
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 Qualitative Method
 The most suitable method for understanding the specific organizational cultures of the
 voluntary education programs and leaders was the qualitative research method. Qualitative
 studies support formulating understandings built on the ideas articulated by the participants
 (Creswell, 2008; Schram, 2005). The use of a qualitative method supported developing a
 description based on an intimate understanding of the participants within a holistic environment.
 Qualitative research is founded on gleaning understanding from participants, which is reflective
 of how experience and meaning intersect (Merriam, 1998).
 A qualitative research method was appropriate to the problem’s complexity and
 multifaceted aspects. The research method and design were predicated on the best fit in
 answering the research questions, thereby leading to appropriate data collection and
 interpretation techniques (Ausband, 2006; Leedy & Ormrod, 2005; Noor, 2008). Qualitative
 studies are useful when the nature of the study is exploratory, with limited investigation into the
 population and topic (Creswell, 2008; Schram, 2005). Adequate research regarding the
 organizational cultures of education programs and leaders within the four services, which
 comprise the voluntary education system, was absent; therefore, a qualitative method was sound
 and appropriate.
 Quantitative studies lead to the confirmation or disconfirmation of tested hypotheses,
 while qualitative studies lead to tentative answers about observed phenomenon (Gerring, 2007;
 Leedy & Ormrod, 2005). Quantitative research is designed to validate relationships, while
 qualitative research is designed to explore the nature of complex situations (Leedy & Ormrod,
 2005). While different in their approach, both forms of research have a similar outcome; both
 contribute to or build theory (Leedy & Ormrod, 2005). A constructivist approach is often focused
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 on the progression of individual interaction within interrelated groups (Leedy & Ormrod, 2005).
 Qualitative research is focused on participant work and life contexts used to capture accurate
 cultural settings (Creswell, 2008).
 For the current study, the qualitative research method was the most authentic and
 congruent method based on the goal of describing the organizational cultures of education
 programs and leaders within the U.S. DoD voluntary education system (Robert & Wasti, 2002).
 The strength of qualitative research is building understanding based on the experiences of the
 participants most involved in the phenomenon (Chwalisz, Sheetal, Shah, & Hand, 2008;
 Creswell, 2008; Schram, 2005). Qualitative research aligns with the organizational cultural study
 of education programs and leaders within the voluntary education system. The use of a
 qualitative research method, focused on understanding the context of primary leaders with regard
 to organizational culture, supported describing the problem with vivid clarity.
 Case Study Design
 A descriptive case study design with a multiple case framework supported generating a
 description that was a detailed and rich representation of the existing situation (Creswell, 2008;
 Gerring, 2007; Hancock & Algozzine, 2006). An in-depth understanding brought by the
 exploration of the organizational cultures of those most involved with the performance of the
 system revealed specific cultures resident within the four separate on-base voluntary education
 programs. An organizational cultural description also used to determine if a core cultural
 structure existed, upon which discussion could begin about integrating the separate education
 programs into a more joint-service enterprise. Use of a descriptive case study design provided
 the ability to capture a holistic representation of the organizational system (Gerring, 2007; Yin,
 2008).
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 While ethnography may seem more aligned with the anthropological roots of the study of
 organizational culture than case study research, a descriptive case study design was authentic
 given the design and focus of the dissertation. Descriptive case study is the preferred design
 when ascertaining the nature of why or how a phenomenon or situation exists in a real-life
 construct and when researchers lack control over the actual events (Yin, 2008). The design of the
 current study supported an in-depth description of the organizational cultures of the education
 programs and leaders within the U.S. DoD voluntary education system.
 A case study is a qualitative research design where data are gathered about situations with
 limited or unknown understanding based on in-depth review (Gerring, 2007; Leedy & Ormrod,
 2005). The detailed description resulting from the current study allowed for an extensive
 understanding of each leader category within each individual education program. The resultant
 rich understanding of leaders within the individual education programs helped build a more
 complete picture of the whole system.
 A descriptive case study design with a multiple case framework is the optimum research
 design for the current study given access requirements and availability of the leaders within the
 structure of the U.S. DoD voluntary education system. Using a pure ethnographic
 anthropological design might seem like a practical design decision when common cultures are
 reviewed in depth (Leedy & Ormrod, 2005). The military establishment was not open to lengthy,
 embedded study; therefore, a pure ethnographic anthropological design was not realistic or
 achievable.
 The optimum and practical research design was the descriptive case study. The design
 met qualitative research standards, and observation, analysis, and interview of primary leaders
 within the U.S. DoD voluntary education system was achievable. Using a case study design with
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 a multiple case framework is preferable to case studies based on a single case, as derived
 evidence is considered more robust due to the more compelling nature of the numerous sources
 (Yin, 2008). Use of a case study design with multiple cases integrated well with the structure of
 the voluntary education system. Each military service education center was its own separate
 operation, with different individual leaders within the same three leadership categories. The use
 of the current study design supported deep-rooted work in distinctive environments (Yin, 2008).
 Data collection methods included direct observations, document analysis, and semi-
 structured interviews conducted with voluntary education leaders from the largest installations
 from each military service on Oahu, Hawaii. The description focused on the organizational
 cultures of three different leader categories within the four different branches of service
 operating within the education system. The use of the qualitative research method and
 descriptive case study design with a multiple case framework supported the study goal, which
 was to describe the organizational cultures of the education programs and leaders within the
 system and seek to uncover any existing common or disparate organizational cultural attributes.
 Primary data collected using semi-structured interviews with 21 ESOs, unit level EOs
 from U.S. Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy education programs, and
 on-base college directors at each installation. Additional data sources included direct observation
 of operations of each of the four primary military education programs. Field notes were taken to
 document observations of each service program and actions of each research leader category.
 The most recent MIVER installation and institution self-report principles for the voluntary
 education program were reviewed and served to generate a text-based description of the
 espoused values of the education leaders.
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 Identified attributes contribute to organizational leadership theory, at the same time
 building the discourse for the cultural prospects of more fully integrating the service education
 programs. Possible education program structural integration would require collaboration of
 senior leadership within each specific military service. Any successful move to a more unified
 and joint structure, from four unique and divergent programs, would be predicated on an
 underlying core culture (Schein, 2004) between the leaders within the voluntary education
 system.
 Research Questions
 The research goal was to develop an understanding of the organizational cultures of
 education programs and leaders with regard to increased joint-service integration. The research
 questions provided continuity throughout the current study by providing context for the central
 aim and goal of the research (Creswell, 2008). The research questions guided the research
 inquiry to elicit a logical and thoughtful description of the organizational cultures of education
 programs and leaders within the U.S. DoD voluntary education system.
 If a core cultural structure exists across the four separate voluntary military education
 programs, findings would aid in developing a more synergistic joint-service system and lead to
 discussion about the appropriateness of separate education programs within the U.S. DoD
 voluntary education system. Three central research questions guided the current study:
 Research Question 1: What is the organizational culture of each major military voluntary
 education program within the U.S. DoD voluntary education system?
 Research Question 2: What are the commonalities in organizational culture across the
 services as represented by leaders in each education program?
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 Research Question 3: What organizational cultural attributes within the U.S. DoD
 voluntary education system are characterized as more joint-service than service-centric?
 The results are a detailed description of the organizational cultures of the education programs
 and a cross-section of military service ESOs, on-base college program directors, and military
 unit EOs who are leaders responsible for the U.S. DoD voluntary education system.
 Theoretical Framework
 The theoretical framework of the current study is based on important aspects of
 organizational culture, nontraditional adult education, and the U.S. DoD voluntary education
 system. Concepts from organizational culture provided the architecture required to describe
 accurately the organizational dynamics within the voluntary education system. Concepts from
 nontraditional adult education and voluntary education help illuminate the interrelated nature and
 structure of the overarching voluntary education system. All three components provided requisite
 depth to the theoretical framework.
 Organizational Culture
 An organizational cultural model identified by Schein (1999, 2004) provided the
 theoretical framework to explore the organizational culture of education programs and leaders in
 the voluntary education system. Schein established superior overarching themes for
 understanding many important aspects of organizational culture (Schein, 1999, 2004). Schein
 breaks down the organizational cultural construct into well-articulated subcomponents of
 artifacts, espoused values, and basic assumptions (Schein, 1999, 2004).
 The categorization of culture into artifacts, espoused values, and basic assumptions (Pool,
 1999; Robert & Wasti, 2002; Schein, 1999) allowed for extensive understanding of the
 multilayered and multifaceted description of the organizational cultures within the U.S. DoD
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 voluntary education system (Sarros, Gray, Densten, & Cooper, 2005). The organizational culture
 construct was predicated on anthropological tenets of artifacts, values, and assumptions (Schein,
 1999). Integrating an organizational cultural framework is useful to appreciate the complex
 aspects and hidden assumptions within an organization (Schein, 1999).
 Culture is important, as it represents a powerful unconscious force that influences
 collective and individual behavior within organizations (Schein, 2004). Culture can be identified
 using many different forms and identified topologies; however, the current research was based
 on the subgroups identified by Schein (1999, 2004). Schein contended culture should be studied
 using the concepts of basic assumptions, espoused values, and artifacts. Cultures have good and
 bad qualities and can be strong or weak, depending on the situation, the analytical measurements
 used, and form of development.
 Trice and Beyer (1993) and Schein (1999, 2004) are referenced in organizational culture
 literature and have different perspectives on organizational culture. One difference is the specific
 focus of cultural development. Trice and Beyer focused on understanding ideological
 development from external sources such as ethnic, national, and societal. Schein focused on the
 internal development of culture within organizations based on individual and group beliefs.
 The organizational cultural model providing the conceptual construct for the current
 study was formulated based on the concept that culture binds organizational members’ together
 (Pool, 1999; Robert & Wasti, 2002). Culture is analyzed by reviewing the patterns of basic
 assumptions, values, and beliefs of members in the organization (Pool, 1999; Robert & Wasti,
 2002). Cultures emerge primarily on social processes from informal and spontaneous interaction
 (Trice & Beyer, 1993). Culture represents a group’s learned operating orientation and is
 developed through internal behaviors and external interaction. Culture represents a group’s
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 shared assumptions (Schein, 2004). Over time, ideologies shift from the explicit to the implicit
 and no longer remain conscious (Trice & Beyer, 1993).
 Trice and Beyer (1993) provided an overview of the essence of culture and its many
 important distinctions and facets. The views of Trice and Beyer are analogous to the landscape
 and backdrop on a painting. The work by Schein (1999, 2004) provided a description of the
 essence of organizational culture and a specific construct to conduct organizational analysis. The
 views of Schein are analogous to the canvas, paint, and brush, all necessary items to begin the
 painting process. While Trice and Beyer, and Schein had different focal points, their concepts are
 complimentary despite their differences in focus.
 Schein’s (1999, 2004) culture model is based upon integrating the various organizational
 levels and leadership categories within an organization. Culture influences each member of the
 organization and builds on the shared experience of the different groups. Trice and Beyer (1993)
 and Schein (1999, 2004) provided foundational understanding of the importance and different
 perspectives of organizational culture. The organizational culture theoretical construct is
 compatible with nontraditional adult education and the U.S. DoD voluntary education system.
 Nontraditional Adult Education
 Nontraditional education for adults is a rapidly growing and important segment in the
 university and college marketplace (Correia & Mesquita, 2007; Giancola, Grawitch, & Borchert,
 2009; Giancola, Munz, & Trares, 2008; Jacobson & Harris, 2008; Keith, Byerly, Floerchinger,
 Pence, & Thornberg, 2006; Poon, 2006; Wamba, 2005). Nontraditional adult students are over
 the age of 25, normally employed, independent, and possess real world experience (Dottin,
 2007). While a definition of the characteristics related to nontraditional adult students is well
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 documented, the identity of adult students is varied, diverse, and differentiated (Kasworm, 2005).
 The nontraditional education field is a reflection of cultural changing perceptions.
 Adult nontraditional learning has adapted to the requirements of the information
 explosion and changes in the workplace. Once a marginal component, adult nontraditional
 learning is now a formal necessity (Creed, 2001). Through research on postsecondary education
 participation in the military, Creed identified both motivation and barriers as consistent topics.
 Creed identified reasons for choosing to begin educational endeavors and identified deterrents to
 such endeavors.
 Much of the early work on nontraditional adult education is attributed to Houle (1961).
 Houle made significant progress understanding adult nontraditional students and clearly
 identified a topology for adult learners (Brown, 1993; Jackson, 2002). A goal-oriented learner
 participates in education to achieve defined objectives. An activity-oriented learner participates
 in education for reasons that are internal to the individual. The learning-oriented participant is
 involved with adult education just for the sake of attaining knowledge (Jackson, 2002). With the
 advent of more nontraditional learners, formal education transcends the bounds of the traditional
 student body (Creed, 2001).
 The benefits of overcoming deterrents to participation for nontraditional students is that
 lifelong learning aids in developing the necessary flexibility needed to compete in the ever-
 changing socioeconomic and technological working environment (Edwards & Usher, 2001).
 Nontraditional adult education and lifelong learning represents a shift toward encouraging
 individuals within organizations to continue learning as a means to become active citizens who
 are responsible for their own empowerment (Edwards & Usher, 2001). Nontraditional adult
 education literature is important in the current study because the research focus was on the
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 education programs and leaders within the U.S. DoD voluntary education system, which operates
 using the concepts of adult education.
 U.S. DoD Voluntary Education System
 The U.S. DoD postsecondary voluntary education system is a reflection of the
 transcendence of traditional educational methods. Historically, military leaders viewed voluntary
 education as a tool of recruitment and retention (Brauchie, 1997; Covert, 2002; Griffith, 2005;
 Kleykamp, 2006). Many regard Boesel and Johnson’s (1988) The DOD Tuition Assistance
 Program: Participation and Outcomes as the most comprehensive work regarding off-duty
 military education participation (Brauchie, 1997; Jackson, 2002).
 Boesel and Johnson (1988) identified a correlation between tuition assistance
 participation and retention levels. Retention is important because it takes approximately 200,000
 new enlistments every year to maintain the levels of enlisted service members within the U.S.
 Armed Forces (Eighmey, 2006). College tuition incentives are important to individuals who have
 a propensity to enlist in the military (Woodruff, Kelty, & Segal, 2006). The U.S. DoD voluntary
 education system is the forerunner to similar tuition assistance programs used by the private
 sector aid in employee retention (Brauchie, 1997).
 The U.S. Armed Forces are a major employer of young adults (Reichert, Kim, & Fosu,
 2007). Postsecondary degrees are important achievements and attainment is related to selection,
 promotion, retention, and training both within the civilian and military sectors (Smith, 1997).
 The voluntary education system is critical to serving the postsecondary needs of the U.S. Armed
 Forces. Over time, leaders in the voluntary education system, in coordination with leaders of
 institutions of higher education, have created principles of best practice used to foster access and
 maintain the quality of the education system serving military members (Hogan, 2002).
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 The theoretical framework for the current study was developed using important aspects
 from organizational culture, nontraditional adult education, and the U.S. DoD voluntary
 education system. Understanding organizational culture is foundational for describing accurately
 the organizational dynamics within the voluntary education system. Organizational cultural
 differences have been identified between corporate and academic institutions (Philips, Cagnon,
 Buehler, Remon, & Waldecker, 2007) and between leadership within each branch of military
 service (Oh & Lewis, 2008). The nontraditional and voluntary education theoretical framework
 allows for increased understanding of the interrelated structure of the overarching system. The
 next section includes definitions of terms pertinent to all three areas of the research framework.
 Definition of Terms
 The purpose of the definition of terms section is to provide an operational description of
 important terms used in the current study. Illuminated terms are unique in the context of the
 current study and identified with specific reference points for clarity. The discussion below
 provides the context for understanding the terms as used in the current study.
 Artifacts. Considered by Schein (2004) as one of the easiest organizational cultural
 attributes to observe, within an organization people can see, feel, and hear artifacts. Schein
 cautioned while artifacts are easy to observe, they are also easy to misunderstand. In the current
 study, artifacts were identified during the field observation, document review, and interview
 stages (Brown, Lawrence, & Robinson, 2005).
 Basic assumptions. Basic assumptions are considered the most important of the three
 organizational cultural attributes (Schein, 1999, 2004). Schein (1999, 2004) indicated basic
 assumptions are shared examples organizational members learn through both internal
 assimilation and external adaptation. Shared group learning historically integrated by
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 organizational members and thereby achieves validation (Schein, 1999, 2004). Validation is
 increased as the basic assumptions are perpetuated by incorporation into new members of the
 organization. New members are implicitly and explicitly taught the correct organizational
 perception and thinking required by the group (Schein, 1999, 2004).
 College program director. According to the Department of Defense Instruction 1322.25
 (Pang, 1997), military students must receive frequent counseling opportunities from participating
 college staff. The individual college directors serve as the postsecondary academic provider and
 are responsible for all student service and academic issues between the student and the degree
 granting college. In the current study, the college program director is one of the three primary
 leader categories.
 U.S. DoD voluntary education system. The voluntary education system for military
 personnel was established as a result of the Department of Defense Directive 1322.8 (Wolfowitz,
 2005). The directive included continuing postsecondary education opportunities military service
 members could voluntary take on their own time off. The directive is the primary U.S. DoD
 guideline for the operation of the voluntary education system explored in the current study.
 Education Officer. The unit education officer is normally the first approval point for
 enlisted service members to participate in U.S. DoD off-duty postsecondary education benefits
 (MCO, 1999). Smith (1997) indicated that research should incorporate the education officer for
 the U.S. DoD voluntary education system. The education officer is one of the three primary
 leader categories in the current study.
 Education Service Officer. According to the Department of Defense Instruction 1322.25
 (Pang, 1997), staff, resources, and education centers must be established to provide service
 members educational opportunities. Normally, each military service voluntary education
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 program is comprised of an ESO who is the responsible party for the military on-base education
 of service members. Duties of the ESO include managing the tuition system necessary to fund
 the education and operating non-conflicting college courses on installations. The ESO function is
 one of the three primary leader categories in the current study.
 Espoused values. According to Schein (1999), espoused values are another cultural
 attribute. Understanding values can increase understanding of why organizations take the
 specific actions they take consistently. Espoused values are the publicly proclaimed, expressed,
 and valuable principles to which organizational group members strive to achieve (Schein, 1999).
 In the current study, the espoused values are one of the three critical units of measure.
 Installation. An installation, as used in the current study, is the same as a military base.
 The State of Hawaii has 84 military installations (DBEDT, 2007). In the current study, the
 research sites were four of the larger individual military service installations on Oahu, Hawaii.
 Joint-service integration. As used in the current study, joint-service integration represents
 the movement from four different programs between the four primary military services into a
 structurally more unified and joint interoperable system irrespective of military branch (Veneri,
 2007). Joint-service integration encompasses the broader perspectives of military service cultural
 change (Berg, 2006). One of the goals of the current research was to assess the cultural
 feasibility of increased joint-service integration.
 Military Installation Voluntary Education Review (MIVER). The MIVER is a quality
 control mechanism specializing in comparability issues relative to each education center,
 installation organization, and college program serving the military community (ACE, 2008b).
 The MIVER involves assessing the quality of courses offered on military installations and results
 in improvement recommendations to organizations responsible for providing service on military
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 installations (Cahlander, 2002; ACE, 2008b). In the study, MIVER installation and institution
 self-report principles were used to ascertain the espoused values of military leaders.
 Nontraditional adult education. The nontraditional adult education literature is one of the
 three primary topics in the current study. Nontraditional adult education is referred to in the
 current study as postsecondary education provided to students who are over the age of 25, in the
 workforce fulltime, independent, and possess real world experience (Dottin, 2007).
 Nontraditional adult education underpins the U.S. DoD voluntary education system.
 Organizational culture. According to Schein (1999), organizational culture is the
 aggregate learning represented within specific groups, which encompass members’
 psychological utility to include cognitive, behavioral, and emotional elements. In the current
 study, organizational culture is the theoretical construct used to describe the interrelationship of
 the leaders in the U.S. DoD voluntary education system. Organizational culture formed by the
 interaction of group members (Schein, 1999; Trice & Beyer, 1993).
 Voluntary education program. Within the current study, the voluntary education program
 consists of the individual military education programs that comprise the overall U.S. DoD
 voluntary education system. The U.S. DoD Directive 1322.8 included the requirements for
 education programs within the semiautonomous military branches of service to support the
 overall U.S. DoD voluntary education system (Wolfowitz, 2005). As result of the directive, each
 service developed internal education programs within the structure of the U.S. DoD voluntary
 education system (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006).
 Assumptions
 The current study was based on several assumptions. A major assumption was
 participants in each of the leader categories within each branch of service would be completely
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 honest and forthright in discussing their perceptions and experiences regarding the U.S. DoD
 voluntary education system. Motivation to be honest, based on belief in the confidentiality of the
 research, supported full disclosure. The relationships developed during the direct observation
 phase led to more fully expressed interviews on the part of participants. Participants who were
 free to express their thoughts, feelings, and descriptions without reservation, aided in the
 attainment of the goal of the current study, which was to understand the cultures of education
 programs and leaders in the voluntary education system. Free expression allowed for revealing
 one’s basic assumptions through extensive levels of dialogue.
 An additional assumption was a series of direct observations, document analysis, and
 semi-structured interviews, in a relaxed environment, would yield a viable and accurate
 representation of each participant’s perception of the organizational culture. Uncovering an
 accurate organizational cultural description using the three forms of evidence aligned with the
 cultural model of basic assumption, espoused values, and artifacts (Schein, 1999, 2004). An
 integration of direct observations, document analysis, and semi-structured interviews served as
 the foundation for understanding the organizational cultures of education programs and leaders
 within the voluntary education system.
 The final assumption was that the leaders responsible for the installations, colleges, and
 military units would allow access to the leaders within the U.S. DoD voluntary education system
 on Oahu, Hawaii. Allowing complete access to all targeted levels of participants and the depth of
 command support each specific service and college offers was critical. Access to command level
 decision makers helped achieve access to most participants.
 Generalizations from the current study are limited. Given that ESOs, college directors,
 and unit EOs support the voluntary education system on individual military installations from
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 each service within geographic locations similar to Oahu, Hawaii, generalizations within the U.S.
 DoD education system should be attainable (Wolfowitz, 2005). Generalizations outside the U.S.
 DoD voluntary education system will be difficult.
 Scope
 The current study focused on describing the organizational cultures of the education
 programs and leaders responsible for the postsecondary college programs in the U.S. DoD
 voluntary education system operating on Oahu, Hawaii. Data were collected through a
 combination of direct field observations, document analysis, and semi-structured interviews with
 voluntary education leaders. The triangulated data collection approach was consistent with
 identified qualitative research methods and case study research design (Creswell, 2008; Gerring,
 2007; Hancock & Algozzine, 2006; Janesick, 2007; Moran-Ellis et al., 2006; Schram, 2005; Yin,
 2008).
 Primary data were collected using semi-structured interviews with 21 ESOs, unit level
 EOs from U.S. Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy education programs,
 and on-base college directors represented at each installation. Additional data were collected
 using direct observation of operations of each of the four primary military education programs
 within the U.S. DoD voluntary education system on Oahu, Hawaii. Field notes included
 documented observations of each service program and actions of each leader category. A review
 of the most recent MIVER installation and institution self-report principles served to generate a
 text-based description of the espoused values of education leaders. The scope of the study was
 framed within the power of triangulated qualitative inquiry, within the theoretical construct of
 organizational culture, and measured within the primary research tool parameters of the
 researcher.
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 Limitations
 The limitations germane to the current study are interrelated with case study validity and
 reliability concerns. The use of a descriptive case study design with a multiple case framework
 increased the validity of the study, as data from direct observations, document analysis, and
 semi-structured interviews were combined to form a complete picture. The use and triangulation
 of various data sources aided in the validity concerns often attributed to qualitative studies
 (Frost, 2009; Hancock & Algozzine, 2006; Leedy & Ormrod, 2005). Using a descriptive case
 study design aligned with Creswell’s (2008) suggestion that qualitative research contains
 different strategies and methods of inquiry, knowledge claims, and data collection.
 Additional validity concerns were mitigated using bracketing techniques. Bracketing, or
 suspending one’s bias, is difficult. Bracketing is particularly difficult for someone with firsthand
 experience with the study area (Leedy & Ormrod, 2005). Bracketing one’s perception is required
 if a more complete description is to occur. Bracketing techniques were incorporated into the
 research process to minimize bias; the theoretical orientation, assumptions, and mental models of
 the researcher were identified prior to conducting the research (Merriam, 1998). The current
 research incorporated multiple data gathering techniques to ensure the reliability and validity of
 the process (Oliver-Hoya & Allen, 2006).
 The limitations of the current study were mitigated, as much as possible, to answer the
 research questions based on meaning derived from relevant data (Cho & Trent, 2006; Leedy &
 Ormrod, 2005; Travers, 2009). Use of a bracketing process is important in the current study, as
 the research was conducted by a person with experience as a U.S. DoD voluntary postsecondary
 education student and who was previously a member of one of the primary leader categories.
 Because the researcher is the primary research tool in qualitative studies, the personal
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 background about the voluntary education system was mitigated using a bracketing process
 (Creswell, 2008; Hancock & Algozzine, 2006; Leedy & Ormrod, 2005; Merriam, 1998).
 Delimitations
 The current study was limited to the use of a purposive sample based on the specificity of
 the topic within the region of study. Given the research goal was to describe areas of
 organizational culture that overlap within the larger system, use of a descriptive case study
 design, multiple cases, and a purposive sample was optimal. The results of the current study
 could form a basis upon which further study is replicated across the U.S. DoD voluntary
 education system to increase the ability to generalize the findings. The current study focused on
 the organizational cultures of the education programs and leaders; the study excluded seeking the
 reason for actual student postsecondary participation or influences of organizational leaders on
 student participation. The focus was on the organizational cultures of education programs and
 leaders, rather than specific personal factors for students attending college; therefore, no student
 representation included in the study.
 Case studies are a preferred approach when ascertaining the nature of why or how an
 occurrence exists in a real-life situation, with research performed within time and space
 boundaries, and in the context of its natural occurrence (Hancock & Algozzine, 2006; Schram,
 2005; Yin, 2008). The specificity of the individual context of each case within case study design
 naturally leads to a situation where transferability and generalizablity of findings can become
 difficult to the larger population (Yin, 2008). To address single case study transferability, the
 research included a multiple case framework, in which four individual cases considered
 standalone studies with convergent evidence integrated into the larger conclusions of the whole
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 study (Yin, 2008). Even with the increased robustness of a multiple case framework,
 generalizablity may be difficult (Gerring, 2007).
 Lastly, the study focus is on the U.S. DoD voluntary education system, which is
 comprised of the U.S. Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy programs. The
 U.S. Coast Guard is also a U.S. Armed Force with a similar education program within the
 voluntary education system, but the U.S. Coast Guard is contained within the U.S. Department of
 Homeland Security. Subsequently, the U.S. Coast Guard education center served as a pilot study
 location.
 Summary
 The qualitative research method, a descriptive case study design, and a multiple case
 framework were used to describe the organizational cultures of the education programs and
 leaders within the U.S. DoD voluntary education system (Creswell, 2008; Leedy & Ormrod,
 2005; Gerring, 2007; Hancock & Algozzine, 2006; Merriam, 1998; Schram, 2005; Yin, 2008).
 The research goal was to uncover the organizational cultures resident in the U.S. DoD voluntary
 education system (Robert & Wasti, 2002; Schein, 1999, 2004; Trice & Beyer, 1993; Wolfowitz,
 2005). An organizational culture study was timely given the U.S. DoD overarching focus to
 move away from service-centric thinking toward more joint-integration, based on business case
 development, privatization, outsourcing, and process improvement (Apgar & Keane, 2004;
 Brook & Candreva, 2007; England, 2006, 2008; Gates, 2009a, 2009b, 2009c, 2009d, 2009e; U.S.
 DoD, 2006).
 Understanding the organizational cultures of the education programs and leaders in the
 U.S. DoD voluntary education system is an important social and theoretical concern because of
 the contribution educated service members make to the overall capability of the total workforce
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 (ACE, 2008b). The current study included various data collection methods: direct observations,
 document analysis, and semi-structured interviews with representative education leaders from
 each of the four primary military branches of service (Gerring 2007; Hancock & Algozzine,
 2003; Merriam, 1998; Yin, 2008). An organizational cultural theoretical context was the most
 congruent format to understand the specific organizational cultures of the education programs
 and leaders within the voluntary education system (Schein, 1999, 2004).
 The unique organizational cultural perspective within each specific population of the U.S.
 DoD voluntary education system is relevant. A detailed understanding of the individual
 programs is necessary to develop an understanding of the organizational leadership within the
 voluntary education system. The literature review presented in chapter 2 includes a synthesis and
 integration of what is known about organizational culture, nontraditional adult education, and the
 U.S. DoD voluntary education system.
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 CHAPTER 2: LITERATURE REVIEW
 The research goal for the current study was to develop an understanding of the
 organizational cultures of the education programs and leaders in the voluntary education
 system by generating a detailed description of the cultures resident within the U.S. DoD
 voluntary education system. The objective was to ascertain the organizational cultures
 within the voluntary education system by illuminating any common overlapping cultural
 distinctions that may be consistent within the four primary U.S. Armed Forces education
 programs. The voluntary education system includes approximately 400,000
 postsecondary enrollments worldwide each year and is considered an important
 component of the continuing education market (U.S. DoD, 2007). The primary leaders in
 the voluntary education system are installation ESOs, institutional college on-site
 directors, and individual unit EOs who provide educational service on U.S. Air Force,
 U.S. Army, U.S. Marine Corp, and U.S. Navy military installations.
 The current study was supported by organizational culture, nontraditional adult
 education, and the U.S. DoD voluntary education system literature. The research
 questions guided the research inquiry to elicit a logical and thoughtful description of the
 organizational cultures of education programs and leaders within the voluntary education
 system. Three central research questions guided the study:
 Research Question 1: What is the organizational culture of each major military
 voluntary education program within the U.S. DoD voluntary education system?
 Research Question 2: What are the commonalities in organizational culture across
 the services as represented by leaders in each education program?
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 Research Question 3: What organizational cultural attributes within the U.S. DoD
 voluntary education system are characterized as more joint-service than service-
 centric?
 The research aided in ascertaining the existence of a common overlapping organizational
 culture that should support increased joint-service integration. The vivid description
 resulting from the current study supports a richer understanding of the context of the
 education programs and leaders.
 The literature review includes a synthesis of the different bodies of knowledge
 that intersect the broad scope of the current study. The review includes literature on
 organizational culture, nontraditional adult education, and the U.S. DoD voluntary
 education system. Each of the major topics has different amounts of scholarly research;
 sections in chapter 2 reflect the overall research depth in each topic.
 Chapter 2 begins with an explanation of the process used to search the literature.
 Following is an explanation of the primary literature of organizational culture,
 nontraditional adult education, and the U.S. DoD voluntary education system. The
 discussion of literature will move from the general to the specific and include a broad
 scope of the underlying research context.
 Documentation
 The literature review process began as a top-down evaluation within each major
 literature topic. The review process included a search for historical, germinal, and current
 works. The documentation process represented a methodical review of published
 dissertations from ProQuest Digital Dissertation and Thesis database and peer-reviewed
 journals from EBSCOhost, Gale PowerSearch, Sage Full Text database, and ProQuest
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 digital databases. The review included a detailed analysis of published works in each of
 the larger topics pertinent to the research area.
 To ensure the widest and deepest review possible of the diverse research themes,
 a detailed bibliographical dissertation review within each of the identified research topics
 was conducted. The bibliographical review consisted of dissertations from organizational
 culture, nontraditional adult education, and the U.S. DoD voluntary education system.
 Reference sections of each reviewed dissertation were codified and entered into a
 database for further analysis and future reference mapping.
 After analyzing relevant dissertations within each topic area and coding reference
 data, the database was sorted by author, date, title, and dissertation code so all similar
 references grouped together. After the grouping process, any reference identified by two
 or more dissertations within each research area was targeted for an additional Education
 Resource Information Center (ERIC) search. The additional ERIC search was conducted
 to retrieve and review the original journal article, text, or paper. Articles not found in
 ERIC were located using other methods.
 Once reference documents were identified for each major topic area, the database
 was sorted by major peer-reviewed journal source. The most frequently identified peer-
 reviewed journals with published information on organizational culture, nontraditional
 adult education, and the U.S. DoD voluntary education system were reviewed for
 additional analysis. The peer-reviewed journal phase of the literature research was date-
 specific; to incorporate a greater understanding of the topics, reviewed and integrated
 pertinent literature from 2005 to the present.
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 The literature analysis yielded substantial research in the largest topic area of
 organizational culture. The nontraditional adult education literature provided adequate
 depth of research, but had fewer current research articles than the organizational culture
 topic. The U.S. DoD voluntary education system topic had the fewest published articles.
 Literature on the U.S. DoD voluntary education system was found in germinal works,
 governmental reports, and doctoral studies.
 The literature review discussion is organized by research topic informational
 availability. The three primary categories are ordered by topics with the largest amount of
 literature to topics with the least amount of literature. The literature in the chapter
 therefore begins with a review of organizational culture literature, and is then followed by
 a review of nontraditional adult education, and U.S. DoD voluntary education system
 literature.
 Historical Overview and Current Findings
 The historical overview includes a discussion of historical literature on
 organizational culture, nontraditional adult education, and the U.S. DoD voluntary
 education system. Each section includes an integration of pertinent literature pertinent to
 each review area and includes areas where the topics overlap. Each topic ends with a
 conclusion derived from an analysis of the literature.
 Organizational Culture
 The literature review on organizational culture includes discussions of four
 primary subtopics. The discussion begins with a background review of the concept of
 organizational culture. The second area is the organizational cultural subtopic of
 integration, fragmentation, and differentiation. The third subtopic focuses on the
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 differences between organizational culture and organizational climate. The final subtopic
 is an overview of the cultural model used in the current study.
 Background. Organizational culture, as a body of knowledge, is predicated on the
 concept individuals and the environment operate as interrelated members within a
 system, both equally subjected by the system, and to some degree, agents within the
 system (Denison, 1996). Organizational culture represents the holistic group qualities that
 transfer throughout the generations within an organization (Kotter & Heskett, 1992).
 Culture consists of values, perceptions, assumptions, norms, beliefs, and behavior
 patterns (Bakar, Salleh, & Ling, 2008; Barger, 2007; Emery & Oertel, 2006; Johnson,
 2009; Fard, Rostamy, & Taghiloo, 2009). Behaviors combine and form a consistent
 holistic organizational culture (Schein, 1999).
 At the tacit level, organizational culture represents shared group values that
 persist even with changes in time and membership (Kotter & Heskett, 1992). Scholars
 conceptualize organizational cultures as mini-societies, each comprised of its own
 ideologies, beliefs, values, and distinctive rituals (Morgan, 2006). Organizational culture
 represents the visible patterns and styles of behavior employees are encouraged to
 emulate (Kotter & Heskett, 1992).
 Organizational culture and corporate culture are synonymous and each refers to
 group shared practices and values (Kotter & Heskett, 1992). The multifaceted and
 multidimensional aspect of organizational culture is a representation of a group’s
 combined learning process (Sarros et al., 2005; Schein, 1999). Organizational culture is
 complex and often not easily identifiable by tacit and explicit dimensions (Schein, 1999).
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 Organizational culture influences social structure and composition within groups
 (Kwantes, Arbour, & Boglarsky, 2007). Organizational culture is comprised of common
 interdependent behavioral norms and values that over time perpetuate themselves (Kotter
 & Heskett, 1992). Organizational cultural fluidity is dependent on behavioral conformity
 to unwritten norms and codes, with violation of norms resulting in disharmony (Morgan,
 2006).
 Organizational culture matters, as awareness of the power of the cultural forces
 resident within a system leads to better decisions (Schein, 2004). Organizational culture
 is an active phenomenon where individuals within groups continuously re-create and
 perpetuate their environment (Morgan, 2006). Where enough shared experience exists,
 culture forms, and becomes the group’s property (Schein, 2004). Continued research
 regarding organizational culture is imperative because of the need for effectiveness in
 organizations (Pool, 1999).
 Culture developed at the organizational level, at the industry level, and at the
 societal level, is predicated on common experience, shared history, and common
 language (Schein, 2004). Organizational culture enables the members within an
 organization to adapt within context to internal and external problems related to
 environmental change, personnel integration, and resources challenges (Pool, 1999).
