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ABSTRACT

The purpose of this study was to determine the
degree of change in corporate colleges between 1985 and
1989 and to examine the evolution of these institutions
to structures and programs which more closely resemble
traditional institutions of higher education. A random
sample of three institutions was selected for analysis
from the 1list of corporate colleges identified in the
Carnegie Study, Corporate Classrooms: The Learning
Business, conducted in 1985.

Data collection instruments were sent to 17 of the
institutions identified in the Carnegie Study. Of the
institutions contacted, 11 responded which represented
a return rate of 64.7 percent. All of the
institutions, including non-respondents, were contacted
by phone for the information or to clarify and refine
data. A case study approach was applied as a methodology
to analyze and compare the institutions. 1In order to
determine if these institutions were becoming more like
traditional institutions, a degree from one of the 18
institutions was compared with one offered in a

taditional postsecondary institution.
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CHAPTER 1

INTRODUCTION

The participation of business and industry in the
education of their employees has been rapidly increasing
over two decades. This has been evidenced by journal and
newspaper reports of increasingly large sums which
corporations continue to invest in the education and
training of their employees (Baker, 1983, Carnevale,
1988, 1989). This escalating educational activity by the
business community raises the question of potential
competiticn from the professional sector with
traditional postsecondary institutions for quality
students, particularly in degree areas related to
management, computer science, and technical knowledge.
Previous research has shown that much of the education
provided by this sector is job-specific (Lusterman,
1977; Hawthorne, 1983; Eurich, 1985). Recent trends,
however, indicate that significant portions of this

education may no longer be as job-oriented as it was in



the past. Upon completion of coursework at a corporate
college, students are now receiving degrees in broader
areas of study which are becoming more 1like those
offered in traditional institutions (Cottingham, 1979;
Jacobson, 1981; Brazziel, 198l1; Boyer, 1985). Aas a
result of this transition, colleges and universities may
eventually be competing for quality students in job-
specific courses of study, non-job-specific courses, and
degree programs which have become more attractive
because of their accessibility. This study will address
two areas of the business and industrial involvement;
the characteristics of these programs and how they
compare with those provided by traditional institutions

of higher education.

The authority to grant degrees has traditionally
been vested in colleges and universities. If significant
numbers of corporations assume this authority, it could
represent the most serious form of competition to face
institutions of higher learning in the future. Concern

on the part of the educational community over the



development of 'these educational systems was
demonstrated as early as 1975 by references to what
experts have called " a shadow system, or a second
system"” of education (Dunlop, 1975, Eurich; 1985; Lynton
and Elman, 1987). 1In a study sponsored by the Carnegie
Foundation for the Advancement of Teaching (1985),
Eurich wrote: "the power and potential of corporate
training are too often overlooked by people in
government, in traditional education, and in industry
itself." A measure of the extent to which business and
industry are assuming the role of educator 1is the
number, type and comparability of degree-granting

programs.

The study of corporate colleges conducted in this
research was motivated by an interest in the similarity
between traditional and non-traditional institutions and
the degrees which they grant. This similarity does
exist. A review of the available literature indicates
that in 1983, there were fourteen corporate institutions

which offered college-level degrees; by 1985, the number



had increased to eighteen. These institutions are

sponsored by such corporate giants as Bell and Howell,
Rand, Northrop, and General Motors. At the heart of this
research are three essential questions: what are the
characteristics of these institutions, how do they
compare with traditional institutions, and have these
institutions <continued to become more like colleges and
universities. Finding answers to these questions
constitutes an important new area of study in higher

education.

Purpose of the Study

The purpose of this study was to determine the
characteristics of corporate colleges sponsored by
selected industrial corporations in the United States.
The study included an analysis of the characteristics of
these institutions in 1985, changes occurring in the
charactéristics of these institutions since 1985, how
these programs compare with traditional institutions,

and are they becoming more like those granted from



traditional post-secondary schools. There are many

cooperative agreements between traditional institutions
and corporations for providing courses which lead to a
degree. 1In recent years, however, corporations have
expanded their own educational roles and are offering
degrees at the associate, bachelors, master and
doctorate 1levels which are no longer so job-specific.
This study is concerned with degree-granting programs

offered by various American corporations.

In research conducted by the Carnegie Foundation,
The Corporate Classroom: The Learning Business, the
case study method was applied as a means to analyze
these institutions on a case to case basis (Eurich,
1985). That same framework was applied in this study
as a method to explore interrelated questions of these
non-traditional models as a form of progressive
education ideology. Within this methodology the
following aspects were explored: the general
characteristics of these institutions, changes in these

institutions between 1985 and 1989, to include faculty



qualifications, availibility and type of facilities,
instructional methodology, and curriculum. Also of
interest was the presence or level of job-specificity in
the degree programs. Specific curricula offered by a
corporate college from the respective catagories of
management, professional or technical institutions was
also compared with that offered in a traditional college

or university program.

Research Questions

l. wWhat are the descriptive characteristics of
corporate colleges?

2. What were the unique characteristics of these
institutions in 19852

3. Have the characteristics of these institutions
changed since 19852

4. How do these characteristics compare with those
of traditional colleges and universities?

5. Does the research, 1literature, site visits and
interviews indicate that corporate colleges are

becoming more like traditional institutions?



Assumptions and Limitations

There were three assumptions for this study. The
first one was that corporate colleges have certain
distinctive characteristics which may have changed in
the intervening period from 1985 to 1989. The second
assumption was that some of these characteristics were
similar to those of traditional colleges and
universities. Finally, it was assumed that where change
had occurred, corporate colleges had moved towards
structures more closely aligned with traditional
institutions which offered similar degree programs. The
belief underlying these assumptions was that
corporations were providing their own degree programs
and that they were becoming more like those offered by

traditional colleges and universities.

The institutions studied in this research are
limited to the 18 corporate colleges identified in the
original Carnegie Study (Eurich, 1985) since the
identification of new institutions was not an intent of
the research. Due to the scope and extent of the

degrees provided by corporate colleges, few of them



can be distinctly' identified as programs primarily for
management, technical or professional education.
This is because several of the institutions offer
degrees in a management discipline which contain
strong elements of professional or technical education
and other institutions offer technical or professional
degrees with heavy emphasis on management. This study
will, therefore, restrict its focus to institutions with
degree programs which can more readily be characterized

as management, professional or technical.

Definition of Terms

For the purpose of this study, the following

definitions were employed:

1. Degree program was considered to be any specific
course of study certified by the corporation with the
conferring of a degree upon completion of the program to
include associate, bachelor, master, doctorate
(Hawthorne, 1983; Eurich, 1985; Boyer, 1985; Baker,

1983).



2. Corporate college represents an institution,
sponsored by a business or industry, or a segment of
business or industry, both profit and nonprofit, which
provides postsecondary degrees upon completion of a
designated program of study ( Dunlop, 1975, Hawthorne,

1983; Eurich, 1985; Boyer, 1985).

3. Corporate education refers to formal education
acquired in a corporate-sponsored classroom and which
provides credit towards a degree program (Hawthorne,

1983; Eurich, 1985; Boyer, 1985).

4, Training was considered to be job-related
learning with college credits for a position in which

the student was currently employed.

5. Education was defined in terms of human resource
development and learning experiences focusing on
"preparing the employee to perform on a specific job or
group of jobs interchangeably as a result of additional
education or training (Nadler, 1989; Cross, 1981; Lynton

and Elman, 1987).



6. Postsecondary education denoted all types of

education beyond high school (Baker, 1983).

7. Non-traditional institutions denotes educational
experiences which do not occur under the supervision and
sponsorship of a traditionmal institution of higher
education but may be sponsored by other groups. 1t may
also refer to formal learning that occurs under the
auspices of a traditional institution but differs

significantly in its nature or content.

8. Shadow education system refers to educational
activites which occur outside the parameters of the
college and university but may closely replicate or

model those offered within these institutions.

10



CHAPTER 2

REVIEW OF THE LITERATURE

In a 1980 keynote address to the Higher Education
Conference at the University of Arizona, Ernest Boyer,
current President of the Carnegie Foundation for the
Advancement of Teaching, predicted five major directions
for the decade of the 1980s. Included among these was a
projection for «changes in the academic preferences of
students. In relation to this, Boyer pointed out that
the number of career and vocational-related majors had
increased and that business and industry were creating
and expanding their own educational systems (Baker,

1983).

According to the literature, some of the growth
Boyer (1985) predicted for these educational systems
during this decade has occurred. This has been
evidenced by the sums of money that business and
industry have continued to expend for employee education

and training. In 1977, Seymour Lusterman of the

11



Conference Board, estimated that employers in the United
States spent $2 billion on employee education and
training. A survey conducted by the Conference Board
identified these expenditures as "salaries of employees
devoting all or major portions of their time to
education and training activities; travel and 1living
expenses; payments to outside institutions or individual
contractors; and costs of equipment and materials
purchased or rented" (Lusterman, 1977; Baker, 1983).
Three years later, in 1980, interviews conducted with
members of the American Society of Training and
Development (ASTD) indicated that this sum had increased
to $30 billion. By 1986, ASTD published reports that
workplace training and development had become "roughly
equivalent in size to the entire elementary, secondary,

higher education systems" (Carnevale, 1986).

By 1989, statistics again published by ASTD,
presented evidence of corporate America's increasing
participation in the learning enterprise as "formal

learning of all kinds occupies about 77 million people

12



annually and costs as much as $304 billion with almost
one in every three Americans a student or trainee."
This equated to employers delivering 1learning "to
more people than the entire higher-education

system" (Carnevale and Galagan, 1989).

The identification of expenditures, although not an
area of research for this study, helps clarify the
extent of growth occurring in this sector. The fact that
private industry is investing more in the future of its
employees that the combined totals spent for elementary,
secondary and post-secondary education is another
indication that employee-sponsored education is becoming
big business or a "learning enterprise" in its own right

(Carnevale, 1986; Carnevale and Gainer, 1989).

Although the focus of this research is directed
toward the characteristics of the corporate college, it
is believed that an illustration of the breadth of the
corporate educational involvement is essential to an
understanding of the importance of the findings of this

study. A review of the literature, therefore, includes

13



the following: a historical background of corporate
involvement in education and the scope of corporate

participation.
Historical Perspective

Since the earliest days of commerce, the most
commonly applied method for obtaining skilled workers
was employer-based training. In some trades or skill
areas, where the requirements were high, the training
may have been lengthy. In others, only a short period of
time was required to achieve competency. These periods
of training were known as apprenticeships. For over a
century and a half in this country, beginning with the
Industrial Revolution - a period from the mid-19th
century to the mid-20th century, American employers have
taken workers and molded their skills to fit corporate
requirements through training and education. This
occurred concurrently with the substantial growth in
knowledge and technology as human productivity increased
by a hundred-fold within this century and a half. The

magnitude of this growth was evidenced by the extent and

14



number of patents issued during a relatively brief
historic period (Hawthorne, Libby and Nash, 1983; Baker,

1983).

In 1914, Dr. Charles Steinmetz, first president of
the National Association of Corporation schools,
described these institutions in a written interview as:

"an elementary school conducted by a corporation
to Americanize alien railway labor, for instance;
or a commercial school with university classrooms,
and sometimes university lectures and credit; or a
technical school with a course extending, as in
one corporation, through four years of company
worktime, demanding two hours each day, and a
total of 10,960 hours in all for bonus and a
diploma (Wilhelm, 1914)."

Even without this description, it is apparent from
the literature that these schools were diverse and
represented all educational levels. It should not be
overlooked, however, that these schools came into
existence during a period when the workforce was
primarily illiterate and contained a high percentage of

immigrants. It was not the intent of corporate founders

to replace or correlate the educational activities of

15



these schools with traditional institutions but simply a
transition which they felt was based on expediency

(Corporation Schools, 1914).

During the boom era of the 1920s, no references are
found to corporation schools. Although some of them
continued to offer courses for employees, it is not
clear how many of them were still in operation ( Coler,
1932; Blackerby, 1961). Perhaps some of the schools
were no longer needed because of a large market of
skilled 1labor. It has also been suggested that newly
emerging land grant colleges and junior colleges, which
also conducted work-related education, had filled the
manpower gap (Levine, 1978). The depression years,
however, changed this because seasonal fluctuations and
high employee turnover become more commonplace. As
employees moved from industry to industry, retraining
became more significant as a method of worker retention
and economic survival in the highly competitive

marketplace (Hawthorne, Libby, and Nash, 1983).

16



With the growth and complexity of business and
industry following World War I, industrialists gquickly
realized that techniques wused to educate and train
workers were not effective in solving the "scarcity of
managerial talent" (Clark and Sloan, 1958; Baker,
1983). A large number of colleges and universities
responded to these demands by establishing departments
and schools of business to meet the requirements for
~trained managers (Serbein, 1961). Jacobs and Phillips
(1979) observed that "work and school had become
enmeshed and symbiotic" but that inevitably, as America
rode out the social and economic effects of World War I
and the depression, cracks in the relationship began to

appear" (Baker, 1983).

Following World war 1II, work and education
continued to grow but at different paces and often in
different directions. This post-war period has been
referred to as a "second industrial revolution.,”
Wartime research in technology and science had served as

a catalyst for growth still occurring in space,

17



computers, the behavioral sciences, and management
concepts (Clark and Sloan, 1958; McGregor, 1960; Likert,

1961; vroom, 1964).

By the 1950s, demands for business school
graduates threatened to exceed the supply. Again, in the
twin decades of the 1960s and 1970s, accelerating
advances in technology created numerous new career
fields in business and financial operations. There was
a general perception on the part of business and
industry that colleges and universities had been unable
to keep up with the pace of their requirements for
qualified employees. According to Jacobson and Phillips
(1979), "the apparent inability of schools to meet new
training needs has led many employers to take on a
larger share of the training function.” Despite
continued high enrollments in collegiate business
programs, the literature indicates that the education
and training activity in many high-technology
corporations increased during'this timeframe (Miller,

1973;74; Luxenberg, 1978-79; Maeroff, 198l1; and Porter

18



1982). This shift signalled the assumption of
corporate responsibility for some types of extensive
employee education and training. The scope of corporate
involvement in education will be examined in the

following section.

The Scope of Corporate Education

To both the educational community and the general
public, changes in corporate education had been
relatively unnoticed until the 1970s. In a special issue
of Daedalus, Branscomb and Gilmore (1975), two senior
executives of IBM, described what was happening reported
on growth in corporate education by citing figures from
their own company and the Bell System. They attributed
much of this growth to rising concern in American
industry over "the intellectqal vitality and flexibility
of industrial personnel" and pointed out that:

"An accelerating pace of social and technological
change calls for some form of continuing education

for which our colleges and universities are not yet
organized."

19



Similar concerns were expressed by John Dunlop,
then Secretary of Labor (Dunlop, 1975), who coined the
term "shadow educational system" in an attempt to draw
more attention to the emergence of major and complex
employer-sponsored instruction. This developing system
was interpreted as a new, possibly parallel, system
existing in virtual isolation with little attention from

the established educational community (Lynton, 1984).

According to the literature, by the 1970s, the
dominant theme of corporate education had become the
growing formalization of coursework (Craig and Evers,
1981). A few corporations had integrated courses into
traditionally styled institutions called "corporate
colleges"” (Hawthorne, Libby, and Nash, 1983). The
few corporate colleges established during this
decade were sophisticated educational enterprises,
offering a wide range of coursework with titles which
sounded more and more like courses offered in
traditional business and engineering schools. Lynton

(1984 and 1987), upon reviewing the 1980 Guides

29



by the Board of Regents in New York State and the
National Guide from the American Council for

Education, noted:

A random sampling of these volumes, shows
collegelike courses such as "An Introduction to
Finance"™ and "Calculus I and II offered by General
Electric to its employees; "Materials Engineering”
and Modern Structural Analysis" offered by General

Motors; and "Multivariate Analysis"” and
"Statistical Foundations" provided by the New
York Telephone Company There 1is, therefore,

little doubt that a substantial portion of the
corporate "shadow educational system" is similar
to undergraduate or graduate level instruction.

The scopé of employer-sponsored education was
once again brought to the attention of the general
public in the first quantitative study conducted by
Lusterman (1977) for the Conference Board. When
published in 1977, it 1left 1little doubt about the
scope of a major educational enterprise in which
colleges and universities had little involvement.
The results of the study clearly pointed out that
corporations increasingly viewed "education and -

training as a subsystem of the 1larger system for

21



ensuring the presence of skilled and productive human

resources" (Lusterman, 1977).

As the decade progressed, the overlap between
corporate coursework and programs offered by traditional
colleges appeared to be increasing. As demonstrated in
TABLES 1 and 2, the distinction between the providers
of education and the providers of training, once
relatively clear, no longer existed as both public and
private institutions served similar, missions, competed
for the same students, had comparable objectives, and
provided many of the same programs {McQuigg, 1980;
Boyer, 1987; Lynton and Elman, 1987; Hawthorne, 1987;

American Vocational Association, 1988).

According to Lynton and Elman (1987):

Contemporary society is characterized by a highly
disaggregated and heterogeneous system of education
and training. A wide variety of sources provide
different types of instruction. In the past,
however, these offerings could be easily
distinguished from typical college and university
courses., Alternative sources now make available
substantial amounts of advanced instruction........
Colleges are heavily involved in training and the
programs of many corporations contain as much
emphasis on theory as any business school.
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The literature indicates that as these two decades
merged into the 1988's, both the business and education
communities had experienced significant new developments
which challenged our definitions and interpretations of
what comprises education; definitions which have been
tested with the development, recognition, and growth of
degree-granting corporate institutions. The events of
the 1980s, however, must be noted for the difference
between this decade and those preceding; this difference
is the widespread perception of a need to provide
employees of all 1levels, including college-educated
employees, with new and additional skills and
information required in a dynamically changing economy.

(Eurich, 1985).

Advocates for Corporate Colleges
According to corporate leaders, the need is being
forced on them because employee skills in problem
solving and decision making are not being provided in
the college classroom (Samuelson, 1990; Kearns, 1987;

Ruggerio, 1989; Hawthorne, 1987; Frey, 1984; ). Donald
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Frey, as CEO of Bell and Howell, and a strong vocal

advocate of corporate participation in the education and

training process, has stated:
In an era with widening budget deficits, we cannot
rely on just the public sector alone to supply the
human needs of industry. The private sector must
assume a leading role in the education and training
of American workers ... Something much bolder, more
far reaching in impact, must be on corporate
America's agenda. What is needed is for industry
to assume, on broad scale the role of instructor.
Perhaps it would be better to say reassume. There
is little doubt that education or training in the
workplace can produce a better prepared employee
than simply relying on outside institutions to
supply someone with requisite qualifications."

It was under the leadership and guidance of Frey
that Bell and Howell acquired DeVry Institute. DeVry is
not a single school or institution but is comprised of a
network of schools situated at various locations across

the country (Business Week, 1973, Frey, 1984).

Daniel Nickel, personnel Manager for Montsanto
Company's operations in Latin BAmerica, feels that
corporate colleges can more quickly and directly deliver

new instruction than the average college or university.
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This is because the programs are more intense and are
conducted in concentrated timeframes, Little time is
spent on extraneous information or socializing as the
students spend about 40 hours a week in the classroom
with additional time required in the evenings and on

week-ends for outside assignments (Wilcox, 1987).

As CEO of Apple Computers and Chairman of the
National Center for Education in the economy, John
Sculley articulates his case for corporate involvement
in education more conversatively but no . less
emphatically: "As we move into the 1990s, we need to
examine the needs of our education'system so that it can

meet the needs of our country.” (Sculley, 1989).

With this level of corporate support, education and
training have continued to be growth industries into the
1980s and 1990s. Millions of adults, employees at all
levels, pass through the portals of corporate classrooms
every year seeking skill and information which they

believe enhance workplace performance. During previous
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decades, corporations had primarily sent managers and
supervisors back to the classroom but expansion into new
populations has provided impetus to the movement (Bok,

1986) .

As the worker joined this group and the population
requiring additional skills increased, the student also
became older, more work experienced and better educated.
As the numbers, range and variety of students increased,
so did the group of participating institutions. This
was confirmed with the founding of five new institutions
during the 1980s: McDonald's Management Institute (and
Hamburger University, 1981), Wang Institute of Graduate
Studies (1981), the 1Industrial Management Institute
(L982), and the National Technological University
(1984). It was becoming abundantly clear that some of
America's corporations had emerged as their own

educational providers (Eurich, 1985).

In conclusion, it has become evident that
educational agendas have continued to extend beyond the

confines of traditional institutions of higher education
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and into the corporate environment. They have become
sophisticated, alternative, educational systems rooted,
not only within the borders of the United States, but in
the international business community as well with
branches spread to other countries around the globe.
The corporate college has become a reality based on the
corporate <concept of who is to be the educated and
productive citizen in the late twentieth century and

beyond (Fisher, 1967; Lynton, 1984, 1987).
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CHAPTER 3

CHARACTERISTICS OF CORPORATE COLLEGES

‘Authors have often been reluctant to define the
term "corporate college" primarily because of the
diverse characteristics of these institutions and the
nature of the programs they offer. Hawthorne, Libby
and Nash (1983), however, in identifying the original
list of 14 corporate colleges (TABLE 3) provided the
following interpretation:

A corporate college 1is an institution offering
post-secondary degrees which was initially
established by an entity, profit or nonprofit,
whose primary mission was something other than
granting collegiate degrees. This includes
business, service, and manufacturing corporations,
as well as professional associations and <c¢lubs
formed to provide educational support for members
of particular professions.

This was a valid description of the schools in
1983, but by 1985 some of the institutional attributes
had already began to change. It had become apparent

that these institutions had experienced various levels

of growth since the publication of the orignal research
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in 1983. With the addition of four new corporate
colleges by 1985 (TABLE 4), the number had climbed to
18, an increase of over 22 percent. With this growth,
the range, diversity and demographics had broadened and
the schools represented a new spectrum of curriculum
areas. Major emphasis in most of the original programs,
as well as the new, was closely aligned with
organizational philosophy and products, however a
gradual evolutionary process had already begun in some
of the institutions. Some new, more gdeneral, degree
programs were under consideration in several of the
schools and restrictions to outside students were
gradually being removed. As a method of bringing order
to this research and establishing some means to
identify the direction and nature of this evolutionaty
process, a list of characteristics common to corporate

colleges in 1985 was formulated.

1. Corporate colleges were nonprofit entities.
These institutions were either independent or integral

to the sponsoring organization or privately ' held
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schools. In each case, they received partial to full
support from a corporate sponsor, trade union, special
interest or professional group and enrollment was
restricted to employees of these organizations. All
qualified applicants, of which there were significant
numbers, were accepted. Although college graduates were
preferred, diplomas were not always required for
admission to the programs. Applicants were
demographically older and represented a new, less
traditional population. Significant numbers of these
students had acquired some type of work experience and
were encourged by their employers to upgrade their

credentials (Eurich, 1985; Wilcox, 1987).

2. Corporate colleges were relatively
comprehensive. The programs were intensive with the
student often spending eight hours per day in the
classroom, laboratory, or workplace depending on where
instructional areas were located. These programs

terminated in a degree readily recognized by the

35



corporation, related business interests and peer
professionals. The degrees ranged from associate
through doctoral and included study in specialized,
technicai, professional, and management education.
Several of the institutions had attained national,
regional or professional accreditation while others had
applications for accreditation pending or had indicated
an intent to acheive recognition through one of the

appropriate groups (Eurich, 1985).

3. A number of the institutions had set wup
organizational structures closely resembling traditional
post-secondary institutions. In other cases, however,
responsiblity for directing the education process was
left to personnel directors, heads of training
departments, advisory groups, or staff personnel whose
primary job was not necessairly education or training.
The academic structure was flexible, often changing in
response to educational, economic, and demographic needs

(Eurich, 1985; Wilcox, 1987).
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4, Strong emphasis was placed on teaching skill.
In most cases, professional and field experience were
emphasized more than educational credentials. Corporate
leadership maintained that the credibility factor was
greater when an instructor could apply personal field

experiences to the lesson (Eurich, 1985; Wilcox, 1987).

5. Most of the colleges relied on the 1lecture,
discussion, and seminar methods for instructional
delivery. A few high-tech corporations utilized more
sophistificated techniques which included the use of
electronic instructional delivery (Eurich, 1985; Wilcox,

1987; National Technological Institute, 1985).

6. Some of the corporate colleges had facilities
located in campus-like settings while others offered
instruction in available sites to include the industrial
or business workplace, community colleges, or office
space rented specifically for that purpose. A few of
the institutions had computer labs, libraries, student

facilities, academic counseling, job referral, and

37



placement services, however, these institutions

remained in the minority (Eurich, 1985).

7. The curriculum was primarily job-specific and
included ample opportunity to practice newly acquired
skills in the workplace. This was prevalent because
of a corporate perception that the major asset of the
institution was the ability to provide skills and
information which the students could immediately apply
in the workplace. Corporate colleges readily admitted
that their first obligation was to the practical
aspects of the job. The educational services and
courses provided in these institutions gained their
structure and characteristics from the respective
company or industry it served, competitive forces within

that industry, and the company's product (Eurich, 1985;
Wilcox, 1987).

8. In 1985, corporate colleges were primarily-

Yclosed institutions," meaning one which offered
degree programs only to employees of the parent(s)

organization or affiliated companies. This

38



characteristic is particularly significant because of
the future implications for change through diversity of
programs and student participation. McDonald's
Management Institute represents one of the best
examples of a "closed" institution serving only
employees of the corporation (Eurich, 1985; Mcdonald's

Institute, 1985, 1989).

9. Corporate colleges have also been cafagorized
as "non-traditional institutions"” and "shadow
educational systems (Dunlop, 1975)." Basically this
characterization was applied to experiences which did
not take place under the supervision and auspices of a
traditional institution of higher education but may be
sponsored by other institutions; or it may refer to
learning that occurs under these auspices and
supervision but differs significantly from other formal
educational efforts taking place there" (Hartnett,

1972).

This non-traditional approach to study has also

been explained in simplest terms as "the changing
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educational patterns caused by the changing needs and
opportunities.” As time progresses, it has grown to
include a wide range of sponsors and embraces diverse
educational philosophies (Gould, 1972; Cross, 1972).
Although these providers attracted some attention in
the late 1970s (Lusterman, 1977), they became a focus
of national attention in the early and mid 1980s. These
institutions were further spotlighted in 1981 when
the Fall supplement to the New York Times for
continuing education listed a number of companies as
examples of those providing degree granting programs
ranging from Associate to Ph.D. (Hawthorne, Libby, aﬁd
Nash, 1983). What is helpful in understanding these
institutions, their growth and philosophy, however, is a
topography of their attributes (TABLE 5) which can be
compared with those of traditional institutions of

higher education (TABLE 6).
Recognition for Corporate Colleges

When Eurich identified 18 of these schools in the

Carnegie Study (Eurich, 1985), she retained the feeling
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that a firm definition could not be made because of the
diverse missions, degrees and population. Instead, she
selected to describe them as a "motley éroup started by
incorporated organizationss whose primary function was
not education (Eurich, 1985)." Wilcox (1987) challenged
the characterizations which she made as an imprecise
approach which tended to exclude institutions with sound
programs and hundreds of other educational providers.
In fact, Wilcox contended that this approach created
more questions than answers about the corporate
movement. Although she 1limited her descriptions to
general terms, Eurich (1985) did provide a topography
which grouped them according to the type of sponsoring
organization they represented:

INDIVIDUAL BUSINESS CORPORATIONS. Six were

founded or supported by the following companies:

Bell and Howell, General Motors, McDonalds,

MetriData Corporation, Northrop Aircraft, and
Wang.

PROFESSIONAL, RESEARCH AND CONSULTING
ORGANIZATIONS. Another six institutions can be
commonly grouped by type of corporate sponsor.
This list includes: The Rand Graduate Institute,




The Arthur D. Little Management Education
Institute, the American Management Association's

Institute for Management Competency, the
Industrial Management Institute of the Midwest
Industrial Management Association, the

Massachusetts General Hospital Corporation's
Institute of Health Professions and the Boston
Architectural Center.

INDUSTRYWIDE INTEREST AND CONCERN. The final six
institutions were created under the auspices of
interest groups. Insurance interests established
the American College and the College of
Insurance. The textile mills in North America
collectively corporated to establish the
Institute of Textile Technology. Boston bankers
encouraged the American Institute of Banking to
become accreditated in programs related to their
specific interests. Several high-tech corporate
SpoNnsors jointly founded the National
Technological University and several banks
assisted in the establishment of the American
Graduate School of International Management - The
Thunderbird Institute (Eurich, 1985).

Despite her reluctance to affix a definition to
these institutions, Eurich (1985) acknowledged the

significant impact these institutions have created

across the educational community:

These institutions have developed levels of
instruction directed to supervisors, managers,
technical personnel, and other professionals.
Component courses range from remedial to Ph.D.,
from short-term intensive training to sophisticated

44



high-tech graduate study. Entire industries, such
as banking and 1life insurance, have their own
educational system as corporate entities like the
American Banking Institute, The American College
and the College of 1Insurance (Boyer, 1985;
Hawthorne, Libby and Nash, 1983; Lynton, 1984).

In the past, these institutions had been satisfied
to provide educational services without seeking
legitimate recognition. As their numbers increased and
they expanded their agendas, the péograms often seemed
to be repititions of those available in traditional
schools of business; management, engineering, banking,
computer science and health services. Initially, only a
few corporations chose to formalize their programs,
however, as the involvement grew they crossed over into
territory historically considered the domain of
traditional post-secondary institutions to became

degree-granting.

The desire for recognition during the 1980 appears
to have been motivated by several reasons: a society
which tends to be credential conscious, an institutional

need to attain degree-granting authority as a logical
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accretion of an educational and training capacity which
had experienced dynamic change and become progressively
more sophisticated, corporate pride and desire to gain
recognition for educational accomplishments, and student
reluctance to matriculate in long programs which did not
conclude with some form of certification or diploma.
Much of this development and need for accreditation has
occurred under the umbrella of employee development, or
more specifically as human resource development (HRD).
Because of these initiatives, corporate education now
represents a significant sector of the educational
community (Business Week, 1979; Business Week, 1980,

Hawthorne, 1985; Eurich, 1985; Lusterman 1985).

The objectives, resource utilization, and

organization of U.S. corporate education have continued

to alter with the 1988s as all strata of employees have
been challenged to acquire new competencies via degrees
in these institutions. Several distinct factors have
become motivating forces for the acquisition of

additional education and training: N technological



change, adoption by many companies of new economic
strategies and goals in response to deregulation, global
competition, environmental changes, and a shifting of
the United States from a product-orientation to the role
as the major informational society (Lynton, 1984;
Burich, 1985; Lynton and Elman, 1987).
Corporate sector education has been called a
"shadow system” or a "second system" but such
labels are both misleading and gquestionable. It
is not a shadow and it 1is second to none in the
integrity of its programs and purposes. The

corporate system is educating many millions of
adults in this nation.