 Reliance on collectivism or individualism, however, affects the social process of the
 organization (Sheng, Pearson, & Crosby, 2003). Sometimes culture strengths can have
 unintended consequences; often organizational conflicts manifest as negative beliefs,
 values, and attitudes that develop over time and become institutionalized (Morgan, 2006).
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 Culture and its effect on organizations is important to understand, as the pace of
 business is changing, increasing organizational acquisitions, mergers, and diversification
 (Pool, 1999). Culture is important because culture has unconscious forces that affect the
 collective and individual behavior within an organization (Schein, 2004). Understanding
 culture prior to executing a new strategy in business has become a critical component
 within organizational thinking (Dosoglu-Guner, 2007; Pool, 1999). Additionally, when
 looking at behavior of individuals in an organization, leaders are moving beyond
 individual personality and looking at membership within groups and the group culture
 (Schein, 2004).
 Organizational culture pertains to individual human interaction within
 organizations (Schein, 2004). Culture is comprised of group values and shared beliefs
 commonly identified as ideologies, which are reflected in organizational behavior (Awal,
 Klingler, Rongione, & Stumpf, 2006; Barger, 2007; Deveau, 2008; Matsumoto, 2006).
 Manifestation of cultural behavior is contained within the common language and
 common mental models of the daily group process (Schein, 2004).
 The suggestion that shared context forms normative behavior within groups has
 transformed organizational culture into a type of social adhesive, perceived to hold
 organizations within specific frames of conception (Detert, Schroeder, & Mauriel, 2000;
 Roberts, 2005). Mental models and behavior socially learned by members within an
 organization represent the elements of the organization’s culture (Schein, 2004).
 Commitment and cohesion is important within groups, because culture is a socially
 constructed, historically determined, and a holistic set of shared beliefs that have an
 important impact on organizations (Awal et al., 2006; Detert et al., 2000; Kawantes et al.,
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 2007; Siebold, 2007). Culture exists at multiple levels of a group and manifests itself
 throughout the life of an organization (Detert et al., 2000).
 The topical importance of organizational culture to business effectiveness has
 increased since the 1980s (Sadri & Lees, 2001). Leaders are beginning to understand
 occupations and organizations in the context of creating and promoting culture
 (Mastroianni, 2005; Schein, 2001). Culture is present at the intersections of artifacts,
 human interactions, and cognitions (Detert et al., 2000).
 A strong organizational culture will normally be enough for various subgroups
 within an organization to accept, identify, and align (Sadri & Lees, 2001). Organizational
 leaders should explore the complex dimensions inherent in an organization’s culture
 (Robert & Wasti, 2002). While not a tangible conceptually, culture is meaningful and has
 tangible affects on employees, operations, and roles within an organization (Sadri &
 Lees, 2001).
 Organizational culture has become increasingly influential, as many leaders in
 organizations identify fundamental culture dimensions about core assumptions when new
 strategy is conceptualized (Robert & Wasti, 2002). Increased awareness of the
 importance of culture is transforming an intangible and often hidden dimension into a
 more open aspect of organizational life (Hatch & Schulz, 2002). Although organizational
 culture is broad, measures continue to develop to understand its scope and breadth
 (Robert & Wasti, 2002).
 Culture operates at the tacit level beneath awareness, rather than at the explicit
 level (Hatch & Schulz, 2002). Organizational culture influences member interaction,
 communication, task performance, and ways of thinking (Sheng et al., 2003). At the tacit
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 level, culture is defined by the espoused values and basic assumptions contextualized
 within the organization (Hatch & Schulz, 2002). Ultimately, culture manifests in
 individual and collective efforts to make sense of ongoing situations (Sheng et al., 2003).
 An organization’s identity and culture does not easily change (Al-Yahya, 2008; Lambeth,
 2008). Culture is perceived as a basis of organizational strength (Martins, Pundt,
 Horstmann, & Nerdinger, 2008; Schein, 2003).
 Organizational culture responds to sense-making endeavors by shaping attitudes
 accordingly (Hatch & Schulz, 2002). The importance of culture to a group can be
 compared to the complexity and importance of character to an individual (Schein, 2003).
 Character is slow to change within individuals, as culture is slow to change in
 organizations (Schein, 2003). The history of an organization is replete with individual
 and group success stories, forming shared assumptions and beliefs regarding the correct
 actions accepted within a group (Schein, 2003).
 Culture enables organizational identity formation leading to acceptable action
 steps within the construct of what things mean to the organization (Hatch & Schulz,
 2002). Organizational culture is a popular means to analyze industries and businesses
 (Schein, 2003). Individuals view organizational cultures symbolically; culture is
 governed by ceremonies, myths, and stories rather than by managerial authority, policies,
 and rules (Bolman & Deal, 2008).
 Because of the importance of culture in organizations and to organizational
 change initiatives, organizational leaders regularly conduct culture assessments when
 conceptualizing change initiatives (Kee & Newcomer, 2008; Schein, 2003). While
 quantitative assessments can reveal some attributes, reviewing and analyzing the symbols
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 of culture is the most revealing way to understand the nature of an organization because
 of the complexity and ambiguity found in the interrelationships within organizations
 (Bolman & Deal, 2008; Schein, 2004). Given the majority of shared beliefs are tacit and
 reside at the hidden level of the group’s cognitive awareness, qualitative measures are
 better methods for assessing culture (Schein, 2003).
 Organizational culture embodies the historical wisdom accumulated by a group
 (Bolman & Deal, 2008). Culture is renewed continuously as new members integrate into
 the organizational system (Bolman & Deal, 2008). Given the renewed and shared nature
 of culture, understanding and identifying the cultural essence of an organization through
 an extensive reflection of its tacit assumptions is critical (Schein, 2004).
 The tacit assumptions are often unconscious patterns, beliefs, and values
 developed symbolically over time reflecting organizational ceremonies, stories, and
 myths (Bolman & Deal, 2008). The symbolic nature of culture influences shared
 meaning, subconscious thinking, and normative order, affecting individual perceptions
 (Alvesson & Karreman, 2007; Lok & Crawford, 2004). The symbolic forms within
 organizational culture enable distinctive role development, where purpose is ingrained
 with the vision, values, and myths of the organization (Bolman & Deal, 2008; Nill &
 Schibrowsky, 2005).
 A cultural understanding becomes especially important in times of
 transformational endeavors (Boot, 2005; Kem, 2006). Perceptions of leadership,
 management style, and performance are interrelated within organizational culture and
 performance (Casida, 2008; Harper, 2009; Mehra, Dixon, Brass, & Robertson, 2006).
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 The tacit assumptions at the core of organizational culture manifest at many
 unconsciousness levels (Schein, 2003).
 Organizational culture is comprised of shared symbols and shared meaning
 (Alvesson & Karreman, 2007; Lok & Crawford, 2004). The collective nature of culture is
 formed upon a definition of organizational realty where tacit assumptions, identity, and
 membership create the norms of the group (Schein, 2004). Based on the collective
 influences, it is not surprising that complex individual patterns and organizational
 dynamics are cultural manifestations (Hyde & Davies, 2004).
 Social practices are predicated on relationship networks within the organization
 (Vyakarnam & Handleberg, 2005). Current management and leadership theory reflects
 organizational cultures influence (Ciganek et al., 2008; Mahadevan, 2009). Cultural
 manifestations can become both encouraging and censuring based on the demonstrated
 behavior of group members (McLean, 2005), as decisions and practices are influenced by
 the culture within the organization (Hatala & Gumm, 2006). Leaders adept at
 understanding organizational culture are able to exude social control by structuring social
 norms to culturally desired values, thereby linking the unconscious desires of the
 organizational members (Hyde & Davies, 2004; Morsing & Oswald, 2009).
 Organizational culture is very susceptible to leadership influence (Kets de Vries, Guillen-
 Ramo, & Korotov, 2009).
 The popularity of culture with organizational leadership heightens during periods
 of acquisitions, as cultural synergy has become central to successful mergers (Bach &
 Whitehill, 2008; Badrtalei & Bates, 2007; Raid, 2005). Culture boundaries can be
 perceived as clan-control markers, influencing organizational standards for members
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 (Shih & Chen, 2006), markers which entrench some with an insider versus outsider
 mindset as can be seen in inter-service military cultures (Higate & Cameron, 2006). From
 an anthropological perspective, culture is important in human societies because culture is
 a principle that provides meaning to the environment (Jones, 2005).
 Integration, fragmentation, and differentiation. The concept of organizational
 culture is also separated into the three distinct perceptional constructs: organizational
 fragmentation, differentiation, or integration (Trice & Beyer, 1993; Yahyagil, 2006). A
 fragmented cultural perspective includes an emphasis on inconsistencies within
 organizational consensus, identifying organizational ambiguity (Trice & Beyer, 1993;
 Yahyagil, 2006). The differentiated cultural perspective includes an emphasis on the
 subcultures within the system, identified by the inconsistencies apparent between the
 organization wide culture and the subcultures (Trice & Beyer, 1993; Yahyagil, 2006).
 The integrated cultural perspective includes an emphasis on the organizational clarity by
 identifying the consistency and internal consensus throughout an organization (Trice &
 Beyer, 1993; Yahyagil, 2006).
 The three organizational culture perspectives of integration, differentiation, and
 fragmentation are unique viewpoints and demonstrate the complexity of organizational
 culture (McLean, 2005). The integration perspective puts emphasis on organizational
 consistency, where one overriding culture exists in each organization (McLean, 2005;
 Trice & Beyer, 1993). The differentiation cultural perspective includes emphasis on the
 ramifications inherent in organizations given existing subcultures (Kwantes & Boglarsky,
 2004; McLean, 2005; Trice & Beyer, 1993). The fragmentation perspective puts
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 emphasis on the ambiguity within culture at an organizational and individual level
 (McLean, 2005; Trice & Beyer, 1993).
 Distinctions gleaned from the three perspectives help contextualize organizational
 culture (McLean, 2005; Trice & Beyer, 1993). Culture is the integrated social glue of an
 organization, or the fragmented set of ambiguous and splintered group members (Farmer,
 2005; Palanisamy, 2008; Raid, 2005). In the middle of the spectrum, a differentiated
 perspective reflects overlapping subcultures within organizations (Kwantes & Boglarsky,
 2004). According to Kwantes and Boglarskly, of the three different perspectives,
 integration is the most common and prevalent.
 The complexity of organizational life, as described in the discussion of culture,
 accentuates the dynamic exchange in which group members operate in daily (Kwantes &
 Boglarsky, 2004). Employees in organizations move between cultures and subcultures
 simultaneously. Employees move from possibly fragmented systems (McLean, 2005),
 based on ambiguity, through differentiated systems dominated by subcultures (Kwantes
 & Boglarsky, 2004), toward an integrated system based on similarities (Schein, 1999).
 The idea that all organizational culture is the same dynamic does not match the
 differences and complexities resident in actual organizations. Rather, organizational
 culture variations exist, which incorporate all facets of the cultural dynamic of
 integration, differentiation, and fragmentation (Kwantes & Boglarsky, 2004).
 Culture and climate. A debate exists regarding culture and climate within
 organizations (McLean, 2005; Overbeeke & Snizek, 2005). During the 1970s, the topic of
 organizational climate dominated organizational studies; however, since the 1980s the
 topic of organizational culture has dominated (Fey & Beamish, 2001; Hawes, 2008; Van
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 Der Westhuizen, Oosthuizen, & Wolhuther, 2008). The concepts of organizational
 culture and organizational climate are somewhat similar (Kilburn, 2008; Nazari,
 Herremans, Isaac, Manassian, & Kline, 2009; Shadur, Kienzle, & Rodwell, 1999).
 Organizational culture research is replete with descriptions of culture as an
 evolving social system (Denison, 1996). Culture reflects the unconscious and extensive
 assumptions held by organizational members (Fry & Cohen, 2008; Shadur et al., 1999).
 Organizational climate research is comprised of descriptions more focused on the impact
 to individuals and groups because of the organizational systems in place (Denison, 1996).
 Climate reflects the individual construct and orientation reflecting one’s own personal
 values (Shadur et al., 1999) and the motivation relative to work effort and task
 performance (Neal, West, & Patterson, 2005).
 The concept of organizational culture is formulated on understanding the basic
 assumptions of those within an organization, and the concept of climate is formulated on
 understanding the organizational member’s perception of specific observable procedures
 (Denison, 1996). Organizational culture research has focused on organizational values,
 while organizational climate research has focused on organizational practices (Fey &
 Beamish, 2001). Organizational culture research puts emphasis on extensive
 understanding of the viewpoints of insiders, while organizational climate puts emphasis
 on the surface level attributes of daily organizational life (Denison, 1996). The surface
 level attributes are more indicative of a description of an atmosphere in an organization
 (Jagajeevan & Shanmugan, 2008; Schulte, Shmulyian, Ostroff, & Kinicki, 2009).
 The concept of organizational culture is predicated on the establishment of
 meaning using organizational socialization of those within the workplace, thereby
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 developing group assumptions, values, and beliefs (Denison, 1996). Development of
 meaning, based on cultural values, leads to a rich understanding of the tacit level
 underlying the organization (Fey & Beamish, 2001). In contrast, the concept of
 organizational climate is rooted in the articulated value system of the organization,
 thereby presenting social conditions relatively statically (Denison, 1996).
 Often, organizational climate is relegated to temporary conditions and limited to
 aspects of organizational member’s conscious perception (Denison, 1996).
 Organizational leaders are encouraged to institutionalize desired organizational climate,
 thereby translating it to approved social behavior (Vigoda-Gadot, Beeri, Birman-
 Shemesh, & Somech, 2007). The perception of organizational climate improves as
 relationships foster over a longer period (Paparone, Anderson, & McDaniel, 2008).
 Organizational culture research includes descriptions of how group interaction
 develops social contexts, while organizational climate research includes descriptions of
 how social context impacts individual perception (Denison, 1996). Organizational culture
 represents the holistic shared norms of the group and symbolizes the accumulated
 learning of members (Ajmal & Koskinen, 2008; Basso & Legrain, 2008). In contrast,
 climate is more of an indicator of individual perception and often represents the specific
 organizational influence within the system (Shadur et al., 1999). Organizational culture
 and climate also differ in their attributes regarding the time dimension. Culture is focused
 on an organization across a specific period, and climate is focused on organizational
 comparisons at a specific point in time (Fey & Beamish, 2001).
 Differences between organizational culture and climate may originate in the
 differences between their different epistemologies. Organizational culture literature
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 originates in sociology and anthropology, while organizational climate literature
 originates in applied psychology (Fey & Beamish, 2001). Organizational culture focuses
 on distinctions in cultural attributes of artifacts, values, and assumptions. Organizational
 climate focuses on condition sets relative to organizational perception (Denison, 1996).
 With epistemological differences, the study of organizational culture and climate
 are studied using specific and different research methods (Denison, 1996). Researchers
 rely extensively on qualitative methods of research for cultural studies, while researchers
 rely extensively on quantitative research methods for organizational climate studies
 (Denison, 1996; McLean, 2005; Shadur et al., 1999). Researchers study organizational
 culture qualitatively as an embedded shared phenomenon within an organizational
 community (Shadur et al., 1999). Organizational climate is researched from a quantitative
 perspective and is focused on individual perspectives and comparisons of different social
 setting (Fey & Beamish, 2001; McLean, 2005).
 Organizational culture as a language is transforming to include both aspects of
 organizational climate and culture (Fey & Beamish, 2001). Some view the differences
 between organizational culture and organizational climate as different interpretations of
 the same phenomenon (Denison, 1996). The assumptions underlying culture represent the
 whole organization including both individuals and the organization (Kwantes &
 Boglarsky, 2004).
 Organizational climate is an indicator of the surface-level individual attributes of
 the more embedded and rich organizational cultural values (Shadur et al., 1999;
 Weinzimmer, Franczak, & Michel, 2008). Both culture and climate operate within an
 expansive and inclusive construct, where defining of each domain independent of
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 researcher preference is difficult (Denison, 1996; Taormina, 2008). Organizational
 discourse would benefit from increased work by leaders, translating the language to form
 a bridge between organizational culture and organizational climate, accentuating the
 interrelatedness and distinctness of the constructs (Sarros, Cooper, & Santora, 2008).
 Cultural model. Schein (1999, 2004) laid a strong theoretical foundation for
 understanding organizational culture. Schein (1999, 2004) evoked an image of cultural
 interaction within an organization much like a web permeating throughout all the various
 levels and categories of an organization. The web touches each member of the
 organization and builds on the shared experience of the different groups. Hence, culture
 is best viewed as a group’s shared learning, which represents its accumulated emotional,
 cognitive, and behavioral psychological makeup (Bushardt, Lambert, & Duhon, 2007;
 Schein, 1999, 2004).
 Use of the organizational cultural model in the current study was based on the
 concept that culture binds organizational members together and is analyzed by reviewing
 the patterns of basic assumptions, values, and beliefs of members in the organization
 (Pool, 1999; Robert & Wasti, 2002). Patterns reflecting group shared assumptions are
 based on group member’s successful external and internal adaptations resulting from
 challenges and problems (Schein, 1999). Shared basic assumptions are a good
 representation of how members in the group feel, perceive, and think (Schein, 1999). The
 observable values, norms, and assumptions within a culture reflect group member
 interaction and perception (Elron & Vigoda-Gadot, 2006; Emery & Oertel, 2006;
 Millman, 2007). The espoused values within the group transform over time into basic
 assumptions that can be validated (Schein, 1999).
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 An organization’s culture, shared patterns, norms, and behavior rules are revealed
 by the artifacts, espoused values, and basic assumptions of the members within the
 organization (Schein, 1999). Often, cultural insight, leading to a better understanding of
 organizational basic assumptions, is achieved by exploring the gaps between the
 espoused values and visible artifacts of group members in the organization (Detert et al.,
 2000). The complexity of organizational functioning is conceptualized by understanding
 the interrelationships of the basic assumptions of group members (Schein, 1999).
 While clearly defined, each attribute of organizational culture has its own nuance.
 Cultural artifacts are important for cultural analysis and observation of artifacts is easy;
 however, deciphering values from artifacts can be difficult and misleading (Schein,
 1999). Artifacts such as the architecture, facilities, and location of the workplace, provide
 information about the essence of the organizational social system (Eilam & Shamir,
 2005).
 Additionally, an organizational cultural definition deciphered from artifacts and
 espoused values can reflect the specific culture; however, the definition may not reflect
 how or why the basic assumptions developed (Schein, 1999). While basic assumptions
 interact with artifacts and values, basic assumptions are resident only at the deepest level
 and emergence is difficult to reflect (Hyde & Davies, 2004). Culture is symbolic and
 reflects an expression of the practices, beliefs, artifacts, and values of an organization. As
 symbols, culture still requires a degree of interpretation (Bolman & Deal, 2008).
 The cultural model used in the current study was predicated on determining the
 artifacts, espoused values, and basic assumptions shared by organizational members
 (Schein, 2004) within the U.S. DoD voluntary education system. Artifacts are visible and
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 easy to identify, but difficult to decipher (Schein, 2004). Espoused values are found by
 looking at the explicit reasons why an organization operates in the way it does.
 Basic assumptions are the tacit reasons why things done in the organization
 (Schein, 2004). The patterns emerging from the various levels of organizational culture
 will reflect the beliefs, assumptions, and organizational norms (Robert & Wasti, 2002).
 An accurate portrayal of organizational culture can be found only at the deepest levels
 where real meaning resides, at the taken for granted and assumption layer (Hatch &
 Schulz, 2002).
 Organizational culture represents the holistic assumptions of group members’
 historical learning, and characterizes the way an organization has successfully operated
 over time (Schein, 2004). When examining the complexity of culture, conflicts are
 identified between visible artifacts and espoused values; the explicit gap between visible
 artifacts and espoused values may often lead to understanding the shared basic
 assumptions (Schein, 2001). Culture is the basic assumptions shared by members in an
 organization manifested in the relationship between artifacts and espoused values
 (Schein, 2004). Organizational culture, at the deepest level, is cognition more than
 feeling, thought more than values, and tacit rather than explicit (Schein, 2001).
 With respect to the organizational culture resident within the U.S. DoD voluntary
 education system, Brauchie (1997) conducted a research project titled United States
 Armed Forces Voluntary Education Program: The Effect on Enlisted Servicemember
 Retention. Brauchie used a mixed method of quantitative and qualitative analysis to study
 enlisted service member retention and the relationship to voluntary education. Brauchie’s
 intent was to study employer sponsored educational outcomes and to review the
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 relationship between military sponsored participation in off-duty programs and retention
 of enlisted service members. The research involved surveying 60,000 employees in the
 Defense Manpower Data Center and conducting semi-structured interviews with 30 U.S.
 Army and U.S. Air Force participants of the voluntary education program at Ft.
 Wainwright and Eielson AFB in Alaska (Brauchie, 1997).
 The qualitative and quantitative data supported Brauchie’s (1997) finding that
 educational participation adopted by the military had become an integral factor of
 military culture. Apparently, the individual military services had developed an important
 educational imperative within its organizational culture (Brauchie, 1997). Based on the
 observation that education and culture had intersected in the military environment, one
 recommendation made by Brauchie was for further exploration regarding the cultural
 element of education within the military system.
 Organizational culture, as represented by artifacts, espoused values, and basic
 assumptions, is the organizational adhesive that unites members in an organization
 (Bolman & Deal, 2008; Schein, 1999). As culture emerges based on the individuals
 within the system, capabilities and capacities resident in the people expand to meet
 organizational opportunities (Fawcett, Brau, Rhoads, & Whitlark, 2008). Organizational
 interaction results in meaning and image creation (Cornelissen, 2005).
 The power of organizational culture is in the meaning of its shared assumptions,
 symbols, and values (Hatch & Schulz, 2002; Ruvolo, 2007). The symbols are an internal
 representation of deeply held beliefs (Robert & Wasti, 2002). Cultural values provide
 stability, coherence, and strength to organizational values (Saran, Serviere, & Kalliny,
 2009).
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 The influence of organizational culture on organizational operations extends
 beyond individual background into the interrelated nature of the system (Buntzman &
 Parker, 2008). Mental models and frames of reference combine together with historical,
 cultural, and social currents within organizations and society (Wihelmson, 2006). Use of
 the organizational cultural model to describe the culture within the U.S. DoD voluntary
 education system is appropriate.
 Organizational culture conclusion. Organizational culture literature was
 important in the current study because culture is an internal representation of deeply held
 beliefs of group members (Robert & Wasti, 2002). Organizational culture embodies the
 historical wisdom accumulated by a group (Bolman & Deal, 2008). By using
 organizational culture as the construct for the study of the U.S. DoD voluntary education
 system, a deep, rich, and holistic description of the diverse education programs and
 leaders within the system was achievable. Organizational culture developed at the
 organizational level, at the industry level, and at the national level, is predicated on
 common experience, shared history, and common language (Schein, 2004).
 The current study included the shared history of the diverse group of leaders
 within the different levels of the education system, representing the U.S. DoD, academic,
 and military environments. Attaining a deep understanding of an organizational culture is
 crucial for interpreting what is actually going on in an organization (Hamlin, 2007).
 Conducting a case study of the four primary U.S. Armed Forces education centers on
 Oahu, Hawaii capitalized on the different organizational nuances of cultural
 fragmentation, differentiation, and integration. Employees in organizations may move
 between cultures and subcultures simultaneously. They may move from possibly
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 fragmented systems, based on ambiguity, through differentiated systems dominated by
 subcultures, toward an integrated system based on similarities (Kwantes & Boglarsky,
 2004; McLean, 2005; Schein, 1999).
 Organizational culture includes both aspects of organizational climate and culture
 (Fey & Beamish, 2001). Organizational culture research is replete with culture as an
 evolving social system. Organizational climate research focuses more on the impact on
 individuals and groups because of the organizational systems in place (Denision, 1996).
 The focus of the current study was on the organizational culture of the education
 programs and leaders and any social systems in place within the context of the overall
 U.S. DoD system.
 Researchers study organizational culture by reviewing the patterns of basic
 assumptions, values, and beliefs of members in the organization (Pool, 1999; Robert &
 Wasti, 2002). The cultural model supporting the current study was predicated on
 determining the cultural attributes shared by organizational members (Schein, 2004). The
 model complemented the existing leader groups and services under study and enabled a
 deep description of the organizational cultures resident in the U.S. DoD voluntary
 education system.
 Nontraditional Adult Education
 The literature review of nontraditional adult education is organized into four
 primary subtopics. The discussion will begin with a review of nontraditional adult
 education. A discussion of barriers and deterrents to adult educational participation
 follows. Following a discussion of the academic acceptance of nontraditional adult
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 education, the section ends with a review of literature on organizational efficacy of
 nontraditional adult education.
 Background. Adult nontraditional education is a rapidly growing segment in the
 university and college marketplace (Correia & Mesquita, 2007; Giancola et al., 2008;
 Giancola et al., 2009; Keith et al., 2006; Poon, 2006; Wamba, 2005). Nontraditional adult
 students are over the age of 25, typically employed, independent, and possess real world
 experience (Brown, 1993; Dottin, 2007; Zubrickiene, Adomaitiene, & Andriekiene,
 2007). The demographic shift of the nontraditional adult learner is reflected in the
 patterns of education participation (Bye, Pushkar, & Conway, 2007; Donaldson &
 Townsend, 2007; Lipman & Powers, 2006; O’Donnell & Tobbell, 2007).
 Often, adult learning is based on gradual or dramatic initiating events leading to a
 transformational learning process (Creed, 2001; Merriam & Ntseane, 2008). The gradual
 or dramatic initiating event acts as a trigger for individual meaning restructure and the
 embracement of transformational personal learning aspirations (Chen, Kim, Moon, &
 Merriam, 2008; Creed, 2001; Merriam & Ntseane, 2008; Roberson & Merriam, 2005).
 Transitions in life represent changes in status, which require adults to partake in learning
 experiences (Korab, 2003; Merriam, 2005). The educational triggers represent something
 specifically transpiring in the life of an adult, which cause formal learning to begin
 (Korab, 2003).
 Pertinent nontraditional adult education literature began with research conducted
 by Houle, Burr, Hamilton, and Yale (1947) who studied off-duty military service member
 participation in education activities (Brown, 1993; Houle et al., 1947). By 1961, adult
 education principles proposed by Houle further developed into a topology where scholars
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 identified learners as learning-oriented, activity-oriented, and goal-oriented (Jackson,
 2002). According to Houle (1961), a goal-oriented learner participates in education to
 achieve defined objectives. An activity-oriented learner participates in education for
 reasons that are internal to the individual. The learning-oriented participant is involved
 with adult education for the shear sake of attaining knowledge (Jackson, 2002).
 In 1992, Cross also categorized adult education participation into three similar
 learning activities (Covert, 2002; Cross, 1992). Cross identified academic credit learning,
 learning for self-directed purposes, and learning using organized activities (Covert, 2002;
 Cross, 1992). The analysis of adult military education participants by scholars resulted in
 a more complete understanding of the nontraditional adult education environment (Creed,
 2001; Cross, 1992; Houle, 1947; Houle et al., 1961; Jackson, 2002).
 In 1993, Brown conducted a nontraditional adult education research project titled
 Participation of U.S. Army Enlisted Personnel in Off-Duty College Degree Programs
 (Brown, 1993). Brown used a quantitative descriptive method to examine educational
 participation of U.S. Army soldiers in voluntary education. Brown’s intent was to
 discover the primary reasons for enlisted soldier participation in college courses when
 off-duty. Brown’s research took place at the Fort Belvoir Army installation in Virginia
 and included 1,440 nontraditional adult education survey respondents. Brown found
 specific reasons for nontraditional adult education participation in voluntary education.
 The reasons were consistent with nontraditional adult education literature.
 The topologies of Houle (1961) and Cross (1992) reflect a consistency in adult
 education participation. Adults pursue adult education for three overarching reasons: the
 achievement of a life goal, an employment desire, and the desire for one’s own self-
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 esteem (Creed, 2001; Spellman, 2007). The reasons for participating in adult education
 are based on a small amount of instrumental learning orientations that are fundamental
 throughout adult education (Brown, 1993; Creed, 2001; Spellman, 2007). In general,
 nontraditional adult education discourse contains a strong component of individually
 driven learning emphasis (Anderson, 2006; Andersson & Fejes, 2005; McElhoe,
 Kamberelis, & Peters, 2006; Wright & Sandlin, 2009).
 Barriers and deterrents. The participation literature includes questions about adult
 motivation, educational trigger events, and transitions in life (Korab, 2003). In addition to
 adult motivation, a significant research area is barriers or deterrents to adult participation
 (Ahl, 2006; Brauchie, 1997; Hummel, 2000; Jackson, 2002; Smith, 1997; Spellman,
 2007; Whitemountain, 2002). Cross (1992) classified participatory barriers as
 dispositional, institutional, and situational; barriers are predicated on the barrier origin.
 Researchers classify dispositional barriers as variables relative to a learner’s
 personality qualities and traits, such as self-confidence and self-efficacy (Ahl, 2006;
 Rubenson & Desjardins, 2009; Spellman, 2007). Institutional variables are structural and
 are represented by non-availability or insufficient funding for education endeavors (Ahl,
 2006; Rubenson & Desjardins, 2009; Spellman, 2007). Situational barriers are variables
 not related to the individual psychology of the student, but rather tied to a student’s life
 situation, like interest and time (Ahl, 2006; Rubenson & Desjardins, 2009).
 In 1997, Smith conducted nontraditional adult education research titled The
 Identification of Barriers to College Enrollment by Navy Personnel. Smith used a
 quantitative method to study nontraditional adult U.S. Navy enlisted service member
 voluntary education participation. The purpose of the research was to investigate the
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 perceived participation barriers for U.S. Navy enlisted service members with regard to
 college enrollment (Smith, 1997).
 Smith (1997) collected data from 270 U.S. Navy personnel from an aviation
 squadron stationed on Naval Air Station Jacksonville, Florida. Nonparticipants of the
 education program indicated barriers included goal relevance, convenience, command
 support, and finances (Smith). One of the recommendations by Smith was there should be
 an increase in visibility of command support or unit leadership with regard to education
 at the location.
 Hummel (2000) conducted a nontraditional adult education research project titled
 Impediments to Higher Education of Active Duty Enlisted Soldiers. Hummel used a
 quantitative non-experimental survey design to study why U.S. Army nontraditional
 students stop attending college. The primary purpose was to discover reasons why
 enlisted soldiers discontinued college course participation. Hummel surveyed 1,050
 nontraditional adult soldiers stationed at Fort Campbell, Kentucky and Fort Drum, New
 York (Hummel, 2000). Participants reported five major deterrents to participation, and
 attributed two of the five deterrents to leadership support, two to unit training cycles and
 deployment frequencies, and one to cost (Hummel, 2000).
 Deterrents or barriers to participation in nontraditional adult education are
 obstacles to participating in education activities (Brauchie, 1997; Spellman, 2007).
 Barriers affect the capacity of individuals to partake in education opportunities (Macleod
 & Lambe, 2007). Lack of money and time are commonly identified adult education
 participation barriers (Brauchie, 1997; Spellman, 2007). Additional participation barriers
 are insufficient and appropriate access to learning opportunities (Creed, 2001).
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 Educational institutions focused on adult education populations have designed
 flexible programs to address the access issues represented by the heterogeneous nature of
 the adult learner (Creed, 2001). Access issues are one area in which the installation
 structure of the U.S. DoD voluntary education system is uniquely suited to overcome.
 Installation education centers designed to overcome barriers and deterrents that impede
 adult education participation access (Creed, 2001).
 Academic acceptance. From an institutional academic perspective, the
 nontraditional adult education purpose and function is to promote increased productivity,
 personal growth, dynamic societal change facilitation, and continued maintenance and
 support of social order (Belanger, Duke, & Hinzen, 2007; Brady, 2007; Korab, 2003).
 Within the nontraditional adult education community, institutionalized education is
 diverse with regard to structures, pedagogy, curricula, goals, and processes (Edwards &
 Usher, 2001). Continuous learning ensures the knowledge gap does not become too large,
 as an organization’s future is affected by organizational members’ knowledge
 management and collective learning (Chow & Liu, 2007; Poon, 2006; Sizoo, Agrusa, &
 Iskat, 2005).
 Continued learning through nontraditional adult education is a necessity, rather
 than luxury for workers and their employers (Creed, 2001; Poon, 2006). Continuous
 learning using nontraditional methods aids in developing the requisite flexibility needed
 to compete in the changing socioeconomic and technological working environment
 (Edwards & Usher, 2001). Adult education may also contribute to an increased
 understanding of work and society, by doing more than simply enabling workers to work
 in the existing system (Dawson, 2005; Ostrom, Martin, & Zacharakis, 2008).
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 The need to learn is a response to cultural, economic, and social realities
 (Donavant, 2009; Kang, 2007; Lunn, 2007; Poon, 2006; Sandlin, 2005). As society has
 changed, leaders in nontraditional adult education have embraced changing educational
 distribution systems. In 2003, Bunting conducted a nontraditional adult education
 research study titled Military Personnel: Perceptions of Their Experiences With Online
 Learning. Bunting used a qualitative research design to explore nontraditional adult
 students reasoning for choosing online distribution methods.
 Bunting (2003) conducted the study using 10 nontraditional adult education
 students representing service members from U.S. Air Force, U.S. Army, U.S. Marine
 Corps, and U.S. Navy education programs in the southeastern region of the United States.
 Bunting found providing the adult learner the flexibility of when, where, and at what pace
 online learning would occur made the experience beneficial. The individual learning
 patterns of nontraditional adult service members in the military are germane to the larger
 nontraditional adult education population.
 Byno (2008) conducted a nontraditional adult education research project titled An
 Investigation of Learning Style Preference in United States Navy Sailors Pursuing
 Higher Education Through Online Learning. Byno used a quantitative causal
 comparative design to examine learning style differences between adult learners. The
 purpose was to scrutinize learning style differences between nontraditional adult students
 using online education methods and U.S. Navy students using traditional in class
 undergraduate methods (Byno, 2008). The research involved 258 Sailors in South
 Carolina, of which 129 used strictly online methods and the other 129 participated in
 college course taught on installations (Byno, 2008).
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 Byno (2008) found significant disparities between learning styles of sailors using
 online methods and those using in class methods. The research involved participants who
 used online learning exclusively or who used in-class courses exclusively. Given the
 accelerated nontraditional night and weekend course curriculum taught on many military
 installations, the comparison between online and in-class learning styles is germane. The
 nontraditional adult education space continues to transform and academic acceptance of
 changing distribution models is increasing.
 Many professors articulate more positive feelings toward adult nontraditional
 students than toward the traditional student body, especially in the areas of goals,
 initiative, preparation, responsibility, concentration, and time management (Creed, 2001).
 Professors may perceive nontraditional adult students more positively because the
 numerous roles most adults perform daily allows the adults to develop the skills required
 to cope with increased academic demands (Creed, 2001). Nontraditional adult students
 are more mature and subsequently may develop a broader and richer perspective to
 learning than younger students (Creed, 2001). At the same time, adult students who
 participate in nontraditional educational endeavors are inundated with greater pressures
 from life than traditional college undergraduates (Chaves, 2006; Fleming & McKee,
 2005; Frydenberg, 2007; Ponton, Derrick, & Carr, 2005).
 Organizational efficacy. From an organizational perspective, nontraditional adult
 education represents a shift toward encouraging individuals within organizations to
 continue learning as a means to become more active citizens and more responsible for
 their own empowerment (Axford & Seddon, 2006; Edwards & Usher, 2001; Sheridan,
 2007). At the core of nontraditional adult education is the fostering of practices and
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 democratic values antithetical to organizational control (Brookfield, Kalliath, & Laiken,
 2006). Even with the benefits nontraditional adult education brings to organizations,
 democratic principles of higher education can conflict with capitalist principles of the
 marketplace (Poon, 2006; Watkins & Tisdell, 2006). The increase in corporate capitalism
 has influenced and affected most institutions evolved in higher education (Bettis, Mills,
 Williams, & Nolan, 2005; Donaldson & Townsend, 2007; Poon; Watkins & Tisdell,
 2006).
 Some traditional higher education concepts have been challenged with the
 introduction of nontraditional adult accelerated degree programs (Watkins & Tisdell,
 2006). Nontraditional education concepts, such as prior learning credit (which is common
 in adult education), are not aligned with traditional pedagogy about the epistemology and
 ontology of higher education (Watkins & Tisdell, 2006). The U.S. DoD voluntary
 education system is an influential component of the nontraditional adult education
 dynamic where leaders continually focus on organizational efficacy issues.
 Krupnik (2003) conducted a nontraditional adult education research project titled,
 The Traditional Guardsman and the Army Educational System: Convergence of Civilian
 and Military – Acquired Skills Within Civilian Occupational Structures. Krupnik used a
 qualitative phenomenological case study to investigate efficacy of U.S. National Guard
 citizen soldiers using the U.S. Army education program as it related to preparation for
 civilian workforce success. Using a purposeful sampling technique, Krupnik conducted
 semi-structured individual interviews with five U.S. National Guard participants from the
 same unit (Krupnik, 2003). Krupnick found nontraditional adult military participants
 experienced conflict between military and civilian education systems. Reduced efficacy
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 based on perceived organizational conflict can affect usage of nontraditional adult
 education benefits.
 Companies or organizations that invest in adult education tuition assistance for
 employees experience a ten-to-one return on investment in productivity (Korab, 2003).
 The typical investment in adult education is for Associate’s, Bachelor’s, and graduate
 degrees (Korab, 2003). In the typical employer-sponsored tuition reimbursement
 relationship, individuals are responsible for the actual level and scale of investment in
 learning (Creed, 2001; Watkins & Tisdell, 1996). The organization provides the funding
 required to achieve the learning and creates a method to incorporate the benefits of the
 learning into the organization (Creed, 2001; Watkins & Tisdell, 1996).
 Nontraditional adult students oftentimes are more responsible for learning
 because learning represents a personal investment toward future opportunities (Creed,
 2001; Watkins & Tisdell, 1996). Even with the gains in employer sponsored education
 reimbursement, employees often do not take advantage of adult education opportunities
 (Korab, 2003). Regardless of one’s perspective on the benefits or determents of
 nontraditional adult education on higher education, continuous learning has become a
 significant method for framing practice and policy in many areas (Edwards & Usher,
 2001) and is a requirement to meet the complexity of modern society (Van Der Veen,
 2006).
 Nontraditional adult education conclusion. Organizational cultures of education
 programs and leaders within the U.S. DoD voluntary education system were described
 based on an understanding of the nontraditional adult education literature review.
 Nontraditional adult education literature is important to the current study because of the
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 focus on leaders within the voluntary education system. The voluntary education system
 is a system embedded with nontraditional adult education concepts. Reasons for
 participation in the voluntary education system, while not the goal of the current study,
 are germane to understanding the cultures of education programs and leaders within the
 system.
 Adults generally pursue nontraditional education opportunities for three reasons;
 the achievement of a life goal, an employment desire, and the desire for one’s own self-
 esteem (Creed, 2001; Spellman, 2007). Overcoming deterrents to participation aids in the
 development of the flexibility needed to compete in changing socioeconomic and
 technological working environment (Edwards & Usher, 2001). Integrating an
 understanding of why adults seek higher education and the deterrents to participation is
 necessary for describing the context and cultures resident in the U.S. DoD voluntary
 education system. Nontraditional adult education represents a shift toward encouraging
 individuals within organizations to continue learning as a means to become active
 citizens who are responsible for their own empowerment (Edwards & Usher, 2001).
 U.S. DoD Voluntary Education System
 The literature review of the U.S. DoD voluntary education system will focus on
 four subtopics. The discussion will begin with a historical review of the voluntary
 education system. Other subtopics include barriers and deterrents to military educational
 participation and the academic acceptance of the U.S. DoD voluntary education system.
 The final subtopic is an overview of the organizational efficacy of the U.S. DoD
 voluntary education system.

Page 79
                        

65
 Background. The Defense Activity for Non-Traditional Education Support
 (DANTES) is the primary advocate agency in the U.S. DoD for nontraditional adult
 education (Brown, 1993; DANTES, 2009). The mandate of the DANTES is to establish a
 range of educational options for the nontraditional military student and DANTES is
 supported by each of the individual military branches of service (Bunting, 2003;
 DANTES, 2009). Leaders in DANTES coordinate with higher education entities to meet
 the mandate of supporting the nontraditional adult educational needs of the military
 service member.
 One significant partner with DANTES is the American Council on Education
 (ACE). The ACE provides educational oversight and is accountable for establishing
 recommended standardized credit values that universities should grant for specific types
 of military occupational training (ACE, 2008a; Jackson, 2002). After the completion of
 the second World War, ACE established a commission to review education programs
 within the U.S. Armed Forces. The published study by Houle et al. (1947) included wide
 implications for the military education system and nontraditional adult education in
 general (Cahlander, 2002).
 The modern foundations of the U.S. DoD voluntary education system can be
 historically attributed to Houle et al. (1947) who provided an exhaustive work regarding
 the program evolution through World War II (Brauchie, 1997; Houle et al., 1947). In The
 Armed Services and Adult Education, Houle et al. outlined several important findings.
 First, nontraditional adults demonstrate wide interest in education. Second, military
 members introduced to training and education value continual learning opportunities.
 Third, adult education opportunities contribute to increased educational awareness
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 (Brown, 1993; Houle et al., 1947). Fourth, limited recreation opportunities increase the
 success of adult education. Fifth, participation increases the closer the proximity of adult
 education opportunities to the military member. Last, the individual need of the military
 member is the driving force for participating in off-duty adult education programs
 (Brown, 1993).
 By 1956, university programs structured specifically for nontraditional adult
 military students successfully integrated into the University of Maryland continuation
 studies circular (Kato, 1993). Classes were structured into a uniquely designed program
 where military students attended course three times a week, for 2 hours per session, over
 an 8-week term (Kato, 1993). The program included extension courses integrated with
 curricula based on general military requirements designed for military member
 advancement (Kato, 1993). By integrating an undergraduate education set of courses with
 usable promotion aspects for the military student, the University of Maryland was able to
 provide what individuals desired to learn, with usable knowledge for military
 advancement (Brown, 1993).
 In 1972, a partnership between representatives of higher education, individual
 collegiate institutions, military services, and the U.S. DoD resulted in development of a
 consortium designed to support the special circumstances of the military nontraditional
 student (Kato, 1993). At that time, academic institutions offering postsecondary courses
 on military installations had to become members of the Servicemembers Opportunity
 Colleges (SOC), which provided quality control for installation policies and practices
 (Smith, 1997; SOC, 2009). The SOC focus was on effective, fair, and equitable treatment
 of course transferability for the military student (Smith, 1997).
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 Developed to aid the U.S. DoD in meeting the academic postsecondary needs of
 the military voluntary nontraditional student (Brown, 1993), SOC is a partnership of
 education organizations fostering greater academic integration throughout participating
 agencies (SOC, 2009). A challenge of organizations and leaders is achieving cooperation
 when divergent interests exist (Evans & Davis, 2005). Individuals must collaborate and
 coordinate effectively and efficiently to meet diverse interests and organizational
 concerns (Hardy, Lawrence, & Grant, 2005). The SOC supports the voluntary education
 system by coordinating divergent interests within its national postsecondary academic
 associations with the specific needs of the military service member (Brown, 1993).
 In 1993, Kato conducted a research project titled The Army Continuing Education
 System (ACES) in Hawaii: An Analysis of Soldiers’ Perceptions and the Relationship of
 Selected Demographic Variables (Kato, 1993). Kato used a quantitative stratified survey
 method to investigate educational participation of U.S. Army soldiers in voluntary
 education. The purpose of the study was to explore soldier perception of the Hawaii
 Army Continuing Education program. Kato conducted the research at Schofield Barracks,
 Fort Shafter, and Tripler Army Medical Center (Kato, 1993).
 Analysis of 1,400 questionnaires revealed soldiers were satisfied with educational
 support provided by ACES and by the colleges represented on installations in Hawaii
 (Kato, 1993). However, U.S. Army unit level educational leadership was perceivable by
 only half the respondents. The lack of perceivable educational leadership at the unit level
 was incorporated into the current study as unit level EOs are one of the leader groups
 under study at each service education location. Additionally, the review of the education
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 programs of each service in the current study was designed to overcome limits to single
 location and single service studies.
 The education programs of each service are comprised of similar functionalities to
 support the military service member. The ESO category includes civilian government
 employees who work in partnership with their respective military branch. While ESOs
 institutionally seek the same operational goal, providing the best postsecondary on-base
 education possible, functionally, each ESO also must adhere to the specific mission
 nuances resident in their respective military branch. An ESO from a U.S. Air Force
 installation, with a population of avionics technicians and flight mechanics, may have a
 different market population and command perspective than an ESO from a U.S. Army
 installation with a population of combat solders.
 Similarly, each college and its representative are in partnership with the ESO of
 the installation and have the goal of providing quality postsecondary degrees (ACE,
 2008b; Wolfowitz, 2005). Each college can only offer those courses the college is
 contracted to provide on each installation to support the approved degree plans with the
 specific service installation (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006). In
 the continental United States, including Hawaii, the same college can offer different
 degree plans on each of the four major military installations that operate within a
 geographic location.
 With the geographical stipulations, the military mission is not the driving force.
 Rather, the driving force is the U.S. DoD overarching directive mandating that voluntary
 education be managed using on-base degree programs to provide the service member the
 largest amount of possibilities (Wolfowitz, 2005). One university may have the contract
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 to provide an Associate’s degree in management on a U.S. Marine Corps installation, but
 another university may have a contract to provide that same degree on a nearby U.S.
 Navy installation.
 The unit level EO operates within of the most ambiguous set of operational
 parameters. The U.S. DoD mandated goal is that all services provide each service
 member the opportunity to participate in off-duty voluntary education programs
 (Wolfowitz, 2005). The unit EO, therefore, operates within the overarching culture of the
 U.S. DoD and then within the specific culture of the individual branch of service. An EO
 from a combat ready war fighting U.S. Marine unit and an EO from a U.S. Navy
 disbursing unit stationed ashore have different primary goals; however, they both share
 the same secondary goals of ensuring their service members have the opportunity to
 participate in voluntary education where appropriate (Wolfowitz, 2005).
 Barriers and deterrents. Research on enlisted service member motivation to
 participate in college is consistent with general nontraditional adult education literature
 (Jackson, 2002). Military service members are motivated to participate in college for
 pragmatic reasons such as for promotion and career advancement (Covert, 2002). The
 five leading reasons for a lack of participation are directly related to military
 commitments and command chain that make the education approval process difficult
 (Jackson, 2002). Deterrent factors, specific to military students, are consistent with
 factors related to nontraditional adult students (Hummel, 2000; Smith 1997).
 In 1988, Boesel and Johnson conducted the most comprehensive research project
 regarding U.S. DoD military off-duty education participation titled The DoD Tuition
 Assistance Program: Participation and Outcomes. Tuition assistance offsets the deterrent
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 of a lack of financial resources to participate in educational endeavors (Brauchie, 1997).
 Tuition assistance is the primary education benefit used by active duty military members
 (Boesel & Johnson, 1988; Brauchie, 1997).
 Boesel and Johnson (1988) found a correlation between tuition assistance
 participation and service member retention. Research on the U.S. DoD voluntary
 education system historically focused on single military branches, using only small
 sample sizes. Boesel and Johnson’s research is the exception (Brauchie, 1997). The
 findings relative to U.S. DoD-sponsored tuition assistance and service member
 postsecondary off-duty education participation across the services are influential.
 The primary voluntary education funding mechanism for active duty college
 participation remains tuition assistance (Brown, 1993). Historically, when the U.S. DoD
 reduced tuition assistance percentages, enrollments declined, representing military
 leadership attitudes toward professional and personal development (Brown, 1993). As
 discussed in the nontraditional adult education literature, financial issues are not the only
 deterrents to participation in the voluntary education system.
 In 2002, Covert conducted a research project titled Soldiers Preparing for new
 Careers: An Examination of the Motivations and Barriers Associated with Postsecondary
 Educational Participation of Nontraditional Students in Transition (Covert, 2002).
 Covert used a qualitative individual case study to identify influence variables regarding
 participation of U.S. Army soldiers in voluntary education. The purpose of the study
 included identifying variables that had the most influence on behaviors regarding
 participation and nonparticipation of senior enlisted soldiers in the U.S. Army (Covert,
 2002). Covert interviewed 92 senior enlisted U.S. Army service members. Findings of the
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 study pertaining to participation were segregated into motivation and barriers to pursuing
 off-duty education opportunities (Covert, 2002).
 Covert’s (2002) analysis revealed three factors regarding motivation: new career
 preparation, credential obtainment, and increased self-efficacy. The three factors related
 to barriers were frequent relocations, unit assignment, and unsupportive supervisors
 (Covert, 2002). The study included a clear description of participation in the voluntary
 education program at the specific U.S. Army installation.
 Jackson (2002) conducted a research project titled Voices in Uniform: A
 Qualitative Study of Participation in Postsecondary Education Programs in the United
 States Army. The purpose of the qualitative study was to examine the motivations and
 barriers to off-duty education participation. The objective was to understand what
 motivates U.S. Army soldiers to participate in off-duty education and the barriers to
 pursuing postsecondary education activities (Jackson, 2002).
 Participants included 70 respondents from different U.S. Army units in Hawaii, of
 which Jackson interviewed 30 individually and 40 as part of smaller focus groups
 (Jackson, 2002). Jackson identified six motivation orientations and six barriers to
 education participation. Jackson’s findings regarding motivation and barriers to
 participation were consistent with nontraditional adult education studies conducted by
 Covert (2002) and Hummel (2000).
 Whitemountain (2002) conducted a research project titled A Qualitative Study
 Identifying Factors That Promote or Deter Participation in Voluntary Education
 Programs Aboard Navy ships. Whitemountain used a qualitative single case study to
 examine participation factors of sailors stationed onboard a naval ship. Whitemountain
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 conducted the research using 425 respondents from one U.S. Navy ship, and identified
 that voluntary education courses conducted on the research vessel did not meet the
 specific operational needs of the ship, and were therefore, perceived as incongruent.
 Deterrents to participation included time and the perceptional value of education. To
 improve the congruency of course offerings, Whitemountain (2002) recommended
 increased collaboration between the ship ESO and representatives of colleges providing
 educational opportunities.
 Academic acceptance. In 1977, individual state education regulators took a more
 active role scrutinizing college programs operating on military installations (Brown,
 1993). In 1979, during a period where nationwide concern regarding the overall value of
 postsecondary education was emerging as a topic, U.S. DoD leaders requested that
 Professor Bailey, from Harvard University, conduct a critical review of the U.S. DoD
 voluntary education system (Cahlander, 2002; Lynberg, 2003). Quality Control: The
 Case of College Programs on Military Bases (Bailey, 1979) became a pioneering
 referendum on the military campus system operating within the continental United States
 and Hawaii (Lynberg, 2003).
 In the landmark study conducted by Bailey (1979) on the efficacy of the U.S.
 DoD voluntary education system, Bailey identified disparities between courses provided
 on campus and the same courses provided on military installations (Kato, 1993). The
 study stemmed from concerns developed by Bailey as a member of the educational ruling
 board regarding the academic quality military service members provided on military
 installations (Kato, 1993). The extensive study, conducted on important military
 installations throughout the United States, assessed the quality of education provided on
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 each installation. Bailey interviewed military officials, college representatives, students,
 and EOs (Kato, 1993).
 While Bailey (1979) was a strong advocate of nontraditional education, Bailey
 found the military installation education system lacked the rigor and quality found in
 similar courses provided on main campuses (Kato, 1993). At the expense of the
 curriculum, the U.S. DoD voluntary education process of providing the quickest and most
 cost-effective education for its service members led to a liberal credit acceptance and life
 experience credit awarding policy (Kato, 1993). Profound inconsistencies existed
 between how and what was taught on the main campus and how and what was taught on
 a military installation (Kato, 1993).
 Bailey scrutinized faculty hiring practices on the main campus and on military
 campuses because instructors teaching on the installation were often adjunct faculty who
 focused on one course for all the different colleges on an individual installation (Kato
 1993). Faculty interview practices were inconsistent between a college’s main campus
 and its military campus (Kato, 1993). The U.S. DoD educational staff was overworked
 and they often referred potential students to individual college representatives for
 counseling. The referral was a potential conflict of interest, as individual colleges were
 vested parties in the system focused on his or her own college enrollment (Kato, 1993).
 The practices were reflective of a system without significant checks and balances.
 Bailey (1979) found ESOs had extraordinary power over their individual
 installation program. The ESOs were the primary evaluator of potential colleges and they
 evaluated new members based on overall student cost and how many credits the
 institution would allow for military training and knowledge (Kato, 1993). This type of
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 educational bartering was made available based on the increased competition of
 educational entrepreneurs focused on the growing military nontraditional student market
 and the power granted to the ESO, who had the power to reject or select an educational
 provider (Kato, 1993). Educational bartering is an important issue, given a large segment
 of the postsecondary education market in the United States is specifically designed to
 attract degree seeking military students (Brown, 1993).
 Blending traditional education and nontraditional education raised significant
 criticism regarding the quality of courses taught on military installations (Bailey, 1979;
 Brown, 1993). Bailey found inadequate facilities, leadership inconsistencies, and
 consistent lack of standards in the U.S. DoD voluntary education system. Bailey
 recommended individual states become more influential in monitoring course offerings
 (Brown, 1993). The analysis contributed to the establishment and implementation of
 quality control mechanisms within the voluntary education system.
 Organizational efficacy. In 1980, in reaction to the criticisms identified by Bailey
 (1979), the U.S. DoD contracted with outside accreditation council to address
 relationships, roles, and responsibilities of a more holistic educational system designed to
 increase the efficacy, respectability, and academic acceptability of education courses on
 military installations (Cahlander, 2002). A series of reviews resulted in numerous
 improvements to the voluntary education system. One of the most important outcomes of
 the education system review was the establishment of the MIVER project.
 The U.S. DoD contracted with the American College on Education to administer
 the MIVER project. The objective of the MIVER project was to evaluate the U.S. DoD
 voluntary education system, including assurance of accredited programs, transfer
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 guidance, degree plans, classroom hours, and instructor certification (ACE, 2008b:
 Lynberg, 2003). The MIVER was initiated to review and assess the quality of courses
 offered on military installations and identify improvement recommendations to
 organizations responsible for providing service on military installations (ACE, 2008b;
 Cahlander, 2002). The MIVER project represented a significant improvement in the
 effectiveness and quality of the individual branches of service education programs within
 the voluntary education system (Cahlander, 2002).
 The MIVER project involved evaluating the voluntary education system and was
 completed by professionals from accrediting bodies, military branches, and higher
 learning (Cahlander, 2002). The U.S. DoD voluntary education system includes many of
 the strengths, characteristics, and qualities of adult nontraditional education (Lynberg,
 2003). Primary programmatic follow-up and periodic evaluation is limited to MIVER,
 with respect to U.S. DoD higher education quality review, academic accreditation,
 teaching caliber, and learning within the voluntary education system (Lynberg, 2003).
 The American Council on Education produces MIVER reports for each service.
 MIVER is responsible for quality assessment of the voluntary education system and for
 providing improvement guidelines specific to installations, each military branch, and
 participating academic institutions (ACE, 2008b; Lynberg, 2003). The MIVER project is
 a third-party review of the postsecondary education needs of the nontraditional adult
 education military community and provides an independent quality assessment of the
 system (Lynberg, 2003). The MIVER is limited because it lacks specific punitive power
 over the system, as MIVER is a voluntary review mechanism.

Page 90
                        

76
 While the MIVER project is an important aspect of organizational efficacy in the
 current voluntary education system (Capellini, 2005), additional studies relative to
 organizational efficacy within the voluntary education system are germane. In 2002,
 Hogan conducted a research project titled The Development of a Proposed job Profile of
 Site Managers of College-and-University-level Programs at Military Installations. Hogan
 used a quantitative descriptive research method to examine job satisfaction of college
 directors on military facilities. Hogan’s intent was to explore the applicable degrees of
 dissatisfaction and satisfaction, job experiences, job functions, and job qualifications of
 college and university site managers at military installations (Hogan, 2002). Participants
 included respondents on a military installation in South Carolina (Hogan, 2002).
 Hogan (2002) determined an ideal job profile of a site manager included a person
 with the ability to operate with autonomy, who had a minimum 6 years of experience in
 education and possessed a graduate degree. Given Hogan’s study was conducted at one
 location with one military service, the narrow population of Hogan’s study limits the
 generalizablity of the findings. Hogan’s study is germane to the current study, because
 Hogan’s study is the only recent scholarly examination of college directors and the U.S.
 DoD voluntary education system. Additionally, Hogan’s study is essential because the
 college director position is one of the leadership groups in the current study.
 Lynberg (2003) conducted a research project titled A Study of the Navy College
 Program for Afloat College Education: Implications for Teaching and Learning Among
 Nontraditional College Students. Lynberg used a qualitative research method to examine
 participation in the U.S. Navy College Program for Afloat College Education (NCPACE)
 program aboard eight United States naval vessels. The purpose was to gather qualitative
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 data and develop future recommendations regarding the NCPACE program, and to
 conduct a modest review of minority access to higher education (Lynberg, 2003).
 Military service is a way to integrate minority veterans into the civilian workforce
 (Kleykamp, 2007; Leal, 2005). The sample included 149 respondents from eight ships
 taken over a 3-year period during teaching assignments (Lynberg, 2003).
 Already a generally held belief in other research (Brauchie, 1997), Lynberg
 (2003) found nontraditional adult participants viewed college educational opportunities
 as an incentive for enlistment (Lynberg, 2003). Lynberg also found participants perceived
 NCPACE to be ineffective in supporting educational needs. The ship category, mission
 activity, size, and the support from the specific command element were powerful
 attributes of program success and continuity (Lynberg, 2003).
 Savage conducted a research project titled The Role of Hope in Community
 College of the Air Force Degree Completion (Savage, 2005). Savage used a quantitative
 research method and the Snyder Adult Dispositional Hope Scale to measure hope as it
 related to CCAF participants. The purpose of the study was to explore the power of hope
 on degree attainment of CCAF participants (Savage, 2005). The research included
 distribution of surveys to 443 U.S. Air Force master sergeants, with an average of 19.3
 years of active duty service (Savage, 2005).
 Respondents with CCAF degrees had a higher hope dimension and hope was a
 statistically significant predictor of degree completion (Savage, 2005). While the hope
 dimension was important, questioning the larger efficacy of the program seems
 warranted. The average length of service for the respondents was 19.3 years, with only a
 55% completion rate of the CCAF (Savage, 2005), which is the equivalent of an
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 Associate’s of Science degree. The current study was designed to review the U.S. DoD
 voluntary education system from a distinctly different approach and to illuminate efficacy
 issues resident in the organizational cultures of education programs and leaders.
 Greig (2007) conducted a research project titled Effects of Extrinsic and Intrinsic
 Motivators on College Progression in Community College of the Air Force Graduates.
 Greig conducted a descriptive, exploratory quantitative study to examine the reasons why
 CCAF graduates continued toward the bachelor’s degree. The study included an
 investigation of the extrinsic and intrinsic factors motivating individuals to pursue a
 bachelor’s degree (Greig, 2007). Participants included approximately 500 respondents
 across U.S. Air Force major command structures who graduated from CCAF in 2006 and
 who were staff and technical sergeants (Greig, 2007).
 Greig concluded that distance learning availability, commitment to personal
 learning, and commissioning opportunities were important factors when deciding to
 pursue a Bachelor’s degree (Greig, 2007). Findings were consistent with nontraditional
 adult education motivation literature, in that learning reflected the accomplishment of
 academic credit and self-directed purposes, and used organized activities (Covert, 2002;
 Cross, 1992). Using respondents from across the U.S. Air Force structure who had
 completed their CCAF degree increased the usability of the findings.
 Tucker (2007) conducted a research project titled Realizing the Dream: A Study of
 United States Marine Corps Adult Learner Choice in Colleges and Universities Offering
 Educational Services. Tucker used a quantitative research method to examine enlisted
 U.S. Marine service member off-duty postsecondary school selection. The intent of the
 study was to increase insight into the characteristics of U.S. Marine Corps enlisted

Page 93
                        

79
 service members participating in nontraditional adult education activities at U.S. Marine
 Corps Base Hawaii (Tucker, 2007). Tucker was also interested in which on-base
 universities respondents chose to attend and why. Tucker found demographic
 characteristics, such as length of service, marital status, and first generation status,
 influenced the choice of school to attend (Tucker, 2007).
 U.S. DoD voluntary education system conclusion. The U.S. DoD voluntary
 education literature is important to the current study because of the focus on the
 education programs and leaders within the U.S. DoD voluntary education system. An
 interrelationship exists between higher education institutions supporting the military
 student and each military branch; representatives of each are a part of a team providing
 education to prepare military members for career advancement and for eventual transition
 to civilian life (Brown, 1993). The number of personnel participating in the voluntary
 education system is indicative of the systemic support of individual learners (Brown,
 1993). Nontraditional voluntary adult education on military installations allows for a
 spectrum of learning opportunities that include many educational levels (Brown, 1993).
 Postsecondary degrees are significant achievements and attainment of a
 postsecondary degree is related to selection, promotion, retention, and economic success
 within the civilian and military sectors (Bosworth, 2008; Lorenz, 2007; Smith, 1997).
 Over time, the U.S. DoD voluntary education system, in coordination with institutions of
 higher education, has created principles of best practice to foster access and maintain the
 quality of the education system serving military members (Hogan, 2002). The current
 study focused on the organizational cultures of education programs and leaders within the
 complex U.S. DoD voluntary education system.
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 Conclusion
 A review of organizational culture, nontraditional education, and U.S. DoD
 voluntary education literature revealed that to attain a deeper understanding of resident
 cultures, the underlying assumptions within the organizational system must be interpreted
 (Hamlin, 2007). The best way to describe the organizational cultures resident in the
 education system is to determine the artifacts, espoused values, and basic assumptions
 shared by organizational members (Schein, 1999, 2004). Capturing the internal
 representation of deeply held beliefs (Robert & Wasti, 2002) in the U.S. DoD voluntary
 education system was attainable using an organizational culture construct.
 The reason adults pursue nontraditional education opportunities in civilian and
 military environments is generally attributed to the achievement of a life goal, the desire
 to be employed in a specific area, and the desire for one’s own self-esteem (Creed, 2001).
 Given postsecondary degrees reflect significant achievements and are related to selection,
 promotion, retention, and economic success within the civilian and military sectors
 (Bosworth, 2008; Smith, 1997), individuals within organizations will continue learning as
 a means to become active citizens who are responsible for their own empowerment
 (Edwards & Usher, 2001). Understanding the organizational cultures of education
 programs and leaders who embody the historical wisdom accumulated in the system
 aided in ascertaining the existence of a common overlapping organizational culture
 (Bolman & Deal, 2008). Identification of a common culture may support increased joint-
 service integration in the U.S. DoD voluntary education system.
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 Summary
 The literature review for the current study included the primary topics of
 organizational culture (Bolman & Deal, 2008; Denison, 1996; McLean, 2005; Schein,
 1999, 2004), nontraditional adult education (Creed, 2001; Edwards & Usher, 2001;
 Jackson, 2002; Korab, 2003), and the U.S. DoD voluntary education system (Brown,
 1993; Cahlander, 2002; Kato, 1993; Lynberg, 2003). A review of each topic resulted in
 the context required to capture the scope of the current study. A more complete picture of
 the U.S. DoD voluntary education system was revealed in the current study by
 incorporating important facets from the literature review.
 A major point identified in the literature review is the importance of the cultural
 model which provides a conceptual structure for the current study (Schein, 1999, 2004).
 Determining the artifacts, espoused values, and basic assumptions of ESOs, on-base
 college directors, and unit EOs operating each of the four individual military service
 education centers on Oahu, Hawaii, was critical to describing the system (CCAF, 2008;
 Harvey, 2008; MCO, 1999; Morrow, 2006; Schein, 1999, 2004). Culture is comprised of
 group values and shared beliefs, and culture is seen in the behaviors demonstrated by
 those in an organization (Awal et al., 2006; Barger, 2007; Whitfield, 2006). Culture binds
 organizational members together and is best analyzed by reviewing the patterns of basic
 assumptions, values, and beliefs held by members in the organization (Pool, 1999; Robert
 & Wasti, 2002; Schein, 1999).
 Leaders in the U.S. DoD voluntary education system, in coordination with leaders
 of institutions of higher education, have created an accessible and quality education
 system serving military members (Hogan, 2002; Wolfowitz, 2005). Postsecondary
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 education allows for the flexibility needed to compete in changing socioeconomic and
 technological working environment (Edwards & Usher, 2001). Common areas of study in
 the nontraditional and voluntary education literature are the benefits of overcoming
 deterrents to participation, and the reasons adults pursue education opportunities (Ahl,
 2006; Creed, 2001).
 The understanding derived from the literature review should lead to a deeper
 appreciation of interrelatedness of the topics. The current study incorporated leadership
 categories with representatives from each of the education programs within the voluntary
 education system operating on Oahu, Hawaii. Chapter 3 includes a detailed discussion of
 the research method for the current study and descriptions of education programs and
 leaders within the voluntary education system.