Much of what had occurred was not really new or
unique. According to Hawthorne (1987), "although some
employer-sponsored education has existed for many
decades, corporate education has expanded greatly in
recent years." Boyer (1985) and Wilcox (1987),
long~term observers of this phenomenon, concur
that growth 1is anticipated in this sector during the

next decade. It must also be noted that five (TABLE 7)
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of the corporate colleges were founded in the 1980s.

(Eurich, 1985; Boyer, 1985; Wilcox, 1987).

Initially, war, economics, or technology provided
the impetus for this phenomenon, however, as
institutions and programs expanded, the motivation
became more complex and included a number of factors
related to the economic climate ( Kelly 1919). The
economic philosophy of industry could be said to be
manifested in the growth of these institutions during
the 1last two decades. Although a number of them had
existed since the 1940s, the lists published between
1983 and 1985 (Hawthorne, Libby and Nash, 1983; Eurich,
1985) reflected a growth in excess of 22%. Boyer (1985
and 1987) evaluated the potential future growth to be
even greater:

At present, 18 such institutions have been,

identified. No special nationwide registry exists;

some are listed in the official Higher Education

Directory, but others are not. Although these

corporate colleges are an odd assortment of types

and hybrids, all of them give academic degrees,
all are accredited or have formally applied for

such status, and most significantly, their numbers
are increasing.
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In the near future, we are told, five corporations
plan to start at least five more degree granting
programs in management, semiconductor design,
systems engineering and business administration.
And by 1988, eight corporations propose to offer
about 20 more college-level degree programs.

These institutions had been quietly increasing in

number and were broadening their curriculum to

encompass more and more of the programs
traditional to the college and university
environment. They had also become geographically
representative. A significant number of them were

located in the Boston area, a region internationally
recognized for outstanding colleges and universities.
Several were 1located in the midwest with Rand and
Northrop located on the west coast. Three of the
institutions had multiple locations: the American
Institute of Banking has several hundred offices, the
Rand Graduate School also maintains offices in
Washington, D. C. and DeVry provides multiple school
locations across the country. Only one of the corporate
colleges identified in the study is located or maintains

facilities in Virginia. The 1Institute of Textile
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Technology, established in 1944 and one of the oldest
institutions, is 1located in Charlottesville (Eurich,

1985).

These institutions have taken innovative approaches
to their programs. They have not restricted their degree
granting status to just one particular field of study
(TABLE 8). Degrees offered by these schools do not
always uniquely yield traditional engineering, 1law, or
computer science degrees but also integrate principles
of skill application and management techniques. 1In
several cases, technological or economic changes have
created markets for their educational services. They
principally appear to fulfill needs which business and
industry feel have not necessairly been met by higher
education. These companies have made a substantial
investment of funds, time and personnel and have become
reluctant to turn them over to colleges and

universities (New York Times, 1981).
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Education or Training
Students of the corporate education movement feel
that "educators” and "trainers” have traversed common
areas of subject matter so frequently that the
differences between the two, once so clear, can no
longer be made. According to Cross (198l1), "....purists
like to make the distinction that industry "trains" and
a traditional system "educates," however, these
distinctions are difficult and superficial to maintain."
There are those within the accreditation community who
feel that the two are still different processes while
others see the use of education versus training as a
"distinction without a difference" (Fenwick, 1989;
Manning, 1989; Phillips, 1989). Hawthorne (1987), in
evaluating employee programs, offered the following
perspective:
Education and training are different processes.
Essentially education 1is a process of learning
to think and to examine and solve problems.
Training is specific and skill oriented.
Traditionally, academia educated and business

trained. The advent of vocational education in
postsecondary institutions with .. passage of the:
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Morrill Act in 1862, which established land-grant
colleges for training in agriculture, and ......
mechanical arts, altered the historic distinction
which was blurred again with the advent of
community colleges. When corporations began
providing liberal arts coursework for employees,
the distinction was further diminished.

Branscomb and Gilmore (1975), among the first to
advance the issue of corporate education, discussed the
commonality in terms of historic precedents: " It is not
always possible to make a clear distinction between
corporate "training" and, say, Whitehead's sense of

"education," although one can imagine a scale of

parameters in which the distinction might be drawn.”

The rapid growth and impact of corporate colleges
have introduced new and unique terminology to provide
clarification of their role and mission. Phrases like
"corporate college,"” "parallel system," "second system,"
"shadow system,” and the "third sector,” were not
popular educational terms two decades ago. They have
now become associated with institutions which offer

nontraditional degrees. Despite the facile acceptance

- 0f these credentials by broad segments of industrial,
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military, and government agencies, the definition of
these institutions continues to be nebulous,
institution-specific characterizations (Dunlop, 1975;

Lynton and Elman, 1987; Eurich, 1985).

Size and Organization

Within many of the corporations in the United
States, education and training have become a major -
"learning enterprise," a term used by Carnevale (1989;
1989) to describe the size and scope of what is
happening. Millions of BAmericans participate in this
enterprise each year as they pass through corporate
élassrooms. Delivery of educational services for
employees span the educational and training gamut,
encompassing all classifications and levels of
organizations (Carnevale 1986, 1989). Using IBM as an
example of the efforts of just one major corporation,
on any given day 18,000 of the company's 390,000
employees are involved in some type of formal education
- i& a classroom, through self-study, or in a computer

based training program. The yearly IBM budget for this
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level of employer investment is approximately $900

million (Galagan, 1989).

Within the corporate community, educationl agendas
have gone beyond the confines of conventional
classrooms. These alternative educational systems have
become highly sophisticated with roots firmly entrenched
in the business community, trade schools, apprentice
schools and human resource development. They are
expanding their purview to meet the needs of what has
become an interdependent global society with
international implications. Their philosophies are
diverse and dynamic, changing to meet new business
requirements. Instruction is readily accessible well
beyond institutional walls reaching across national
boundaries and utilizing advanced tele-communication
networks. Corporations can now offer programs almost
simultaneously in Rio de Janeiro, Tokyo, Rome and Hong
Kong as well as New York. Quoting Eurich and the
Carnegie Study (1985): "the corporate system is

educating many millions of adults ...... It 1is not
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factory bound as a single corporation may be educating

in several major capitals simultaneously.”

Eurich (1985) also evaluated all dimensions of the
institutional impact made by these schools including
their role as contributors to adult educational
opportunities:

These classrooms should be seen as vital
contributors to the array of adult educational
opportunites. They are an essential national
resource, crucial to maintaining and sharpening
America's competitive position. Our society cannot
evaluate its problems, nor certainly consider
solutions, without taking into account a major
provider of education for productivity.

In 1981, Harold Hodgkinson, former Director of the
National 1Institute of Education and the Professional
Institute of the Aamerican Management Associations,
in noting combined totals for both formal and informal
corporate providers of educational services, suggested
that "the size and value were coming close to the

networth of the 3,500 colleges and universities whose

total investment is now about $55 billion." Noting the
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escalating participation by 1983, he revised earlier

estimates:

Today, about 12 million people attend colleges
and universities in the United States. However,
about 46 million adults are being educated by other
service providers. These providers range from
educational colleges to the Management Academy of
United Way. About 400 corporations offer their
own instructional programs to employees.. The
military, and the Graduate School of the Department
of Agriculture, alone educates some 12 million
adults, about as many as are educated in all our
colleges and universities combined.

According to the College Board, about 50 percent of
all American adults are involved in some form of
organized instruction, but only a small percentage
of the total learning is in a college or university
setting. It now appears that we have a educational
system in the U.S. whose total annual investment
equals what is invested in colleges and
universities put together - about $50 billion.

By 1986, expenditures had increased significantly.
A review of these statistics, published by the American
Society for Training and Development, revealed that
corporate investment had grown to $215 billion a
year, representing almost the amount investeé in
elementary, secondary and postsecondary education (see

TABLE 9) .
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Updated statistics published in a 1989 report for
the Department of Labor, showed another sharp increase
in the providers and their commitment to education and
training for the workforce. According to this study,
expenditures for formal 1learning had reached the
staggering sum of $453 billion and encompassed over 77
million people (Carnevale, 1989; Spille, 1989). In the
last decade these numbers have burgeoned as business
and industry became their own educational providers. 1In
evaluating their potential, Eurich (1985) writes:
"...Its scope and implications as a major American
educational resource are far broader and demand
attention and understanding. Corporate education and
training are, in fact, one of the largest providers of

adult education in America."

The American Banking Institute, which has a number

of campuses across the country, in 1983 provided

educational services to more than 23,000 bank employees

and other groups of more than 200,000 adults in a range
of in-service and "for credit” courses. Statistics are

not available on how many degrees have been granted to
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students who were not employed by this organization,
however, the enrollment in these various programs is

significant (Eurich, 1985).

In 1985, the American Council of Education, which
evaluates courses for accreditation but 1leaves the
evaluation of institutions to regional, professional or
national agencies, had placed its stamp of approval on
approximately 1000 courses offered by industry with the
recommendation that they be accepted for college credit
(smith, 1985). By 1988, this number has exceeded 3000
courses (Solozano, 1989). Only one third of the money
spent by corporations for education and training goes to
traditional colleges and universities. These funds are
primarily expended on internal activities, on courses
designed by corporate individuals and are taught by

corporate educators and trainers (Solozano, 1988).

Business organizations provide almost two times as
much job-related education as any other single provider.
In 1983, roughly one in every eight working Americans

Particpated in a formal training course each year. By
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1986, these numbers had increased to one of every three
Americans. As the list of sponsors increased so did the
range and diversity of programs. The characteristics of
the programs reflect the philosophy and product of the
sponsoring organization except in those instances where
programs were developed to attract additional students

or to meet unique demands of the industry.

According to the Department of Labor, the §30
billion a year investment attributed to formal corporate
degree programs represents 1.5 percent of the nations
private sector payroll and reaches 10 percent of the
workforce. As demonstrated in TABLE 10, the overwhelming

majority of expenditures are for updating and sharpening
of skills for the 12 million personnel in supervisory

and executive positions, not for the 110 million

employees who work at lower level functions.

0ddly enough, research studies suggest that we are

probably fully competent internationally in the top 10
percent of our workforce. We lag significantly, however,

in the remaining 90 percent. It has been suggested in
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a report contracted by the Department of Labor, that
if corporations were to double their investment to $60
billion, we could upgrade the standards of the workforce

by 30 percent (Smith, 1989).
Rationale For Development of Corporate Colleges

Numerous reasons are provided for the initiation of
these institutions. They are primarily established by
sophisticated, highly resourced, organizations. The
companies are quality control-oriented and are usually
vigilant about maintaining high instructional standards.
Their leadership strongly feels that historical
precedents exist to support this instructional role. 1In
the era before mechanized manufacturing and assembly
line production made the skills of many craftsmen
obsolete, the employee learned a trade in the workplace,
not in school. This process was called the "apprentice
system." Many also feel that events of the past two
decades aren't greatly different from a tradition which

goes back to medevial times (Gould and Cross, 1972;

Business Cross, 1981 and Frey, 1984).
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Although employees have historically learned on the
job, the process of acquiring job knowledge and skill
has made substantial changes moving consistently from
informal to more formalized instruction. As
technological and economic change have escalated during
the 1last half-century, industry has tried to ensure
efficient and effective agenda. They have maintained
the link between job and learning application of a
methodology planned to translate the reality of learning
requirements into structured learning programs. This
methodology, "instructional systems design," 1is an
applied approach to learning which maintains as its
focus the employee and job reality. This process begins
with a job and task analysis to identify any
deficiencies between employee skill and knowledge and
requirements of the job. It concludes with the

evaluation of the employees's performance.

Work . sector changes and the discovery of new
cliéentele have affected the demand for educating

employees. As the number and complexity of skills
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increased, many corporations began to feel plagued by an
inadequately prepared labor force. To.a disconcerting
extent, corporate executives have often expressed their
concerns about the 1lack of general background
knowledge and application skills they feel that college
graduates currently have. Widespread dissatisfaction
with the preparation of students in colleges and
universities has existed for some time. As early as
1977, the mounting criticism of performance and
competence was directed at levels of the traditional
system (see TABLE 11). The dissatisfaction with
education has been as pervasive in the 1980s as it has
been during any previous time in our history (Frey,

1984; Kearns, 1987; Samuelson, 1990).

Union movement and collective bargaining agreements

produced additional incentives to expand corporate

investment in education. During certain phases of this

development, the numbers of college students increased
at a more rapid pace than suitable jobs producing
employees who were considered "underemployed" or

"misemployed." Displacement of employees by recession,
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technology and foreign competition fostered a need for
re-education not previously required. Business began to
recognize the need to ( Lusterman, 1977, 1981; Mayhew,
1977, and Lynton, 1984) match employment reguirements
to the existing workforce which often generated a

requirement for retraining (Hawthorne, 1983).

As the corporate college movement has continued to
expand, it has become more complex resulting in numerous
combinations of educational delivery systems, course
locations, student choices levels of instruction, kind
and types of instruction, funding sources, faculty,
control of the programs, and the functions and purposes
it would serve for the organization. Many employers
feel that applied learning, acquired in the workplace
has inherent advantages. By nature, it is perceived to
be more flexible than when accomplished under a fixed
academic calender. Employees learn at their own pace
while on the job. This provides the advantage of
immediate application of newly acquired knowledge rather

than risking learning decay from knowledge not utilized.
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They also feel that employees are more motivated to
learn when newly acquired proficiency is reflected in
immediate rewards or recognition and that learning
tailored for the workplace leads to more direct employee
loyalty, 1its strategic planning, and organizational
culture. Learning acquired in the context of the work
environment and with a working team encourages group
efficiency. It also takes place in context with an
organizational strategy, products, marketing philosophy
which increases innovation, quality and efficiency

(McQuigg, 1980; Carnevale, 1989).

It is contended by some levels of management that
national interest in these educational programs
comprises a "strategic advantage," "secret weapon," or
first 1line of defense" against foreign and domestic
competition, technology, and economic changés. The
ability of employers to respond expeditiously to a
dynamic environment and formulate adaptive or corrective
strategies, in turn, determines how competitive the
nations economy will be (Peters, 1987 <;nd Carnevale,

1989).



Among major corporations, technological change has
become the primary driving force for company education
and training because technologies replace themselves
at a rapid pace. According to McQuigg (1980), "the
further toward the 1leading edge of technology the
company operates, the more it must educate its own
people." Consequently, an ever larger share of the
budgets designated for employee development. Because
SO many new goals and strategies have proliferated in
response to deregulation, global competition and
corporate culture, education and training programs
have been developed to accelerate the pace by which
employees can fill existing voids. Attitudinal
adjustments as well as new knowledge and skills have
been developed as whole industries have have been
undertaken to change leadership patterns to more
innovative and participative styles while maintaining
clearly defined goals and objectives. Renewed emphasis
has _been placed on competencies in marketing, decision-
making, problem solving, interpersonal skills and

even entrepreneurship (Lusterman, 1985).
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Increased support has come from the top as
executives have become aware of these new needs. In some
cases, greater interest followed significant growth in
company size and resources; in others, enhanced respect
for the potential benefits of education and training
based on personal experience. As the educational level
of 1leadership has increased, so has the base level of
the employee as each group has served to push increased

standards on the other (Lusterman, 1985).

Increased level of respect for human resources
management programs and growing professionalism in
training activities of many companies have facilitated
change in executive attitudes. It had became all too
apparent that employee growth and development through
formal instruction could be reflected in competence and
company sSuccess. The "“baby boom" generation, now
comprising a significant percentage of the managers and
supervisors in these companies,' expected and demanded
more development opportunities as time and experience

convinced them that education drives the Dbusiness.
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University graduates have often been dissatisfied and
feel that the degrees they have attained have not
prepared them for real world requirements (McQuigg,
1980). Consequently, no group of personnel or type of
industry is immune from the learning of new technology.
These elements and philosophies have combined to enhance
the role of corporate education and its providers

(Lusterman, 1985).