Page 97
                        

83
 CHAPTER 3: METHOD
 The purpose of the current qualitative descriptive case study with a multiple case
 framework was to (a) describe the organizational cultures of education programs and
 leaders in the U.S. DoD voluntary education system on Oahu, Hawaii; (b) determine if an
 overlapping common organizational culture exists; and (c) assess the cultural feasibility
 of increased joint-service integration. The organizational cultural factors of interest were
 the artifacts, espoused values, and basic assumptions (Schein, 1999, 2004) as they apply
 to leaders within each branch of service and leader category. The study of organizational
 culture, using identified education leaders, was intended to reveal cultural similarities or
 differences, and areas of overlapping consistency, which would be indicative of the
 cultural feasibility of increased joint-service integration.
 Semi-structured interviews took place with 21 leaders within the voluntary
 education system. The specific population included ESOs and unit level EOs from U.S.
 Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy education programs and on-
 base college directors represented at multiple installation education centers. Additional
 data sources included direct observation of operations of each of the four primary
 education programs education centers.
 Field notes included documented observations of the operation of individual
 military service education centers and actions of each research leader category. A review
 of the most recent MIVER installation and institution self-report principles supported
 generating a text-based description of the espoused values of voluntary education leaders.
 A vivid description supported an extensive understanding of the context of primary
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 leaders to ascertain if a common overlapping organizational culture exists that will
 support increased joint-service integration.
 Chapter 3 begins with a detailed discussion of the planned qualitative research
 method, which is followed by a discussion of the appropriateness of the descriptive case
 study design. Following a discussion of the population, the chapter includes information
 on purposive sampling. A discussion of the data collection methodology and data
 analysis process follows. After a discussion of internal and external validity, the chapter
 concludes with a summary of important aspects from each of the identified areas.
 Method and Design Appropriateness
 The combination of qualitative inquiry, a descriptive case study research design,
 and a multiple case framework created a strong foundation to describe the organizational
 cultures of the education programs and leaders in the U.S. DoD voluntary education
 system (Gerring, 2007; Hancock & Algozzine, 2006; Merriam, 1998; Yin, 2008). The
 description of the cultures of education programs and leaders most involved with
 performance of the voluntary education system helped distinguish if a common
 overlapping organizational culture exists. The current research supported an in depth
 cultural understanding of an important system.
 Qualitative Method
 The qualitative research method is the most authentic and congruent method to
 accomplish the goal of describing the organizational cultures of education programs and
 leaders within the voluntary education system. Use of the qualitative method offered the
 opportunity to build context from theories, abstractions, and concepts (Merriam, 1998).
 Traditionally, organizational culture research has benefited from the intimate aspects of
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 the social setting provided by qualitative inquiry (Fey & Beamish, 2001). The objective
 of qualitative research is to gain an understanding of the phenomenon from the
 perspective of participants (Hancock & Algozzine, 2006; Hilger, 2007). The strength of
 using the qualitative method is revealed at the intersection of those most involved with
 the circumstances under study (Schram, 2005).
 The use of rich descriptive characteristics is the inherent value of the qualitative
 method (Creswell, 2008). Rich descriptions resulted from the interviews and observations
 of participants most involved with the problem. Qualitative research includes
 participant’s cultural settings and contexts of work life (Creswell, 2008). Use of the
 qualitative research method with the complex and layered scope of the problem led to
 representing the issue in its most comprehensive dimension (Leedy & Ormrod, 2005;
 Mutch, 2006; O’Toole & Were, 2008).
 The qualitative approach was selected because the problem being explored is
 complex and multifaceted. Qualitative research is more than simplifying an observation;
 qualitative research is collecting data through in-depth interviews, participant
 observation, and focus group interaction (Creswell, 2008). Use of a qualitative research
 method often produces new insights and surprises (Bryman, 2006). Understanding
 participant’s context and deriving meaning through personal information gathering was
 the fundamental reason for conducting the current qualitative research (Creswell, 2008;
 Hancock & Algozzine, 2006; Krauss, 2005; Schram, 2005; Smith, Evans, & Westerbeek,
 2005).
 Using the qualitative research method instead of the quantitative research method
 to describe the organizational culture of primary leaders helped illustrate the problem
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 with a more holistic inquiry (Schein, 2003). Quantitative survey methods for cultural
 assessments are not optimum, because culture includes both internal and external aspects
 of integration, and surveys do not capture the different integrated interpretations of
 diverse individuals (Schein, 2003, 2004). Cultural surveys allow researchers to capture
 individual attitudes relative to the specific survey questions. Culture surveys are not an
 accurate measurement of culture (Schein, 2003, 2004). Qualitative research is more
 interactive than quantitative research and more suited for an encompassing and complex
 narrative (Creswell, 2008). Using qualitative inquiry was the optimal method, because
 capturing a deep and rich description of the organizational cultures of education programs
 and leaders in the U.S. DoD voluntary education system was the goal of the current
 research.
 Case Study Design
 Descriptive case study, primarily structured within the schema articulated by Yin
 (2008), was the specific research design used in the current study. Case study strategy
 incorporates specific methodology integrating design logic, data analysis, and techniques
 for data collection (Yin, 2008). Data were collected using direct observations, document
 analysis, and semi-structured interviews with military unit leaders, installation ESOs, and
 on-base college directors on multi-service military installations. Given leaders within
 organizations operate within their own ecology, researching the multileveled interaction
 of internal agents is important (Meyer, Gaba, & Cowell, 2005). Use of a descriptive case
 study design was critical to achieving the goal of describing the organizational cultures
 within the voluntary education system.
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 Appropriateness of Design
 Descriptive case studies allow for the gathering of an in-depth data on programs,
 individuals, or events where limited understanding exists (Leedy & Ormrod, 2005).
 Descriptive studies are designed to incorporate diverse information to describe a specific
 phenomenon in detail (Hancock & Algozzine, 2006). The integrated nature of the current
 research design enabled a detailed cultural review of education programs and leaders
 within the voluntary education system.
 Using various data collection techniques within the descriptive case study design
 increased the utility of the current study (Yin, 2008). Use of the descriptive design
 allowed the flexibility to integrate several forms of evidence to include the incorporation
 of organizational culture attributes (Schein, 1999; Yin, 2008). The insight gleaned
 illuminated how the cultural attributes of the leaders within the voluntary education
 system reflect common organizational cultures. Insight served as a platform to initiate
 dialogue on the benefits or detriments of separate education programs, and to reflect the
 openness, on a cultural level, to possible movement to a more integrated joint-service
 system.
 Focusing on the organizational culture of the education programs and leaders
 within the voluntary education system enabled a detailed and rich description of the core
 attributes (Creswell, 2008). Use of the descriptive case study design was preferred
 because ascertaining the nature of why or how the phenomenon exists in its real-life
 context, when researchers lack control over the actual events, is consistent with the
 complexity of the problem (Yin, 2008). The current case study was conducted within
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 specific time and space design boundaries, and performed in the context of its natural
 occurrence (Hancock & Algozzine, 2006; Schram, 2005).
 A comprehensive organizational cultural description and generalization were
 objectives of the current research. Descriptive case studies include analytic generalization
 to expand theories, rather than statistical generalization, which focus primarily on
 frequencies and the central tendencies of the phenomenon (Yin, 2008). Interviewing the
 primary representatives from important leadership categories within the voluntary
 education system increased the analytic generalization concepts of the case study design
 (Yin, 2008).
 Multiple Case Framework
 The U.S. DoD voluntary education system consists of education programs from
 each individual military service (Wolfowitz, 2005). U.S. Air Force, U.S. Army, U.S.
 Marine Corps, and U.S. Navy services maintain education programs within the context of
 the larger voluntary education system; each program served as a unique case within the
 current study (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006). The current
 study included one case from each of the military service education centers located on
 installations located on Oahu, Hawaii.
 A technique for increasing the strength of case study research design is a multiple
 case framework, where several cases are studied (Baxter & Jack, 2008; Gerring, 2007).
 Case studies with multiple cases are preferable to case studies based on a single case.
 Evidence derived from more than one case is considered more persuasive and is viewed
 as more robust (Yin, 2008). A multiple case framework integrated well with the structure
 of the U.S. DoD voluntary education system.
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 Each education center operates as its own separate operation with different
 individual leaders within the same three leadership participation categories. Within a
 multiple case framework, individual cases are standalone studies with convergent
 evidence integrated into the larger conclusions of the study (Yin, 2008). The direct
 observation, document analysis, and semi-structured interviews within the multiple cases
 increased the breadth and scope of the descriptive research (Hancock & Algozzine,
 2006). Focusing on the organizational cultural attributes of leaders within the education
 programs of each military service led to a more detailed and rich description of the
 voluntary education system (Schein, 1999, 2004).
 Robust case study designs should have a logical sequence designed to empirically
 integrate data into the study conclusions (Yin, 2008). Using the same data collection
 techniques at each of the four primary education programs within the voluntary education
 system ensured capturing similar types of data. The data reflected an accurate portrayal of
 the existing organizational cultures of those within leadership positions. To capture the
 explicit and tacit assumptions of culture, the research process included systematic
 observation and conversation with insiders integrated into the study (Schein, 2004). The
 resulting description is detailed and deep, revealing the implicit nature of the core cultural
 construct that will aid in the dialogue regarding movement from separate education
 programs into a more integrated joint-service system.
 Population
 The U.S. DoD voluntary education system is structured upon service specific, on-
 base education programs. The sites for the current study were the education centers from
 each of the primary military installations of each military service on the island of Oahu,
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 Hawaii. The largest installation from each military service was included so direct
 observation at each of the largest education centers was possible. Using the largest
 installation from each service provided access to the largest sample of the proposed
 leader categories to obtain semi-structured interviews.
 Each of the four selected installations has operational voluntary education centers.
 Each branch maintains a similar leadership structure and population, thereby allowing for
 consistent data from each case study location. Each of the four education centers was
 staffed by representative ESOs, college directors, and designated unit EOs. The selected
 education centers contained the population and leader categories for inclusion in the
 current study.
 The population of the voluntary education system on Oahu, Hawaii supported
 direct observation of operational education centers and semi-structured interviews with
 the appropriate education leaders. Density, population, and structure of military services
 on Oahu, Hawaii, provided the framework to observe each of the four primary military
 service education centers in operation (DBEDT, 2007). Appendix A documents the
 permission to use premise template each of the authorizing representatives signed for
 each of the four participating installation education centers. The signed permissions are
 excluded from the dissertation to protect anonymity and confidentiality of the sites and
 the participants.
 Sampling Frame
 The sampling frame section contains an elaboration on the specific sampling
 structure incorporated into the current study. The section begins with a discussion of the
 nonprobablity purposive sampling approach used to select participants, which followed
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 by a discussion of the sample size. The section concludes with a discussion of the
 sampling characteristics.
 Sampling Approach
 Participants were selected from each of the four individual military installation
 education centers using a nonprobablity purposive sampling method (Trochim, 2006).
 Selected ESOs, college directors, and unit EOs were individuals experienced in the
 phenomenon (Creswell, 2008). Given the research goal was to attain a description of the
 organizational cultures of a defined population, using a purposive sampling approach was
 appropriate based on the predefined nature of the categories (Trochim, 2006). Use of a
 nonrandom purposive approach met the sampling approach goals of the current research
 (Gerring, 2007).
 Sample Size
 The sample included 1 to 3 representatives from each leader category at each of
 the four service installations. The goal of gaining the participation of 5 participants,
 equally distributed within each leader category at each location, was achieved. The total
 sample size for the current study was 21 participants. The sample size was attained within
 the identified population at the four largest U.S. Armed Forces installation education
 centers located on Oahu, Hawaii.
 Each of the education centers from which the sample was drawn had an ESO who
 manages education personnel of varying staffing levels. College representatives have on-
 base offices or on-base office hours at each education center. Five to eight different
 colleges operate on each of the four selected case study sites. More than 34 college
 branches currently operate on the four selected installations (Marine Corps Community
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 Services, 2009; Navy College Office, 2009). Each of the four military installations had
 many subordinate identified units within the chain of command with EOs designated to
 provide unit level support. Over 300 subordinate military units currently exist
 (Commander Naval Region Hawaii, 2009; Marine Corps Base Hawaii, 2009; Pacific Air
 Forces, 2009; U.S. Army Pacific, 2009).
 The sample for the current study represented 100% of the ESO leadership
 category on Oahu, Hawaii, a large sample of the on-base college representatives, and a
 small percentage of unit EOs. The use of interviews with important participants aligned
 with Leedy and Ormrod’s (2005) suggestion that lengthy interviews with key sample
 participants should be the primary research tool in qualitative research. Interviews
 typically last between 1 and 2 hours with a sample comprised of between 5 and 25
 participants who have direct experience in the studied phenomenon (Leedy & Ormrod,
 2005).
 Sample Characteristics
 Sample characteristics were predicated on the inherent positional differences of
 ESOs, college directors, and EOs. The ESO is normally a government service position
 within the four branches of the military services and is responsible to his individual
 service (e.g., U.S. Army) for the on-base education of service members (Wolfowitz,
 2005). The individual college directors serve as the postsecondary academic provider and
 are responsible for all student service and academic issues between the student and the
 degree granting college (Wolfowitz, 2005). The unit EO is normally the first approval
 point for enlisted service members to participate in off-duty postsecondary education
 benefits.
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 Each leader category has different operational responsibilities dependent on the
 specific overarching service mission, and goal of the leadership category. The ESOs and
 their staff are responsible for the operation of non-conflicting college degrees on each
 installation and managing the tuition to fund the educational needs of service members
 (Wolfowitz, 2005). Representatives from colleges that have an education service
 agreement with each education center, provide the student service needs of military
 members at each installation. Some form of EO functionality exists at the individual unit
 levels within each military service.
 Informed Consent
 An informed consent document is a written explanation of the nature and purpose
 of the research (Byerly, 2009; Leedy & Ormrod, 2005). The document includes a
 description of the purpose of the research and how the researcher intends to use the
 results. The document serves as a signed acknowledgement of understanding by
 participants (Bowen, 2005; Byerly, 2009; Leedy & Ormrod, 2005). Informed consent is
 important because research and observation without the full understanding and consent of
 participants can lead to ethical issues (Bowen, 2005; Merriam, 1998).
 An invitation to participate letter and an informed consent form was mailed to all
 potential participants prior to data collection. The invitation to participate letter included
 an explanation of the nature of the proposed research, the nature of participation, the risks
 involved, an assurance of the voluntary nature of the study, and the intended use of the
 results (Leedy & Ormrod, 2005). The informed consent form served as a method to
 obtain written permission from potential respondents to participate in the current study
 (Byerly, 2009; Leedy & Ormrod, 2005).
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 Prior to beginning the interview, all interview participants provided an ink
 signature and returned the informed consent form, in person, on the scheduled interview
 day. Follow-up questions were integrated at the beginning of the semi-structured
 interview to ascertain each participant’s level of understanding about the nature and
 context of the proposed research. Copies of the invitation to participate letter and the
 informed consent form are included in Appendix B.
 Confidentiality
 Confidentiality is a critical component of any research study (Creswell, 2008).
 Every effort was made to establish, protect, and uphold the anonymity and confidentiality
 of the individual participants, his or her representative institutions, and each of the four
 military branches of service. Pseudonyms were used in field notes, when transcribing
 interview recordings, and when describing all representatives. To keep each military
 branch confidential, non-specific language was used when discussing each specific
 service education program.
 The focus of the current study was on the organizational culture of education
 programs and leaders. No review of college enrollments, standings, or any proprietary
 business related concepts occurred. Field notes and documents did not contain any
 identifying names, institutional references, or military affiliations, which aided in the
 anonymity of participants. The anonymity of participants and their institutions was a
 paramount concern within the current study, as an assurance of confidentiality aided in
 forthright participation.
 The use of codes for all references to participants, participant groups, and
 participant affiliations ensured complete confidentiality of all information. The four
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 primary locations, representing each specific military service, were coded with numerical
 pseudonyms to ensure confidentiality. Each ESO and representative deputy participant
 had a numerical pseudonym given to his respective military service followed by a ‘P’ for
 the ESO (primary) and ‘S’ for deputy (secondary).
 Each college was given its own alphabetic pseudonym, beginning with the letter
 A. When the same colleges were used at the same or different U.S. DoD education
 locations, the original pseudonym for the college was carried forward. Each unit level EO
 was coded with the specific numerical code of his service. Confidentiality was
 maintained by using pseudonyms during the data collection phase, in the written final
 research report, and in any subsequent presentations or publications.
 A legend including the specific pseudonyms of participants, participant groups,
 and participant affiliations is excluded from external review. The legend will remain
 completely confidential to ensure the anonymity of participants. All data were
 electronically write-protected and stored in a password-protected external hard drive,
 with a backup hard drive at a separate location. Electronic research data, including digital
 voice recordings of interviews, will be kept for 3 years and then deleted from both the
 primary hard drive and the secondary hard drive. All hard copy data, including informed
 consent forms, will be kept for 3 years prior to shredding.
 Geographic Location
 The research sites for the current study are located on Hickam Air Force Base,
 Schofield Army Barracks, Marine Corps Base Kaneohe-Bay, and Pearl Harbor Naval
 Base. The locations are located throughout Oahu, Hawaii. The locations are where
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 leaders provide education service to military members currently stationed on Oahu,
 Hawaii.
 Oahu is the most populated island within the Hawaiian Island chain (DBEDT,
 2007). Hickam Air Force Base and Pearl Harbor Naval Base are adjacent to each other
 within the central part of Oahu, Hawaii. Schofield Army Barracks is located on the west
 side of Oahu, Hawaii and Marine Corps Base Kaneohe-Bay is on the east side of the
 island. The four geographic locations of the primary military installations allow service
 members, across Oahu, Hawaii, to participate in on-base education opportunities.
 Instrumentation
 The instrumentation section contains an elaboration of the instruments selected
 for use in the current study. The section begins with a discussion of the researcher, field
 notes, and interview protocol as instruments. A discussion of digital voice recording,
 voice recognition, and NVivo software follows. The final paragraph includes details
 about the pilot instrument assessed prior to collecting data.
 Researcher
 In qualitative studies, the researcher is an instrument (Ehigie & Ehigie, 2005;
 Goodwin & O’Connor, 2006; Merriam, 1998). The dependence on the researcher as
 primary instrumentation leads to reliance on a single source to translate what one
 witnessed, read, or heard, into an accurate rendition and description (Creswell, 2008;
 Merriam, 1998). The accurate interpretation of data was ensured using researcher-specific
 skill sets developed through years of financial analysis, interpersonal sales, and
 organizational consulting. Analytical researcher-specific skills were used to transform
 what was witnessed, read, and heard into a precise description.
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 Field Notes
 Field notes contained documented observations of each service program and
 actions of each research group. Field notes were taken during each 8-hour workday at
 each education center. Field notes contained the observations of the interaction of the
 education leaders and visual and space related artifacts. Direct observation of each
 education program preceded and augmented the semi-structured interviews, to ensure
 organizational cultural nuances revealed during the observations were incorporated into
 the actual interviews. Ensuring observations were anchored to data is a qualitative
 analytical imperative and was accomplished by staying focused on what was being
 observed using field notes to answer the prevailing research questions (Hancock &
 Algozzine, 2006; Nikander, 2008).
 Interview Protocol
 Interviews are an important tool in qualitative research, requiring development of
 a protocol to outline the questions prior to the actual interviews (Cassell, 2005; Hancock
 & Algozzine, 2006; Whiteley & Whiteley, 2006). The protocol for the interviews (see
 Appendix C) includes the list of interview questions for participants from each leader
 category. The questions elicited open expression by participants and were designed to
 ascertain participant perspectives leading to an extensive answer to the research questions
 (Hancock & Algozzine, 2006).
 Voice Recording and Recognition Software
 A recording of each semi-structured interview was transcribed into narrative text
 for analysis. An Olympus digital voice recording device was used to capture an accurate
 reflection of the thoughts, comments, and words of each participant interviewed. Dragon
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 voice recognition software was used to transcribe digitally recorded interviews.
 Personally transcribing the interview recordings allows the researcher to be closer to the
 data (Matheson, 2009).
 NVivo Qualitative Software
 NVivo qualitative research software is designed to aid the qualitative researcher
 in managing and analyzing visual, textual, and audio information (QSR International,
 2007). The use of NVivo Software enables the sorting, arranging, and classifying
 component of qualitative research (QSR International, 2007). The coding tools within
 NVivo allow for simple organization of complex structure (QSR International).
 Incorporating technological advancements and computer software to aid qualitative
 research is increasingly accepted (Creswell, 2008; Davidson & Jacobs, 2008; Dean &
 Sharp, 2006; Hanson, 2006; Kuhn & Davidson, 2007; Hurworth & Shrimpton, 2007;
 Johnston, 2006; Leedy & Ormrod, 2005; Park & Zeanah, 2005; Robertson, 2008;
 Siccama & Penna, 2008; Wickham & Woods, 2005).
 The NVivo software was used to analyze data derived from the document
 analysis, direct observations, and semi-structured interviews. The NVivo software was
 used to analyze the MIVER installation and institution self-report principles and other
 pertinent documents. The NVivo software aided in analyzing and managing observational
 text data derived during the direct observation phase of the current study. NVivo software
 was also used to analyze transcript data from the semi-structured interviews. The NVivo
 software was a vital tool for managing and analyzing the primary research data.
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 Pilot Study
 Prior to collecting data, a pilot study was conducted using the U.S. Coast Guard
 education center on Oahu, Hawaii. Conducting a pilot study to assess instrumentation and
 identify possible issues encountered during the actual study is advisable (Yin, 2008). The
 U.S. Coast Guard education program operates in the U.S. DoD voluntary education
 system, even though the U.S. Coast Guard is part of the U.S. Department of Homeland
 Security.
 The purpose of conducting a pilot study was to assess the conceptual framework
 of the research design prior to collecting data for the current the study (Yin, 2008). The
 selection of the U.S. Coast Guard education center provided a convenient mechanism to
 address each type of data collection method on a reduced scale. The formative aspect of
 pilot studies allows selection criteria to be based upon geographic proximity,
 convenience, and access concerns (Yin, 2008).
 The size of the U.S. Coast Guard education center allowed for the direct
 observation of the education operation, access to the same types of documents for review,
 and semi-structured interviews with one representative from each leader category. Direct
 observation of the education center for one full workday was followed by semi-structured
 interviews with the ESO and a college representative from the Sand Island Coast Guard
 Station on Oahu, Hawaii. The inquiry involved review of practical instrumentation and
 substantive research issues (Yin, 2008). The pilot study allowed for integration of
 research procedural feedback regarding the data collection, field procedures, and data
 analysis prior to collecting data for the current study (Yin, 2008).
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 Data Collection
 The current study included several data collection methods designed to reveal an
 exhaustive description of the organizational cultures of education programs and leaders
 within the U.S. DoD voluntary education system. Good case study research includes the
 use of different evidence sources, because case studies address a wider spectrum of
 behavioral and historical issues than other types of research designs (Yin, 2008). Case
 study evidence is normally developed using six primary sources: physical artifacts, direct
 observation, documents, archival reports, participant observation, and interviews (Yin,
 2008). The current study incorporated primary data collected through a combination of
 three generally accepted sources (Yin, 2008).
 Direct observations, document analysis, and semi-structured interviews were used
 to gather data about the operations of each of the four military service education
 programs. Direct observations and document analysis were conducted for a full day at
 each of the four installation education centers during a 1-week period. Interviews with
 primary leaders of each education program, from each leadership category, were
 conducted the following week.
 The data collection process was designed to ensure open and transparent review,
 because case study research is based on open inquiry during all phases of data collection
 (Yin, 2008). Data collected was somewhat different depending on the type of technique
 used. Each technique aligned with Leedy and Ormrod's (2005) proposition that
 researchers record all useful data completely, systematically, and accurately. Accurate
 recordkeeping was ensured by taping each of the interviews using a digital voice
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 recorder, and scanning field notes and review documents into digital form for later
 analysis (Leedy & Ormrod, 2005).
 Data collected from the various sources of evidence provided a complete
 representation of the organizational cultures of voluntary education leaders. Data were
 collected from each of the four education programs, with each case containing ESOs,
 college directors, and unit EOs. The triangulated structure of the data collection
 procedures achieved data saturation by the end of the semi-structured interview cycle.
 Direct Observation
 Direct observations of the operation and organizational interaction within each
 education program were documented in field notes, and later scanned into electronic files
 for analysis and review. Visiting the actual physical locations created an important direct
 observation opportunity (Yin, 2008). Field notes included documentation of the
 observation of each specific education program, of the interaction between different
 leadership categories, and details of the different organizational artifacts resident within
 the population.
 The field notes also contained thoughts and questions that were a result of the
 onsite scrutiny. Thoughts developed during the direct observation of each program were
 later used to augment any follow-up questions needed during the semi-structured
 interviews. Field notes were systematically recorded, as observations are valuable (Leedy
 & Ormrod, 2005).
 Direct observation of the phenomenon could influence the interaction. The direct
 observation of the operation could move the researcher into a position of an interloper,
 into the context of the observed (Yin, 2008). By presenting oneself as a complete
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 observer, and viewing the operation of each education center without participating,
 anticipated non-influential observations were accomplished (Creswell, 2008). Given the
 size of the education centers, and the normal state of busyness, researcher presence, while
 somewhat noticeable, did not interfere with the normal operation.
 Document Analysis
 Document analysis of the MIVER installation and institution self-reports allowed
 for a detailed review of the U.S. DoD voluntary education system’s espoused values. The
 review of the self-studies was supported, achieving an accurate depiction of the espoused
 values of leaders responsible for voluntary education. Depictions taken directly from
 installation and institution self-studies allowed a holistic description built upon the words
 and phrases of education leaders and was a precise representation of the expected
 espoused organizational cultural values of each service.
 Capturing the espoused values allowed analysis across services and augmented
 the follow-up questions with each leader category within the voluntary education system.
 Other pertinent documents germane to the college directors and unit EOs were also
 included in the data. Including the non-course related verbiage from published military
 course newspapers and service level CCME education presentations provided more
 textual data for analysis. Taken together, the document analysis incorporated the
 espoused values expected of leaders from the U.S. DoD voluntary education system.
 The document analysis provided observational data within a broader
 organizational cultural context. Installation and institution MIVER manuscripts and other
 pertinent documentation used for analysis were stripped of all identifying verbiage and
 then read in detail to identify overarching organizational cultural espoused values. The
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 documents were scanned into electronic files for detailed investigation using NVivo
 during the data analysis segment of the research. Document analysis has an explicit
 purpose in case study research and is considered very important (Yin, 2008).
 Semi-structured Interviews
 The final data collection phase in the form of semi-structured interviews was
 conducted with the participants from each of the three leader categories within the
 voluntary education system. Interviews are the primary form of data collection in case
 study research (Hancock & Algozzine, 2006). The interview is a critical component to
 ascertain information for the current case study (Yin, 2008).
 Interviews with education leaders within the voluntary education system are the
 basis to understanding and describing the organizational culture and basic assumptions
 held by education leaders. Conducting the interviews after the direct observations in each
 of the individual education centers and after the analysis of documentation allowed for
 incorporating baseline organizational cultural artifacts and espoused values into the
 interview process. The data collection process added depth and breadth to the overall
 description and understanding.
 The data collected through the semi-structured interviews were triangulated with
 direct observation and document analysis data to corroborate or contradict organizational
 cultural assessment data. Case study interviews were guided conversations instead of
 more structured inquiry; questions were more fluid and flowed, instead of being
 structured and rigid (Yin, 2008). The semi-structured interviews consisted of a standard
 set of questions asked of all participants; however, also asked were additional and
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 amplifying questions to augment the basic questions to add additional depth during the
 dialogue (Hancock & Algozzine, 2006).
 Validity
 Ensuring internal and external validity and reliability is important in qualitative
 research (Cho & Trent, 2006). The concepts of reliability and validity are germane to the
 concept of research measurement methodology (Leedy & Ormrod, 2005). Researchers
 should address issues of validity and reliability from the inception of a project (Morse,
 Barrett, Mayan, Olson, & Spiers, 2002). Validity and reliability constructs were
 incorporated into the current study to ensure complete exploration of possible
 explanations of observable results (Leedy & Ormrod, 2005). Validity and reliability are
 essential in qualitative research to achieve needed rigor (Morse et al., 2002).
 Internal Validity
 To ensure an authentic interpretation of the cases studied, internal validity is
 required. In quantitative research, internal validity represents the extent a design yields
 data where the researcher is able to draw relationship conclusions (Leedy & Ormrod,
 2005). In qualitative research, internal validity is relative to the congruency between
 reality and research findings (Merriam, 1998). Internal validity refers to the reality of the
 findings and to the degree of the observations in relationship to the measurement goals
 (Merriam, 1998; Sarros et al., 2005). Internal validity for the current study was important
 because in case study research when an event is not directly observed, inference is
 involved (Yin, 2008). The use of various sources of evidence supported internal validity
 through triangulation (Frost, 2009).
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 The triangulated sources of evidence included data from direct observation,
 document analysis, and semi-structured interviews (Hancock & Algozzine, 2006;
 Merriam, 1998; Yin, 2008) with diverse leaders across multiple cases (Schein, 1999,
 2004). Design construction ensured the data were connected to the organizational cultures
 resident within each case and the analysis and conclusions were based on a validated
 platform. The rich descriptive nature of case design is due to a significant grounding in
 varied information sources (Hancock & Algozzine, 2006).
 To ensure the holistic and overarching internal validity of the qualitative research
 process where the primary instrument is so researcher centric, the specific procedures of
 the current study were designed to address areas of potential research bias issues
 (Creswell, 2008; Hancock & Algozzine, 2006; Leech & Onwuegbuzie, 2007;
 Onwuegbuzie & Leech, 2007; Watson, 2006). Personal experiences and preconceived
 ideas that could influence the perception of the experiences of the participants were
 suspended (Leedy & Ormrod, 2005). Researchers should clarify the bias they bring to the
 process (Leedy & Ormrod, 2005). Ultimately, the quality of the research is predicated on
 the case study investigator (Morse et al., 2002).
 One of the strengths of the descriptive case study design is it allows for analytical
 depth, completeness, and wholeness (Gerring, 2007). The use of a bracketing process in
 qualitative research, including case studies, ensures themes and patterns are a validated
 representation of the data (Leedy & Ormrod, 2005). Bracketing one’s perception is
 required if a more complete understanding of the organizational culture is to occur.
 The imperative of addressing bias through reflective techniques has special
 context given researcher background as an undergraduate within the U.S. DoD voluntary
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 education system. The researcher interacted with individuals from each leader category
 during the undergraduate process. Subsequently, the researcher actively reflected on, and
 suspended feelings, thoughts, and opinions regarding the different experiences with each
 leader category. The elapsed time between the undergraduate experience and the
 proposed study was more than 20 years; therefore, articulating and suspending any
 remaining bias regarding experiences in the education system occurred.
 Researcher experience as an executive member of one leadership category
 supporting the voluntary education system on Oahu, Hawaii, required reflection on the
 difficulties Leedy and Ormrod (2005) identified regarding firsthand experience of the
 case under study. Having firsthand knowledge of the experience necessitated identifying
 and suspending all preconceived notions and opinions regarding the education system. To
 offset any preconceived notions, the research was designed to ensure transparency by
 ensuring observations and interpretations did not get confused (Leedy & Ormrod, 2005).
 Interpretations were designed to be based only on the data and not on any researcher
 experiential bias.
 Using multiple data collection techniques and a multiple case framework, and
 integrating the holistic approach of the system rather than relying on an individual
 program, offset any bias that could hinder research validity. Three years have passed
 since any direct experience with the system. The richness from the narratives of the case
 study was increased by the explanations of the details within the interpretive nuances, and
 the explanations built on sound unbiased observations that led to insight (Gerring, 2007;
 Leedy & Ormrod, 2005).
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 External Validity
 External validity represents the extent research results apply beyond the specific
 case study (Leedy & Ormrod, 2005). External validity is the extent conclusions drawn
 from the study are generalizable across other situations and contexts (Leedy & Ormrod,
 2005). Qualitative inquiry, by its very nature, is less generalizable than quantitative
 inquiry (Creswell, 2008; Kacen & Chaitin, 2006). Greater qualitative validity was
 attained by triangulating data sources from different areas and examining evidence to
 build thematic justification (Creswell, 2008). Developing context based on various
 informational sources aided the external validity of the study (Andrade, 2009; Hancock &
 Algozzine, 2006).
 Similarly, researchers could gain varying perspectives from various sources for
 each phenomenon (Leedy & Ormrod, 2005). The triangulated synthesis of the current
 study was based on generally accepted qualitative method and case study design external
 validity recommendations (Bowen, 2005; Creswell, 2008; Flick, 2005; Gerring, 2007;
 Hancock & Algozzine, 2006; Leedy & Ormrod, 2005; Moran-Ellis et al., 2006; Schram,
 2005; Yin, 2008). The reflective nature of the current study led to determining meaning
 that accurately represented the themes and patterns within the cases.
 To a large degree, the purpose of all case studies is to make the intensive depth
 gained from the study transferable to the wider representative cases within the larger
 universe (Gerring, 2007). External validation aids in the transferability of the results of
 case studies within the general body of knowledge. Without an attempt of generalization
 using cross-case transferability, insights from the case study cannot integrate into the
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 larger field, but stand alone (Gerring, 2007). The external validation from the various
 sources of evidence increased the transferability of the results of the current study.
 Reliability
 Providing a detailed and encompassing description is one of the strengths of
 qualitative research (Creswell, 2008; Hancock & Algozzine, 2006). A description of the
 trustworthiness, credibility, and authenticity of a phenomenon (Creswell, 2008), adds to
 the research reliability. The use of thick, rich qualitative descriptions that emerge from
 the participants shared viewpoints can be woven into the findings and provide a
 consistence check for the themes and patterns developed (Creswell, 2008; Curtin &
 Fossey, 2007; Gerring, 2007; Hancock & Algozzine, 2006).
 The primary benefit of the descriptive case study research design is the analytical
 depth brought out by the detailed description of researchers thoroughly involved in
 various data collection and analysis, and the time invested in the case study environment
 (Gerring, 2007; Hancock & Algozzine, 2006). Use of a descriptive case study design
 generated a complete presentation of the description of the context of the organizational
 cultures of education programs and leaders within the U.S. DoD voluntary education
 system (Hancock & Algozzine, 2006). Reliability acts as a consistence check for
 developing themes and patterns that emerge from the dialogue and context of the
 observable fact (Creswell, 2008).
 Data from multiple sources were integrated across a multiple case framework,
 within the overarching context of organizational cultural. Triangulated sources of
 evidence were incorporated to addresses validity and reliability concerns (Creswell,
 2008; Gerring, 2007; Hancock & Algozzine, 2006; Leedy & Ormrod, 2005; Moran-Ellis,
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 et al., 2006; Schram, 2005; Yin, 2008). The current research included a disciplined
 method to achieve a reliable research process; the methodology was designed to capture
 and segregate the data after its compilation and then extract all meaning units (Leedy &
 Ormrod, 2005).
 Data Analysis
 The data analysis process included widely accepted precepts from qualitative
 analysis (Creswell, 2008; Leedy & Ormrod, 2005; Schram, 2005) and specific techniques
 from descriptive case study analysis (Gerring, 2007; Hancock & Algozzine, 2006;
 Merriam, 1998; Yin, 2008). The data analysis supported the generation of data replete
 with narrative descriptions from a cross section of the voluntary education leaders,
 coupled with detailed descriptions of the varied education programs in operation.
 Gathering data from various sources of evidence capitalized on the strength of qualitative
 analysis and lead to its central task, identifying common experiences and descriptive
 themes (Leedy & Ormrod, 2005).
 General Analytical Principles
 The general analytical principles governing the analysis involved constructing
 descriptions from the direct observations, document analysis, and semi-structured
 interviews into units of meaning, thereby staying consistent with accepted principles of
 qualitative methodology (Creswell, 2008; Leedy & Ormrod, 2005; Schram, 2005). The
 researcher was the primary instrument for the current study. Data were filtered primarily
 by personal interpretive analysis of the thematic categories that emerged, and meaning
 was interpreted (Creswell, 2008; Hancock & Algozzine, 2006; Merriam, 1998).
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 Generalizations developed from emerging themes and patterns, beginning with
 identifying codes, were combined into broad interpretations (Creswell, 2008).
 The analytical focus was on the convergent and divergent perspectives identified
 and the similarities and differences in descriptions of the organizational cultures (Leedy
 & Ormrod, 2005). The identified meaning units provided a holistic description of the
 organizational cultures within the voluntary education system (Leedy & Ormrod, 2005).
 The analysis was based on the most extensive usage of evidence as possible, with
 interpretations incorporating all verification, both corroborative and contrary (Gerring,
 2007; Hancock & Algozzine, 2006; Yin, 2008).
 To offset quality concerns of case studies, the analysis addressed rival
 explanations, illuminated importance, and integrated critical thinking (Yin, 2008). The
 use of rival explanations ensured all evidence was attended to, evidence was separated
 from interpretation, and alternative interpretations were adequately explored (Yin, 2008).
 The analysis of the data from the various sources reflected critical scrutiny, incorporated
 detailed verification, and illuminated corroborative and contrary evidence.
 Data were categorized, evaluated, and measured using the organizational cultural
 attributes within each leader category and across each specific military service education
 center (Schein, 1999, 2004). Overarching meaning units were used initially to categorize
 data descriptions of the participants (Leedy & Ormrod, 2005). The categorically defined
 meaning units served as a method to uncover broad themes and patterns (Creswell, 2008).
 Each broad theme was evaluated within its own context and within the context of
 organizational culture.
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 Basing the analysis on the original propositions of organizational culture reflected
 analytical continuity between the research design, study objectives, and research
 questions (Yin, 2008). The continuity ensured complete integration of literature and
 propositions (Yin, 2008), while extracting meaning from the data to answer the research
 questions and address the underlying problem (Leedy & Ormrod, 2005). The research
 objectives were accomplished using the descriptive case study design with a multiple
 case framework, based on the original proposition of an organizational culture context.
 Evidence Analysis
 Evidence was coded by data collection source (document review, direct
 observation, and semi-structured interviews). Coded evidence was additionally annotated
 according to the specific leadership category (ESO, college director, and unit EO) from
 which it was initially derived. Coded and annotated evidence from each data source and
 case then integrated into the NVivo software to enable the advanced sorting, arranging,
 and classifying tools and organize the complex data into a useable framework (QSR
 International, 2007).
 NVivo coding and categorization parameters were arranged by the organizational
 cultural attributes of artifacts, espoused values, and basic assumptions. All data were
 sorted, arranged, and classified by leadership category and organizational cultural
 attributes. By the end of the initial NVivo process, each type of evidence was coded and
 associated with the appropriate leader category and segregated by cultural attribute. The
 NVivo process provided the ability to analyze the cultural data, by specific leader
 category, at each education program within the U.S. DoD voluntary education system on
 Oahu, Hawaii.
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 Cross-case Synthesis
 Cross-case synthesis is a specific analytical schema used in case study design to
 build interconnected meaning units (Yin, 2008). Cross-case synthesis is germane to a
 multiple case study framework in that researchers analyze individual cases within the
 context of the entire study (Yin, 2008). The organizational culture proposition proposed
 by Schein (1999, 2004), and cross-case analytical method proposed by Yin, create the
 methodical construct for the synthesis of the various sources of evidence into a coherent
 context.
 A cross-case comparison was conducted across the four education programs.
 Analysis was conducted using the evidence and cultural attributes previously integrated
 into NVivo. Output was in a different format. The NVivo output was segregated by the
 cultural attributes of artifacts, espoused values, and basic assumptions.
 Each cultural attribute was its own construct, containing the coded evidence from
 each of the four individual cases separated by leader category. Each construct had coded
 evidence based on the cultural attribute for each individual case, separated by leader
 category. The codification allowed for a detailed cross-case analysis of each of the three
 cultural attributes.
 Summary
 To achieve the goal of the current study, the study included various data
 collection methods: direct observations, detailed document analysis, and semi-structured
 interviews (Hancock & Algozzine, 2006; Merriam, 1998; Yin, 2008). The purpose of the
 current study was to (a) describe the organizational cultures of education programs and
 leaders in the U.S. DoD voluntary education system on Oahu, Hawaii; (b) determine if an
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 overlapping common organizational culture exists within each education program; and
 (b) assess the cultural feasibility of increased joint-service integration. The qualitative
 research method was the most authentic and congruent method to accomplish the goal of
 describing the organizational cultures of education programs and leaders within the
 voluntary education system. Using a qualitative research method instead of a quantitative
 method helped describe the complex problem with a more holistic inquiry (Schein, 2005).
 A descriptive case study was the optimum research design because it provided the
 structure to answer the proposed research questions (Yin, 2008). The integrated nature of
 descriptive case study design provided a construct for working closely with each major
 military service ESO, on-base college director, and military unit EO who are leaders
 within the voluntary education system. The use of a holistic and integrated approach
 helped describe the organizational cultures within the education system across the
 services.
 The descriptive case study design, using a multiple case framework, integrated
 well with the structure of the voluntary education system. Each education center was its
 own separate operation with different individual leaders within the same three leader
 categories. Each of the four primary military organizations (U.S. Air Force, U.S. Army,
 U.S. Marine Corps, and U.S. Navy) has sizable military installations on Oahu, Hawaii.
 Obtaining a sample size of 21 was possible.
 Using various data collection techniques provided the structure necessary to
 answer the research questions of the current study (Hancock & Algozzine, 2006;
 Merriam, 1998; Yin, 2008). Subsequently, the specific artifacts, espoused values, and
 basic assumptions within the voluntary education system of each major service program
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 were explored in detail (Schein, 1999, 2004). Each of the research processes outlined in
 the current study built on the strengths of qualitative research and provided a method
 where data led to an accurate determination of meaning.
 The qualitative analytical procedures, combined with the specific techniques from
 descriptive case study design with a multiple case framework, resulted in a strong
 research plan (Creswell, 2008; Gerring, 2007; Hancock & Algozzine, 2006; Leedy &
 Ormrod, 2005; Merriam, 1998; Schein, 1999, 2004; Schram, 2005; Yin, 2008). The plan
 supported data collection and analysis. The data analysis was a deep and exhaustive
 interpretation of the various sources of evidence, built on the theoretical propositions of
 organizational culture. The descriptive case study design and multiple case framework
 addressed validity and reliability concerns (Yin, 2008).
 The results provided in Chapter 4 contain a detailed organizational cultural
 description of each of the four different branches of service operating within the U.S.
 DoD voluntary education system. The presentation includes a description of each
 education center as an individual case, with its own organizational culture nuances.
 Chapter 4 also includes a cross-case comparison of each of the four education centers.
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 CHAPTER 4: RESULTS, FINDINGS, AND ANALYSIS
 The purpose of the qualitative descriptive case study with a multiple case
 framework was to (a) describe the organizational cultures of education programs and
 leaders in the U.S. DoD voluntary education system on Oahu, Hawaii; (b) determine if an
 overlapping common organizational culture exists; and (c) assess the cultural feasibility
 of increased joint-service integration. The organizational cultural factors of interest were
 the artifacts, espoused values, and basic assumptions (Schein, 1999, 2004) as they applied
 to leaders within each branch of service and leader category. The intent of the current
 study was to reveal cultural similarities or differences and areas of overlapping
 consistency, which would be indicative of the cultural feasibility of increased joint-
 service integration.
 Semi-structured interviews took place with 21 leaders within the voluntary
 education system. The specific population included ESOs and EOs from U.S. Air Force,
 U.S. Army, U.S. Marine Corps, and U.S. Navy education programs and on-base college
 directors represented at multiple installation education centers. Additional data sources
 included direct operation observation of four primary education program education
 centers. Field notes included documented observations of individual military service
 education center operations and actions of each research leader category. A review of the
 most recent installation MIVER installation and institution self-study principles
 supported generating a text-based description of the espoused values of leaders at each
 education center. A vivid description generated from the interviews, direct observation,
 and document analysis supported an extensive understanding of the context of primary
 leaders to ascertain if a common overlapping organizational culture exists supporting
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 increased joint-service integration. Chapter 4 begins with a narrative elaboration of the
 current study population and sample. A detailed review of the data collection process
 follows to provide a contextual understanding of the data gathered. Provided is a
 thorough explanation of the data analysis method to reflect the richness of descriptions
 ascertained from the process. The current study findings follow. Chapter 4 concludes
 with the summary.
 Population and Sample
 Operations of four voluntary education facilities were observed on the island of
 Oahu, Hawaii; facilities represented each of the U.S. Armed Forces in the U.S. DoD.
 Interview participants were selected from among the primary leaders in the voluntary
 education system at the four education facilities. Documents reviewed were MIVER
 installation and institution self-study reports, recent service-specific education
 presentations made by education leaders of each service, and college literature collected
 from each education facility.
 Sampling Techniques
 Each of largest military installations for the U.S. Air Force, U.S. Army, U.S.
 Marine Corps, and U.S. Navy education programs on the Island of Oahu, Hawaii were
 selected as case study sites. Each of installation contains an education center. The
 specific education centers corresponding to the branch of service is kept confidential to
 protect the anonymity of the participants. Because of confidently concerns, descriptions
 of each education center will not be provided.
 Interview participants. Twenty-one education leaders were selected from three
 categories of primary leaders in the voluntary education system. The leader categories
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 were installation ESOs, institutional college on-site directors, and individual unit EOs
 who provide educational service on military installations within the major components of
 the U.S. DoD (U.S. Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy).
 Participants were selected from each of the four individual military installation education
 centers (referred to as cases) using a nonprobablity purposive sampling method. Table 1
 is the participant distribution for each leader category by case.
 Table 1
 Participant Distribution
 ESOs EOs College Directors Total
 Case 1 2 1 2 5
 Case 2 2 1 2 5
 Case 3 2 1 2 5
 Case 4 2 1 3 5
 Total 8 4 9 21
 The initial plan was to interview six leaders from each of the four installations,
 which would have equaled 24 total participants. The six participants from each
 installation were to include two representatives from each of the three leadership
 categories. The semi-structured interviews were conducted according to plan, with two
 representatives each from the ESO and college director categories; however, only one
 interview was conducted at each installation from the EO category, totaling 21 total
 participants. During the direct observation of each education center, participation in
 interviews was coordinated with leaders in each leadership category. The ESOs were
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 contacted first, followed by the college directors, and then unit EOs, with interviews
 conducted in the same order.
 Documents. The document analysis procedure used in the current study was based
 on collecting data specific to each leadership category. The MIVER installation and
 institution self-study documents were selected to provide the espoused values of the
 leaders in the U.S. DoD voluntary education system. A vivid description is captured by a
 detailed review of the MIVER principles, sub-principles, and actions required by military
 installations and academic institutional leaders. Understanding the rational underlying the
 principles and sub-principles of the MIVER provided a sound platform to triangulate
 semi-structured interview data.
 The January 2009 military service educational PowerPoint presentations made
 during the Council of College and Military Educators symposia were also selected to
 augment the specific service educational program analysis. College documentation was
 selected for inclusion as a good representation of the espoused values of universities
 providing service on each of the four military installation educational facilities. For
 clarity, MIVER documents are labeled as MIVER 1 and MIVER 2. Council of College
 and Military Educators presentations discussed within each case are referred to as
 CCMEs. College documentation collected on each installation is identified as college
 data.
 Leader Categories
 The leader categories consisted of representatives from each service voluntary
 education program in the U.S. DoD voluntary education system. The categories included
 ESOs, college directors, and unit EOs. The categories are described below.
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 Education Service Officer. Eight education leaders from the ESO category
 participated in the current study, including at minimum one member of each ESO leader
 group from each of the four voluntary education programs on Oahu, Hawaii. The ESO
 leaders, to a large extent, had held positions within the educational environments of other
 service programs and their current service position. The ESO leaders manage the tuition
 system necessary to fund the education and operation of college courses on each
 installation. The ESOs in the current study represented seasoned voluntary education
 advocates and were the leaders responsible for each of the installation’s education
 programs. The ESO group represented the longest tenured leadership category in the
 current study.
 Education Officers. An attempt was made to include leaders in the unit EO
 category. The unit level EO is subject to service-specific mission requirements that
 affected their ability to participate to the level envisioned. The position is a collateral
 duty and each individual must set priorities among the inherent importance of each duty
 based on their work related requirements. As a result, only four education leaders from
 the unit EO category participated. The sample represented at minimum of one member
 from units within each of the four voluntary education programs on Oahu, Hawaii.
 College directors. Nine college representatives participated in the current study
 and represented an especially diverse leader category. Participants represented
 postsecondary education institutions offering Associate’s degrees, Bachelor’s degrees,
 and Master’s degrees on military installations. College participants also included
 directors who worked on one specific installation or rotated between all or some of the
 education facilities researched in the current study. Participants represented
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 postsecondary education institutions that had satellite offices on all or some of the
 installations. College participants represented the second longest tenured leadership
 category.
 Pseudonyms were used in the study to protect anonymity of the participants. The
 ESO category was coded with an E followed by the number of the case study (1 through
 4). The unit level EO was coded with a U followed by the number of the case study (1
 through 4). The college director category was coded with a C followed by an alphabet
 number specific to a university and the number of the case study (1 through 4). In
 discussion of the outliers, no specific identification to case number was provided to
 ensure participants’ anonymity.
 Participant Demographics
 The demographic information is presented in the aggregate for all four education
 centers to maintain confidentiality and anonymity of the participants. Confidentiality is a
 critical component of any research study. Every effort was made to establish, protect, and
 uphold the anonymity and confidentiality of the individual participants and their
 representative institutions.
 The ESO leader category comprised 38% of the participants. The unit EOs
 comprised 19% of the participants, and the college leader category comprised 43% of the
 participants. Sixty-two percent of participants were women, and 38% were men. Fifty-
 two percent of the participants had earned their Bachelor’s degree, and 48% had attained
 their graduate or postgraduate degrees. Eighty-one percent of the participants were
 civilian, and 19% were active duty service members.
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 Data Collection
 The current study included several data collection methods designed to reveal an
 exhaustive description of the organizational cultures of education programs and leaders
 within the U.S. DoD voluntary education system. The current study incorporated primary
 data collected through the combination of the three generally accepted sources of
 document analysis, direct observation, and semi-structured interviews. The research took
 place at each of the individual voluntary education programs during the month of October
 2009.
 Pilot Study
 A pilot study was conducted using the U.S. Coast Guard education center on
 Oahu, Hawaii to assess instrumentation and identify possible data collection issues. The
 U.S. Coast guard is also a U.S. Armed Force with a similar education program operating
 within the voluntary education system; however, the U.S. Coast Guard is contained
 within the U.S. Department of Homeland Security rather than the U.S. DoD. The
 similarities of the U.S. Coast Guard education center to the other education centers made
 it suitable to serve as a pilot study location.
 The selection of the U.S. Coast Guard education center provided a convenient
 mechanism to address each type of data collection method on a reduced scale. The size of
 the education center allowed for the direct observation of the education operation, access
 to the same types of documents for review, and semi-structured interviews with
 representative from critical leader categories. Because of the size of the facility, direct
 observation of the U.S. Coast Guard education center was immediately followed by on-
 site semi-structured interviews with the ESO and a college representative. Interviewing a
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 representative from the units serving in the collateral EO capacity was not possible due to
 mission requirements. Unit EO access during the pilot proved to be a similar issue across
 the services.
 During the pilot study, the adequacy of the interview process was exemplified by
 the open and engaged interaction demonstrated by each participant. The projected
 interview protocol was observed to be effective in stimulating dialogue and unobstructed
 communication. Participants demonstrated an openness to discuss the varied concepts the
 semi-structured questions were designed to promote.
 The direct observation procedures and data collection methods resulted in the
 expected descriptive field observations and access to required data. The adequacy of the
 envisioned direct observation process was solidified during the pilot study. The ability to
 observe the interaction of education leaders, and their interaction with each other and
 students, foreshadowed the effectiveness of the method during the study.
 The inquiry involved a review of the practicality of instrumentation and
 substantive research issues. The pilot study allowed for integration of research procedural
 feedback that improved some of the processes regarding the data collection prior to
 implementation of the current study. Pilot participants recommended that prior to
 conducting the semi-structured interviews, participants receive proposed interview
 questions in advance so they could prepare for the interview, be more engaged, and
 provide more thoughtful answers. The recommendation was integrated into the research
 protocol.
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 Document Analysis
 The MIVER self-study documents were downloaded from the MIVER website
 and incorporated for review. Review of the specific service documents and college course
 offerings followed the review of the MIVER installation and institution self-study
 documents. The January 2009 military service educational PowerPoint presentations
 made during the Council of College and Military Educators symposia were converted to
 text to augment the specific service educational program analysis. College documentation
 was attained by incorporating two different fall 2009 course-offering publications from
 colleges providing service to each of the four military installation educational facilities on
 Oahu, Hawaii.
 No installation specific college literature existed, but the MIVER institution self-
 study provided the requirements expected from each institution operating on each
 military installation. The college literature provided a more holistic perspective of
 academic institutions providing education services to the military service member. When
 the MIVER, the CCME, and the holistic college literature were combined, a very
 complete representation of the U.S. DoD voluntary education system emerged. All
 documents were imported into the NVivo software tool for later analysis. Document
 collection occurred prior to the direct observation phase due to scheduling changes within
 the different educational facilities.
 Direct Observation
 Field notes included direct observations of each education facility. Field notes
 were systematically recorded. Upon entering each education facility, meetings took place
 with each ESO to discuss the parameters of the observation and arrange the semi-
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 structured interviews. Given the specific size of each of the education centers and
 busyness, observation was unobtrusive and did not interfere with normal operations.
 The use of field notes during the direct observation of each education center
 supported documenting the interaction between education and college leaders and
 between the leaders and their students. The use of field notes also ensured a complete
 description of the physical layout of each of the education centers and their physical
 condition. The direct observation of each education center enabled a complete review of
 publicly displayed literature in each education office, college office, and classroom.
 Hand written field notes of each direct observation were incorporated into the
 NVivo process during document collection. Upon completion of the direct observation of
 each education facility, the original field notes were scanned into the primary computer
 for electronic recordkeeping. After the electronic file was digitally stored, the field notes
 were transferred onto a Microsoft Word® compatible format for importing into NVivo
 for later data analysis.
 Semi-Structured Interviews
 The interview process was structured to provide the ability to move where the
 respondent wanted to go and provided the opportunity to discover a spectrum of
 underlying organizational cultural dynamics. Semi-structured interviews took place with
 21 leaders within the voluntary education system. Participants signed informed consent
 forms prior to the start of each interview. Interviews were conducted at the office of the
 individual participant and recorded. The interviews were transcribed as quickly as
 possible. Once each interview was transcribed and accuracy to original recording was
 confirmed, data was directly imported into NVivo for later analysis.
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 Data Analysis
 The data analysis process included widely accepted precepts from qualitative
 analysis and specific techniques from descriptive case study analysis. The analysis
 involved constructing descriptions from the direct observations, document analysis, and
 semi-structured interviews into units of meaning. The units of analysis were based on the
 organizational culture proposition underlying the current study. Organizational culture
 attributes of artifacts, espoused values, and basic assumptions (Schein, 1999, 2004) were
 used in identifying the major themes and subthemes that emerged from the data. The data
 analysis supported the generation of data replete with narrative descriptions from a cross
 section of the voluntary education leaders, coupled with detailed descriptions of the
 varied education programs in operation.
 The organizational culture attribute of basic assumptions were derived from the
 semi-structured interview data and from the artifacts and espoused values derived during
 the direct observation and document analysis. Basic assumptions were the often unstated,
 taken for granted reasons why leaders do what they do (Schein, 1999, 2004). The basic
 assumptions identified were derived from the underlying content that leaders articulated
 during the semi-structured interviews.
 The espoused values were the publicly proclaimed reasons for education leaders’
 actions. The espoused values were derived from the text of the reviewed documents and
 the articulated discussions with voluntary education leaders. An artifact was something
 that could be seen, heard, felt, or touched (Schein, 1999, 2004). The artifacts were
 derived primarily from observations taken during the direct observation of the U.S. DoD
 voluntary education system on Oahu, Hawaii.
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 Document Analysis
 Documents identified for analytical review were imported and classified into
 NVivo by the originating organization and the specific aspect of the U.S. DoD voluntary
 education system the document represented. Documents were categorized as voluntary
 education installation specific, voluntary education institution specific, service specific,
 and college specific. Initially each document was analyzed using the NVivo coding
 process to identify free nodes. Free nodes are coded fields identifying specific words or
 phrases, from specific documents, that can later be recoded as larger themes become
 evident in the review.
 After the initial review of all the documents and organizational culture cross
 coding, a second review of each free node was conducted to begin developing
 generalizations from emerging themes. The second review of the coded free nodes
 ensured that each of the original coded thoughts was reviewed for deeper understanding
 and analytical appreciation. Each coded node was reviewed with further annotation.
 Upon the second review of each node and annotation, larger thematic generalizations
 were incorporated.
 After categorizing all free nodes into specific organizational cultural proposition
 tree nodes, with each node additionally annotated with secondary thoughts and relevance,
 the next thematic review took place. Each coded and annotated node was reviewed, and
 specific larger thematic phrases and concepts became evident. A complete review of the
 annotated and coded nodes identifying and attributing the new larger themes solidified
 the congruence of themes throughout the coded data.
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 To ensure the themes identified were consistent, a thematic review was conducted
 again of all the source documents. Each instance where the theme could be found in the
 body of the documents was coded. The recoding ensured the accuracy of the thematic
 framework. After completing the third coding, all nodes were recategorized into nodes
 based on the newly identified and verified themes. During the final phase of the
 document review coding, new insights gleaned from the additional source review were
 included. At the conclusion of the document review, within the organizational cultural
 proposition a thematic baseline was established.
 Direct Observation
 The field notes were imported into NVivo and classified by the specific military
 education service facility case from which they were developed. Direct observations
 documented in field notes were analyzed within the context of the themes developed
 during the document review. The analysis of the field note data did not occur until the
 document review analysis was completed.
 Taking steps to corroborate and contradict the themes identified in the document
 review provided a method to ensure artifacts initially developed from the review were
 representative of the data. Confirming and disconfirming artifacts reflected on the field
 notes were coded during the initial NVivo process. Observations outside the
 organizational culture construct were also identified in the coding process for later
 review.
 Semi-structured Interviews
 Before analyzing each of the transcribed interviews, interviews were reviewed
 using a reflective listing process. Over a 2-day period, each interview was listened to
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 twice, with annotations made on each of the hard copies of the printed interview
 transcripts. The reflective listening aided developing additional themes based on being
 more open to the context of the interview, rather than just the text.
 The transcripts were imported and classified in NVivo by the type of leader
 category during the data collection phase. Transcripts were identified and categorized by
 the type of educational leader and the specific voluntary education program. The
 additional themes identified during the reflective listing process were incorporated into
 the NVivo coding matrix before analyzing the text of each interview.
 Each of the transcripts was analyzed using the themes generated by the document
 review, direct observation, and reflective listening method. Each transcript was coded
 irrespective of what individual case or leadership category to ensure a holistic
 unencumbered coding process could be attained. Each transcript was reviewed based
 solely on its own specific narrative content. The process was designed to use as fresh a
 perspective as possible to offset the analytical remnant that might be resident based on
 the depth of the review taken prior to the first coding of the interview transcripts. A
 notation about each identified NVivo node was made with research thoughts as to the
 specific relevance.
 Consolidated Data Analysis
 The principles governing the analysis involved constructing descriptions from the
 observations, document analysis, and interviews into units of meaning. Data synthesis
 began after completing thematic coding of the data. Each coded theme represented
 evidence from each of the primary sources. Each theme was reviewed on its own for
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 larger interrelationships and inconsistencies. NVivo was used to compare coded themes
 to specific insights.
 NVivo coding and categorization parameters were arranged by the organizational
 cultural attributes of artifacts, espoused values, and basic assumptions. All data were
 sorted, arranged, and classified by leadership category and organizational cultural
 attributes. By the end of the NVivo process, each type of evidence was coded and
 associated with the appropriate leader category and segregated by cultural attribute.
 Findings of data are reviewed below based on the outcome of the data analysis process.
 Findings
 Findings of the current study will be explained in the descriptions of the four
 individual cases. Findings will then be presented through a cross-case synthesis. The
 individual case section includes findings germane to answering research question 1. The
 cross-case-synthesis section contains findings germane to answering research questions 2
 and 3. The research questions are stated at the beginning of each of the sections.
 Organizational culture attributes identified in the data are reviewed using thematic
 headings.
 Each major theme represents the organizational culture attribute of a basic
 assumption. Each major theme is associated with an espoused value and an artifact
 pertinent to that theme. The major themes and subthemes are summarized below and
 described in more detail case-by-case and overall.
 Theme 1, recruitment and retention, reflects education’s utility and importance to
 the continued recruitment and retention goals of the U.S. Armed Forces. Voluntary
 education is important to the retention of military service members. Education is
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 important for promotion and mobility. Postsecondary education support is beneficial to
 increasing new enlistments and increasing follow-on enlistments of service members.
 Subthemes for recruitment and retention are program stewardship and tuition
 assistance. Program stewardship pertains to principles that leaders of installations and
 institutions providing education support must adhere to in order to provide sound
 stewardship. Tuition assistance reflects that each service in the U.S. Armed Forces
 provides tuition assistance to its service members to attend off-duty postsecondary
 education.
 Theme 2, services are different, reflects that education programs are different in
 each service. The difference is ascribed to differences in the services within the U.S.
 Armed Forces. Each service has different education platforms to serve the unique
 characteristics of its service population.
 Subthemes under services are different are service-specific platform and
 installation-specific. Specific service platform reflects that education programs have
 different service-specific platforms to provide education services to its military members.
 Installation-specific reflects that each service in the U.S. Armed Forces provides
 education services to its military members using installation centric programs and
 measurements.
 Theme 3, military friendly, reflects the importance of understanding the special
 circumstances of the military student. The mission of each education center is to provide
 support to military service members. Theme 3 also reflects institutional understanding of
 the special conditions and flexibility required from military service members pursuing
 postsecondary education opportunities.
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 Subthemes under military friendly are student-centered and business relationship.
 Student-centered reflects that the education programs and institutional support for
 students are oriented toward the specific needs of the military student. The business
 relationship subtheme reflects explicit expectations for collaboration between the
 installation ESO and the institutional college representatives.
 The major themes and subthemes are presented in tabular form prior to the
 detailed review of the individual case descriptions and the cross-case syntheses. The
 tables include the themes and subthemes within the organizational culture propositions
 that are the focus of the current study. Each theme and subtheme is identified as an
 organizational cultural attribute.
 The major themes identified in Table 2 represent the organizational cultural
 attribute of basic assumptions. Table 2 includes the basic assumption findings by case
 and by data collection source. Each major theme is represented by the specific percentage
 that a given theme was evident within each data source. The table includes the percentage
 of documents in which the themes were evident, the percentage of sites in which the
 themes were observed, and the percentage of participants whose interviews revealed the
 themes. The possible range within each source of evidence was 0 to 100%.
 Table 3 includes the espoused value findings by case and by data collection
 source. Each subtheme is represented by the specific percentage the subtheme was
 evident within each of the data sources. Included is the percentage of documents in which
 each subtheme was evident, the percentage of sites in which the subthemes were
 observed, and the percentage of participants whose interviews revealed the subthemes.
 The possible range within each source of evidence was 0 to 100%.

Page 146
                        

132
 Table 4 includes the artifact findings by case and data collection source. Each
 subtheme is represented by the specific percentage the subtheme was evident within each
 of the data sources. The table includes the percentage of documents in which the
 subtheme was evident, the percentage of sites in which the subthemes were observed, and
 the percentage of participants whose interviews revealed these subthemes. The possible
 range within each source of evidence was 0 to 100%.
 Table 2
 Basic Assumptions by Case
 Theme 1
 Recruitment
 and Retention
 Theme 2
 Services are
 Different
 Theme 3
 Military
 Friendly
 Case 1 Documents 92% 67% 67%
 Observations 100% 100% 100%
 Interviews 80% 80% 100%
 Case 2 Documents 92% 67% 67%
 Observations 100% 100% 100%
 Interviews 80% 80% 100%
 Case 3 Documents 92% 67% 67%
 Observations 100% 100% 100%
 Interviews 100% 100% 100%
 Case 4 Documents 92% 67% 67%
 Observations 100% 100% 100%
 Interviews 83% 100% 100%
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 Table 3
 Espoused Values by Case
 Subtheme 1.1
 Program
 Stewardship
 Subtheme 2.1
 Specific Service
 Platform
 Subtheme 3.1
 Student
 Centered
 Case 1 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 60% 80% 100%
 Case 2 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 60% 80% 80%
 Case 3 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 80% 100% 100%
 Case 4 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 84% 100% 100%
 Descriptions of the Four Cases
 The first research question is, what is the organizational culture of each major
 military voluntary education program within the U.S. DoD voluntary education system?
 To address the research question, the findings for each case is organized thematically
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 after a brief overview of each individual case. The findings are presented case by case,
 with representative quotes, within each theme and subtheme.
 Table 4
 Artifacts by Case
 Subtheme 1.2
 Tuition
 Assistance
 Subtheme 2.2
 Installation
 Centric
 Subtheme 3.2
 Business
 Relationship
 Case 1 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 80% 100% 100%
 Case 2 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 80% 100% 80%
 Case 3 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 80% 100% 100%
 Case 4 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 83% 100% 83%
 Determining the organizational culture of each voluntary education program
 within the U.S. DoD voluntary education system was predicated on the evidence derived
 from the document review, direct observation, and semi-structured interviews with
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 leaders at each case study location. The organizational culture attributes identified in each
 education program were derived from triangulated themes revealed within the data of the
 education program. The following holistic descriptions of each case represent the
 predominant culture revealed in the analysis. A detailed discussion by theme follows.
 Case one. The predominant organizational culture of case one is military friendly.
 The culture of case one’s voluntary education program is marked by the unique
 educational distribution requirements of the specific service members represented on the
 installation. Published literature and articulations by representatives on the installation
 demonstrated the desire to do whatever it took to ensure students were provided with
 supportive educational programs. The direct observation of the education center revealed
 collaboration among persons in the leader categories to enable students to use the
 education platform the service used to access voluntary education.
 Case two. The predominant organizational culture of case two is military friendly.
 The culture of case two’s voluntary education program was marked by a deep affinity of
 the program support staff for the service members of the specific service. Published
 literature and articulations by representatives on the installation demonstrated a palatable
 sense of duty to their service members. The direct observation of the education center
 revealed leaders delivering support to their service members within the boundaries of
 each leader category.
 Case three. The predominant organizational culture of case three is recruitment
 and retention. The culture of case three’s voluntary education program was marked by a
 profound acceptance of the importance of voluntary education to the service. Published
 literature and articulations by representatives on the installation demonstrated a
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 consistent, professional, and transparent education program. The direct observation of the
 education center revealed leaders ensuring service members were provided with the
 maximum funding allowed for their educational attainment.
 Case four. The predominant organizational culture of case four is the services are
 different. The culture of case four’s voluntary education program was marked by an
 acceptance that the mission of the specific service guides all programs within the service.
 Published literature and articulations by representatives on the installation demonstrated a
 propensity to promote education programs within the construct of the specific service.
 The direct observation of the education center revealed leaders’ reliance on providing
 education to service members using their on-base program.
 Nine total organizational culture attributes were identified in each program. Of the
 nine total organizational culture attributes identified, the three basic assumption attributes
 are used to describe each education program. A case-by-case description is provided
 within each major theme.
 Theme 1: Recruitment and Retention
 Education’s utility and importance to the continued recruitment and retention
 goals of the U.S. Armed Forces was a widely held theme identified in the MIVER and
 college documentation. Installation and institution MIVER self-study documentation
 reflected the theme that voluntary education is important to retaining military service
 members (MIVER 1, MIVER 2). College literature found on the different installations
 revealed how important education is for promotion and mobility. Postsecondary
 education support within the confines of the voluntary education system was ascribed as
 beneficial to increasing new enlistments and increasing follow-on enlistments of service