The "academic ryhthm" with a September to May
calender has been cited as another reason for
development of degree programs. Business finds it
difficult to adjust needs to a drawn out class schedule
and prefers to do its own educating thus reducing the
reaction time in resolving a skill or knowledge deficit.
Another is that universities emphasize theoretical
approaches to knowledge while business feels that it
needs more specific application. According to John
Humphrey, Chairman of one of the 1largest employee
development firms says, "“clients turn to universities

when they want to introduce executives to new ideas,



broaden their perspective and have them meet new people.
But when they want 1learning that gives them a
competitive edge, they tend to use our program which is

company-specific" (Solozano, 1988).

Corporate educators perceive that colleges and
universitites of higher learning still plan programs for
invalid demographic age groups. In the early and mid
1980s, colleges were concerned about an impending
decline in the number of college students. At that time
they were focusing on birth rates and the declining
number of perspective students in the 18-24 age group.
In reality, this decline never occurred as older
students began to return to the <classroom (Bok, 1987;
Carnevale, 1989) (TABLE 12). Corporate executives and
educators feel they are more experienced in dealing with
the older, work experienced students and can respond
more quickly to workplace trends and forecasts.
According to corporate leaders, they do not plan any
significant shift back to courses provided by

traditional institutions. To the contrary, they give
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every indication that they will continue to expand the
range of courses and degrees available to employees as

they see the need (Frey, 1984 and Solozano, 1988).

Based on an analysis of the relevant literature,
research and interviews with industrial and corporate
educational leaders (Enmon, 1989; Marks, 1989; Phllips,
1989; Fenwick, 1989), the 12 the reasons most frequently
cited for corporate involvement in formal educational

opportunities for employees are listed below:.

1. TECHNOLOGICAL CHANGE. In a high technology

world, especially in engineering and computers, and
with the pace of scientific advances, knowledge
and skills may face a half-life of about five
years. Certain computer and engineering-related
jobs .are excellent examples of the rapid change
found in emerging and advancing technology.
The more rapidly these skills requirements change,
the more frequently organizations must provide

training ( McQuigg, 1980; Frey, 1984).



2. JOB OBSOLESCENCE. Catagories of jobs once

lasted the life-span of an individual. In the past
two decades, new types of employment. are appearing
as others are rapidly becoming obsolete. As the
nation has evolved into an informational society,
jobs in the manufacturing sector have declined.
This trend is expected to escalate in the 1990s and
into the 21st Century with increased use of
robotics and broader applications of artificial
intelligence. Employees will more and more be
required to be occupationally adaptable and
prepared to cope with stresses of an unpredictable

work environment (Frey, 1989; Enmon, 1989).

3. KNOWLEDGE OBSOLESCENCE. Knowledge requirements

for many of today's Jjob are also changing at a

pace almost equal to job obsolescence. The
competencies to be a bank manager or a nurse are
substantially different from those required just a few
years ago. Maintaining compe tence on the job

requires much more than maintaining necessary
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technical skills. Reports on engineering education
have consistently pointed out that new technological
and scientific developments are often more than
extensions of previous ones. They c¢an represent
catagorical advances that require new mathematical or
scientific knowledge. New generations of
engineering students are learning basic principles
which are often significantly different from those
previously taught ( Smith, Silbert, Smullin, and

Fano, 1981).

4, SKILL DEVELOPMENT. Many corporations are

critical of college and university programs
which are limited and do not provide training
in human relations, decision-making, problem-
solving, communication skills, and group dynamics.
One of the most common concerns expressed by
corporate executives is the inability of many
college students to work well in groups and
communicate effectively. A significant percentage of

the new courses offered by the corporate sector
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have grown out of these of deficiencies (Frey, 1984;

Eurich, 1986; Gordon and Zemke, 1986; Kearns, 1987).

5. ORGANIZATIONAL COMPLEXITY. Technological

advances have increased organizational complexity
frequently changed their mission. This requires new
skills in the ability to develop management
philosohpy and new ideas. Additionally, rapid
technological change requires increasingly more
and more education which must, in turn, be
incorporated into and diffused throughout the
organization to keep it on the cutting edge. Some
corporations find that they cannot locate the
range of educational opportunities they feel
employees require ( Hawthorne, Libby and Nash,

1983; Frey, 1984; and Kearns, 1987).

6. COMPETITION IN THE LABOR MARKET. Educational

options prove to be excellent recruitment and

retention strategies. Several major corporations
have reported that they must provide these

opportunities in order to continually attract and
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retain the highest quality personnel. The "baby
boom" generation, many of whom are now in managerial
positions, demand additional educational options
which provide advantages for promotion or job
enhancement. Many business and industrial firms
have initiated requirements for numerous courses
which they provide for updating personnel on new
competitive techniques, magagerial strategies and
market trends ( Kearns, 1987; Hawthorne, Libby and

7. HUMAN RESOURCE DEVELOPMENT. Companies

consider support for both the‘ professional and

personal growth and development of their
employees as an necessary investment to
ensure economic success. In theory, a higher
employee investment should produce a greater

return to the corporation through increased
motivation, more time on the job, increased
productivity, and a reduction in attrition. New

human resource development and education programs
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for employees are being institutionalized in
many organizations ( Quinn, Robert and Graham

Staines, 1977).

8. COST SAVINGS. In terms of employee release

time, travel, and tuition costs, in-house
instruction is considered less costly for a
company to add to existing programs than to
buy or contract educational programs from the
outside. This includes joint efforts with
colleges and universities which they feel take
too long to respond to change, implement
courses which will update skills, or are unwilling
to provide services they need. Some business
and industrial executives feel that time is also
a factor and that it is 1less time consuming and
more efficient for personnel already on staff
to develop and implement programs as they are

needed (McQuigg, 1980; Lusterman, 1977).

9. EXTERNAL REGULATION. There are often lggal

and social responsibilities from such groups as
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the Environmental Protection Agency and the
Department of Labor which mandate the expansion
of educational opportunities to women and
minorities. In addition to being sources for much
needed information, these courses are usually
designed to update skills, enhance professional
credentials and provide potential upward mobility

(Peterfreund, 1976 and Reilly, 1982).

10. INADEQUATE PREPARATION. Significant numbers

of employers claim that graduates of colleges
and universities are not well prepared to be
effective organizational members. They view
academic curricula as too narrowly focused on
theoretical and abstract content. They also feel
that students receive minimum preparation
relative to affective or behavorial factors,
insufficient practice in dealing with complex
situations through practical experience and too
little participation in problem-solving, decision-
making teams, interpersonal skills, and (Lynton and

Elman, 1981 and Mitroff and Kilman, 1984).
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1l1. COLLEGIATE INDIFFERENCE. Representatives of

these industrial institutions, as well as some

educators, feel that some traditional
institutions do not utilize appropriate
instructional methodology for students who have

acquired experience before returning to classes.
to the classroom. Also many colleges are
not willing ¢to accomodate the nontraditional
student. Numerous factors, including class
schedules, location, instructional styles
éppropriate for experienced students, course
content, and even day care have become sources
of contention between students, colleges and
industry ( Lynton and Elman; Mitroff and

Kilmann, 1984).

12. TAILORED EDUCATIONAL EXPERIENCES. When the

same organizations provide both work and
education, they contend that an opportunity to
tailor all educational or training experiences

to specific corporate needs. There is also the
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convenience of scheduling and minimizing time
lost for participating in programs outside the
workplace. Immediate feed-back 1is provided on
students on academic performance as well as job
performance. The employer al so has the
assurance that skills taught are those most

valuable to the corporation (Eurich, 1985).

In conclusion, corporate colleges were established
for a number of reasons. The characteristics inherent to
these institutions are generally a reflection of the
organizational mission, product, or philosophy. Aas the
programs have expanded, they have become more general
and management-oriented. The reasons presented in this
chapter are representative of corporate attitudes and
rationale for the development, support and projected
growth in these institutions and the latitude of options
they provide. If these reasons are valid, it then
becomes clear why these institutions have flourished and
will plan to expand course offerings, particularly in
specific job-related areas, technology, human resources
and development; areas where théy feel their

specific educational needs have not been met.
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CHAPTER 4
METHODOLOGY

This research began with a conviction that by
studying external degree granting institutions, it would
be possible to provide a service to higher education
through an increased knowledge and understanding of
corporate educational efforts. The list of
characteristics delineated for corporate colleges in
Chapter Three came from three major sources: the study
published in 1985 by the Carnegie Foundation for the
Advancement of Teaching (Eurich, 1985), related
literature sources (Hawthorne, Libby and Nash, 1983;
Wilcox, 1987) and catalogs and bulletins from the 18
institutions listed in the Carnegie Study. This set of
characteristics formed the baseline group for the

comparative analysis conducted in this research.

It was also a purpose of this research to identify
the characteristics of those institutions as they exist

. today. This was accomplished through a number of
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methods which included a review of the 1literature,
information from national, regional and professional
accreditation agencies, current college catalogs and
bulletins, survey forms, telephone interviews, and on-
site visits to institutions located in the Virginia and
Washington, D.C. area. In order to confirm the
institutional characteristics and gain a more indepth
understanding of the corporate degree programs, it was
necessary to make direct contact with senior managers or
administrative personnel in the education or training
departments, resource centers, accreditation agencies,
and admissions personnel. These contacts were made
through the distribution of surVey forms, site visits,
personal interviews, review of course catalogs and
numerous telephone conversations (Enmon, 1989; Fenwick,

1989; Manning, 1989; Phillips, 1989).

When sufficient data had been collected, 1 collated
the information gleaned through the multiple systems of
contact and compared it with information on the 18

corporate colleges identified in the Carnegie Study
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(Eurich, 1985). A general analysis of the 18 schools was
conducted. This analysis included a review of various
types of degree programs offered by each, admissions
criteria, courses required, graduation requirements,
fees and tuition, transfer credits, 1length of time
allowed to achieve graduation, facilities and faculty
qualifications; all of which would be attributes of
significance in a traditional university. The scope of
study was then narrowed from the list of 18 institutions
to a smaller, more managable number of three
institutions. The information used for the analysis
contained in the three case studies included in Chapter
5 was acquired through the various techniques previously

identified.

The primary purpose of the research was to identify
the attributes of three corporate colleges as they
exist today and compare them with the characteristics
associated with the schools in 1985. This comparative
analysis was to facilitate the identification of changes

in institutional characteristics which may have occurred
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between 1985 to 1989. The intent for defining and
reducing the field of study was to establish order
to the extensive information available on each of the
institutions. In order to gain a more comprehensive
perspective, it was essential to select an institution
from each of the three catagories of sponsoring
organizations listed in Chapter 3 (Individual Business
Corporations; Professional, Research and Consulting
Organizations) and an institution from each of the three
areas of educational emphasis (technical, management,
and professional). Selection of the three institutions
for case studies based on this criteria provided the
scope and diversity of study required for comparative

analysis (Eurich, 1985).

Within these groups, a number appeared to be more
successful in providing a substantive and balanced
program, carefully designed to most effectively meet
the needs of their clientele (Eurich, 1985). Although a
number of the institutions met the criteria established

by the proposed research, several more clearly provided
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the types of degrees which could be examined through
comparative analysis than others. With this
determination, several excellent institutions were
eliminated from the research and would be unnoted.
Paradoxically, due to the scope of the degree programs
offered by these schools, few of them could be
distinctly identified as a school for just management,
technical or professional degrees. This was because
several of the institutions offered degrees in a
management discipline which contained elements of the
professional or technical just as some of the technical
degrees contained some measure of management or
professional training. Examples of this include the
DeVry Institute, which offers both technical and
management degrees, each of which contain some degree of
training in the other area. The American Institute of
Banking offers education in financial and management
services but primarily directs 1its courses to a
professional group. Because of this dichotomy,

institutions in this group were eliminated from further



study (DeVry, 1989; American Institute of Banking,

1989).

In order to develop a more comprehensive
perspective of these institutions, the case study
approach was confirmed as the appropriate methodology.
This research technique provided a better approach for
organizing and analyzing the significant amount of data
collected during the research (Leslie, 1970; Johnson,

1979; Pressley,1980; Baker, 1983).

The three institutions selected for study were the
Rand Graduate Institute for Policy Studies, the Wang
Institute, and The American College. In addition to
representing the best elements of the criteria
established for this research, these institutions also
offer a wide range of degrees: the Rand Institute grants
a Ph.D. in Policy Analysis, The American College offers
a Masters of Science in Management, and the Wang
Institute which offered a Masters of Computer Software.
These schools were also among those studied in the

original Carnegie research, therefore the degree of
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change within these institutions could be more readily

measured (Eurich, 1985).

Within the designated timeframe, 1985-1989, each of
the three institutions experienced significant change.
The first institution selected for study is the Rand
Graduate School for Policy Studies. The program at
Rand is highly specialized, therefore, graduates of this
institution tend to work either for government agencies
or a small, select group of consulting agencies. The
program of study at Rand has tended to emphasize both
international and regional ©political and economic
studies. Because of its highly specialized nature, the
program at Rand is subject to change with shifting
economic and political conditions such as the events

which occurred in Europe in late 1989 (Rand Graduate

School, 1985; Rand Graduate School, 1989-90).

The school was founded by several organizations

interested in professional study, research and
consultation services. The Rand program in policy

analysis tends to be selective with admission granted to
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only a few students yearly. 1In the last five years, the
curriculum has experienced several dynamic changes as it
evolved to meet the needs of its specialized clientele.
(Rand Graduate School, 1985; Rand Graduate School, 1989-
90).

The American College was selected as an
institution for comparison because it represented a
degree program in management and was founded as a result
of industrywide interest and concern, This institution
was also representative of a number of general trends
occurring within the corporate college community: it
had initiated a general management degree in response to
demands from clientele and sponsors; it had demonstrated
an initiative to wupgrade its admission criteria and
faculty, it had demonstrated both physical and
philosophical growth, and had effectively broadened its
population. The Master of Science Degree in Management
at American will be compared with a degree in management
offered by East Carolina University, in Greenville,

North Carolina (The American College, 1985; The



American College, 1989-90; East Carolina University;

Kaye, Henne and Bohlander, 1989).

This institution was selected as representative of
technical schools which had been established by an
individual business c¢orporation. The Wang Institute
ceased to exist as a separate entity in 1986-87 when its
program merged with Boston University, however in the
context of this study, the characteristics of corporate
colleges and how they had evolved between 1985 and 1989,
this | assimilation was important to the research.
Although there were several significant differences
between the Wang program and one offered by Seattle
University (Baker, 1983), an institution offering a
comparable degree, it did include enough substantial
components to allow its successful integration into the

program at Boston University (Boston University, 1989).

The Masters Degree in Business and Management at
East Carolina University is a comprehensive program and
contains many of the elements typical of medium size

graduate programs in business and management schools
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across the country. The program at ECU serves a
relatively wide population and is approved by both
regional and professional groups. The diversity of
courses 1is appropriate to many aspects of the business
world and does not restrict the graduate to narrow,
specific occupations. The services provided by the
institution are typical of those provided in both post-
secondary institutions of higher education and the more
sophisticated corporate colleges (Goldstein and

Sacchetti, 1987; East Carolina University, 1989-90).

In summary, data for this research came from a
multiple of sources: a review of the related
literature, survey forms, site visits, interviews,
college catalogs and bulletins, and certification and
accreditation agencies. The information was reviewed
and the scope of the material for study was reduced
from the 18 institutions identified in The Corporate
Classroom: The Learning Business, a study for the
Carnegie Foundation for the Advancement of Teaching,

written by Eurich in 1985, to a representative group of
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three institutions, These institutions were selected
from each of two principal groups: the type of
sponsoring entity (individual business corporations,
professional, research and consulting organizations, or
industrywide interest and concern), and the type of
graduate degree offered (management, professional or
technical). The case method of study was used as it
provided the most effective and comprehensive approach
to analyze and formulate comparative changes over the
period from 1985 to 1989 and to compare the program at a
corporate college with one from a traditional post-

secondary institution of higher education.



CHAPTER 5

INSTITUTIONAL CASE STUDIES

Case Study 1

For over three decades, the Rand corporation has
conducted research in many of the international and
domestic problems faced by the United States. As a
result of these efforts, corporate personnel have made
significant contributions in the formulation of courses
of action in areas of national defense, health care,
policy, education, internal security, civil justice, and
international economic policy. Although the primary
goal of Rand research has been to help policy makers
improve their decision-making process, education and
training became natural by-products of these efforts and
were institutionalized in 1970 with the founding of the

Rand Institute, now the Rand Graduate School (RGS).

The school provides graduate education at the
doctorate level in policy analysis, which is defined as

the "application of scientific methods to problems of
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public policy in domestic national security and
international affairs." Again quoting from the Rand
Catalog, "the institution has "since 1948 provided
decisionmakers with a better understanding of critical
policy issues across a wide range of national concerns”

(The Rand Graduate School of Policy Studies, 1988-89).

The main offices at the Rand Graduate School are
set on a 13 acre site near the civic center complex in
Santa Monica, California. The facilities, including the
library, classroom facilities, and computer complex, are
distributed throughout three interconnecting buildings.
The library, used primarily for research projects, is
noted for its extensive collection of over 74,000
volumes, 213,000 reports and numerous periodicals, maps
and special files which have been gathered and donated
for use by the students during the comprehensive
research-oriented program (The Rand Graduate School,

1989; Kaye, Henne and Bohlander, 1989).

Much of the success experienced by the Rand program

has been attributed to its wunique character, strong
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financial backing, corporate support, management, and
organization. Many corporate colleges operate almost
autonomously, however, the Rand Graduate School (RGS)
is both an integral part of its corporate sponsor and an
autonomous entity within it. Organizationlly,
intellectually, and financially, the school is a part
of the Rand Corporation. The intellectual ties are
designated the higher priority since the research
staff also serves as the principal faculty for the
school. Of the fifty-two faculty members listed in the
1988-89, only four of the instructors in the Rand
programs do not have doctorate degrees. Since faculty
duties are above and beyond their job, faculty members
are paid additional salary to teach in the school and
their work loads are adjusted to accomodate teaching
responsibilities. In addition to Rand personnel, the
staff may be augmented by members from research
universities in the Southern California area. Since
Rand receives support from its corporate sponsor and
both the federal and state government, the school has

access to additional personnel and facilities beyond
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those at the graduate school (American Council on
Education, 1983; Brazziel, 1988; The Rand Graduate

School of Policy Studies, 1988-89).

Organizational and financial ties are also
significant because the schoolv draws upon the
corporation for a number of supporting functions such as
financial backing, accounting services, personnel
functions, computer support and library facilities.
Educational and financial ©policies, however, are
formulated by two boards working cooperatively: the Rand
Advisory Board and the Academic Advisory Board. Rand is
governed by a Board of Trustees which sets basic policy
and must be informed of new developments in technical
programs and research findings (The American Council on
Education, 1983; The Rand Graduate School of Policy

Studies, 1988-89) .

When asked why Rand had elected to establish its
own institution for advanced study, Dean Charles Wolf,
Jr. 1is quoted as responding, "that it was first a

decision of whether or not Rand should do something more
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in education and, if so why and what" (Eurich, 1985).
The corporation first contemplated a joint venture with
the California Institute of Technology or the University
of California at Los Angeles. From the onset, the
project became overly complicated in terms of course
locations, responsibility for funding, and finally,
authority to award the degrees. Rand, therefore,
proceeded independently developing one of the most
successful, creative, and flexible programs in

corporate education (Burich, 1985; Brazziel, 1988).

Upon 1its establishment in 1970, RGS initiated a
free-standing, interdisciplinary program in policy
analysis which innovatively combines academic courses,
seminar workshops, aﬁd on-the-job training. Objectives
of this program are to seek and to "furthur promote
scientific, educational, and charitable purposes, all
for the public welfare and security of the United States
of America." The educational program is described as
"connected in series with the world of practical

affairs." This means that courses such as
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mathematics, economics or engineering are studied in
blocks. When the textbook work is completed, the focus
is turned to analysis and application of solutions to
problems in those areas. Although there are some
exceptions, such as internships in medicine, the usual
practice is to study first, then apply what has been
learned. In order to achieve this end, courses are
distributed across four primary areas of concentration:
economics, quantitative methods, social sciences, and

technology (The Rand Graduate School, 1989-90).

The three year program requires several
comprehensive components and culminates with a degree of
Doctor of Philosophy in Policy Studies. As delineated
in TABLE 13, admission requirements include a master's
degree or equivalent post-bachelor experience. The
program requires that the student successfully complete
20 quarter-length courses, workshops, or tutorials,
participate in ongoing policy research at Rand, written
and oral qualifying examinations and complete a

dissertation. In addition to the general degree, the
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student is provided an option of specializing in four
areas: Soviet Studies, National Security Studies, Health
Policy, and Population Studies. Some of these courses
are offered through cooperative efforts with regional
educational centers like the University of California at
Los Angeles. The first doctorate degree was awarded by
Rand in 1974, To date, 52 doctoral degrees have been
granted. The current enrollment is 66 with students
spread across the several areas of study in policy
analysis and throughout the three year program (The

Rand Graduate School of Policy Studies, 1988-89).

Tuition at RGS for the academic year of 1989-90
is §10,500. All students receive renewable annual
fellowships and are designated as Graduate Fellows
These fellowships range in size from the $15,000 annual
stipend provided for a student in Health Policy Studies
to the §$25,000 to $35,000 available to postdoctoral

students in Population Studies ( Reference TABLE 13).

In some cases, where familiarity with one of these

fields is not considered sufficient, prequisite courses
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may be required at Rand or at neighboring institutions
prior to entering RGS. The admissions process is
moderately competitive because of the small field of
study. In 1988, seventy-six applicants vied for the 10
to 15 positions available annually. The group of
applicants for the program often includes graduates of
Stanford and select 1Ivy League Schools who wish to
pursue a career with government agencies or seek
employment ‘ with an organization specializing in
strategic studies. Acceptance is restricted to students
who can participate on a full time basis in the
educational workshops, tutorials on-the-training and
research integral to degree (Brazziel, 1988; The Rand

Graduate School of Policy Studies, 1989).

The application process is subjective as no formal
application forms are required. The prospective student
must submit a 1letter in which educational aims and
reasons for graduate study in policy analysis are
plearly stated, A personal resume and three letters

of academic recommendation are required. The applicant
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must submit both graduate and undergraduate transcripts,
scores on Graduate Record Examinations (or equivalent
tests), and a research paper, study or report which
demonstrate what the aplicant considers an example of
excellent work. All applications are reviewed by the
Admissions Committee. Notification of the applicant's
status is generally received within 9 to 10 weeks

following the admission deadline (TABLE 13).

The distinctive curriculum innovatively integrates
the theories of policy analysis and the essential
course work with practice. The program revolves around

three methodologies of study (TABLE 14):

l. Analytical courses covering concepts,
theories, tools and techniques central
to policy analysis.

2. Seminar workshops based on policy studies
completed.

3. On-the-job training in ongoing Rand

poiicy research areas which may lead to the

doctoral dissertation,
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For graduation, RGS students must complete a
minimum of 20 quarter 1length courses, workshops and
tutorials. These are comprised of eleven analytical
core courses, two policy research workshops, and at
least seven elective courses. All required coursework
must be successfully completed, with the exception of
three of the seven required electives, prior to taking
the written and oral qualifying examinations. The
academic year is comprised of three trimesters
(quarters) of ten weeks each. A full course load
consists of three courses or workshops per trimester or

nine per academic year( Rand Graduate School, 1989-90).

In summary, the Rand Graduate School is an
innovative opportunity at the Ph.D. level offering both
educational development and financial support. At the
present time, there are three programs comparable to
the one provided by Rand, however, they are offered at
the Master's level: Harvard, Carnegie Mellon, and
Berkeley. The interdisciplinary nature of the degree,

through the combination of courses required,



concentrated study, and exercises requiring application
of newly acquired knowledge, test the range of student
capabilities. Through the years, the Rand Ph.D. has
reflected the political, social, economic, and even
military interests of the country. As a result of this
philosophy, the courses have had an international flavor

but with primary emphasis on Soviet Block countries.

Several changes have occurred at Rand since 198S5.
Requirements for graduation have increased from 17
courses and a dissertation to 20 courses and a
dissertation. This has coincided with the addition of 8
new course for 23 percent growth in the curriculum.
These additions have tended to make the degree even more
specialized in some geographic areas, however, they have
expanded the number of regions on which a student can
concentrate (TABLE 15). The new courses cover a wide
range of study interests such as Multivariate
Statistics, Chinese Politics and Foreign Policy, NATO

and the Conventional Balance of Power in Europe and
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Background for Policy Making in the Pacific (Rand

Graduate School, 1989).

Tuition increased from $25,000 to $31,000. This
additional $6000, represents approximately the same
amount of increase charged by some of the more select or
private colleges and universities across the country.
This has been offset, however, by an increase in the
funds available in the programs through larger stipends,
increased fellowships and scholarships. Additionally
the area of eligibility has been expanded to make these
resources (TABLE 16) available to more students (Rand

Graduate School, 1989).

In 1985, the school had granted 27 degrees; by 1988
the number had increased to 52. Currently, 66 students
from all over America and several foreign countries are

enrolled in the three year program. Graduates of the
1987 class were offered employment at the Pentagon, in
the U.S. Congressional Budget Office, in the Brookings
Institute, and with the U.S. Office of Management and

Budget (Brazziel, 1989).
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Potentially Rand can anticipate a number of dynamic
changes in its courses percipitated by the recent shift
in political and military philosophy towards Eastern
Europe. The courses which dealt with socio-economic
elements in this area of the world will probably show
some dgrowth as monetary support is provided to assist
certain nations in the rebuilding of their economy.
Those which have emphasized manpower and stragetic
studies could be in difficulty and candidates for

revision.

As the economic, military and strategic interests
our government shift to other geographic areas, the
emphasis on Eastern Europe will redirected to other
emerging areas of the world to include Central and South
America, China and Southwest Asia. The change and
redirection which must occur in the Rand program should
prove to be an interesting area of future study.
Corporate colleges have prided themselves on the
ability - to be responsive to change and flexibile in

determining emerging trends. Historical events will
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probably challenge Rand to once again identify and serve

the needs of its clientele.

Case Study 2

The American College, located in Bryn Mawr,
Pennsylvania, is one of the two oldest corporate
colleges (along with General Motors Institute founded in
1919) and represents one of the best examplgs of an
"open university." Founded in 1927, this school is
also representative of a number of institutions which
did not begin as degree-graﬁting but which in time
evolved to this status. The American College was
founded with strong support from the National
Association for Life Underwriters as a result of
national scandals relating to ethics in the insurance
business. Problems within the industry had been severe
enough to lead to legislation for control. Corporate

leaders, however, felt that education could also serve
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as a means of teaching its representatives about
ethical standards in areas of customer sales, and

practices (Eurich, 1985).

During the early stages of trying to develop an
educational solution to improving quality within the
industry, numerous efforts were made to obtain
cooperation from local universities but academians were
either not interested in the undertaking or felt that it
was a form of professional education. As a consequence
of this indifference, the industry decided to make its
own provisions and what was to become The American
College was born (Eurich, 1985; The American College,
1989).

The school first began in the attic of a walk-up
building. When it outgrew this facility, it moved to a
lovely old house near the University of Pennsylvania.
As the program continued to expand and became more
diversified, it relocated a second time to its present
site, a 45-acre campus in picturesque Bryn Mawr which is

only a short drive from Philadelphia. Today, the campus
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of The American College looks much like that of any

traditional institution (The American College, 1989).

The institution has continued to acquire additional
acreage to expand the facilities. There are several two
or three storied buildings which were designed by some
of Philadephia's better-known architects. The grounds
have been expertly landscaped enhancing the impressive
setting. Central to this complex is the Gregg Conference
Center which serves, not only as home to the students
during the residency phase of the program, but also
includes an academic wing with classrooms for both large
and small groups, a dining/commons area with a
cafeteria, a dining room and an informal recreational

area (The American College, 1989).

For approximately the first half century of its
existence, the institution was known as the American
College of Life Underwriters. In 1976, it legally
shortened its name to The American College and was
reincorporated by the Commonwealth of Pennsylvania as a

degree granting institution, fully authorized to bestow
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the Master of Science Degree in Financial Services. As
time passed, The American College continuously broadened
its curricular programs. This growth was a contributing
reason for the change in institutional names. 1In 1987,
it wa§ given authority to grant the Master of Science of
Management, the degree which we will study and analyze
in this research. (Eurich, 1985; The American College,

1989).

In addition to graduate degrees in management and
financial services, the college also grants a diploma
and designation for financial consultants. Over the
years, the curriculum has characteristically reflected
changes in the world economic climate. With the
tremendous growth in the types of financial services,
the student body has also evolved and now represents a
broad range of participants other than those from
insurance companies. 1In this respect, the college is
serving a need which has not been met in more
traditional instiutions. The demand for several of the

programs offered by American is attested to by the more
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than 50,000 participants in the program and the over

2,500 diplomas granted annually (Eurich, 1985).

The American College has long recognized the need
for professional management education. Beginning in
1930, courses leading to certificates, and later
diplomas, were provided in agency and company
management. These courses were supplanted by a
Management Learning Series and eventually by management
education. The present curriculum is flexible,
performance-oriented and offers several scheduling
options. Frequently, students begin with a few courses
without formally entering the degree program. Later, as
their professional commitments allow, they can apply for
full admission. The student is allowed to transfer up
to nine credits from other accredited institutions,
however, these credits can only apply to "distance"
courses., Credits can also be considered for transfer if
they are approved by the American Council of Education
(ACE) and the New York State Board of Regents (The

American College, 1989).
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According to the college catalog (1989), The
American College "specializes in education offered on
a distance basis to students located throughout the
nation who study in local classes or independently and
take course examinations 1locally." The Masters of
Science in Management (as well as other programs)
combines the innovative methodology of "distance"
learning with periods of residency study on the Bryn

Mawr campus.

Through the "distance"” learning system, part-time
study and degree programs can be completed exclusively
through evening and week-end study except in 1limited
areas where the two week residency sessions are
required. There are several hundred classrooms located
across the country where students from a number of
companies meet in formal classes, with peers or
independently. This appproach has been a factor in the
designation of The American College as an "open
university" (The American Collleée, 1985; The American

College, 1989).
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The course materials, including study guides,
cassette programs, text, and audiovisuals, are prepared
by staff and faculty on the central campus. all
distance courses are concluded with two-hour
computerized, objective examinations administered in a
network of test centers located in 60 major cities
across the country. The computerized exams are
patterned after the college's Examinations on Demand
(EOD), also utilized in other degree programs at The
American College. Residency courses, however, conclude
with paper and pencil - examinations which are
administered during the on-campus or residency sessions.
The faculty is a combination of resident and full-time.
Most of them have either a Ph.D or Doctor of

Jurisprudence degrees (The American College, 1989).

In the past, admission requirements were highly
flexible giving significant consideration to
professional qualifications and recommendations.
According to the American Council on Education, The

American College accepted 98 percent of its applicants
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in 1983, a significant number of which were non-degreed.
More recently, however, the school has been seeking
students with degrees and the level of the educational
background has been increasing. Although the admissions
criteria remains flexible, (TABLE 17) most of the
applicants are now college graduates (The American

College, 1989).