Page 152
                        

138
 members.
 Case one. The direct observation of the individual case revealed a facility that had
 much retention literature available with its voluntary education literature. Retention-
 related pamphlets and flyers were interspersed with local college course guides and class
 schedules. The location provided the students with a wide range of opportunities to be
 inundated with retention related material.
 The interviews with education representatives at the installation revealed a similar
 consistency with the service’s CCME focus on recruiting and retention. “They [service
 specific students] use civilian college for promotion points, and I think all things being
 equal, if you're a good service member, and if you have education then obviously that's a
 little bit of a plus up [an advantage]” (E1P). An education representative articulated that
 promotion is inherently related to retention, as service members who advance on pace or
 faster are typically more apt to re-enlist (E1P). A college representative on the installation
 also illustrated the consistency of the recruitment and retention theme. “The military
 services are important, I know so many people who join the military just to get funding
 for education” (C1D).
 Case two. The specific service related CCME documentation revealed a strong
 focus on the recruitment aspect of the recruitment and retention theme. The service goal,
 with respect to education, is to recruit the best talent in the nation. The direct observation
 of the individual case revealed a facility that was very service-centric orientated and
 focused on the retention aspect of the theme. Many pro-service and stay-in-the-service
 pictures, posters, and slogans were on the walls and in the halls of the education facility.
 The recruitment and retention theme was evident throughout the location.
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 In interviews with education representatives located at the installation, a similar
 implicit consistency was reflected in the service’s focus on retention. For example,
 “We’re providing that little voice in their ears saying are you going the right way? We are
 challenging them to make sure that they have made decisions based on the facts” (E2P).
 In interviews with the college representatives at the location, retention was also an
 underlying theme. “A lot of time I hear a lot of people mention they come into the
 military because they didn't know what they really wanted to do, and they think education
 seems to be their path to take them somewhere” (C2A).
 Case three. The specific service related CCME documentation revealed the
 explicit goal of voluntary education as a total force development tool for recruitment and
 retention. The direct observation of the installation revealed a service that has uniquely
 structured voluntary education into its total-force development plan. Voluntary education
 and retention literature was prominently displayed in the common areas, waiting areas,
 and classrooms.
 The interviews with the education leaders revealed an explicit open understanding
 of the importance that service puts on education for recruitment and retention. For
 example, a specific leader indicated the pragmatic reasons for participation in the
 education of service members was “because [of] recruiting and retention. Off-duty
 education is always among the top one, two, or three reasons for enlistment” (E3P). The
 college representative was also clear that, “Many joined the service with the thoughts of
 getting the money to go to school when they're out, so they get very excited when they
 realized they could actually do it while they are on active duty” (C3D).
 Case four. During the direct observation of the installation education facility, the
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 large amount of service-centric literature interspersed with the voluntary education
 literature was evident. The service did not explicitly advertise staying in the service, but
 many service-specific slogans existed, designed to foster pride of service. Service pride
 was highly visible at the location. The specific service CCME presentation was the only
 service that did not ascribe, implicitly or explicitly, voluntary education to recruitment
 and retention.
 In interviews with an education leader, the recruitment and retention theme was
 aligned with increased proficiency. For example, “It [education] is something to help
 them achieve superiority within that military occupational skill, and it could help them
 qualify to move into a lateral position, as they can up [improve] their qualifications”
 (E4P). The college representative on the installation was consistent about the recruitment
 and retention theme stating, “Students understand it's good to take advantage while they
 are in the military, and they have the funds available and the time available to obtain a
 degree, so they can further their career in the military” (C4).
 Subtheme 1.1: Program Stewardship
 The subtheme of program stewardship was identified in the MIVER and college
 documentation. The MIVER established principles that installations and institutions
 serving them must adhere to relative to sound stewardship (MIVER 1, MIVER 2). “The
 ESO is responsible for fostering a common understanding among all constituents of the
 vision, mission, and objectives of the voluntary education program” (MIVER 1).
 College material on the different installations included the quality of their
 programs and the congruency of their missions as they pertain to the military student. The
 focus of the colleges on programmatic quality and military affinity is indicative of the
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 program stewardship subtheme. Postsecondary education programs provided in the
 voluntary education system are based on the program stewardship of the installation’s
 education center (MIVER 1). The service-specific CCME presentation of each service
 included a lengthy elaboration of the total enrollments, demographics of the student body,
 and the top institutions by enrollment. The stewardship and ownership of the individual
 education programs within the voluntary education system were espoused in writing by
 leaders.
 Case one. The CCME presentation reflected an ownership of the service inherent
 in the subtheme of program stewardship. The college leader was able to articulate the
 focal point of the ESO and the education center to the stewardship of the education
 program on the installation indicating, “The ESO will determine what programs are
 allowed on base and what we are allowed to offer, the format we are allowed to offer
 them in, and the building hours. So the ESO is absolutely crucial” (C1D).
 The direct observation of the installation education center revealed a very busy
 location with education representatives helping various students as best they could. The
 education center appeared shorthanded, but seemed to be helping the students to the
 students’ satisfaction. In interviews with an education leader, the leader indicated how
 important stewardship is to the program. “To me we are here to help the specific service
 member, that's the bottom line, we are here to do whatever it takes” (E1P).
 Case two. The CCME presentation reflected an ownership of the service inherent
 in the subtheme of program stewardship. The direct observation of the education center
 reflected a structured, service-centric, compartmentalized group of offices. The service
 education office was prominently identified and where the center of power was located
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 was evident.
 The program stewardship on the installation was made explicit by the education
 leader, who indicated, “The colleges are in my building so they belong to me. I know that
 they get their paycheck from their university, or from whatever organization they belong
 to, but if they're in my life lines [area of responsibility] they belong to me” (E2P). The
 college leader was able to articulate the focal point of the ESO and the education center
 to the stewardship of the education program on the installation indicating, “They
 [students] have to go through the ESO before they get to the college director. So
 whatever experience they have with the ESO, may make or break their college
 experience” (C2A).
 Case three. The CCME presentation included specific statements of the
 importance of education within the culture of the service. The presentation reflected an
 ownership, on the part of the service, inherent in the subtheme of program stewardship.
 The direct observation of the education center reflected a well-funded education program.
 The waiting areas were professional, with plasma screen television monitors providing
 entertainment while students waited for counselors. The center reflected a vibrant and
 supported program.
 In interviews with education leaders, the service-level value and the direct
 observation of the funded importance of the education facility was made explicit.
 “Education is emphasized in this specific service. When we look at the administration of
 education, we try to make it as easy as possible for people to get into the system and to
 use it” (E3P). Other education leaders reiterated the sentiment: “And of course,
 everything that falls underneath that, from making sure that we have proper resources to
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 include universities and colleges, and overseeing those programs making sure that their
 meeting the needs of all of our members” (E3S). The college representative at the
 education center reinforced the importance of the education leaders to the program
 stewardship subtheme. “I think the ESO is very important, they set the tone for the whole
 process. They are very supportive of all the schools and anything that we need” (C3C).
 Case four. The CCME presentation reflected an ownership on the part of the
 service, inherent in the subtheme of program stewardship. The direct observation of the
 education center reflected a very structured education program. The location represented
 a condensed academic environment with specific service pictures and posters throughout
 the facility. The area was clean and classrooms were stocked with good furniture.
 An interview with an education leader revealed a clear description of the program
 on the specific education center. For example, “The program is very healthy, challenging,
 dependent as it is on the quality of counselors and support you get from the command,
 and our command is giving a great deal of support and funding new classrooms” (E4P).
 A college leader on the installation indicated the efficacy of the installation program is
 directly related to the stewardship, direction, and drive of the ESO (C4).
 Subtheme 1.2: Tuition Assistance
 As identified in the MIVER and college documentation, each service in the U.S.
 Armed Forces provides tuition assistance to its service members to attend to off-duty
 postsecondary education. The management of tuition assistance is inherent in all five
 MIVER principles that are the responsibility of each installation ESO (MIVER 1).
 Tuition assistance was also regularly referred to within the college material collected on
 the different installations for the current study.
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 Each of the service-specific CCME presentations included at-length elaboration
 on the tuition assistance levels of the service. The CCME presentations segregated tuition
 assistance historically by active duty component, service demographic, and top academic
 institutions. The presentations reflected a profound acceptance of tuition assistance as the
 performance matrix of how the services support the voluntary education programs,
 however each service managed the tuition process differently.
 Case one. The direct observation of the individual education center reflected the
 centralized importance of tuition assistance. The education leaders were working with
 students to make sure their online tuition applications were correct and answering online
 tuition questions for students deployed elsewhere. The tuition assistance process was a
 primary focus for education professionals, both representing the installation and the
 institutions.
 In an interview with an education leader, the importance of managing tuition
 assistance was clarified. For example, “Our system is now 100% online. Everyone gets
 upfront tuition assistance if the school has registered with our system, if they have not,
 then the specific service member will not be able to get tuition assistance for that school”
 (E1P). A college representative also focused on tuition assistance issues, “I work with
 their advisors to make sure that all of the TA or financial aid is in order” (C1B).
 Case two. The tuition assistance process was a primary focus for education
 processionals representing both the installation and the institutions. The direct
 observation of the individual education center reflected the centralized importance of
 tuition assistance. The education leaders were working with students to make sure their
 tuition assistance vouchers were correct. When the vouchers were correct, the education
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 leaders could sign the vouchers and the student could take the vouchers to the appropriate
 school. “We have the goal of 100% contact. I have a goal of giving tuition assistance to
 every specific service member on the island” (E2P).
 Case three. The direct observation of the individual education center reflected
 education leaders working with students to ensure their online tuition applications were
 correct. The educational perspective regarding tuition assistance of leaders at the
 installation reflected a unique openness to joint-service integration. “If we would
 centralize tuition assistance across the U.S. DOD and standardized it for all services, it
 may not necessarily help my specific service, it actually might dilute them, again I think
 were the most liberal about allowing voluntary education” (E3P). Although “each
 particular service branch has their unique way of going ahead and processing tuition
 assistance” (E3S), “as a taxpayer that is something you should do, because there would
 be efficiencies if you centralize” (E3P).
 Case four. The direct observation of the individual education center reflected
 education leaders working with students to ensure the correctness of their paper tuition
 applications. The educational perspective regarding tuition assistance of leaders at the
 installation reflected a diverse perspective on the tuition assistance process. A college
 representative indicated, “The tuition assistance [system] needs to be updated to catch up
 to the changing times. It's an out-of-date system and an out-of-date way of doing
 paperwork and gives little to the military member to pursue their goals” (C4A). In
 contrast, an education leader indicated, “here on island, we collaborate and we all have
 the same schedule, we all try to follow the same registration like five weeks out from the
 beginning date of the term to start accepting registrations and tuition assistance” (E4P).
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 Theme 2: Services are Different
 The underlying concept that the education programs are different in each service
 because the services themselves are different within the U.S. Armed Forces was a widely
 held belief and identified in the MIVER and service-specific documentation. The MIVER
 literature reflected that each service has different education platforms to serve the unique
 characteristics of its service population (MIVER 1). Each of the service-specific CCME
 presentations referred to their own specific education platform.
 While each presentation had a similar framework, the specifics of each voluntary
 education program were based on the specific service. The presentations, in aggregate,
 reflected the services are different theme. The college material on the different
 installations also revealed how important education is in a more holistic framework.
 College information was not service specific; college information was focused in general
 on the military service member rather than the specific type of service. In aggregate, the
 documents reviewed reflect the theme of services are different.
 Case one. During the direct observation, many specific service members in
 uniform were observed working with installation and institution education
 representatives. The education office was open during the same time service members
 were at work. Most students seeking administrative assistance came to the education
 center during the service members’ normal working hours. Classrooms were also used
 during the day for military related training and were filled with military participants. Of
 the military personnel observed, all represented the specific military branch the
 installation represented. Most the service members were men.
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 In interviews with the education leader, the service-specific nature of the facility
 and the difference between the services systems were identified. For example, “I'm not
 terribly familiar with the other services systems. I know that one specific service has
 something similar to ours. I'm not sure what the other services do” (E1P). An interview
 with a college representative indicated different services operate their education programs
 differently. For example, “at a different service installation I have seen it much better.
 They would actually bring their enlisted service members straight to the college office.
 You could see that the other service was much more education proactive” (C1D).
 Case two. Military members from two specific services interacting with
 installation and institution educational representatives were observed throughout the day.
 The location also had a large number of individuals, dressed in civilian attire, seeking
 assistance. The location was very centric to one of the services, represented by those
 attending to administrative functions at the location. The overall appearance of the
 facility was unique to the service, to include the color of the paint, and the terminology of
 the common facilities.
 In an interview with the education leader of the education center it became
 apparent that the specific facility was very service oriented. For example, “You have
 certain idiosyncrasies in each organization. You have to have an education boss that has
 an appreciation for the services” (E2P). A college representative at the location also
 indicated that “each service is different, not one of them is consistent in their structure”
 (C2A1).
 Case three. Military members from one specific service and a large number of
 individuals dressed in civilian clothes were observed interacting with installation and
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 institution educational representatives throughout the day. The military service members
 witnessed equal numbers of men and women interacting with education representatives.
 Most of those in civilian attire were women.
 The tuition assistance differences between the service education programs were
 identified during the interview with education leader. “The services get too much
 freedom in making their own rules of engagement and consequently you end up with
 tuition assistance that is approved for programs in one branch of service whereas they're
 not in another branch of service” (E3S). A college representative on the installation also
 viewed the services as different. “Each service is very different when it comes to
 voluntary education and how they push education. But it seems consistently that this
 specific military service values graduate education and supports it” (C3C).
 Case four. Many specific service members in uniform were observed working
 with installation and institution education representatives. A few military service
 members in uniform, from another branch of service, were present in the college waiting
 area throughout the day. Of the military personnel observed, the majority were men with
 very view individuals in civilian attire. Those in civilian attire were predominantly
 women.
 In interviews with education and college leaders at the installation, the services
 are different theme was identified. “I do think that there are different branches of the
 military for a reason as they are very different and the needs of the specific military
 service versus the needs of another services student are very different” (C4A). “It’s the
 mission of the service. Each service has a different mission. And some of the special
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 education requirements from some of the other services just don't work with our service”
 (E4P).
 Subtheme 2.1: Specific Service Platform
 The findings that the leaders of the education programs use different service-
 specific platforms to provide education service to its military members were well
 documented in MIVER literature. The MIVER literature revealed that each service has
 different education platforms to serve the unique characteristics of its service population
 (MIVER 1). Each of the service-specific CCME presentations included details regarding
 the specific nuances of their individual service-specific education platform. The
 presentations in aggregate reflected the specific service platform subtheme.
 The college material on the different installations revealed education’s importance
 in a more holistic framework. College information was not service specific; college
 information was focused on the military service member in general, rather than the
 specific type of service. In aggregate, the documents reviewed reflected the specific
 service platform subtheme. Observation of the education center at each of the four
 installations revealed service members and education leaders from each installation and
 institutions working on their service-specific platform with students.
 Case One. The service-specific platform used in the education center reflected an
 education distribution model focused entirely online. The education leader indicated the
 “current education portal is not the most user-friendly system and our specific service
 members usually come to us via the help desk cases, because they don't know how to use
 the system, and our system is now 100% online” (E1P). When referring to the online
 education process, the college representative reiterated, “We are just now on the web
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 portal. Now I can see about visiting the different commands and talking with the
 education staff now that we are part of the portal” (C1B).
 Case two. The education leader articulated the unique mission of the specific
 service as the reason for the different types of education platforms used within the
 service. The service-specific platform is different from the other services, and the
 programs within the service vary depending on the service member’s specific mission.
 “We have education programs specifically designed to the different types of missions
 within our specific service” (E2P). The college representative on the installation
 understood the differences in education platforms, indicating, “Because this service has
 different missions and requirements, their administrative structure is different” (C2A1).
 The college representative also indicated that “it would be better if everything was the
 same, if all the branches of service got together and decided that these are the key things
 that we need across the board, it would be a lot easier” (C2A1).
 Case three. The education leader identified the specific platform the service used
 for attaining Associate’s degrees. “It is very important, that is our priority number one
 mission, getting their Associate’s degrees started within the specific service educational
 program.” (E3P). The college representative in the center was aware of the differences
 resident in the installation’s service-specific platform. “Another service I do know has a
 different system. It is completely different than my specific base system” (C3D).
 Case four. The interview with the education leader indicated the needs of their
 specific service members would not align with the specific service platforms of the other
 services. “Some of the special education requirements from some of the other services
 just don't work with our service” (E4P). The college representative summarized the
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 reasons the specific service platform theme is important. “Every service of course has its
 own personality. I have worked with three services. The colleges have to understand the
 services deployment schedules, the rank structure, and the way the units are structured”
 (C4A).
 Subtheme 2.2: Installation Centric.
 The findings that each service in the U.S. Armed Forces provides education
 services to its military members using installation-centric programs and measurements
 were identified in the MIVER and college documentation. The MIVER process is an
 installation centric process by its mission, structure, and goals (MIVER 1, MIVER 2).
 The self-studies used by MIVER teams are designed specifically for the installation ESO
 and the college institutions with offices on the specific installation (MIVER 1, MIVER
 2). The structure of the quality control mechanism used by the persons in the U.S. DoD to
 manage the voluntary education system is invariably installation centric because the
 structure is based on the specific service installation model.
 The colleges that provide support to the service members do so through an
 installation-centric model, given that tuition assistance funding and approval comes at the
 installation level for the services. Each of the service-specific CCME presentations
 included details regarding the specific nuances of their individual service-specific
 education platform, which were based on the installation centric model. While the
 presentations, in aggregate, did not reflect the specific installation, the finding that each
 service uses a platform based on the installation model, reinforced the installation centric
 subtheme.
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 The direct observation of all four installations revealed a similar number and
 representation of on-base schools. Schools had separate offices on each installation or
 had office hours on some or all the installations. The finding that the schools were on the
 installations and provided support to the military members across all four services
 supports the installation centric subtheme. Installation centric programs are the education
 means the U.S. DoD uses to provide its service members voluntary education.
 Case one. Direct observation of the education center provided an example of the
 installation-centric aspect even in an online environment. The education leader indicated
 that all online problems that students had with the service-specific platform were routed
 to the installation education center for help and assistance (E1P). Although military
 students can go online, if they need help, their request is routed by location. Therefore,
 the system is still installation centric even in an online process. Sometimes the
 installation centric aspect of the program creates issues that affect the student. “Perhaps
 the ESO is more interested in the schools on their bases, so they try not to send students
 to other bases even if it were better for them. They're on the military installation and they
 need the numbers” (C1D).
 Case two. Direct observation of the installation provided an opportunity to
 witness a student and a college leader discuss upcoming class scheduling. The observed
 conversation focused primarily on what classes were going to be offered on the specific
 installation. One representative voiced concern over installation-centric practices
 indicating that “some bases only focus on getting students into the seats itself and getting
 enrollments up on the base” (C2A1).
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 An education leader expressed the dichotomy within the colleges when stating
 “we are more of a service provider here then we are a product provider. A school has a
 product, they are providing actual education” (E2P). In contrast, the installation centric
 aspect on Oahu, Hawaii has a nuance, “because the service member can go to any base
 and register and take classes” (C2A).
 Case three. Direct observation of the education center provided the ability to
 review the specific service platform used by the center to promote its Associate’s
 degrees. The education leader was very proud of the specific service platform and its
 installation matrix, indicating the installation “is number one in the Pacific as far as the
 percentage of Associate’s degrees within the specific service, and in top five of overall
 specific service as far as percentage of Associate’s degrees within the specific service
 program” (E3P). A college representative indicated, “Our main goal is to be on the bases
 to provide, and support programs for those in the military” (C3D).
 Case four. Direct observation of the education center provided the opportunity to
 review the class schedules on the installation. One college representative indicated, “We
 have the same teachers that teach for all the schools on this base. With that being the case
 you are getting the same education basically through all three universities but all three
 have different pricing structures” (C4A). The education leader highlighted the
 installation-centric aspect of working with specific colleges. “I still have primary schools
 that have programs here and we very precisely focus on programs under each university
 ESA. They all run their general education courses but we try to keep those from
 competing” (E4P).
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 Theme 3: Military Friendly
 The MIVER documentation was replete with explicit information on the special
 circumstances of military members attending postsecondary education using the
 voluntary education system and the need for flexibility without sacrificing academic
 integrity (MIVER 1, MIVER 2). Education programs on military installations should
 operate within specific guidelines for transfer credit, articulation agreements, and military
 deployments (MIVER 2). The college material collected from the different installations
 revealed the importance of understanding the special circumstances of the military
 student. Sometimes, the documents included the phrase military friendly. College
 information was not service specific; college information focused on the military service
 member in general, rather than the specific type of service.
 Although the specific service CCME presentation did not explicitly address the
 military friendly theme, as presentations were more focused on the overall program
 management by each service, the direct observation of the four installations reflected the
 military friendly theme. Each education center provided the full spectrum of voluntary
 education literature stipulating the articulation agreements expected of institutions
 providing support to military service members. Each education center provided DANTES
 related College Level Examination Placement (CLEP) testing material that could be used
 by service members to gain credit by examination. An expectation that institutions
 demonstrate an understanding of the special conditions and flexibility required from
 military service members pursuing postsecondary education opportunities, underpinned
 the military friendly theme.
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 Case one. A college leader articulated that ensuring military students are in the
 correct program is the larger goal and offsets the internal needs of the university. “I
 usually find out what program the student is interested in and try to help them find it, I
 help them find the best alternative, whether it be one college or another, if we're not the
 best fit” (CIB). The flexibility requirements of the military have influenced university
 policies that have adapted to the unique needs of the military service member. “We have
 a student drop policy that if something happens they can drop the class and pick it back
 up without any penalty financially or academically” (C1B).
 Case two. The education leader’s response was foundational to the military
 friendly theme; “we're not typical students” (E2P). The college representative expressed
 an understanding of the unique situations military service members must overcome to
 continue their postsecondary education. “Unexpected deployments that arise are also a
 concern and will factor into whether or not students will be able to complete their degree
 plan on time while they're here” (C2A1). A college leader on the installation also showed
 a deep commitment to service members, indicating, “They fight so hard for our freedom,
 we're in it to help them get to that point because this is a big deal” (C2A).
 Case three. The installation and institution leaders were very clear in
 demonstrating the military friendly theme. The theme was reflected in statements such as,
 “they [the colleges] know that they serve the military at large and they are proud to be
 able to offer education to the military” (E3P). “It is a good thing that we're here because
 we can help the people that are trying to seek it [education], and we provided it in a
 format that students can complete the program” (C3D). “And again, there may be noted
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 that there's a little bit more flexibility for the service people than if you were just off the
 street going down to their main campuses” (E3P).
 Case four. A college leader made the general case for the need of the military
 friendly theme. The leader indicated the need for flexibility from institutions and the need
 internal service policies to help the service members (C4A). “Students are given very
 little notice to deploy. Sometimes with no end date so they're kind of deploying in limbo
 without all the knowledge needed to make a decision about education” (C4A). The
 education leader expressed the desire that all service members should be able to take
 voluntary education but “recognize the mission of the military duty and training has to be
 first” (E4P).
 Subtheme 3.1: Student Centered
 The value of ensuring a student-centered program was identified in the MIVER
 and college documentation. The MIVER installation self-study specifically included a
 directive stipulating education centers and institutional support that provided education
 services to students is oriented toward the specific needs of the military student (MIVER
 1). The MIVER installation self-study questions each ESO must answer during an
 installation review involved specific information documenting the practices that
 demonstrated a partnership between the installation and institutions regarding student
 oriented services (MIVER 1). The college literature consistently reflected a focus on the
 academic needs of the military service member.
 The direct observation of all four education centers revealed specifically funded
 and apportioned facilities designed to focus on the military service member. Each
 education center was located on a major military installation and had open access to
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 service members from each service and their spouses. Each military service ensured that
 education programs were made available to its service members, demonstrating the value
 of having student-centered education programs within the voluntary education system.
 Case one. The specific service CCME presentation did not explicitly address the
 service centered subtheme, as it was more focused on the overall service-related program
 management; however, the subtheme was reflected in interviews with leaders in the
 installation. For example, “to me we are here to help the specific service member, that's
 the bottom line, we are here to do whatever it takes” (E1P). The college leader responses
 reflected more of the student-centered perspective, indicating “[I] make sure that my
 university is right for them before I even want to have an enrollment advisor talk with
 them because sometimes I will send them to other schools that have a program that
 they're looking for” (C1B). “We work out in Hawaii as almost a nonprofit organization
 completely, because of having to fly the faculty out here on our every other weekend
 schedule, putting them up in rental cars and hotel rooms” (C1D).
 Case two. The specific service CCME presentation did not explicitly address the
 service centered subtheme, as it was more focused on the overall service-related program
 management; however, the subtheme was reflected in interviews with college leaders on
 the installation. For example, “my personal philosophy is these men and women who
 choose to utilize their time to become more educated and strive to reach a career goal, it
 is my duty as a college representative to make that happen” (C2A). “My personal goal is
 to assist in any way, shape, or form, to get a student from beginning to end” (C2A1). The
 education leader added, “My goal is to bring new educational services regardless of
 whether they involve technology, to our service members” (E2S).
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 Case three. The specific service CCME presentation explicitly addressed the
 student centered subtheme; the presentation included new initiatives designed for service
 members to make postsecondary education access easier for them and was more focused
 on the specific needs of the students. Educations importance and the student centered
 subtheme was clearly articulated by the education leader at the location. “We are
 involved in outreach and generalize education, we want to get out there and tell them
 about all the education opportunities that they do have. When they talk to one of the
 colleges, they're into specifics” (E3P). The college leader succinctly indicated, “My
 number run priority is the students that do enter the program is to help them reach the end
 with their degree” (C3D).
 Case four. The specific service CCME presentation did not explicitly address the
 service centered subtheme, as it was more focused on the overall service-related program
 management; however, the subtheme was reflected in interviews with college leaders at
 the installation. For example, “I think we are very interactive and hands-on with the
 students, we try to provide a very positive atmosphere, a very motivating atmosphere for
 the student, to encourage them that obtaining a degree as possible” (C4). “Having people
 on-base giving military members the opportunity to get that education means everything
 for them to pursue in their careers” (C4A). The student centered subtheme was well
 articulated by the service leader. For example, “I find that education to be a great
 opportunity for our young people to grow” (E4P).
 Subtheme 3.2: Business Relationship
 The subtheme of a business relationship between leaders in the military and the
 academic institutions supporting the education programs within the U.S. Armed Forces
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 was identified in the MIVER and college documentation. The MIVER focus on
 installation program management of the education programs for each service sets up the
 business relationship between the installation ESO and the institutional college
 representatives, with explicitly written expectations of collaboration (MIVER 1, MIVER
 2). A review of the college literature revealed a mutually beneficial relationship between
 leaders of the hosting installations and leaders of the colleges. Each of the service CCME
 presentations referred to the top colleges or universities and referred to the colleges and
 universities as providers or partner schools. Each service installation allocated space for
 college institutions to provide academic support to military service members. The
 provision of space was also reflective of the business relationship subtheme.
 Case one. The direct observation of the education center enabled review of the
 overall site of the education center and the space the ESO provided to the college
 representatives. The installation representative (the ESO) controls the apportionment of
 space and determines where each institution officer (college director) is located. The
 ability to set, hold, and change meeting times and venues with the institutions on the
 installation is the authority of the ESO.
 The underlying business relationship is evident by the different positional powers
 held by the representatives of the installation and institution. The ESO controls the
 agenda of the education center, exemplifying the business relationship theme. “Basically
 what I do now is have a monthly meeting no more than half an hour where we talk to
 each other, we looked each other and say okay do you have issues, is there something we
 can do better here” (E1P).
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 Case two. During the direct observation of the installation education center, no
 college interaction was witnessed in the education office. The ESO articulated the
 underlying business relationship between the representatives of the installation and the
 representatives of the institutions at the education center. The installation education
 center served as an enabler so the education products could be provided to service
 members (E2P). The installation provides the education service, tuition assistance, and
 access; the colleges provide the educational product (E2P). According to the interviews,
 the college leader ensured program success within the business relationship by adapting
 to the specific nuances of the installation. For example, “there are specific degree
 requirements that are required of each approved degree. Based on the services that you
 offer and degree programs, because we are not competing for the same degree programs
 on each base” (C2A1).
 Case three. The direct observation of the installation education center revealed a
 very professional and collegial environment. The observed interaction between the ESO
 leaders and the different college leaders occurred frequently and appeared cordial and
 relaxed. “We have a phenomenal relationship with our folks, of course they like the
 business, there is a business part to it, but they are very cooperative with us. We have a
 good relationship with the college folks” (E3P). “So we just try not to make it where
 were the authority figure and the other contractors. We try to avoid that, and I think we
 have, we have a good relationship with the schools” (E3S).
 Case four. The observation of the installation education center revealed the
 education offices were prominent in the building. College offices were separated from the
 education offices. Access to the college representatives was regulated by the education
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 staff, who had contact with service members, prior to allowing students to access the
 different college offices.
 An interview with the college leader revealed some dissatisfaction with the
 relationship between the college representative and the ESO. “We cannot market and our
 marketing is very limited depending on what the ESO is allowing and not allowing”
 (C4A). In contrast, an education leader on the installation reflected, “I think we have a
 wonderful relationship with all the schools. Not to say that it's always a smooth ride, but
 there's a lot of initiative in them” (E4P).
 The previous section focused on presentation of the major themes and subthemes.
 The themes were presented case by case to address the first research question. The
 following section focuses on a cross-case synthesis to address the second and third
 research questions.
 Cross-Case Synthesis
 The second research question was, what are the commonalities in organizational
 culture across the services as represented by leaders in each education program? The
 third research question was, what organizational cultural attributes within the U.S. DoD
 voluntary education system are characterized as more joint-service than service-centric?
 Cross-case synthesis was conducted to address the two research questions.
 Table 5 includes the cross-case basic assumptions findings by data collection
 source. Each major theme is represented by the percentage the theme was evident within
 each of the data sources across the cases. The table includes the percentage of documents
 in which the theme was evident, the percentage of sites in which these themes were
 observed, and the percentage of participants whose interviews revealed these themes. The
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 possible range within each source of evidence was 0 to 100%. The possible range within
 each source of evidence was 0 to 100%.
 Table 6 includes the cross-case espoused values findings by data collection
 source. Each major theme is represented by the mean percentage the theme was evident
 within each of the data sources across the cases. The table includes the percentage of
 documents in which the theme was evident, the percentage of sites in which these themes
 were observed, and the percentage of participants whose interviews revealed these
 themes. The possible range within each source of evidence was 0 to 100%.
 Table 5
 Basic Assumptions Cross-Case
 Theme 1
 Recruitment and
 Retention
 Theme 2
 Service are
 Different
 Theme 3
 Military Friendly
 Documents 92% 67% 67%
 Observations 100% 100% 100%
 Interviews 86% 90% 100%
 Table 7 includes the cross-case artifacts findings by data collection source. Each
 major theme is represented by the mean percentage the theme was evident within each of
 the data sources across the cases. The table includes the percentage of documents in
 which the theme was evident, the percentage of sites in which these themes were
 observed, and the percentage of participants whose interviews revealed these themes. The
 possible range within each source of evidence was 0 to 100%.
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 Table 6
 Espoused Values Cross-Case
 Subtheme 1.1
 Program
 Stewardship
 Subtheme 2.1
 Specific service
 Platform
 Subtheme 3.1
 Student Centered
 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 81% 90% 95%
 Table 7
 Artifacts Cross-Case
 Subtheme 1.2
 Tuition
 Assistance
 Subtheme 2.2
 Installation
 Centric
 Subtheme 3.2
 Business
 Relationship
 Documents 100% 67% 100%
 Observations 100% 100% 100%
 Interviews 81% 100% 91%
 The purpose of the cross-case synthesis was to build interconnected meaning units
 from the individual cases within the context of the entire study. The cross-case analysis
 created the methodical construct for the synthesis of the various sources of evidence into
 a coherent context. Findings germane to answering research question 2 and 3 are
 presented thematically, by theme and subtheme.
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 Nine organizational culture attributes were common across the U.S. DoD
 voluntary education system. Of the nine organizational culture attributes identified, the
 organizational culture attributes of the military friendly basic assumption, student
 centered espoused value, and business relationship artifact were most characteristic of all
 education leaders. Four of the nine organizational culture attributes identified to be
 common across the U.S. DoD voluntary education system were also identified as more
 joint-service than service-centric.
 The military friendly basic assumption, the student centered espoused value, and
 the business relationship and tuition assistance artifacts were characterized as more joint-
 service than service-centric. The propensity to be more joint-service then service-centric
 was predicated on the nuances inherent in each identified cultural attribute. Three of the
 four organizational culture attributes identified as more joint-service were also the same
 attributes that leaders demonstrated highest across all four cases.
 Theme 1: Recruitment and Retention
 Education’s utility and importance to the continued recruitment and retention
 goals of the U.S. Armed Forces was a widely held theme identified across the reviewed
 documentation, the direct observation of each individual education center, and in the
 semi-structured interviews with education leaders at each location. Installation and
 institution MIVER self-study documentation reflected the theme that voluntary education
 is important to retaining military service members (MIVER 1, MIVER 2). College
 material collected from the different installations reflected the importance of education
 for promotion and mobility. Each of the service-specific CCME presentations
 prominently included the recruitment and retention theme, except for the service from
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 the fourth education center (case four).
 The convergent aspects of the recruitment and retention theme were demonstrated
 by the almost unified approach of the services; according to all services, educational
 benefits are important to recruiting qualified applicants, and educational achievement is
 critical to retaining required service members. “I think that education still is one of the
 leading recruitment tools in all the services” (E3S). The divergent aspect of the value
 education has on recruitment and retention, as seen in the four cases, included the degree
 to which each service focused on increasing the voluntary education of its service
 members. Some service leaders appeared to put more effort into the education program
 than others because of its recruitment and retention aspect; Another service leader
 indicated, “not all services are going to put the same level of importance on education
 and that's because the very nature of our service branches” (E2S). Postsecondary
 education support within the confines of the voluntary education system was ascribed as
 beneficial to increasing new enlistments and increasing follow-on enlistments of service
 members.
 An outlier identified within the recruitment and retention theme was the comment
 from a unit EO who stated educated service members are more likely to leave the service.
 The comment reflected the viewpoint that voluntary education was not valuable for
 service members in the specific service; what was really needed was trained and
 disciplined service members. A college degree was not a requirement for service
 members within the specific unit EO occupation; therefore, the opinion was education did
 not add value to the job skills required.
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 Subtheme 1.1: Program stewardship. The subtheme of program stewardship was
 identified across the reviewed documentation, the direct observation of each individual
 education center, and in the semi-structured interviews with education leaders at each
 location. The MIVER process resulted in principles that installations and institutions
 serving them must adhere to, relative to sound stewardship (MIVER 1, MIVER 2). “The
 ESO is responsible for fostering a common understanding among all constituents of the
 vision, mission, and objectives of the voluntary education program” (MIVER 1).
 Different installation college material reflected the quality of the programs and
 the congruency of missions, as material pertained to the military student in general. The
 focus of the colleges on programmatic quality and military affinity was indicative of the
 program stewardship subtheme. Postsecondary education programs provided in the
 voluntary education system were based on the program stewardship of the education
 center on each specific installation (MIVER 1).
 A divergent aspect of the program stewardship subtheme was the condition of the
 physical layout of the education centers. The cleanliness, professional decor, and the
 physical condition of the four education centers differed. Case three was the most
 professional, followed by case four, and then case one. The common areas at the case two
 education center were in disrepair and dirty. The physical condition of the case two
 education center did not match the program stewardship theme articulated by its leaders.
 Direct observation of each education center provided a varied degree of program
 management and stewardship.
 The interviews with leaders from each education center supported the subtheme
 of program stewardship, with leaders from the second education center (case two) being
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 most vehement about ownership of the program. For example, “we have the service
 branch that's our customer, we have the commands on the installation that's our customer,
 we have the individual specific service member or student is the customer, we have each
 other as customers” (E2P). The leader from the third education center (case three) was
 also very specific about their program. For example, “with our service-specific education
 system we track participation, and it's a very specific competitive metric if you will,
 because every base is compared against each other within the specific service” (E3P).
 Leader’s answers to interview questions supported the stewardship of the individual
 education programs within the voluntary education system.
 An outlier identified within the program stewardship subtheme was the belief of
 one college representative that the stewardship of the program on a specific service
 installation was terribly degraded. The college leader indicated that no funding was
 allocated for the upkeep of the education center and classrooms were old and lacked
 adequate resources. This topic surfaced in an interview with one college leader.
 Subtheme 1.2: Tuition assistance. Each service in the U.S. Armed Forces offers
 tuition assistance to its service members to attend to off-duty postsecondary education.
 The management of tuition assistance was inherent in all of the five MIVER principles
 that are the responsibility of each installation ESO (MIVER 1). Tuition assistance was
 also referred to with regularity within the college material collected from the different
 installations.
 Each of the service-specific CCME presentations included lengthy material on the
 tuition assistance levels of its service. The CCME presentations had tuition assistance
 segregated historically by active duty component, by service demographic, and by top
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 academic institutions. The materials across the four education centers reflected a
 profound acceptance of tuition assistance as the matrix of how the services support the
 voluntary education programs; however, each service managed the tuition process
 differently. All four services provide 100% tuition assistance to its service members.
 However, not all services provide the U.S. DoD mandated $4,500 per student per year
 amount (E1P; E2P; E3P; E4P).
 When discussing the tuition assistance process, most of the education leaders
 demonstrated a degree of openness to increased joint-integration during interviews. For
 example, “why not have it so different service members could get tuition form different
 services? I would not oppose that. It would be an okay thing” (E1P). “If they could blend
 the dollars, and erase that inequity, then step-by-step they could get there” (E4P). “I think
 it would be great. I'd be happy to embrace that and join in on that because it's just the way
 of the future” (E3P).
 The educational leaders also indicated the uniqueness of each service should be
 addressed. For example, “why don't we just go total joint across the board? Because the
 nuances of the individual services and because of the mission of the individual education
 offices. The other is the money and size of each service” (E2P). While the U.S. DoD uses
 the tuition assistance program to recruit and retain qualified service members, tuition
 assistance systems are very different between each service.
 An outlier identified within the tuition assistance subtheme was the belief that
 leaders in the U.S. DoD do not want the education system to be successful. The topic
 surfaced in an interview with one education leader. The education leader indicated that
 the government really did not have enough money to fund every military service member
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 the authorized $4,500 a year for voluntary education.
 Theme 2: Services are Different
 The underlying concept that the education programs are different in each service
 because the services themselves are different within the U.S. Armed Forces was a widely
 held and unquestioned theme identified in the MIVER and service-specific
 documentation. A review of the MIVER literature revealed the services have different
 education platforms to serve the unique characteristics of its service population (MIVER
 1). Each of the service-specific CCME presentations contained references to their own
 specific education platform. While each presentation had a similar framework, the
 specifics of each voluntary education program were based on the specific service. The
 presentations in aggregate reflected the services are different theme.
 A review of the college material on the different installations revealed the
 importance of education in a more holistic framework. College information was not
 service-specific; college information focused on the military service member in general,
 rather than the specific type of service. However, college leaders on the individual
 installations worked with students from each of the specific services within the
 framework of the education program associated with each service.
 Interviews revealed the differences between the services. “There is a difference in
 mentality and you can see the differences in the training of each individual service
 members” (C4). The differences between the education programs and the direction of
 each program were ascribed to the services being different. “You still have to know your
 service, because there's too much uniqueness” (E4P). The direct observation of the four
 education centers revealed the service members from each service interacting with
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 education installation and institutional leaders at each education center using the different
 education processes of each service. Education center personnel from each service
 worked with the service members based on the individual education system inherent to
 each service.
 An outlier identified within the services are different theme was the belief that it
 would be easy to combine the education services using the tuition assistance structure.
 One education leader raised the possibility of changing the structure of the system by
 leveraging the funding mechanism. The education leader indicated that once the funding
 was centralized, the whole system could be restructured more easily than common
 wisdom would indicate.
 Subtheme 2.1: Specific service platform. The subtheme of specific service
 platform was based on education programs having different service-specific platforms to
 provide education service to its military members. The subtheme was very apparent in the
 observations, documents reviewed, and interviews. The convergence of the specific
 service platform subtheme was reflected in the finding that the specific services operate
 different education platforms.
 Review of the MIVER literature revealed the services use different education
 platforms to better serve the unique characteristics of the service population (MIVER 1).
 Each of the service-specific CCME presentations included details regarding the specific
 nuances of individual service-specific education platforms. The presentations, in
 aggregate, reflected the specific service platform subtheme. A review of college material
 on the different installations reinforced the importance of education in a more holistic
 framework. College information was focused on the military service member in general,
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 rather than the specific type of service. However, during the direct observation of the