The Master of Science in Management available at
The American College is a 40 credit program, 24 of which
are offered through "distance," or off-campus study. The
residency component of the program is 14 credits with an
additional two acquired (total of 16) through an
independent research project. The highlights of the
residency program are the two, one week sessions

held on the main campus (The American College, 1989).

During each of the two residency sessions, the
student takes 3 courses for 8 credits (see TABLE 18).
The first one week residency is scheduled shortly after
the program begins. During this phase, the student

takes courses which emphasize planning and applications.
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During this week long session, a student has the choice
of completing three of four courses: accounting
applications, financial services, and computer

applications.

The elective or "distance" portion of the progam at
American includes a wide range of courses in pension
planning, estate management, taxes, and financial
institutions. The group of distance courses also stress
such principles as organizational behavior, human
resources and development, decision making and self-
development. Electives are ‘a minor segment of the
program since only three credits are accepted from this

component (Reference TABLE 18).

The second residency period is conducted as the
last requirement in the program. This block of study

emphasizes issues, related ethics and human values,
all industry concerns which prompted the establishment
of the school. Additional courses during the second
residency, include strategic approaches to planning and

management and the culminating experience: presentation
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of the research project. The research project consists
of the presentation of a two-credit independent
writing/project selected in consultation with a faculty

advisor (The Americann College, 1989)

A Comparative Analysis

The management program at East Carolina University
was randomly selected as the institution and program to
be compared with The American College. This school is a
moderate sized, comprehensive institution located in
Greenville, N.C. As one of the six constituents of the
Greater University of North Carolina, it serves as a
member in one of the larger university partnerships in
the country. As a public institution, it first serves
students from the state and then students from the
greater population including numerous students from
other states and several countries. East Carolina
University States that its purpose is to "provide an
environment and atmosphere conducive to the pursuit,
discovery, and dissemination of knowledge and to serve
the region, as well as the broader national and

international community by developing its material and
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human resources." Originally established as the Eastern
Carolina Teachers College, it has evolved over the
years and received authority from the state and
accreditation agencies to award 19 graduate degrees at
the Masters and Doctorate level (Goldstein and
Sacchetti, 1987; The East Carolina University Bulletin,
1988-90 and The East Carolina Graduate Catalog, 1988-

90) .

The university has a constitutionally authorized
Board of Governors responsible for the "general
determination, control, supervision, management, and
governance of the constituent institution." Each of
the constituent institutions under the Greater
University of North Carolina system has its own faculty
and student body. As a member of this larger body, the

primary source of financial support is from the state

(East Carolina, 1989-90).

The school has a combined enrollment of 15,000
students,v most of whom are resident. The Graduate

School for Business, which includes the management

132



program, has 110 full-time students matriculated in the
program and another 110 in the part-time program. There
is a sizeable evening and weekend program to accomodate
the working and part-time students. The campus 1is
large and attractive, encompassing over 370 acres
adjacent to downtown Greenville. The main campus is
comprised of an attractive blend of new buildings
scattered among older structures. The institution has
experienced significant growth in the past two decades;
growth which can be readily measured by the addition of
several new dormitories and classrooms, several of which
are 1less than ten years old (East Carolina Uiversity,

1989-90).

In recent years, the business department has also
expanded to meet the demand for degrees in business
administration. Admission criteria for the degree, both
at undergraduate and graduate level are relatively high
with an acceptance rate of 68 percent. The average age
for a student in the program is 26 years which supports

statistics that many students today represent an older
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more experienced group (Goldstein and Sacchetti, 1987 ;

US Census Bureau, 1987).

The graduate portion of the ECU program is a 36-50
semester hour course, and requires the successful
completion of a wide range of business, accounting,
marketing and management courses prior to admission in
the graduate school. The cost of tuition is computed on
in-state or out-of-state residency and on a part-time or
full-time rate demonstrating the diversity of its

student body (TABLE 19).

Admission to the graduate program in management at
East Carolina requires a bachelors degree from an
accreditated institution, a 2.5 overall GPA with a 3.0
in the major area of study, satisfactory scores on the
GRE (or equivalent test), letters of recommendation from
professors, a personal interview, and in some cases,
optional tests. These requirements appear to be more
stringent than those required at The American College
which will still accept some non-degreed students and

participants who do not have a background in business
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or management (The East Carolina College Bulletin and
Graduate Catalog, 1988-90 and The American College

Catalog, 1990).

The course of study at East Carolina contains both
a common body of courses for specialized areas and a
breadth component (TABLE 20) which provides educational
balance to the curriculum and the student. The elective
component is flexible and the number of hour in this
block are at the discretion of the Dean of the Graduate
School for Business and Management who makes this
determination based on the student's educational
background and needs. The common body portion of the
program includes 12 courses in accounting, statistics,
computer management and financial services which are
completed over a number of semesters (The East Carolina

University Graduate Catalog, 1988-94).

In conclusion, The American College of 1989 is not
the same institution studied in 1985. Curricular

offerings at The American University have steadily
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broadened over the years. The programs have become less
professionally restrictive to outside participants and
now include a wide spectrum of professionals. They
have expanded the content of the courses and integrated
some theoretical concepts. Where new programs have
evolved at American, they have become more closely
aligned with those we associate with four-year business
schools. A review of courses at both institutions shows
that "Introduction to Computer Applications" at The
American College 1is not significantly different from
"Management Information Systems" at East Carolina. The
same similarity c¢an be found in the content of courses
at American in "“Financial Institutions," "Managing the
Financial Services Enterprise," and "Decision Making in
Financial Services" with ECU's "Financial Management,"
"Market Management" and "Analysis of the Business
Environment." The content in several other courses
parallel each other as do the concepts and theories
stressed although courses may carry somewhat different
titles (East Carolina University, 1989; The American

College, 1985; The American College,b1989).
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It is obvious that there are a number of
characteristics shared by The American College and East
Carolina University (TABLES 21 AND 22). There is also a
correlation between the type of electives offered by
both institutions and the manner by which they are
selected. The faculty at both institutions have strong

academic and professional credentials.

There remains 1little doubt, however, that the
program at East Carolina is more structured and
comprehensive. It also provides more opportunities for
the student to pursue some courses of special interest
or courses which will enhance educational credentials.
The diversity of degrees within the business and
management department do not limit or channel the
student into a particular career field but provides more
diverse options. The program at East Carolina, because
it offers more interaction and feedback from
instructional staff, allows the student to become a part
of the collegiate experience and to capitalize on the

advice and guidance of recognized educational
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professionals. The depth and latitude provided by the
availibility of additional courses at East Carolina and
the increased period of instruction of the semester
length courses represent still another advantage

inherent to the traditional institution.

There have been other changes which impact on the
students, faculty, facilities and services, The
admission criteria has increased with more college
graduates applying. The educational credentials of the
faculty have also strengthened. Student career and
counseling services are frequently assessed for
effectiveness and library facilities maintain current
materials for student use. Other institutional changes
have occurred but are more subtle and less substantive.
They reflect the economic climate and demographic
groups to be served (Goldstein and Sacchetti, 1987;
Hegner, Rowan and Goldstein; The American College, 1985;

The American College, 1989).

»
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Case Study 3

Wang Laboratories is a research and development-
based manufacturer of computers and word processing
equipment. The Wang Institute of Graduate Studies was
founded 1979 as a personal initiative of An Wang, CEO
and founder of Wang Laboratories with a $3 million
gift (Magarell, 198l1; Baker,1983). From the time the
corporation decided to enter the education and degree-
granting business, the Wang Institute was considered an
outstanding institution for education in software

development (Eurich, 1985).

Established as a result of industry concern, this
institution was often credited for the quality and
integrity of its highly technical program. At the time
of its founding the software industry was in dissary.
The mission for the institution was to assist the
struggling software industry by providing more highly
skilled software engineers and specialists (Magarrell,

1981 and Eurich, 1985).

146



The educational facilities of Wang Institute of
Graduate Studies were located in Tyngsboro,
Massachusetts on a 200-acre site in the rural
Massachusetts countryside, Housed in a large,
substantial granite building which dominated its
setting along the Merrimac River, the institute provided
a motivational environment for study and research

(Eurich, 1985).

Unlike other institutions in the corporate sector,
it operated as one of the few totally independent,
nonprofit corporate colleges. Despite the strong
commitment of Wang Laboratories to the unique program
of software engineering, they did not limit the services
of its institution to corporate employees. This was
consistent with the mission of the institution and, as a
result, the programs were designed with flexibility to

allow the admisssion of other students (Baker, 1983).

When Rand Graduate Institute was founded only a few
institutions offered a degree comparable to the one at

Wang. Although the Wang program was often been cited as
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the first to offer a Master's Degree in Computer
Software, there was always some controversy about both
the precedence and numbers of institutions with this
particular degree. According to Maeroff (1981), Wang
created its program "partly because the company could
only identify two other programs which were somewhat
similar.” On the other hand, Brickell and Aslanian
(1981), asserted that the Wang program was "one of only
four offered in the nation."” Despite these references
to other programs, the 18th edition of the COLLEGE BLUE
BOOK, the issue most directly related to this
timeframe, only one other institution, Seattle
University (Washington) offered a comparable degree.
Characteristics of the Wang program are offered at TABLE

23.

As illustrated in this table, a bachelors degree
was required for admission with specification that the
undergraduate grade point average must be a 3.0 or B.
Each student who applied was required to take the

Graduate Record Examination (GRE) as a prequisite. Two
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years experience in a software engineering-related area
had to be demonstrated as well as expertise in
mathematics and computer sciences including documented
ability in "blocked-structured high-level languages such

as PASCAL, PL/I, AND ALGOL."

The program at Wang was designed to be completed in
one year of full-time study (12 months) or over 2-3
years on a part-time basis (24-36 months). Terms were
comprised of 15 week semesters with 33 semester units
necessary for graduation., Instruction is delivered by
lecture or laboratory experiences implemented in small
classes to allow for the personalization of course
materials. As stated by the course catalog, "each
student has an individual study area equipped with a
video display terminal" (Wang Institute of Graduate

Studies, 1985).

Tuition charges were computed at cost per credit
hour of instruction. Course costs at Wang were $235 per
semester hour with an additional $30 registration fee.

This brought the total cost for a one year full-time
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program to $7,845 (Reference TABLE 22). Total cost for
the part-time program was slightly higher at $7,935

(Wang Institute of Graduate Studies, 1985).

Scholastic standards at Wang Institute of Graduate
Studies were high. While enrolled in the Wang program,
the student was required to maintain a grade point
average of 85 or the equivalent of a B in most
traditional programs and consistent with admission
requirements. The student was allowed to transfer up to
three courses into the Wang program with the restriction
that the courses had been taken within the past three
years. A time limit of four years was imposed for the
completion of the program. Any credits transferred into
the program must be within the stipulated four year
timeframe. The Wang program was divided into three
required components: a core of six courses, elective or
optional courses, and a two-semester team project
designed to provide experience in all aspects of
software engineering. The Wang Program was characterized
as containing a strong managerial orientation as in seen

in the curriculum (TABLE 24).
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In addition to the required core of six courses,
students were required to complete three courses or
nine semester units in elective subjects. These
electives could be either a managerial or technical
subject as 1long as six of the units are from the same
concentration. The final requirement for the Master's
Degree was the completion of a two semester team
project. For this project, the student participated as
a team member to plan, design, specify, implement, test,
document and modify a software system. This allows the
student to put into application what had been learned

during the more formal coursework (Baker, 1983).

In summary, the Master's Degree in Software
Engineering from Wang Graduate Institute provided a
challenging program of study in a narrow specialized
field. 1t emphasized the use of software engineering in
a mangement environment. Although it did not
necessairly share many common characteristics with the
more traditional programs, it did parallel collegiate
programs closely enough to become integrated into the

computer program at Boston University in 1986-87.
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Although the Wang Institute has ceased to be an
independent corporate college, it represented the best
example of a technically-oriented institution when the
Carnegie Study was published in 1985. The ease with
which this transition occurred demonstrated the
parallels which could be established between the

traditional and non-traditional institution.
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CHAPTER 6

CONCLUSIONS

The purpose of this study was to determine the
characteristics of corporate colleges in 1989 and to
compare them with the attributes associated with these
institutions in 198S5. This information was to
facilitate a study of the two groups of schools in
order to ascertain if the corporate colleges had become
more like traditional institutions. Although limited
to these aspects of study, the scope and rationale for
development and growth of these institutions ultimately
became a part of the research. The findings of this
study document the characteristics of these
institutions, the degree of change within them, and the
gradual evolutionary trend to shape their structure
to more closely resemble that associated with
institutions of higher education. The findings of this
research indicate that, although this transition has
occurred more definitively in some institutions than
others, and may be taking place in others, it is gradual

process.
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A number of the institutions included in this study,
however, have not significantly changed since 1985 and
plan to retain their present structure and educational
programs. Despite the projections for significant
growth in the number of these institutions (Eurich,
1985; Boyer, 1987), there has been only limited
incidence of new degree programs within the 18
identified in 1985 and no indication that significant
numbers of new institutions have sprung up. While it
is evident that this sector is expected to demonstrate
some continued growth in both credit and non-credit
courses, the results did not reveal wide-scale
development of new corporate degree programs to date.
Research did indicate that this unregulated sector of
educational services should be an area of concern to

those in higher education (Lynton and Elman, 1987).

Corporate Colleges in 1989

TheACOtporate colleges of 1989 are different from

the .institutions of 1985. In some cases, these changes
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are substantive; in others, they have remained much the
same, concentrating on what they feel they do best to
meet the needs of their clientele. A summary of the
characteristics of corporate colleges include the

following:

1. In 1985, corporate colleges were either
independent institutions or integral to the sponsoring
organization. One of the most significant changes in
corporate colleges in 1989 has been the tendency of
these institutions to move towards greater independence.
This has been a two step process which involved
institutional efforts to become more independent and
separate itself from the fostering organization and to
open its doors to a broader population which is not tied
to a particular profession or industry. The American
Institute of Banking is most representative of this as
it now accepts students from various organizations and
has made a move for independent status by trying to
separate itself from 1its corporate sponsor, the

Amer ican Banking Association (Marks, 1989).
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2. In 1989, most of the corporate colleges are
still nonprofit institutions but now receive some
financial support or assistance from outside sources.
Rand is perhaps the best example of this policy since it
receives financial support from the parent organization,
the state of California, and several federal agencies
(Rand, 1989). The corporate colleges also receive
additional income from students who are granted
tuition aid from organizations other than the sponsoring
company. In the intervening period from 1985 to 1989, a
number of the institutions expanded the concept of "open
admissions" and once all qualified students have been
admitted from their sponsors, the enrollment is opened
to other academically qualified candidates (American

Institute of Banking, 1989; The American College, 1990).

One of the institutions, DeVry, has become a for-
profit institution since 1985. Bell and Howell acquired
Devry under the leadership of CEO, Donald N. Frey, an
advocate of quality education. Although owned by the

corporation and given credit for much of the growth and
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improvement of the company, many of the institution's
programs were available to other students. After
resisting a takeover by the National Education
Corporation, which already owned 47 technical schools,
DeVry was purchased from Bell and Howell by the Keller
Management Group in August 1987 which now operates the
institutions. Since the mission and student
constitutency are different, the Keller Graduate School
and DeVry Institute are individually accreditated by
the Commission on Institutions of Higher Education and
the North Central Association of Colleges and Schools.
The profit factor, however, places DeVry in a different
catagory ( DeVry, 1990; North Central Association of

Colleges and Schools, 1990).

Because these institutions receive support from a
corporate sponsor, the programs must justify themselves
in terms of quality and cost effectiveness. 1In order to
maintain student quotas or population, a number of
institutions have expanded into non-credit courses since

this market has, at times, proven to be more sustaining.
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These activities support Eurich's (1985) philosophy,

that a profit can be made from training and education.

3. The educational programs have continued ¢to
demonstrate growth, The are comprehensive and
reasonably intense ranging in length from several days
to several weeks. Night study is an integral part of
the program and students quickly learn that
extracurricular activities are not a component of the
program (Wilcox, 1987). Most of the degree programs
are part-time but others, 1like Rand, demand a full
commitment from the student (Rand, 1990). In these
institutions, degrees are available from the Associate
to the Ph.D.. The degree area which has experienced the
most significant growth has been at the Master's level.
The American College has added a Master's Program in
Management and the National Technological University
(NTU) has expanded the number of degrees available for
engineering and computer students. Its list of
subscribers has increased to include 25 universities and

colleges of engineering across the country. NTU and

161



Rand are unique among corporate colleges for their
coordination of programs and joint efforts with
traditional institutions. It is in this last dimension
that much future growth should occur (American Collegé,

1990, National Technological University, 1990).

4. The applicants continue to be older and more
mature than those applying at traditional institutions
as demonstrated by statistics published by the U.sS.
Census Bureau in 1987 and 1989 (Reference TABLE 12).
In many cases, the pursuit of additional education is
voluntary; in others it is mandated by the corporation.
In either case, employers have become more actively
involved in educational and training programs for
employees because of the increasing short-life of
technology, changes in organizational mission, product
mix changes and the international spirit of competition
for markets and products. Budgets dedicated to
education and training have grown at impressive rates

during this time frame with no indication that the trend
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will reverse in the near future (Carnevale, 1986;

Carnevale, 1989).

5. Paculty members or instructors are closely
evaluated for their professional knowledge, experience
and job performance credibility. In many cases the
"subject matter expert," "technician," or experienced
field employee with a "proven track record" still serves
as the primary instructor for the programs. This is
particularly true in some of the management programs and
technical areas of study. Since students are provided
with numerous benefits and pay-offs are high for
participating in the programs, efforts are made to
maintain quality professional instruction (Wilcox,

1989) .

Rand and The American College are excellent
examples of another philosophy. These institutions
point with pride to the educational credentials and
experience of their instructional staff. Most of the
staff at Rand and American hold doctorals degrees. The

American College, has conscientiously and consistently
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increased the educational level of their staff (Rand,
1985; Rand,1989-90; The American College, 1985; The

American College, 1989-90).

6. Although lecture, discussion, and seminars are

still the primary instructional delivery systems,

educational and training technology has grown
significantly in the few years. More of the
institutions have added or expanded computer

laboratories and electronic delivery systems in order to
and diversify the educational programs or to reach a
broader audience (Eurich, 1986; American College,
1989). As a consequence, the educational process is
steadily conveyed out of the conventional classroom Vvia
modern technology. This year, Geber (1990) has projected
that in the decade of the 90s only 25 percent of
instructional activity will occur in a conventional
classroom ( Bowsher,1990). This projection means, that
while the corporate educational process has been highly
innovative, more international, and more tele-

communicative in the 1980s, that greater change will
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come in the next decade (The American College, 1989;

National Technological University; 1989; Geber, 1990).

7. The courses in corporate degree programs now
include more theory and emphasis on human resourxce
development, problem solving, decision-making, and
creative thinking activities. This could possibly be
interpreted as a corporate reaction because of their
attitude that traditional colleges and universities do
not offer their graduates sufficient courses which can
develop valuable management skills. Members of both
the corporate and education community feel that
education system is in trouble and still stresses

process over content (Cheney, 1987; Spille, 1989).

This development of programs which emphasize
creative strategies and applications for management has

occurred coincidentally with a movement from the
concentration on pure job-specific programs. This is
not to imply that the job-specific emphasis has
disappeared because it has not. It is still prevalent,

particularly in institutions like McDonald's Management
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Institute, Massachusetts General Hospital, General
Motors Institute and the Boston Architectural Center and
School (McDonald's Management Institute, 1989;
Massachusetts General Hospital, 1989; General Motors
Institute, 1989; Boston Architectural Center and School,

1989).

What this does mean is that, in becoming more 1like
traditional programs, corporate education now offers
some courses which have become more theory-based. Where
theory has been integrated into the degree programs, it
is done with the same objectives that are found in
traditional settings. Much of this has occurred more
coincidentally with techniques which develop problem-
solving, decision-making and creative management
strategies which the students can apply to various types
of problems in the workplace (The American Institute of
Banking, Marks, 1989, The American College, 1989-90; The

College of Insurance, 1989-90).

8. Not only have the courses taken on more of the

appearance of those in traditional institutions but
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corporate colleges have also become more sophisticated
in developing and emphasizing the physical facilities
and environment of their institutions than they have in
the past. Several institutions boast of their "campus-
like settings" and advertise the presence of many of
the same types of facilities found on campuses
of traditional post-secondary institutions. This
includes the maintenance of extensive 1libraries and
research centers, dormitories, computer labs and student
recretional areas provided by institutions 1like The
American Graduate School of International Management
(Thunderbird Institute), The American College, Wang,
and the The Rand Graduate School. (The American
Graduate School of International Management 1989
(Thunderbird Institute); The American College, 1989;

Wang, 1986; Rand Graduate School, 1989).

For example, The Rand Graduate School is located on
a 13 acre site 1in Santa Monica, California. It
advertises that it interacts with other state

educational institutions 1like UCLA and the University



of Southern California. This provides an abundance of
opportunities to provide extended campus and collegiate
experiences (The Rand Graduate School of Policy Studies,

1990) .

The Institute of Textile Technology is housed in a
number of beautiful old buildings in Charlottesville,
Virginia. Separate classroom facilities are available
where specialized classes are conducted "on all phases
of the textile industry" and students are "trained to
solve complex industry problems" (Institute of Textile

Technology, 1989)

The American Graduate School of International
Management (Thunderbird) has a 160 acre campus.
Approximately 60 acres of the campus are occupied by
classroom buildings and dormitories, some of which have
units for married students. The 11 dormitories are
arranged to form 3 quadrangles, an arrangement
traditional with many older institutions of higher
learning. The institution also has an extensive

library, which contains over 101,000 volumes, and two
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research centers (American Graduate School of

International Management, 1990).

9. Since 1985, a number of the corporate colleges
have ceased to be "closed institutions" moving to a
policy of open admissions. This move probably
represents the second most significant change which has
occurred in the period from 1985 to 1986 (Fenwick,
1989). Although preference is still given to employees
of the parent organization, the institutions will
accept students from other related organizations or from
the general public. According to Peterson's 1987
Graduate and Professional Programs (Goldstein and
Sacchetti, 1987), The American College currently
accepts 98 percent of its applicants, which includes
significant numbers of applicants from fields other than
the insurance industry. The McDonald's Management
Institute is still the best example of a closed
institution (McDonald's 1989). The Rand Graduate School
is also restrictive, however, this can be attributed to

the selectivity and specialization of the program.
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Unqualified candidates are naturally prohibited from

applying to this institution (Rand Graduate School,

1990).

10. It is apparent that corporate colleges are
sponsored by large industrial and business corporations
or consortiums which have the resources to development
and implement educational institutions for the
advancement of their personnel. On the other hand,
small employers, (fewer than 500 employees) account
for approximately 50 percent of all jobs in the United
States and 40 percent of the new jobs now being created.
As the <creator of these new jobs, development of
employee knowledge and skill is important to them,
however, they operate in relatively limited markets,
personnel usually have broad areas of responsibility,
and staff can not relieved of responsibilities for
formalized instructional purposes. Because they are
small, they cannot afford employee time away from the
job to attend classes. Programs for employees of small

companies tend to be less formal and of short duration.
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In some instances, arrangements are made with corporate
colleges or local institutions of higher education and

technical schools (Hamilton and Medoff, 1988).

The institutions which Eurich and Hawthorne et. al.
identified as corporate colleges span a broad spectrum
of missions, objectives, programs, and populations. as
illustrated in Chapter 2 (TABLES 1 and 2), their numbers
fluctuated from 14 in 1983 to 18 in 198S5. Since then,
the numbers have continued to vacillate and no
additional lists have been published since 1985
recognizing changes to this list. The publication of
this updated status might be timely in terms of the
scrutiny imposed on all sectors of the educational
enterprise. For example, Wang Institute was absorbed by
Boston University in 1986 and can no longer be included.
In 1985, the Carnegie Study identified The Institute
of Management Competency as a corporate college with
plans to apply to the Middle States Aassociation of
Colleges and Schools for accreditation. The Middle

States Association received no request for evaluation,
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so it is highly questionable that they would be included

on a current list (The Middle States Association, 1990).

In 1987, DeVry became part of a for-profit
organization, the Keller Management Group. In the
future, accreditation for the institutions, comprised of
both DeVry and the Keller Schools for Management, may
revert to professional agencies Since most regional
accreditation agencies do not evaluate for-profit

institutions.

When asked in an interview if the National
Technological Institute was a corporate college,
Baldwin, president of the institution reponded: "No, not
really. The money overwhelmingly, to start the program
came, from industry. And the governing board of
the school (comprises) people who work in industry. So
the ties and roots are industrial." But he feels that
NTU is no more a corporate college than any of the 25
educational institutions that "participate in the
network. Based on the assessment of the institutional
leader, serious questions could be raised about the

legitimacy of NTU remaining on the list (Wilcox, 1987).
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In 1985, these institutions represented a broad and
diverse group of missions, objectives, philosophies,
products and students and had few common characteristics
(Hawthorne, Libby and Nash, 1983; Eurich 1985). This
was still basically true in 1989 because for every set
of attributes developed as descriptors for these
institutions a probable exception could be identified.
The characteristics that have been identified in this
study represent as nearly as possible the few similar

characteristics shared by these institutions.

_Accreditation for these institutions is a complex
process and raises some questions about the latitude,
scope and standards of quality. The degrees offered by
these institutions are as diverse as the institutions
themselves ranging from the Associate Degree in Fashion
Merchandising offered by Watterson College to the Ph.D.
in Policy Analysis offered by Rand Corporation. The
accreditation agency which grants approval to Watterson
College and its various programs, also confirms the

quality of the courses at the Institute for Textile
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Technology and most of the state and private colleges in
the southeast, The Southern Association of Colleges and

Schools (Southern Association, 1989-90).

New Directions in Corporate Education

Previous research had predicted significant growth
in this sector (Eurich, 1985; Solozano, 1986). This has
not occurred to the degree expected. The vast majority
of the institutions included in this research were
not planning to broadly expand their college-level,
degree-granting programs. Also, with the number and
diversity of degrees which they presently offered, they
did not anticipate significant growth. To the contrary,
Wang is no 1longer a separate corporate entity, the
Institute for Management Competency, has not applied for
accreditation, DeVry has become an independent, for-
profit institution, and NTU may not fit the profile for
a corporate institution. A list published today could
well well reflect that probably no more than 14 (TABLE

25) of these institutions are corporate colleges.
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(Wilcox, 1987; DeVry Institute, 1989; Middle States
Association for Colleges and Schools, 1989). This does
not mean that other institutions have not developed to
take the place of those no longer includeqd, ‘because in
all probability they have, however, this issue has not
been addressed since it was not an objective of the

research for this study.

While frequently cited in the 1literature as
companies (McQuigg, 1980; Brazziel, 1982) offering
corporate degree programs, International Business
Machines, American Telephone and Telegraph, General
Electric, R.J. Reynolds have chosen not to join the
ranks of degree granting corporate institutions. These
organizations have elected to support tuition-
assistance programs for personnel through local
accreditated institutions or in an institution of their
choice. This is particularly noteworthy as several of
these industrial giants have elaborate and finely
equipped training centers and highly trained personnel

who could easily be utilized to provide organizationally
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sponsored degrees. The training centers operated by
both Xerox and IBM provide a broad range of skill and
knowledge building programs. The facility which Xerox
maintains at Leesburg, Virginia has all of the qualities
of a college campus including dormitory areas, a
library, cafeteria and dining facilities, computer
laboratories and staff which could be dedicated to full-
time education and training functions. They conduct
seminars and courses for numerous and diverse groups
which include agencies from both federal and state
governments but do not have plans to become degree

granting (Enmon, 1989).

The corporate degree-gfanting programs found to be
in existence were primarily offered in the fields of
management, computer science and engineering. Since
these are the areas of greatest concern to industry and
business, these findings were not surprising. The
amount of non-technical coursework identified in these
programs was of interest and reflected corporate

concerns with the competitive environment in today's
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economy. Many of the programs required courses in the
general sciences, behavorial sciences and mathematics.
Significantly, there was a pervasive trend to require
study in interpersonal relationships, problem~solving,
decision-making, and organizational development. These
courses represent a response to the organizational
complexity within the corporate sector (Rand, 1989; The
Thunderbird Institute, 1989; BAmerican Institute of

Banking, 1989)

Since many of these courses have begun to contain
more and more theoretical concepts, the inclusion of
them in the requirements for matriculation represents a
further shift towards a traditional curriculum (The
American College, 1989-90; East Carolina University,
1989-90). It is of some interest, that during a period
when corporations express such dissatisfaction and
frustration with the collegiate education and offer
educational alternatives, that a considerable portion of
what they are designing parallels, if not mirrors

collegiate programs. There is a logic in modeling the



successful, but by doing so they have forfeited what
they feel is their major advantage, bridging the gap

between work and education.

An analysis of the curricula in the corporate
degree programs, identified that these programs are, in
many respects, comparable to those found in traditional
college and univerisities. The courses are often
sanctioned by and received certification from the same
regional or national agencies which confirm those for
higher education. In many cases, the corporate
colleges had similar entrance requirements,
instructional methodology, course content, staff
requirements, student services and facilities, and
scholastic standards. The cost of tuition for the
corporate programs was often comparable to that of
private institutions or out-of-state fees charged by
public institutions. Whenvchanges had occurred in these
programs, it was to align them more closely to
traditional programs, to serve a wider population and

make them more attractive to a different constituency
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(Marks, 1989; East Carolina University, 1989-90; The
American College, 1989-90; National Technological

University, 1989-90).

Financial and high tech firms are more likely to
provide their personnel with educational and training
opportunities than those in other types of industries.
As separate industries, however, the insurance and
financial community maintain the heaviest investment in
education as evidenced by the number of corporate
colleges suppofted by these groups. The insurance
industry enthusiastically supports corporate education
through the sponsorship of two corporate colleges: the
College of Insurance and The American College; both of
which list over 500 insurance firms among their
sponsorship (The College of Insurance, 1989; The

American College, 1989).

The American Institute of Banking has over 600
sites across the country where courses are offered which
equate to credit for an Associate Degree of Business

Administration in Banking Studies. In the past two
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years, additional programs in Computer Science have
been added. They have also expanded the short day-long
and one week workshops and seminars for people who are
seeking updated or skills or maintenance which have been
recognized by the American Council of Education. These
have been efforts to better serve a more diverse

population and to attract outside clients (Marks, 1989).