 education center at each of the four installations, service members and education leaders
 from each installation and institution were observed working on their service-specific
 platform with students.
 The interview results with education leaders from each education center revealed
 a unified belief that while no platform was perfect, the service-specific platform worked
 best for their service members. Regarding college leaders, each service-specific platform
 necessitated a level of specialty for learning and working; “because I work with ‘specific
 service’ I do not know the processes for the other branches of service” (C2A). Specific
 service platform education programs within the voluntary education system are an
 espoused value in writing and a value directly espoused by leaders.
 Common structures within the U.S. DoD voluntary education system do exist.
 Each service education program adhered to DANTES principles (E4P), SOC principles
 (E1P), and MIVER principles (E3S). Each service operated using divergent specific
 service platforms, but operated within a common framework.
 An outlier identified within the specific service platform subtheme was that one of
 the service-specific platforms was too difficult. One educational center EO expressed
 frustration and disdain for the current way the service platform was structured. The EO
 indicated the education platform required too much work by the individual student,
 unlike the system of the past where much of the work was done by the education center
 staff and college representatives.
 Subtheme 2.2: Installation centric. Observations, interviews, and analysis of
 documents revealed that each service in the U.S. Armed Forces provided education
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 services to its military members using installation centric programs and measurements.
 The quality control mechanism the U.S. DoD uses to manage the voluntary education
 system is invariably installation centric because the mechanism is based on the specific
 service installation model. The convergence of the installation centric subtheme is
 reflected in the finding that the specific services operated on an installation centric model.
 The MIVER process was installation centric by virtue of its mission, structure,
 and goals (MIVER 1). The self-studies used by MIVER teams were specifically designed
 for the installation ESO and the college institutions with offices on the specific
 installations (MIVER 1, MIVER 2). The colleges that provided support to the service
 members do so through an installation-centric model, given that funding and approval are
 at the installation level for the services. Each of the service-specific CCME presentations
 included details regarding the specific nuances of the individual service-specific
 education platform, which was based on the installation-centric model. While the
 presentations in aggregate do not reflect the specific installation, each service’s use of a
 platform based on the installation model accentuates the installation centric subtheme.
 The direct observation of all four installations reflected a similar number and
 representation of on-base schools. Schools had separate offices on each installation or
 had office hours on some or all the installation. The location of the schools on each
 installation supported the installation centric subtheme. Installation-centric programs
 allow the U.S. DoD to provide its service members voluntary education within the
 framework that the services are different.
 The findings revealed a nuanced movement to joint-integration, specifically in
 Oahu, Hawaii. “I think a joint schedule is a wonderful thing that we have had in place for
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 a number of years, it is called a joint education services council” (E1P). “But here on
 island, we collaborate and we all have the same schedule, we all try to follow the same
 registration like 5 weeks out from the beginning date of the term to start accepting
 registrations” (E4P). “We have a consolidated joint education schedule for all of the
 education centers on the island so that they start their terms the same times. That way
 each specific service member can go to any of the bases” (E1P).
 Theme 3: Military Friendly
 A military friendly concept underlies the relationship between leaders in the
 military and leaders from the academic institutions supporting the education programs
 within the U.S. Armed Forces. The military friendly concept was a widely held and
 unquestioned theme identified across the data sources. The MIVER documentation was
 replete with explicit information on the special circumstances that military members
 attending postsecondary education using the voluntary education system face and the
 need for flexibility without sacrificing academic integrity (MIVER 1, MIVER 2).
 Education programs on military installations should operate within specific transfer
 credit, articulation agreement, and military deployment guidelines (MIVER 2).
 Review of the college material collected from the different installations revealed
 the importance of understanding the special circumstances of the military student, and in
 a few instances, included the phrase military friendly. College information was not
 service specific; the college information focused on the military service member in
 general, rather than the specific type of service. A unified military friendly theme was
 revealed by leaders from all four education centers.
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 The military friendly theme apparent at each site. “The military service members
 aren't going for the college experience, so they're coming to us for a relationship and
 form loyalty with us because they trust us to get them through the next step” (C2A). The
 nature of the education relationship was ascribed to existence of a military friendly theme
 between service leaders and provider leaders.
 The specific service CCME presentation did not include explicit reference to the
 military friendly theme, as presentations focused more on each of the overall service-
 related program management. However, the direct observation of the four installations
 did reflect the military friendly theme. Each education center displayed the full spectrum
 of voluntary education literature, stipulating the articulation agreements expected of
 institutions providing support to military service members. Each education center
 provided DANTES related CLEP testing material that service members could use to gain
 credit by examination. An expectation of the institutional acceptance of the special
 conditions and flexibility required from military service members pursuing postsecondary
 education opportunities was foundational to the military friendly theme.
 An outlier identified within the military friendly theme was the belief that the
 flexible nature of the military programs leads to poorly taught courses, and an overall
 lack of academic rigor in the curriculum. This issue surfaced during an interview with a
 college leader at a specific service education center. The college leader questioned the
 use of so many adjunct instructors teaching on the installation.
 Sub theme 3.1: Student centered. The MIVER installation self-study report
 included the recommendation that education centers and institutional support providing
 education service to students be oriented toward the specific needs of the military student
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 (MIVER 1, MIVER 2). The report included the requirement to document the practices
 that demonstrate a partnership between the installation and institutions regarding student-
 oriented services (MIVER 1). The college literature contained multiple references to a
 focus on the academic needs of the military service member.
 The direct observation of all four education centers revealed specifically
 designed, funded, and apportioned facilities focused on the military service member.
 Each education center was located on a major military installation and had open access to
 service members from each service and their spouses. Each military service ensured that
 education programs were made available to its service members, demonstrating the value
 of having student-centered education programs within the voluntary education system.
 The specific service CCME presentation did not explicitly address the student centered
 subtheme, as presentations were more focused on overall service-related program
 management.
 Leaders from all four installation education centers were unified in espousing the
 shared value of the importance of being student centered. For example, “My job is to
 assure the service members that I'm going to be there, that I'm there every step of the
 way, and that I have their best interests at heart” (C2A). “To me we are here to help the
 specific service member, that's the bottom line, we are here to do whatever it takes.”
 (E1P). The importance of having student-centered education programs within the
 voluntary education system was a subtheme in writing and a value directly espoused by
 leaders.
 An outlier identified within the student centered subtheme was the belief that
 college leaders were only interested in the money and not the students. During an
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 interview, a unit EO reiterated a negative experience between the EO and a specific
 college leader on one of the four specific service installations. The unit EO indicated the
 negative experience had distorted his view of the overall voluntary education experience.
 Subtheme 3.2: Business relationship. The MIVER process focus on installation
 program management of the education programs for each service sets up the business
 relationship subtheme between the installation ESO and the institutional college
 representatives, with explicit expectations of collaboration (MIVER 1, MIVER 2). A
 review of the college literature suggested a mutually beneficial business relationship
 between leaders of the hosting installations and the leaders of the colleges. Each of the
 service CCME presentations included references to the top colleges or universities, and in
 general, referred to them as providers or partner schools. Colleges were provided space
 on each service installation in all four sites to provide academic support to military
 service members, reflecting the business relationship subtheme. The leaders from all four
 installation education centers were unified in their positive characterization of their
 business relationships with the college leaders.
 However, some college leaders demonstrated contrasting viewpoints. For
 example, “you are always reminded that you are a guest on their base. They ultimately
 would have the final say in many aspects” (C2A1). “ESOs are loyal to certain schools
 already, they have MOUs in place” (C1B). “I think if you have more enrollments than
 another university you have the power to force the ESO to do things that they may not
 want to do” (C4A). Business relationships are the education framework used by the U.S.
 DoD to provide its service members voluntary education within the system.
 An outlier identified within the business relationship subtheme was the belief that
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 specific service ESOs are unfairly keeping for profit distance universities out of two
 installations. This topic occurred in an interview with education and college leaders at
 two specific education centers. The college representative indicated having great business
 relationships with representatives of two of the four education centers.
 Summary
 The research process followed widely accepted precepts of qualitative analysis
 and specific techniques from descriptive case study analysis. The analysis involved
 constructing descriptions from the direct observations, document analysis, and semi-
 structured interviews into units of meaning. The research process supported the
 generation of data replete with narrative descriptions from a cross section of the
 voluntary education leaders, coupled with detailed descriptions of the varied education
 programs.
 Nine themes and subthemes were identified within and across cases. The
 identified themes are also the organizational culture attributes that are common across the
 services. The themes and subthemes correspond to the organizational culture attributes of
 basic assumptions, artifacts, and espoused values, and have relevance throughout the U.S.
 DoD voluntary education system in Oahu, Hawaii.
 The three basic assumptions are recruitment and retention, services are different,
 and military friendly. The espoused values are program stewardship, specific service
 platform, and student centered. The organizational culture artifacts are tuition assistance,
 installation centric, and business relationship. The military friendly basic assumption, the
 student centered espoused value, and the business relationship and tuition assistance
 artifacts are characterized as more joint-service than service-centric.
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 Chapter 5 includes the conclusions and recommendations based on the findings
 presented in chapter 4. Conclusions will be discussed for each identified theme. The
 themes will be reviewed within the context of appropriate literature and within the
 organizational culture propositions. The chapter will also include recommendations
 germane to organizational leaders within and outside the U.S. DoD voluntary education
 system and implications for future research.
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 CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS
 Leaders in the U.S. DoD voluntary education system operate four culturally
 distinct, service-centric, postsecondary education programs (CCAF, 2008; Harvey, 2008;
 MCO, 1999; Morrow, 2006; Wolfowitz, 2005). The service-centric nature of programs
 within the system is problematic given the espoused values of senior leaders to move
 away from service-centric cultural mindsets toward more efficient and effective systems
 (Apgar & Keane, 2004; England, 2006, 2008; Gates, 2009a, 2009b, 2009c, 2009d, 2009e;
 U.S. DoD, 2006). The existing system, comprised of organizational leaders representing
 U.S. Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy education programs, may
 not represent the education platform needed to achieve the changes articulated by senior
 leaders (Apgar & Keane, 2004; England, 2006, 2008; Gates, 2009a, 2009b, 2009c,
 2009d, 2009e; U.S. DoD, 2006; Wolfowitz, 2005).
 Even with regional joint-service education command structures, individual
 programs still operate within the confines of specific service-centric cultures. The
 service-centric culture is antithetical to the senior leadership espoused value of moving
 from past cultural mindsets toward more joint-integration (Gates, 2009a, 2009b, 2009c,
 2009d, 2009e; U.S. DoD, 2006). If leadership issues regarding the sustainability and
 efficacy of semiautonomous service-centric education programs are not addressed
 because of cultural distinctiveness, beneficial organizational consolidation efforts within
 the United States largest bureaucracy (Korb & Bergmann, 2008) will not be
 accomplished. The purpose of the qualitative descriptive case study with a multiple case
 framework was to (a) describe the organizational cultures of education programs and
 leaders in the U.S. DoD voluntary education system on Oahu, Hawaii; (b) determine if an
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 overlapping common organizational culture exists; and (c) assess the cultural feasibility
 of increased joint-service integration.
 Semi-structured interviews took place with 21 leaders within the voluntary
 education system. The specific population included ESOs and EOs from U.S. Air Force,
 U.S. Army, U.S. Marine Corps, and U.S. Navy education programs and on-base college
 directors represented at multiple installation education centers. Additional data sources
 included direct observation of operations in each of the four primary education program’s
 education centers, observations of individual military service education center operations,
 and actions of each research leader category.
 An organizational cultural model identified by Schein (1999, 2004) provided the
 theoretical framework to explore the organizational culture of education programs and
 leaders in the voluntary education system. The organizational cultural factors of interest
 were the artifacts, espoused values, and basic assumptions (Schein, 1999, 2004) as they
 applied to the education programs and leaders within each branch of service. Schein
 established superior overarching themes for understanding many important aspects of
 organizational culture (Schein, 1999, 2004). Schein broke down the organizational
 cultural construct into well-articulated subcomponents of artifacts, espoused values, and
 basic assumptions (Schein, 1999, 2004). Culture is important, as it represents a powerful
 unconscious force influencing collective and individual behavior within organizations
 (Schein, 1999, 2004).
 The intent of the current study of organizational culture using identified education
 leaders was to reveal cultural similarities or differences and areas of overlapping
 consistency, which would be indicative of the cultural feasibility of increased joint-
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 service integration. The research goal was to develop an understanding of the
 organizational cultures of education programs and leaders regarding increased joint-
 service integration. The research questions provided continuity throughout the study by
 providing context for the central objective of the research (Creswell, 2008). The research
 questions guided the research inquiry to elicit a logical and thoughtful description of the
 organizational cultures of the education programs and leaders within the U.S. DoD
 voluntary education system. Three central research questions guided the current study:
 Research Question 1: What is the organizational culture of each major military
 voluntary education program within the U.S. DoD voluntary education system?
 Research Question 2: What are the commonalities in organizational culture across
 the services as represented by leaders in each education program?
 Research Question 3: What organizational cultural attributes within the U.S. DoD
 voluntary education system are characterized as more joint-service than service-
 centric?
 The results are a detailed description of the organizational cultures of the
 education programs and a cross-section of military service ESOs, on-base college
 program directors, and military unit EOs who are responsible for the U.S. DoD voluntary
 education system. The implications of the findings are discussed in the current chapter.
 Findings
 Nine themes and subthemes were identified within and across the four individual
 cases. The themes and subthemes correspond to the organizational culture attributes of
 basic assumptions, artifacts, and espoused values. Specific cultural attributes were
 predominant in each of the four cases. Although the manifestation of the organizational
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 culture attributes differs within each case, the analysis revealed aspects of the nine
 organizational culture attributes that are common across the services and are relevant
 throughout the U.S. DoD voluntary education system in Oahu, Hawaii.
 The three basic assumptions are recruitment and retention, services are different,
 and military friendly. The espoused values are program stewardship, specific service
 platform, and student centered. The organizational culture artifacts are tuition assistance,
 installation centric, and business relationship. The military friendly basic assumption, the
 student centered espoused value, and the business relationship and tuition assistance
 artifacts are characterized as more joint-service than service-centric.
 Each major military voluntary education program within the U.S. DoD voluntary
 education system in operation on Oahu, Hawaii had a specific organizational culture. The
 predominant organizational culture of case one is military friendly. The culture of case
 one’s voluntary education program is marked by the unique educational distribution
 requirements of the specific service members represented on the installation.
 The predominant organizational culture of case two also reflects the basic
 assumption of military friendly. The culture of case two’s voluntary education program
 was characterized by a deep affinity of the program support staff for the service members
 of the specific service. The predominant organizational culture of case three reflects the
 basic assumption of recruitment and retention.
 The culture of case three’s voluntary education program was characterized by a
 profound acceptance of voluntary education’s importance to the service. The
 predominant organizational culture of case four reflects the basic assumption of services
 are different. The culture of case four’s voluntary education program was exemplified by
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 an acceptance that the mission of the specific service drives all programs within the
 service.
 Interviews with leaders, observations at education centers, and documents
 reviewed from each education program across the four services in the current study
 resulted in identifying organizational culture commonalities. Of the nine organizational
 culture attributes identified in all four cases, the organizational culture attributes of the
 military friendly basic assumption, student centered espoused value, and business
 relationship artifact were most characteristic of all education leaders. Four of the nine
 organizational culture attributes identified to be common across the U.S. DoD voluntary
 education system were identified as more joint-service than service-centric.
 Organizational culture attributes were characterized as more joint-service if they
 represented basic assumptions, espoused values, and artifacts that were evident in the
 multiple data sources analyzed for each program and installation. The focus on the
 military service member, regardless of service, and the demonstrated leadership openness
 to a unified education system were evident in each of the four organizational culture
 attributes. The four organizational culture attributes characterized as more joint-service
 than service-centric were the military friendly basic assumption, the student centered
 espoused value, and the business relationship and tuition assistance artifacts. Three of the
 four organizational culture attributes identified as more joint-service were also the same
 attributes leaders demonstrated the most across all four cases.
 Conclusions
 Conclusions from the findings are organized thematically by research question
 and identified organizational culture attributes. The findings are discussed within and
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 across cases, consistent with research questions one and two. The discussion also
 includes joint-service cultural attributes, consistent with research question three. The
 thematic discussion of conclusions involves placing organizational culture attributes in
 the context of the body of literature.
 Research Question 1
 Nine organizational culture attributes were identified in each program. Of the nine
 organizational culture attributes identified, the three basic assumption attributes are used
 to describe each education program. Basic assumptions are considered the most important
 of the three organizational cultural attributes (Schein, 1999, 2004). Basic assumptions are
 resident only at the deepest level and emergence is difficult to reflect (Hyde & Davies,
 2004).
 Each basic assumption is associated with an espoused value and an organizational
 cultural artifact. Espoused values are the publicly proclaimed, expressed, and valuable
 principles organizational group members strive to achieve (Schein, 1999). An
 organizational cultural is determined, in part, by the organizations’ artifacts (Schein,
 1999). A discussion of the case-by-case description within the organizational culture
 propositions follows.
 Case one. The predominant organizational culture of case one is military friendly.
 The military friendly designation represents one of the three organizational culture basic
 assumptions identified in the current study of the U.S. DoD voluntary education system.
 Within the framework of the military friendly culture, the degree of student assistance
 supports extensive collaboration and flexibility between the case one education center
 leaders and institution leaders.
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 Programs in the U.S. DoD voluntary education system should be flexible, high
 quality, and allow access to all service members (ACE, 2008b). The espoused values
 institutional representatives articulated supported the student centered cultural attribute as
 evidenced by leaders desire to do whatever it takes to ensure students are provided with
 supportive educational programs. Espoused values are important, as they are declarations
 of what is done in support of the often unsaid and tacit basic assumptions (Schein, 1999,
 2004).
 Case two. The predominant organizational culture of case two is military friendly.
 Leaders within the U.S. DoD voluntary education system are required to support
 installation and institution compatibility, and focus on alignment of missions (ACE,
 2008b). The military friendly culture reflects more than the U.S. DoD mandated
 compatibility; the culture reflects program support staff’s deep affinity for the service
 members. The student centered espoused value identified in the published literature and
 articulations by installation representatives demonstrated a palatable sense of duty to
 service members. Direct observation of the education center revealed leaders delivering
 support to their service members within the boundaries of the business relationship
 cultural artifact.
 Case three. The predominant organizational culture of case three is recruitment
 and retention. The recruitment and retention designation represents the second of the
 three organizational culture basic assumptions found within the U.S. DoD voluntary
 education system. The value the voluntary education system provides to the recruitment
 and retention efforts of enlisted service members is deeply inculcated in each U.S. Armed
 Forces within the U.S. DoD (Boesel & Johnson, 1988; Brauchie, 1997; Lynberg, 2003;
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 Smith, 1997). The culture of case three’s voluntary education program is characterized by
 a profound acceptance of the importance of voluntary education to the service. The
 program stewardship espoused value in the published literature and as articulated by
 installation representatives demonstrates a consistent, professional, and transparent
 education program.
 Case four. The predominant organizational culture of case four is services are
 different, which represents the third basic assumption found within the U.S. DoD
 voluntary education system. The U.S. DoD voluntary education system literature reflects
 four culturally distinct, service-centric, postsecondary education programs (CCAF, 2008;
 Harvey, 2008; MCO, 1999; Morrow, 2006; Wolfowitz, 2005). Distinct in the culture of
 case four’s voluntary education program is an acceptance that the mission of the specific
 service guides all programs within the service. The specific service platform espoused
 value in the published literature and as articulated by installation representatives
 demonstrates a propensity to promote education programs within the construct of the
 specific service. The direct observation of the education center revealed leaders’ reliance
 on providing education to service members using their on-base program within the
 installation centric artifact.
 The previous section addressed research question 1. The organizational culture
 attributes were presented case-by-case to answer the first research question. The
 following section focuses on a cross-case synthesis to address research question 2.
 Research Question 2
 Of the nine organizational culture attributes identified in all four cases, the
 organizational culture attributes of the military friendly basic assumption, student
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 centered espoused value, and business relationship artifacts were most characteristic of
 all education leaders. Regarding the military friendly basic assumption, the data were
 filled with explicit expressions of the special circumstances military members face when
 attending postsecondary education within the voluntary education system; leaders agreed
 a need for flexibility exists. The best way to describe the organizational cultures resident
 in the education system was to determine the artifacts, espoused values, and basic
 assumptions shared by organizational members (Schein, 1999, 2004).
 A challenge of organizations and leaders is achieving cooperation when divergent
 interests exist (Evans & Davis, 2005). Individuals must collaborate and coordinate
 effectively and efficiently to meet diverse interests and organizational concerns (Hardy et
 al., 2005). An interrelationship exists between higher education institutions supporting
 the military student and each military branch; representatives of each branch are a part of
 a team providing education to prepare military members for career advancement and for
 eventual transition to civilian life (Brown, 1993). All four installations across the military
 services demonstrated the military friendly basic assumption.
 Leaders from the education centers at the four installations were unified in
 espousing the shared value of being student centered. The voluntary education
 installation and institution literature includes provisions ensuring education service is
 oriented toward the specific needs of the military student (ACE, 2008b). Additionally,
 relationships between the installation and institution leaders are characterized in the
 literature as a partnership dedicated to providing student-oriented services (ACE, 2008b).
 The student centered value espoused by leaders within the system supported solidarity
 with the service member over the service.
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 The business relationship artifact reflected a deep affinity between the
 installation, unit, and institution leadership and the military student. The literature is
 explicit about the expected relationship between the installation and institution education
 leaders. The literature focuses is on installation program management of the education
 programs for each service, which establishes the business relationship artifact between
 the installation ESO and the institutional college representatives, with explicit
 expectations of collaboration (ACE, 2008b).
 The cross-case findings also demonstrated the recruitment and retention basic
 assumption. Leaders across the four installations voiced education’s utility and
 importance to the continued recruitment and retention goals of the U.S. Armed Forces.
 The important role of recruitment and retention was evident in observations and college
 literature.
 The U.S. Armed Forces are a major employer of young adults (Reichert, Kim, &
 Fosu, 2007). Postsecondary degrees are important achievements and attainment is related
 to selection, promotion, retention, and training both within the civilian and military
 sectors (Smith, 1997). The voluntary education system is critical to serving the
 postsecondary needs of the U.S. Armed Forces. Over time, leaders in the voluntary
 education system, in coordination with leaders of institutions of higher education, have
 created principles of best practice used to foster access and maintain the quality of the
 education system serving military members (Hogan, 2002). All four installations across
 the military services demonstrated the recruitment and retention basic assumption.
 The cross-case findings also demonstrated the services are different basic
 assumption. Leaders, observations, and college literature reflected that the education
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 programs are different in each service because the U.S. Armed Forces services
 themselves are different. The U.S. DoD voluntary education system is comprised of
 similar general leader nomenclatures, but operates using different service-centric program
 contexts and structures (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006). For
 instance, the U.S. Air Force has created the CCAF to award Associate’s degrees to its
 Airmen (Hauer, 2006). All enlisted U.S. Air Force personnel automatically enrolled in
 the CCAF after basic training with subsequent training and education articulated into
 pertinent CCAF related degree plans (Hauer, 2006).
 In U.S. Army Regulation 621-5, the U.S. Army incorporates an Internet platform
 to offer its soldiers courses from several member colleges not specifically tied to the local
 installation structure (Morrow, 2006). The U.S. Marine Corps education program, MCO
 1560.25C, is focused on the complete lifelong learning of its military and family
 members using its installation structure (MCO, 1999). The U.S. Navy incorporates
 education programs designed for afloat-stationed sailors and ashore-stationed sailors
 whose needs are different based on the sailors working conditions (Harvey, 2008). While
 leaders in each military installation used the service specific education platforms of each
 service, case four demonstrated the most alignment to the services are different basic
 assumption. The culture of case four’s voluntary education program was marked by
 acceptance that the unique mission of the specific service guides all programs within the
 service.
 The previous section focused on the presentation of research question 2. The
 discussion of the organizational culture attributes was presented through a cross-case
 synthesis to address the second research question. The following section focuses on
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 specific cultural attributes to address research question 3.
 Research Question 3
 Assessing the potential of increased joint-service integration of the education
 system is consistent with the U.S. DoD leadership goals of joint-integration, efficiency,
 and process improvement (Apgar & Keane, 2004; Brook & Candreva, 2007; England,
 2006, 2008; Gates, 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006). The four joint-
 service cultural attributes of the military friendly basic assumption, the student centered
 espoused value, and the business relationship and tuition assistance artifacts were found
 in the current study to be characterized as more joint-service than service-centric.
 Opening the dialog to the possibility of increased joint-service integration of the
 education system supports the overall social concern for increasing postsecondary
 education, and supports the U.S. DoD senior leadership goal of unifying aspects of the
 four separate military organizations through more joint-service integration (Veneri,
 2007).
 The section focused on presenting research question 3 in terms of which specific
 organizational culture attributes deemed more joint-service than service-centric were
 presented to address the third research question. The following section contains a detailed
 thematic discussion of all nine organizational culture themes identified in the current
 study. The thematic discussion of conclusions places organizational culture attributes in
 the context of the body of literature.
 Theme #1: Recruitment and Retention
 The theme of Recruitment and retention was identified as a widely held basic
 assumption of leaders within the U.S. DoD voluntary education system on Oahu,
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 Hawaii. Basic assumptions are the tacit reasons why things are done in the organization
 (Schein, 2004). The importance of voluntary education to the military is predicated on
 the underlying belief that education is a sound and valid recruitment tool.
 The U.S. DoD voluntary education system literature supports the recruitment and
 retention basic assumption identified in the current study. Historically, military leaders
 viewed voluntary education as a tool of recruitment and retention (Brauchie, 1997;
 Covert, 2002; Griffith, 2005; Kleykamp, 2006). With the advent of the all-volunteer
 force, voluntary education benefits became a primary incentive to achieve the recruitment
 goals of the services, as well as the retention goals (ACE, 2008b). The value that the
 voluntary education system provides to the recruitment and retention efforts of enlisted
 service members is deeply inculcated in each U.S. Armed Force within the U.S. DoD
 (Boesel & Johnson, 1988; Brauchie, 1997; Lynberg, 2003; Smith, 1997). Postsecondary
 degrees are important achievements; attainment of the degree is related to selection,
 promotion, retention, and economic success within the civilian and military sectors
 (Bosworth, 2008; Lorenz, 2007; Smith, 1997).
 The voluntary education programs within the recruitment and retention basic
 assumption are important only in so much as education fulfills the recruitment and
 retention goals. Educational incentives are used to attract young, bright, and ambitious
 people into the military (ACE, 2008b). The instrumental nature of the basic assumption
 of recruitment and retention revealed a system based on the inherent utility of
 postsecondary education rather than its intrinsic value to those attaining an education or
 to the value that educated individuals bring to an organization. The utility aspect of the
 basic assumption converges with the instrumental learning orientations found within
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 adult education literature (Brown, 1993; Creed, 2001; Spellman, 2007).
 The recruitment and retention basic assumption is founded on the underlying
 beliefs that to maintain an all volunteer force, the military must offer competitive
 postsecondary education benefits to potential recruits who for whatever reason are not at
 that moment planning to attend university. Military leaders perceive the education
 benefits to be valuable incentives that successfully attract quality secondary education
 graduates (ACE, 2008b). As is widely accepted in the literature, leaders in the current
 study accepted that educational benefits play an important role in recruiting, attracting,
 and retaining service members (ACE, 2008b; Boesel & Johnson, 1988; Brauchie, 1997;
 Lynberg, 2003; Smith, 1997).
 Each U.S. DoD military service operates education programs within the voluntary
 education system on Oahu, Hawaii based on the basic assumption that education
 opportunities are essential to recruitment and retention. Educational processes within the
 voluntary education system are put in place to assure the quality of the programs within
 each military service are as standardized as possible to ensure access and transparency
 (ACE, 2008b). However, because the basic assumption of recruitment and retention was
 predicated on a perceived need to attract required candidates to enlist in the services, if
 that underlying belief were to change, the support for the voluntary education needs of
 the service members may also change.
 The basic assumption of recruitment and retention is based on the utility of
 education and not on its intrinsic value. The distinction between voluntary education’s
 instrumental use and its intrinsic value matters only if leaders begin to question the
 viability of education to recruitment and retention. So long as the basic assumption is
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 validated by successful recruitment goals and retention goals attributed to education
 benefits, changes to the system will not come from the recruitment and retention basic
 assumption.
 Subtheme #1.1: Program stewardship. The program stewardship espoused
 values articulated by leaders across each service within the recruitment and retention
 basic assumption promoted voluntary educations viability. Espoused values are the
 publicly proclaimed, expressed, and valuable principles to which organizational group
 members strive to achieve (Schein, 1999). The articulated expectations of education
 leaders reflected the relevance of education to the services and provided standards that
 each service should adhere to regarding the program stewardship of the individual
 voluntary education programs (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow,
 2006; Wolfowitz, 2005).
 Given that the basic assumption of recruitment and retention are instrumental in
 nature, the espoused values of program stewardship are also instrumental. Program
 stewardship was an important espoused value as leaders within the education system
 strived to ensure the underlying infrastructure promoted the viability and access of
 education to the individual service members for the overarching retention rational. The
 program stewardship espoused value was important because increased awareness of the
 importance of culture often transforms an intangible and often hidden dimension into a
 more open aspect of organizational life (Hatch & Schulz, 2002).
 The MIVER is an important quality review mechanism within the U.S. DoD
 voluntary education system found in the literature regarding program stewardship. The
 MIVER project is a third-party review of the postsecondary education needs of the
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 nontraditional adult education military community and provides an independent quality
 assessment of the system (Lynberg, 2003). The MIVER project involves evaluating the
 voluntary education system and is completed by professionals from accrediting bodies,
 military branches, and higher learning institutions (Cahlander, 2002). The results from a
 MIVER study include improvement guidelines specific to installations, each military
 branch, and participating academic institutions (ACE, 2008b; Lynberg, 2003).
 The leaders at each installation education center demonstrated the espoused value
 of program stewardship by taking ownership of the education centers on each military
 installation in keeping with U.S. DoD voluntary education standards. Each program had
 human resources and capital resources to achieve the program stewardship goals of each
 military service. Each program complied with the U.S. DoD voluntary education system
 MIVER process. However, cultural manifestations can become both encouraging and
 censuring based on the demonstrated behavior of group members (McLean, 2005), as
 decisions and practices are influenced by the culture within the organization (Hatala &
 Gumm, 2006).
 Management of each of the service level education programs were clearly
 articulated; however, stewardship within each service were different. While the espoused
 value of program stewardship was clear throughout all four services, individual services
 reflected different degrees of that stewardship by the physical standard that each
 education center represented. While not tangible conceptually, culture is meaningful and
 has tangible affects on employees, operations, and roles within an organization (Sadri &
 Lees, 2001).
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 While the education centers had differences because of the services, the college
 academic programs were consistent throughout the installations as the schools were
 largely the same on each installation. The program stewardship espoused value findings
 revealed that the differences inherent in different education centers translated to
 administrative differences at each of the college offices, but not when it came to course
 curriculum. Once students completed the administrative part of each education process,
 regardless of installation, the classes taught by the colleges were consistent within each
 university.
 Subtheme #1.2: Tuition assistance. The artifact of tuition assistance across the
 services demonstrated the recruitment and retention basic assumption in action. Tuition
 assistance as an artifact is important because each service uses tuition assistance to
 provide its service members with funding to take advantage of off-duty educational
 opportunities. Each service voluntary education program revolves around providing
 tuition assistance to its service members.
 The importance of tuition assistance in the U.S. DoD voluntary education system
 is also reflected in the literature. In 1988, Boesel and Johnson conducted a
 comprehensive research project regarding U.S. DoD military off-duty education
 participation titled The DoD Tuition Assistance Program: Participation and Outcomes
 (Boesel & Johnson, 1988). Boesel and Johnson identified a significant positive
 correlation between tuition assistance participation and retention levels. Tuition
 assistance offsets the deterrent of a lack of financial resources to participate in
 educational endeavors (Brauchie, 1997). Tuition assistance is the primary education
 benefit used by active duty military members (Boesel & Johnson, 1988; Brauchie, 1997).
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 The U.S. DoD voluntary education system is the forerunner to similar tuition
 assistance programs used in the private sector to promote employee retention (Brauchie,
 1997). Leaders of organizations who invest in adult education tuition assistance for
 employees experience a 10 to 1 return on investment in productivity (Korab, 2003).
 Tuition assistance remains the primary voluntary education funding mechanism for active
 duty college participation (Brown, 1993).
 Tuition assistance was the explicit action uniting each military service student to
 individual colleges and the education staff within the current study. Regardless of the
 individual service specific educational platform used, tuition assistance is the artifact.
 Tuition assistance is the expressed, measurable, and traceable artifact for the success of
 the U.S. DoD voluntary education system.
 Inherently, tuition assistance may be an instrumental tool that can be espoused by
 educational leaders within the basic assumption of recruitment and retention. Retention is
 important because it takes approximately 200,000 new enlistments each year to maintain
 the levels of enlisted service members within the U.S. Armed Forces (Eighmey, 2006).
 College tuition incentives are important to individuals who have a propensity to enlist in
 the military (Woodruff et al., 2006). Tuition assistance levels change periodically based
 on U.S. DoD guidance, and not every service is currently providing the U.S. DoD
 mandated amount each year to each military student (Wolfowitz, 2005).
 Based on the organizational culture, members within an organization adapt to
 internal and external problems related to environmental change, personnel integration,
 and resources challenges (Pool, 1999). The findings also reflect a unique openness to
 more joint-service integration on the part of the majority of leaders interviewed.
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 Although the artifact of tuition assistance is embedded within the instrumental
 recruitment and retention basic assumption, leaders demonstrated willingness to move
 beyond the utility of the individual service structure and embrace a more joint-service
 approach. The openness of the education leaders to a more joint-service tuition approach,
 may be a leverage point where senior leaders within the U.S. DoD voluntary education
 system could focus on if increased joint-service integration was desired.
 Theme #2: Services are Different
 The services are different basic assumption is widely held and sacrosanct to
 leaders within the different U.S. Armed Forces of the U.S. DoD. The existence of the
 four separate and different services within the U.S. DoD underpins the services are
 different basic assumption. Leaders have a tacit understanding that the underlying
 reason for the separate education programs is the unquestioned services are different
 basic assumption. The services are different, therefore the processes will be different is
 an unquestioned and tacit belief. Basic assumptions are the tacit reasons why things are
 done in the organization (Schein, 2004).
 The services are different basic assumption supports that each service can be
 directed in a way that is in the interest of each individual service leader. The basic
 assumption justifies continued differentiation away from similarities inherent in the
 U.S. DoD voluntary education system. The services are different basic assumption
 resident in the education system serves as an undercurrent justifying separate
 movement of each service education program.
 The U.S. DoD voluntary education system literature reflects four culturally
 distinct, service-centric, postsecondary education programs (CCAF, 2008; Harvey,
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 2008; MCO, 1999; Morrow, 2006; Wolfowitz, 2005). The service-centric nature of
 programs within the system is problematic given the espoused values of senior leaders
 to move away from service-centric cultural mindsets toward more efficient and
 effective systems (Apgar & Keane, 2004; England, 2006, 2008; Gates, 2009a, 2009b,
 2009c, 2009d, 2009e; U.S. DoD, 2006). The recent voluntary education literature
 includes service specific research on the individual education programs rather than a
 holistic review of the U.S. DoD voluntary education system. The reviews of the
 different voluntary education programs of each service typically occur singularly,
 irrespective of the context of the overall system, with a historically limited leadership
 focus (Greig, 2007; Murphy, 2007; Savage, 2005; Tucker, 2007).
 The individual services have separate and distinct military operational missions
 which may help explain the services are different basic assumption. Voluntary education
 programs are provided within the construct of the separateness of the distinctive
 operational mission of each service. Some education leaders in the current study
 questioned if providing voluntary education to service members is really a service-
 specific mission or a more general mission to all services. Education leaders in the
 current study suggested the voluntary education system is less specific to the mission of
 each service and more similar to the unified Defense Financial Accounting Service
 (DFAS) pay systems all four services use (DFAS, 2009). The U.S. DoD voluntary
 education system that supports each service does have many similarities.
 Understanding organizational culture prior to executing a new strategy in business
 is critical (Dosoglu-Guner, 2007; Pool, 1999). The services are different basic
 assumption revealed in the current study is the unstated and tacit organizational culture
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 undercurrent that propels the education system in separate directions. The existing
 system, representing U.S. Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy
 separate education programs, may not represent the education platform needed to achieve
 the changes articulated by senior leaders (Apgar & Keane, 2004; England, 2006, 2008;
 Gates, 2009a, 2009b, 2009c, 2009d, 2009e; U.S. DoD, 2006; Wolfowitz, 2005).
 Subtheme #2.1: Specific service platform. The specific service platform espoused
 value is the articulated way leaders from each service conduct the voluntary education
 programs of each service. Culture operates at the tacit level beneath awareness, rather
 than at the explicit level (Hatch & Schulz, 2002). Each service has created operational
 voluntary education programs within the U.S. DoD voluntary education system to
 provide postsecondary education benefits to its service members based on the services
 are different basic assumption (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006;
 Wolfowitz, 2005). The different education platforms and processes were represented
 throughout each military service on Oahu, Hawaii.
 Each individual service education platform is designed based on the nuances of
 each individual service. Leaders within each service education program adhere to general
 U.S. DoD voluntary education system guidelines and procedures, including DANTES,
 ACE, and MIVER requirements. The Defense Activity for Non-Traditional Education
 Support is the primary advocate agency in the U.S. DoD for nontraditional adult
 education (Brown, 1993; DANTES, 2009). The mandate of DANTES is to establish
 educational options for the nontraditional military student, and DANTES is supported by
 each of the individual military branches of service (Bunting, 2003; DANTES, 2009).
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 Leaders in DANTES coordinate with higher education entities to meet the
 mandate of supporting the nontraditional adult educational needs of the military service
 member. Department of Defense education leaders appreciate and understand the
 espoused value of the specific service platform. Specific service systems for the delivery
 and administration of voluntary education have been developed and accepted by leaders
 (ACE, 2008b).
 The specific service platform may be a well articulated and accepted espoused
 value of leaders within the U.S. DoD voluntary education system, but the underlying
 services are different basic assumption guiding the different platforms requires
 consideration. Given the advanced state of development and efficacy of each service
 education program, creating a more unified, joint-service oriented education
 infrastructure may be possible. Perhaps within the four different education platforms is
 the start of a more joint-service distribution platform capable of meeting the needs of all
 military service members.
 Subtheme #2.2: Installation centric. The installation centric artifact is the
 organizational cultural attribute of the service are different basic assumption. Culture is
 present at the intersection of artifacts, human interactions, and cognitions (Detert et al.,
 2000). The U.S. DoD voluntary education system is based on an installation model that
 uses MIVER to review the quality control at the installation level (ACE, 2008b). The
 MIVER is a quality control mechanism specializing in comparability issues relative to
 each education center, installation organization, and college program serving the military
 community (ACE, 2008b). Each service provides its voluntary education programs
 around the installation model, and each service developed internal education programs
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 within the structure of the U.S. DoD voluntary education system (CCAF, 2008; Harvey,
 2008; MCO, 1999; Morrow, 2006).
 The installation centric artifact symbolized the service specific architecture of the
 U.S. DoD voluntary education system. Because of the complexity and ambiguity found in
 the interrelationships within organizations, reviewing and analyzing the symbols of
 culture is the most revealing way to understand the nature of an organization (Bolman &
 Deal, 2008; Schein, 2004). Each service education program is built around the
 installation support structure. Classes, college offices, education centers, and staff are
 located on military installations. The installations on Oahu, Hawaii are all individual
 service installations and each provides education service according to the dictates and
 procedures inherent in the representative service.
 A unique relationship exists between the different service installation education
 leaders on Oahu, Hawaii. The education leaders coordinate joint schedules to ensure
 service members from all branches of service stationed in Oahu, Hawaii can take courses
 from any of the military installations during the common terms. Each service relies on its
 own specific education platform for administrative and tuition distribution and each
 installation still offers the required courses for degree programs on each installation.
 However, the registration periods, and class start and end dates, are jointly coordinated
 between each ESO. The college leaders work to create schedules by looking at the
 military installations more holistically. The education leaders indicated that this joint
 scheduling was not normal and more a factor of the number of military service members
 located on Oahu, Hawaii and the geographic proximity of the different installations.
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 Theme #3: Military Friendly
 The military friendly basic assumption was derived from the documents reviewed,
 direct observations of each military installation education center, and the semi-structured
 interviews with leaders of the U.S. DoD voluntary educational system. The data reflected
 an underlying special recognition and affinity the leaders in the education system held
 regarding the military student attaining their postsecondary education. The underlying
 affinity embedded in the voluntary education system on Oahu, Hawaii revealed an
 organizational culture attribute not instrumental, nor for utility, but rather a basic
 assumption rooted in its own intrinsic value.
 Organizational leaders at the service level articulated the need for quality adult
 education principles to be inherent in the U.S. DoD voluntary education system. Adult
 nontraditional education is a rapidly growing segment in the university and college
 marketplace (Correia & Mesquita, 2007; Giancola et al., 2008; Giancola et al., 2009;
 Keith et al., 2006; Poon, 2006; Wamba, 2005). Contents of college literature reflected
 the special needs and conditions that characterize the nontraditional adult student. The
 military friendly basic assumption was based on articulated quality concerns of service
 leaders and recognition by college leaders of the unique circumstances military
 members attending to postsecondary education must overcome.
 The literature regarding nontraditional adult students contributes to understanding
 the military friendly basic assumption. Many professors have articulated more positive
 feelings toward nontraditional adult students than toward the traditional student body,
 especially in the areas of goals, initiative, preparation, responsibility, concentration, and
 time management (Creed, 2001). According to Creed, professors may perceive
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 nontraditional adult students more positively because the numerous roles most adults
 perform daily allows the adults to develop the skills required to cope with increased
 academic demands. Nontraditional adult students are more mature and subsequently may
 develop a broader and richer perspective of learning (Creed, 2001). At the same time,
 adult students who participate in nontraditional educational endeavors are inundated with
 greater pressures from life than traditional college undergraduates (Chaves, 2006;
 Fleming & McKee, 2005; Frydenberg, 2007; Ponton et al., 2005).
 Historical U.S. DoD voluntary education literature also contributes to
 understanding the military friendly basic assumption. In 1972, a partnership between
 representatives of higher education, individual collegiate institutions, military services,
 and the U.S. DoD resulted in development of a consortium designed to support the
 special circumstances of the military nontraditional student (Kato, 1993). Leaders of
 academic institutions offering postsecondary courses on military installations had to
 become members of the SOC, which provided quality control for installation policies and
 practices (Smith, 1997; SOC, 2009). The SOC focus was on effective, fair, and equitable
 treatment of course transferability for the military student (Smith, 1997).
 The educational leaders at the installation and unit level, and college leaders,
 provide support to students and revealed the richness and depth of the affinity between
 groups that underpin the military friendly basic assumption. The effort, passion, and
 intensity observed in leaders of all three categories regarding the uniqueness of the
 military student illuminated the military friendly basic assumption. The underlying
 special understanding demonstrated by the leaders within the U.S. DoD voluntary
 education system on all four education centers was tangible.