Currently, the evening degree programs offered by
the BAmerican Institute of Banking in the Washington,
D.C. Chapter, have an enrollment of about 3,300
students. An interesting development in the corporate
educational community has been the planned departure of
the Boston Chapter of the American Institute of Banking
from the American Banking Association. This chapter has
moved to seceed from the American Banking Association
over issues related to autonomy and standardization of
procedures and curriculum. As a separate, independent
entity, they no will no onger recognize the national
bylaws of the national organization (Marks, 1989; The

American Institute of Banking, 1989).
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Even though the exact total for educational
expenditures per corporation or employee is not always
clear, it is obviously significant. These figures are
difficult to quantify because education and training are
often considered as a part of the cost of conducting
business. Also the sums are not always separated into
catagories for corporate degree students, courses for
credit with other institutions, credit courses for
personal development, and training seminars and
workshops. Despite the inability to identify exact
amounts, it is estimated to exceed $453 billion and
encompass 77 million people in the coming year
(Carnevale, 1989, Spille, 1989). It is also clear that
this extensive enterprise will likey expand in one form
or another in the coming decades (Anderson, 1983;

Lynton, 1984; Finkel, 1987, Carnevale, 1989).

Coursework will continue to be intensive but is
moving from the corporate environment and will not
follow a traditional academic calender. Although

instructional delivery systems will continue to contain



the tried-and-true methods of on-the-job instruction,
lecture, laboratory classes, independent study, and
electronic delivery systems will play a more significant
role (Geber, 1990). The National Technological
University could be called an "electronic" wuniversity
and represents an emerging trend. Through use of
advanced educational and telecommunication technology,
NTU delivers instructional programs to graduate
engineers and technical professionals in their
employment locations and in the classrooms of over 25
participating national universities (National

Technological University, 1988-89).

As a result, a high school student of the 1990s can
expect to substantially earn a college degree without
attending a significant number of formal classes on a
college campus. While many colleges and universities are
capitalizing on electronic delivery systems, others have
not readily recognized the scope or opportunity offered

by these "electronic" or institutions without walls.



Where expansion is evident, it has included efforts
to widen the scope of educational opportunities to all
levels of employees. In 1977, only about 60 percent of
managerial employees attended some type of company-
sponsored management course. Across the organization,
only about 36 percent of the corporate employees had
been given the opportunity to participate in courses
sponsored by their respective organizations; most of
this was in-a technical area. Instead of sending
large numbers of managers or executives to college-based
programs, many companies offer internal credit or non-
credit courses. This need for constant training or
updating can be partially explained by the expanding
corporate education capacity. Also policy changes with
increased competition, a climate of mergers, personnel
reductions, corporate mergers, changing corporate
cultures and the need to facilitate organizational
change and adaptibility can be cited as influencing

factors (Enmon. 1989).

Corporate educators and trainers are beginning to

view themselves as professionals. ‘Nowlen (1988)
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estimates there are a minimum three thousand national
professional associations in existence today. Two of the
more prominent organizations are the American Society of
Training and Development (ASTD) and the National Society
for Performance and Instruction (NSPI). In 1942, ASTD
began with 200 members (Steinmetz, 1976). By 1989, this
number had increased to more than 40,000 workplace
educators and professionals. This growth was motivated
by professionalization and the desire to recognize and
elevate personnel standards (Nadler, 1980; Gayeski,

1981, Hansen, 1984; Hawthorne, 1987).

One of the primary steps in the professionalization
of an occupation is the establishment of formal
education. In the past two decades, there has been
substantial growth in the establishment of academic
programs to prepare people to be professional trainers.
Programs have been developed in education, organization
theory, management theory and application, and
psychology. Corporate educators can earn degrees from

Baccalaureate to Ph.D in such diverse locations as
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schools of education, business schools, and psychology
departments in major colleges and universities throughout
the United States. There has been an accompanying growth
in the number of professional publications with such
monthly magazines as TRAINING and the TRAINING and
DEVELOPMENT JOURNAL. There have also been efforts to
establish standards for instructor certification or
credentialing boards to recognize staff and instructors.
(Nadler, 1980; Gayeski, 1981, Hansen; 1984; Hawthorne,

1987) .

Much corporate education continues to exist
largely as an ad hoc and reactive function because of
the perception in many highly competitive industries
that it is a strategic tool. Often what has occured in
corporate education has been related to current trends
or emerging needs by new or unserved groups and strong
dissatisfaction from those currently served. An example
of this 1is the employers evaluation and attitude about
the quality of high school and college graduates now

entering the workplace. Historically, during times of



dissatisfaction with quality, habits, attitudes or
values, or rapid technological developments, there have
been reactive calls for new approaches. As long as new
concepts, equipment and materials are adapted or
developed, there will be a continuing need for education
on several levels (McQuigg, 1980; Frey, 1984; Kearns,

1987).

The life-long learning movement has been, in part,
a result of dynamic changes in society. More recently,
it can be attributed to the information explosion,
rapid development of technology, and the emotional,
intellectual, and technical adjustments which must
follow. All elements of society are struggling to cope
with these changes. It is not clear who will best meet
the need for an educated society during an era of
transition éercipitated by frequent and dramatic change.
In the past two decades, corporations have shifted
their focus from the uneducated, semi-skilled, and
unskilled, to managers, and finally to technical

personnel. According to Boyer (1987), "the world of



learning and the world of work are beginning to
intersect, and the "definition of college student and
what it means to go to college will continue to change”
(Fullerton, 1987; Leslie, Noah, Hutchinson, Springer,

1988; Nelton, 1988).

Many education, corporate, government, and union
leaders have addressed the condition of America's system
of higher education. The feeling that the system is in
trouble has persisted through the 1980s. Much of this
difficulty can be traced to a sense of fragmentation.
The system as it exists today, both corporate and
traditional, contains many providers, Some of them
operate independently, while others operate within
carefully structured and controlled systems. Often the
end result 1is the same, piecemeal education ( Frey,

1984; Kearns, 1987; sSpille, 1989).

In the traditional system, a student attitude has
often persisted that graduation was a terminating
process and that additional formal education will not be

required. In our knowledge society, education is never
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finished but requires adults to return again and again
for advanced schooling. Given this, perhaps education
should not be confined to traditional schools.
Employing institutions should be the teacher for certain
specific types of skills; doing what they know and do
best just as colleges and universities should continue
to do what they do most effectively, educate (Frey,

1984; Drucker, 1989).

As we continue to see the levels of educational
requirements increasing, it is easy to visualize that
some business, which deal with high-technology, sciences
and some intellectual businesses in a search for the
best and brightest, will expand their educational
programs to the extent that budgets for this function
could equal what other , smaller companies may expend
for raw materials (Solozano and Rachlin, 1988). This
could continue to expand into education as a marketable
product available to outsiders; a process viewed as a
trend today, but with significant potential for the

future. Aslanian and Brickell (198l) offered a scenario
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in which corporations might persuade certain groups of
students (women, minorities, and gifted) to enter these
institutions or transfer from colleges in order ¢to
acquire education, jobs, employment, and promotion
potential. They also suggested another possible scenario
which involved the acquisition of existing colleges and
universities, complete with faculty, and facilities
rather than establishing an additional institution. This
type of acquisition is no longer a scenario but fact

(Fenwick, 1989; Manning, 1989; Phillips,1989).

Expanded efforts of this nature, coupled with an
era of reduced financial resources and increased
expectations, places an additional mandate on the need
of institutions and accreditating agencies to initiate a
more comprehensive and coordinated approach. This is
because we no longer have the option of sustaining
overlapping and misquided initiatives. There are many
indicators that strategies will be taken on a national
level to correct problems which have developed in all
diménsions and levels of the educational community as a

whole ( Frey, 1984; Kearns, 1987; Spille, 1989).
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Detractions to the Corporate College Movement

Corporate colleges are not without their detractors
who quickly point out the weaknessess of these
institutions. The placement of the education function
is a typical case in point. The educational function
is often shared by different divisions, departments, or
instructors, who from course offering to course offering
may be responsible for only a few specific courses.
These may not be considered important by other
organizational members. Educational programs may also
have to compete in resources with other departments and
functions may experience a shift in priority (Houle,

1980; Hohmann, 1980; Puetz,1985; Cervero, 1988).

A second weakness can result from the role of
association staff conducting the educational function.
If they do not have the support of leadership, they are
unable to take the initiative in programming because
they may be seen as subordinate to other organizational

members. Directors of these educational departments may
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be involved in so many other corporate functions, that
their ability to provide leadership and guidance to the
development of programs is seriously restricted (Houle,

1980; Hohmann, 1980; Puetz,1985; Cervero, 1988).

Another potential shortfall of the corporate
programs may be inherent to what they feel 1is their
major advantage, responsivesness to changing
organizational needs, changing technologf and changing
populations. Programs may be developed in response to a
short-term need or demand, only briefly serving a
legitimate population. Developed as a rapid and ad hoc
response to a limited population, they may fail to
achieve their objective or support the mission of the
institution. Educational developers should be cautious
that the educational format is not simply used to
promote a product, thus lacking credibility of content

(Houle, 1980; Hohmann, 1980; Puetz,1985; Cervero, 1988).

More importantly, another weakness of these
institutions may be the lack of physical facilities and

support activities. Meeting spaces vary from elaborate
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campus facilities provided by the sponsor to available
classroom space in local public schools, 1libraries,
conference rooms , community colleges or other public
centers. The availibility of a library with related
research materials, student services, counseling, and
placement centers are still absent in a number of these
institutions. If there are yearly changes 1in the
leadership or in the education departments, long-term
planning is seriously impaired (Houle, 1980; Hohmann,

1980; Puetz,1985; Cervero, 1988).

Faculty members or instructors, across the spectrum
of corporate institutions, are closely evaluated for
their professional knowledge, experience and job
performance., Many of the schools prefer instructors who
have acquired their knowledge of the company and topic
from practical or field experience rather than from an
academic environment. Since students are provided with
numerous benefits for participating in the programs,
efforts are made to ensure quality instructional staff

(Wilcox, 1987).
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Many corporations still offer degrees which cover
narrow and specific areas and for this reason pose no
major threat to the traditional college and university
(McDonald's, 1989; Boston Architectural Center and
School; and Massachusetts General Hospital, 1989).
Growth is expected to continue in this sector but the
number of institutions has not increased as rapidly as
projected. The growth has occurred in the number and
diversity of degrees, many of them in broad areas of

management.
Recommendations

Most of the growth in corporate education has
occurred in the area of human resource development,
As a result, higher education should examine its
connections to the movement. The reality of changing
demographics among college students pose financial,
social and educational stress on both public and
private institutions. The more mature adult will
continue to return for updated and additional skills.

By the year 2000, the number of people between the ages
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of 35 and 47 will increase by 38 percent. The
percentage of the population aged 48 to 53 will jump by
67 percent (Spille, 1989). According to Ostar (1989),
president of the American Association of State Colleges
and Universities, "the nontraditional students of the
past 353 years of higher education are becoming the

traditional students of tomorrow."

Today, the perception persists among industrial
leaders that traditional institutions should remain
aloof and unmindful of these directions in education.
Society as a whole should be more concerned that this
population find appropriate educational opportunities
whether it be within the confines of a corporate or a
traditional institution. Any isolation of academic
institutions from the contituency could be the reality
which has caused widespread disillusionment with higher
education. The restraint and absence of interaction
between academic and business sectors can serve to
increase. the widening gap between theory and practice.

Increased coorporation between education and industry
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could result in a better balance between specificty and
breadth, immediate needs of both sectors and long-range

strategies which could prove beneficial to both groups.

There is growing recognition that the American
system of education is flawed. Unfortunately, many feel
that this has been the case for the past 20 or 25 years
( Brock, 1987, Croft, 1987; sSpille, 1989). It is
comprised of numerous providers, most of which operate
independently thus creating fragmentation. From the
research_ conducted, it is now clear that many of these
providers can be grouped into four major groups:
colleges and universities, professional associations,
employing agencies, and independent providers, of which
corporate colleges are a small sector (Houle, 1981;
Lynton, 1983; Cervero, 1988). There 1is nothing to
indicate, however, that need exists for new corporate

institutions.

The solution can perhaps best be found in the
support of existing institutions. According to Spille

(1989) of the American Council on Education, "as the
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United States struggles to educate and train its
citizens to remain productive and to compete with
foreign nations....our nation no longer has the 1luxury
of sustaining misguided and overlapping initiatives.
Efficient and effective cooperation must be the modus
operandi. The result then will be a systematic and

comprehensive lifelong learning system for all

Americans."

One method of ensuring the best education system
would be the continued colloboration between education
and industry. New corporate and university 1links
continue to be forged reflecting a desire on the part of
interested parties to make a more effective utilization
of resources and assets, In efforts to obtain
additional funding, colleges and universities are
actively seeking areas of common interest to form new
linkages with corporations ( Rizzo and Kasarda, 1989;

Olson, 1986).

When compared with the budgets expended for

corporate education, the scope of these colloborative
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efforts remains small. Many of the efforts are
basically unstructured and occur outside the parameters
of long term programs or aggreements. They may center
on utilization of faculty as consultants, use of
facilities, or special hiring agreements for new
graduates. More programs should be stuctured which
focus on internships, work-study programs, or contracts
for on-site courses. The corporate sector could
investigate more direct gifts to update facilities or
equipment which they could in turn share with
traditional institutions in collaborative efforts.

(Kavanagh, 1989).

Summary
The results of this study indicated, that while
only a few industrial corporations are offering college-
level degree-granting programs, that some of these
programs are substantive and provide educational
opportunities. These institutions have developed over
the 1last two decades with significant growth occurring

in the 1980s. Numerous reasons have been cited for this
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phenomenon. Technology has probably been the most
significant factor in the development of these
institutions, however, other forms of motivation must
not be overlooked and include: job and knowledge
obsolescence, skill development, organizational
complexity, a competitive labor market, human resource
development, cost savings, external regulation,
inadequate proparation of potential employees, the
indifference of the collegiate community and the
opportunity to provide employees with tailored

educational experiences,

These institutions have few common characteristics.
The attributes identified in this study may not be
shared by the entire group but serve as a means to
identify some of the institutional features such as
sponsorship, mission, degrees granted, constituency, and
educational philosophy. These attributes encompass:
the active involvement by a sponsoring corporation for
which it provides educational services, a non-profit

status because of this relationship, comprehensive,
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intensive educational programs with varying degrees of
job specificity, instructors who are often selected for
their job knowledge or performance, and human resource
development-oriented programs. When and where the
programs differ or have evolved since 1985, it has been
to become more-traditionally directed in both content
and philosophy or to model those of traditional post-

secondary institutions.

Companies now practice what Lynton (1984) calls
"occupational Maintenance." This is the routine
practice of retraining employees to keep their current
occupations or jobs that have changed through the
adoption of new processss, equipment, procedures
techniéues or technology. Corporate colleges are at the
forefront of this process. Furthermore, this retraining
will be a continual process and may occur at intervals
throughout an employee's association with a company.
This will occur by necessity in some of the more
technical fields or areas related to medical science,.

Many business firms have answered their needs for
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constant training and updating by developing their own
credit and non-credit courses and degree granting
institutions. Other reasons have also become a part of

this development.

Four of the insitutions on the 1985 list may no
longer qualify as corporate colleges: Wang was
assimilated by a traditional institution, the Institute
of Management Competency failed to seek and achieve
accreditation, DeVry is now a part of a for-profit
network of institutions and NTU may no longer £fit the
profile (Wilcox, 1987; Middle States Association of
Schools and Colleges, 1989). The fact that they exist
and survive means that these programs can no longer be
considered a passing trend but have become a contributer

of some significance to the educational community.

Universities are separate from professional and
work settings and generally do not have the option of
linking what is taught to practice. Even the National
University Continuing Education Association recognizes

that most educational institutions cannot also be
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responsible for integrated learning and practice. Some
universitites are making attempts to over come this
through actual practice or internship programs. One
major issue should not be ommited from this study. Even
among the detractors of higher education and those who
feel that it is slipping in its role, there is still a
strong perception that colleges and universities are
quality institutions and that quality remains its

greatest attribute ( Cross, 1981).
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