Page 218
                        

204
 The tangible demonstration of the military friendly basic assumption across the
 leadership categories and services reflects a service member rather than a service focus.
 While participants demonstrated specific-service pride, the overarching organizational
 cultural military friendly basic assumption was more holistic. The implicit assumption is
 more reflective of an overall focus on the uniqueness of the service member as they work
 through their postsecondary journey. The basic assumption is more holistic and therefore,
 less service-centric. According to the data, the military friendly basic assumption would
 be an area senior leaders could focus on if a more joint-service voluntary education
 system was desired (Apgar & Keane, 2004; England, 2006, 2008; Gates, 2009a, 2009b,
 2009c, 2009d, 2009e; U.S. DoD, 2006).
 Subtheme #3.1: Student centered. The student centered espoused value
 represented the articulated values of leaders within the U.S. DoD voluntary education
 operating in Oahu, Hawaii. Each military installation provides open access to its
 education center for service members and their spouses. Each service provides voluntary
 education support according to the type of education platform used by the specific
 service. While each service provides support according to the different education
 platforms, the focus on the student centered espoused value was similar. The student
 centered espoused value was articulated by leaders within the U.S. DoD voluntary
 education system in Oahu, Hawaii.
 The literature is clear that military service members are motivated to participate in
 college for pragmatic reasons, such as for promotion and career advancement (Covert,
 2002). To meet the unique academic postsecondary needs of the military voluntary
 nontraditional student, the SOC was created (Brown, 1993). The SOC supports the
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 voluntary education system by coordinating divergent interests within its national
 postsecondary academic associations with the specific needs of the military service
 member (Brown, 1993). The leaders within the U.S. DoD voluntary education system
 have established a framework to help military service member overcome some of the
 unique challenges they face achieving their postsecondary education goals.
 The student centered espoused value suggests solidarity with the service member
 over the service. Social practices are predicated on relationship networks within the
 organization (Vyakarnam & Handleberg, 2005). The solidarity espoused by leaders
 represents a more holistic, less service-centric understanding of the needs of the military
 student.
 Subtheme #3.2: Business relationship. The MIVER focus on installation program
 management of the education programs for each service set up the business relationship
 artifact between the installation ESO and the institutional college representatives, with
 explicit expectations of collaboration (ACE, 2008b). Over time, leaders in the voluntary
 education system, in coordination with leaders of institutions of higher education, have
 created best practice to foster access and maintain the quality of the education system
 serving military members (Hogan, 2002). An interrelationship exists between higher
 education institutions supporting the military student and each military branch;
 representatives of each are a part of a team providing education to prepare military
 members for career advancement and for eventual transition to civilian life (Brown,
 1993).
 Providing support based on the unique challenges the nontraditional military
 student faces was the common idea among the leaders interviewed in the current study.
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 Learning through nontraditional adult education is a necessity rather than a luxury for
 workers and their employers (Creed, 2001; Poon, 2006). Continuous learning, using
 nontraditional methods, aids in developing the flexibility needed to compete in the
 changing socioeconomic and technological working environment (Edwards & Usher,
 2001). The need to learn is a result of cultural, economic, and social realities (Donavant,
 2009; Kang, 2007; Lunn, 2007; Poon, 2006; Sandlin, 2005).
 The business relationship artifact reflected a deep affinity between the
 installation, unit, and institution leadership with the postsecondary learning goals of the
 military student. The education leaders demonstrated empathy, camaraderie, and passion
 for the military service member. Continuous learning ensures the knowledge gap does not
 become too large, as an organization’s future is affected by organizational members’
 knowledge management and collective learning (Chow & Liu, 2007; Poon, 2006; Sizoo
 et al., 2005). Leaders articulated their affinity and support for the military student,
 irrespective of service.
 The previous section focused on a thematic discussion of conclusions; the study
 findings were discussed relative to existing literature. The section included a thematic
 and detailed discussion of all nine organizational culture themes. The recommendations
 based on the findings and conclusions follow.
 Recommendations
 Five recommendations are based on the conclusions of the current study. Each of
 the recommendations is based on the organizational cultural attributes reflected in the
 U.S. DoD voluntary education system in Oahu, Hawaii. The recommendations are
 designed to initiate dialog regarding the possibilities of more joint-service integration of
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 the education programs within the voluntary education system from an organizational
 culture perspective.
 Recommendation One
 Department of Defense voluntary education leaders should review the separate
 tuition assistance processes within each voluntary education program. To promote
 increased joint-service integration, senior leaders should capitalize on installation and
 education leader willingness to have a more integrated tuition system for all the services.
 Tuition assistance is the common factor and organizational culture artifact that connects
 the four services, their students, and the supporting colleges. Consolidating the funding
 could be a precursor to consolidating the education systems, if desired.
 The individual service education leaders and installation leaders revealed a
 profound acceptance of tuition assistance as the means for supporting the voluntary
 education programs; however, each service still manages the tuition process differently.
 Reviewing the tuition system, relative to the other types of systemic U.S. DoD
 infrastructure consolidations to the pay systems over the past recent years, would be
 beneficial for moving the educational infrastructure toward a more joint-service system.
 The findings revealed a unique openness of interviewed leaders to more joint-service
 integration; the openness could be leveraged to advance the joint-service integration of
 the U.S. DoD voluntary education system.
 Recommendation Two
 U.S. DoD voluntary education senior leaders should review whether providing
 voluntary education to service members is truly a service-specific, mission-centric issue.
 Voluntary education may be a more general benefit that all branches of the U.S. Armed
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 Forces use to increase their recruitment and retention efforts. Therefore, managing
 voluntary education could be a function of a separate U.S. DoD entity or a joint-service
 system that could benefit leaders in all military services. Removing the voluntary
 education responsibility from the individual branches of the U.S. Armed Forces would
 enable each service to continue to build upon the core missions of the service. Removing
 the responsibility would also enable each service to establish an equitable process for all
 service members to attend to their voluntary education needs.
 Recommendation Three
 Department of Defense voluntary education leaders should review the different
 education platforms used by each service as a means to building toward commonality
 and improvement in joint-service culture. A review of each education program will help
 determine which education platform would be the best fit for all the services within a
 joint-service framework. The technological aspects of each program are advanced, so a
 sound and equitable review would be beneficial to serve as a joint-service benchmark.
 Recommendation Four
 The MIVER studies of installations on Oahu, Hawaii should include all services
 in a single study, rather than separate, installation specific studies. Currently, when
 leaders of each service conduct a MIVER study at one installation on Oahu, Hawaii, each
 of the college leaders on the installation conducts a self-study of the individual
 installation. Taking a more holistic approach would be economically beneficial and
 would save time and cost. A review of education programs on all installations in a
 simultaneous format would also improve the quality of the review; the review would be
 more encompassing and leaders could look across the services.
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 Recommendation Five
 Department of Defense voluntary education leaders should consider the benefits
 of increased joint-service integration of the U.S. DoD voluntary education system. The
 military friendly basic assumption, student centered espoused value, and business
 relationship artifact revealed across the leadership categories and services represents
 organizational culture attributes more focused on the service member than the service.
 While participants felt specific service pride, the overarching organizational cultural
 military friendly basic assumption was more holistic.
 The benefits of a more joint-service education program could reverberate
 throughout the voluntary education community. The senior leaders in the U.S. DoD could
 experience financial synergies from an integrated system using the same infrastructure.
 The leaders of the individual services could be relieved of the extensive management
 responsibilities of each education program and could instead focus their effort on the core
 mission requirement of each service. The military students could benefit by having a
 consistent method and process for accessing funding and attending courses.
 The previous section focused on recommendations based on the findings and
 conclusions of the current study. Leaders are encouraged to permit greater access to open
 and transparent review of the U.S. DoD voluntary education system so that organizational
 culture alignment can be transparent. A discussion of the limitations of the current study
 follows.
 Limitations
 One limitation of the current study is the transferability of the findings across the
 U.S. DoD voluntary education system. The geographic location of Oahu, Hawaii and the
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 number of military service members from each of the U.S. Armed Forces may have
 created a unique education environment, unlike typical U.S. DoD voluntary education
 system locations. Approximately 34,838 active duty service members from all four
 branches of the U.S. DoD serve on 84 different military installations in Hawaii (DBEDT,
 2007).
 A regional comparison of locations with similar populations may not be possible.
 Even though 34,039 active duty U.S. military service members are stationed in Japan,
 24,655 are stationed in Korea, 22,415 are stationed in Arizona, and 19,408 are stationed
 in Alaska (U.S. DoD, 2008), minimal similarities between the service populations and
 distance between installations in Oahu, Hawaii and other locations may not exist.
 Additionally, voluntary education nuances of United States based education systems and
 overseas education systems may limit the transferability of the findings to overseas
 locations.
 The findings of the current study should be applicable to the U.S. DoD voluntary
 education leaders given the study’s focus on each of the four military service education
 programs and the specific leader categories whose members comprised the sample for the
 interviews. The findings of current study emerged from an exploration of a cross-section
 of voluntary education system leaders within specifically identified education leader
 categories. While the regional location of Oahu, Hawaii may have unique geographical
 aspects, the services and leader categories are consistent throughout all of the U.S. DoD
 voluntary education system.
 Another limitation may be the low participation level of the unit EO. Unit level
 EOs are subject to service specific mission requirements which affected their ability to
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 participate in the current study to the level envisioned. The position is a collateral duty
 and each individual must set priorities based on work requirements. As a result, only four
 education leaders from the unit EO category participated.
 The lower participation of the EO category may have affected the ability to assess
 the full range of organizational culture attributes across the leader categories. At the same
 time, given that participation of the EO category was attained and organizational culture
 themes were evident throughout the triangulated data, the impact of reduced participation
 of EOs on the findings may be negligible. Lower level of EO participation may have had
 a negligible effect on the findings and utility of the current study.
 Another limitation of the current study is not being able to align the
 organizational culture of each installation with its military branch due to confidentiality
 concerns. Installation restrictiveness limited access to installation specific documentation.
 Limited access affected the ability to align the organizational culture of each installation
 textually with its military branch. Alignment was achieved by triangulating other sources
 of data. Using non-service specific language to describe the differences between the
 services and masking the service specific terminology may have decreased the richness of
 the observations.
 Another limitation of the current study is the possible researcher bias. The
 researcher has prior experience as a voluntary postsecondary education student and was
 previously a member of one of the primary leader categories. The impact of researcher
 bias was lessened through use of the bracketing process (Creswell, 2008; Hancock &
 Algozzine, 2006; Leedy & Ormrod, 2005; Merriam, 1998).
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 Implications for Future Research
 Follow-up studies replicating the current study would be beneficial to address
 transferability of the findings. A replication study should include a review of the most
 resent MIVER final report of each education center. The study should include two
 geographical areas, one in the contiguous United States and the other at an overseas
 location. The support of executive leaders within the U.S. DoD voluntary education
 system and sponsorship of replication studies may encourage leaders from multiple
 institutions to participate.
 Using an organizational cultural model other than Schein’s (1999, 2004) to
 examine the culture of programs within the U.S. DoD voluntary education system would
 be beneficial to generate more knowledge regarding the research problem. The reframing
 model used by Bolman and Deal (2008) is based on reviewing culture within an
 organization from four distinct viewpoints: symbolic, human resource, structural, and
 political. Using the reframing model would extend leaders’ understanding of the
 voluntary education system by incorporating the four multiple, yet distinct, perspectives.
 Using Bolman and Deal’s (2008) reframing model allows for the review of
 culture using more than one conceptual approach. Each frame is coherent and distinctive
 on its own, and together the four frames would reflect a comprehensive cultural
 description of the education system for leaders to complement the findings of the current
 study (Bolman & Deal, 2008). Using Bolman and Deal’s (2008) reframing model would
 also increase the organizational cultural research scope by incorporating the analysis of
 the structure of the separate education platforms and service level political influences.
 Increased organizational culture research regarding the U.S. DoD voluntary education

Page 227
                        

213
 system is important because the voluntary education system is considered an important
 component of the continuing education market (U.S. DoD, 2007).
 Summary and Conclusion
 The purpose of the qualitative descriptive case study with a multiple case
 framework was to (a) describe the organizational cultures of education programs and
 leaders in the U.S. DoD voluntary education system on Oahu, Hawaii; (b) determine if an
 overlapping common organizational culture exists; and (c) assess the cultural feasibility
 of increased joint-service integration. Semi-structured interviews took place with 21
 leaders within the voluntary education system. The specific population included ESO and
 unit level EOs from U.S. Air Force, U.S. Army, U.S. Marine Corps, and U.S. Navy
 education programs and on-base college directors represented at multiple installation
 education centers (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006; Wolfowitz,
 2005).
 Nine common organizational culture attributes were found to be resident in the
 U.S. DoD voluntary education system, as represented by leaders in each education
 program. The culture attributes are consistent with the literature. The organizational
 cultural factors of interest were the artifacts, espoused values, and basic assumptions
 (Schein, 1999, 2004) as they applied to leaders within each branch of service and leader
 category.
 Recruitment and retention, services are different, and military friendly were the
 common basic assumptions resident in the education system (ACE, 2008b). Program
 stewardship, specific service platform, and student centered were the common espoused
 values resident in the education system (ACE, 2008b). Tuition assistance, installation
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 centric, and business relationship were the artifacts common across the system (ACE,
 2008b).
 The findings of the study also revealed specific organizational culture attributes
 characterized as more joint-service than service-centric. Four organizational cultural
 attributes within the U.S. DoD voluntary education system were characterized as more
 joint-service than service centric. The military friendly basic assumption, the student
 centered espoused value, and the business relationship and tuition assistance artifacts
 were characterized as more joint-service. The findings of the current study support a
 cultural feasibility of increased joint-service integration if desired by the leaders of the
 voluntary education system.
 Each of the five recommendations provided is based on the organizational cultural
 attributes reflected in the U.S. DoD voluntary education system in Oahu, Hawaii and are
 consistent with the literature (CCAF, 2008; Harvey, 2008; MCO, 1999; Morrow, 2006;
 Wolfowitz, 2005). The U.S. DoD voluntary education leaders should review the separate
 tuition assistance processes within each voluntary education program. The willingness
 leaders expressed to have a more integrated tuition system for all the services could be
 used by senior leaders to promote increased joint-service integration. The U.S. DoD
 voluntary education senior leaders should also review whether providing voluntary
 education to service members is really a service-specific, mission centric issue. Voluntary
 education may be considered a more general benefit of all branches of the U.S. Armed
 Forces; therefore, managing voluntary education could be a function of a separate U.S.
 DoD entity or a joint-service system.
 The U.S. DoD voluntary education leaders should review the different education
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 platforms used by each service. A review of each education program should occur to
 determine which education platform would be the best fit for all the services within a
 joint-service framework. The U.S. DoD leaders should ensure MIVER studies of
 installations on Oahu, Hawaii include all services in a single study, rather than separate,
 installation specific studies. Finally, the U.S. DoD voluntary education leaders should
 consider the benefits of increased joint-service integration of the U.S. DoD voluntary
 education system.
 Follow-up studies to replicate the current study would be beneficial to address
 transferability of the findings. Research is needed to identify the most successful
 voluntary education program within the U.S. DoD voluntary education system. The U.S.
 DoD voluntary education leaders should begin the dialog about the possibility of more
 joint-service integration of the education programs within the voluntary education system
 (Apgar & Keane, 2004; England, 2006, 2008; Gates, 2009a, 2009b, 2009c, 2009d, 2009e;
 U.S. DoD, 2006).
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 UNIVERSITY OF PHOENIX
 PERMISSION TO USE PREMISES, NAME, AND/OR SUBJECTS
 (Facility, Organization, University, Institution, or Association)
 I hereby authorize
 Name of Facility, Organization, University, Institution, or Association
 Check any that apply:
 I hereby authorize
 , student of University of Phoenix, to use the premises
 (facility identified below) to conduct a study entitled (insert title of research study or
 a brief description of research study)
 , student of University of Phoenix, to recruit subjects for
 participation in a study entitled (insert title of research study or a brief description of
 research study).
 I hereby authorize
 Signature Date
 , student of University of Phoenix, to use the name of the
 facility, organization, university, institution, or association identified above when
 publishing results from the study entitled (insert title of research study or a brief
 description of research study).
 Name
 Title
 Address of Facility
 / /
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 INVITATION TO PARTICIPATE
 Dear Voluntary Education Leader, My name is Martin K. Benson and I am a student at the University of Phoenix working on a Doctorate of Management in Organizational Leadership degree. I am conducting a research study entitled Joint-service integration: An organizational culture study of education programs and leaders in the DoD voluntary education program. The purpose of the research study is to describe the organizational cultures of education programs and leaders in the DoD voluntary education system on Oahu, Hawaii, to determine if an overlapping common organizational culture exists, and assess the cultural feasibility of increased joint-service integration. You are invited to participate in the research project and will involve a one-hour interview at your local education facility. The interview will revolve around your experience in the DoD voluntary education system, which will illuminate the organizational culture resident in the education system. No review of enrollments, standings, or any proprietary business related concepts will be requested or reviewed. The interviews are expected to generate a description of the organizational cultural artifacts, espoused values, and basic assumptions within the education system. Your participation in this study is voluntary. If you choose not to participate or to withdraw from the study at any time, you can do so without penalty or loss of benefit to yourself. The results of the research study may be published but your identity and your location will remain confidential and your name will not be disclosed to any outside party. In this research, there are no risks to you. Although there may be no direct benefit to you, a possible benefit of your participation is a more clear understanding of the underpinning of the DoD voluntary education system serving the military service member. The proposed study may also have broad significance outside the specific education system, adding increased organizational cultural understanding to general leadership knowledge and literature. Findings could lead to a more extensive understanding of how organizational culture integrates and affects leaders operating separately in a complex semi-collaborative environment. Insight resulting from the proposed organizational cultural study should generate new distinctions regarding leadership, organizational culture, and higher education systems.
 If you would like to participate in the research or have any questions concerning the research study, please call me at 808-286-4151 or email me at [email protected].
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 INFORMED CONSENT Dear Voluntary Education Leader,
 My name is Martin K. Benson and I am a student at the University of Phoenix working on a Doctorate of Management in Organizational Leadership degree. I am conducting a research study entitled Joint-service integration: An organizational culture study of education programs and leaders in the DoD voluntary education program. The purpose of the research study is to describe the organizational cultures of education programs and leaders in the DoD voluntary education system on Oahu, Hawaii, to determine if an overlapping common organizational culture exists, and assess the cultural feasibility of increased joint-service integration. Your participation will involve a one-hour interview at your local education facility. The interview will revolve around your experience in the DoD voluntary education system, which will illuminate the organizational culture resident in the education system. No review of enrollments, standings, or any proprietary business related concepts will be requested or reviewed. The interviews are expected to generate a description of the organizational cultural artifacts, espoused values, and basic assumptions within the education system. Your participation in this study is voluntary. If you choose not to participate or to withdraw from the study at any time, you can do so without penalty or loss of benefit to yourself. The results of the research study may be published, but your identity will remain confidential and your name will not be disclosed to any outside party. In this research, there are no risks to you. Although there may be no direct benefit to you, a possible benefit of your participation is a more clear understanding of the underpinning of the DoD voluntary education system serving the military service member. The proposed study may also have broad significance outside the specific education system, adding increased organizational cultural understanding to general leadership knowledge and literature. Findings could lead to a more extensive understanding of how organizational culture integrates and affects leaders operating separately in a complex semi-collaborative environment. Insight resulting from the proposed organizational cultural study should generate new distinctions regarding leadership, organizational culture, and higher education systems.
 If you have any questions concerning the research study, please call me at 808-286-4151 or email me at [email protected].
 As a participant in this study, you should understand the following:
 1. You may decline to participate or withdraw from participation at any time without consequences.
 2. Your identity will be kept confidential. 3. Martin K. Benson, the researcher, has thoroughly explained the parameters of the
 research study and all of your questions and concerns have been addressed. 4. If the interviews are recorded, you must grant permission for the researcher, Martin K.
 Benson, to digitally record the interview. You understand that the information from the recorded interviews may be transcribed. The researcher will structure a coding process to assure that anonymity of your name is protected.
 5. Data will be stored in a secure and locked area. The data will be held for a period of three years, and then destroyed.
 6. The research results will be used for publication.
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 “By signing this form you acknowledge that you understand the nature of the study, the
 potential risks to you as a participant, and the means by which your identity will be kept
 confidential. Your signature on this form also indicates that you are 18 years old or older and that
 you give your permission to voluntarily serve as a participant in the study described.”
 Signature of the interviewee _____________________________ Date _____________
 Signature of the researcher ______________________________ Date _____________
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 ESO INTERVIEW PROTOCOL
 1. How would you describe the educational process you participate in as the ESO?
 2. How would you describe your philosophy regarding off-duty voluntary education?
 3. What are your goals and values as a staff member in your position in relation to off-duty voluntary education?
 4. How would you describe the relationship of the college director to the performance of off-duty voluntary education?
 5. How would you describe the relationship of the unit Education Officer to the performance of off-duty voluntary education?
 6. What criteria are used to measure your success and the successful performance of off-duty voluntary education?
 7. Which of the three relationships (ESO, college director, and unit education officer), is the most critical to the performance of off-duty voluntary education? Why?
 8. In your position, what is the relevance of the military service or installation participated in by an off-duty voluntary education student? Why?
 9. How does a person serving in your position interact with the different representatives of the same position of the other services? If no coordination exists, why not?
 10. How would you describe the alignment of the off-duty voluntary education provided on this installation with the articulated values of the military service operating this installation? Is it aligned with anything else?
 11. What are the similarities with off-duty voluntary education provided by the other military service installations?
 12. What are the differences with off-duty voluntary education provided by the other military service installations?
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 13. What are the typical student concerns or what feedback is provided regarding off-duty voluntary education?
 14. What changes would you make to the way off-duty voluntary education is designed?
 15. If the military services education leaders agreed to use the same off-duty voluntary education process for all military service members, how do you think this would affect your position?
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 COLLEGE DIRECTOR INTERVIEW PROTOCOL
 1. How would you describe the educational process you participate in as the college representative?
 2. How would you describe your philosophy regarding off-duty voluntary education?
 3. What are your goals and values as a staff member in your position in relation to off-duty voluntary education
 4. How would you describe the relationship of the ESO to the performance of off-duty voluntary education?
 5. How would you describe the relationship of the unit Education Officer to the performance of off-duty voluntary education?
 6. What criteria are used to measure your success and the successful performance of off-duty voluntary education?
 7. Which of the three relationships (ESO, college director, & unit education officer), is the most critical to the performance of off-duty voluntary education? Why?
 8. In your position, what is the relevance of the military service or installation participated in by an off-duty voluntary education student? Why?
 9. How does a person serving in your position interact with the different representatives of the same position of the other services? If no coordination exists, why not?
 10. How would you describe the alignment of the off-duty voluntary education provided on this installation with the articulated values of the military service operating this installation? Is it aligned with anything else?
 11. What are the similarities with off-duty voluntary education provided by the other military service installations?
 12. What are the differences with off-duty voluntary education provided by the other military service installations?
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 13. What are the typical student concerns or feedback regarding off-duty voluntary education?
 14. What changes would you make to the way off-duty voluntary education is designed?
 15. If the military services education leaders agreed to use the same off-duty voluntary education process for all military service members, how do you think this would affect your position?
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 UNIT EDUCATION INTERVIEW PROTOCOL
 1. How would you describe the educational process you participate in as the unit Education Officer?
 2. How would you describe your philosophy regarding off-duty voluntary education?
 3. What are your goals and values as a staff member in your position in relation to off-duty voluntary education?
 4. How would you describe the relationship of the college director to the performance of off-duty voluntary education?
 5. How would you describe the relationship of the ESO to the performance of off-duty voluntary education?
 6. What criteria are used to measure your success and the successful performance of off-duty voluntary education?
 7. Which of the three relationships (ESO, college director, & unit Education Officer), is the most critical to the performance of off-duty voluntary education? Why?
 8. In your position, what is the relevance of the military service or installation participated in by an off-duty voluntary education student? Why?
 9. How does a person serving in your position interact with the different representatives of the same position of the other services? If no coordination exists, why not?
 10. How would you describe the alignment of the off-duty voluntary education provided on this installation with the articulated values of the military service operating this installation? Is it aligned with anything else?
 11. What are the similarities with off-duty voluntary education provided by the other military service installations?
 12. What are the differences with off-duty voluntary education provided by the other military service installations?
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 13. What are the typical student concerns or feedback regarding off-duty voluntary education?
 14. What changes would you make to the way off-duty voluntary education is designed?
 15. If the military services education leaders agreed to use the same off-duty voluntary education process for all military service members, how do you think this would affect your position?
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