Running headSI ADMINISTRATION STAFFING AND SUPPORT

EFFECT OF SI ADMINISTRATION STAFFING AND SUPPORT ON SI PROGRAM

OUTCOMES IN HIGHER EDUCATION

A Dissertation
presented to
the Faculty of the Graduate School

at the University oMissouriColumbia

In Partial Fulfillment
of the Requirements for the Degree

Doctor of Education

by
KIRK A. SKOGLUND
Dr. Timothy J. Wall, Dissertain Supervisor

MAY, 2020



S| ADMINISTRATION STAFFING AND SUPPORT

The undersiged, appointed by the dean of the Graduate School, have examined the
dissertation entitled:
EFFECT OF SI ADMINISTRATION STAFFING AND SUPPORT ON SI PROGRAM
OUTCOMES IN HIGHER EDUCATION
presented b¥Kirk A. Skoglund
a candidate for the degree of doctor afication

and herebyertify that, in their opinion, it is worthy of acceptance

Dr. Timothy Wall

Dr. Nissa Ingraham

Dr. Leslie Galbreath

Dr. Kori Hoffmann



S| ADMINISTRATION STAFFING AND SUPPORT

DEDICATION

First, his dissertation is dedicatéolpast and preseimuitors,Sl leadersSI mentors
and graduate assistamtgh whom | have worked. Youdeas, perspectives, and efforts have
led meto where | am today andspireme to continue working in this fiel®.our passion
and enthusiasm for the work motivatae continually.

Second, | dedicate this dissertation to myepts and my family member3he value
you place on educationnspires meo continue learning throughout my liferecognize all
the supporyou havegivento me throughouimy educationand | am so thankful fot.i

Third, | would like to dedicate thdissertatiorto colleagus and mentors throughout
my educationl and professional careerhere are too many of you to name, but if you are
reading this, you are probably one of them. All of yawe believed in me even when | did
not believe in myself, pvided continuous and unconditional support, badealways
pushedme to grow.

Fourth, | would like to dedicate this dissertation to my feltmliort XI members.
The cohort model has providete with an experience of a lifetime. | have learned so much
fromall of you, and the connections and friendshigs have builduringthis journeyhave

made it all worth it.



S| ADMINISTRATION STAFFING AND SUPPORT ii

ACKNOWLEDGMENTS

A huge acknowledgment goes to my mother, Tracy Skoglund. She spent countless
hours looking up individual SI programas different universitieso find contact information
for me to distribute my surveykcould not have done it without her helpvould alsolike
to acknowledgeny committee members whaveprovided valuable feedbat¢kroughout
this processl probably owe myentire trajectory in higher education to Dr. Leslie Galbreath.
| am eternally gratefuhat she believed in me early on in my undadgate degree and
always pushed me to growvould like to acknowledge my advis@y. Timothy Wall| who
has been with mduring most of my graduatducationprovided hours of feedback to me
and shaped my views @ducation andcholarly researciDr. Nissa Ingraham and Dr. Kori
Hoffmann are newer additions on my educatigrt, but their contributions and feedback
havebeen invaluable to me on my journégstly, | want to acknowledge my friends who
have supported me on this journey. Their contisugport, encouragement, and

understandingpave been critical to my success.



S| ADMINISTRATION STAFFING AND SUPPORT ii

TABLE OF CONTENTS

ACKNOWLEDGMENTS. ... ettt e et e e e e e e e e ean e i
LIST OF TABLES.....coe et e et e e e ne e et Vii
LIST OF FIGURES ...ttt et et e e e e eans Viii
F Y N ¥ G PP 1
SECTION ONEI INTRODUCTION TO THE DISSERTATIONN-PRACTICE.............. 2
Introduction to the Background of th@UBY.............cooiiiiiiiiii e, 2
Statement of the ProbIQIML.........ooouii e 6
PUrPOSE OF the STUAY.....coeeiii e e e e 7
Research Qué&sns and DefinitioNS.........ccouuiiiiiiii e e 4
DefiNItioN OF TEIMS. ....uiii et 8
RESEAICh QUESTIONS. ... civiiii e e e et e e e e enans 10
Conceptual FrameWOIKS..........oouuiiiiiii e e e e 11
Higher Education and Learning ASSIStaNCe............covvviiiiieeeeiie e e 11

S| Program FOUNAAtIONS. .........uiiiiiiie i iiee e e e e e et e e e e e e e e e 13
Staffing Considerations and SUPPALL..........cccouiiiiiiiieeeei e 16
Design Of the StUAY........uiii e e 18
=11 Vo P 18
[T (o] o = ] 19
Data COllECHION. ...ttt e e e ee e e e ee e 19

Y11 { T o] [0 o | 25PN 20
LIMIEAEIONS ...t e e e e e e e e ettt 20

Delimitations, Assumptions, and Design CoNtrolS...........ccccciiiiiiiieiii v, 22



S| ADMINISTRATION STAFFING AND SUPPORT v

Significance Of the STUY........ccoouuiiiii e 23
SUMMIBIY, ..ot e e ettt e e et e e et e e et e e et e e et e e ebeaeeen e e et e eeanaaeens 24
SECTION TWOi PRACTITIONER SETTING FOR THE STUDY.......ccciviiiiiiiieennn. 25
HIStOry Of OrganiZation............uuuuiiiiiiiiiiiiee e e e 25
Organizational ANAIYSIS..........uiiiiiiiii et e et e e eeeees 27
SHUCTUIAl FramiB.... oot e e e e eeeeeees 27
Human ReSOWES Frame........ oo e 30
PONEICAl Frame..........ueie e 32
SYMDBDOIIC FIrame. ... .ot e e e aeees 33
Leadership ANGIYSIS.........uuuieiiiiii et e e e e e 34
PatRGOal TNEOIY ..ottt 35
SitUAtioNAILEATEISNIP......eve e 37
Transformational Leadership...........coouiiiiiiiii e e ee e 39
Servant Leadership.......cccoooiiiiii e G AL
Implications fOr RESEAICKL............u i 43
YU [ 01 4=V PP OPRPPRY 44
SECTION THREE SCHOLARLY REVIEW FOR THE STUDY......ccciiiiiiiiieiieeeee 45
Conceptual FrameEWOIKS ... ....oiiiiiieee e e e e e e e e e e e e s 46
Higher Educatia and Learning ASSISIANCE. .........cccuiieiiiiiiieeiiie e 46
S| Program FOUNAAtIONS. ..........oiiiiiiiiei e e e e e e e 53
Staffing Considerations and SUPPALL..............uieiiiiiiieeeei e 63
CONCIUSION. ...ttt ettt ettt et eae e e e a e e e e e e e aeeeeeees 70

SECTION FOUR CONTRIBUTION TO PRACTICE.......ccciiiiiiiiiiiiieeeeiee s 71



S| ADMINISTRATION STAFFING AND SUPPORT %

Leadership CoNSIAErationNS...........ii i 12
Organizational CONSIAEIALIONS..........uuuuiiiiiiiiiiee et e et e e e e e e eeees 75
SUPErVISOry CONSIAEIALIONS. .......uuiieeeiiiiii ettt e e e e e s 79
FUNding CONSIAEIAtIONS......coviiii et 83
POSSIble FUNAING SOUICES......cooiiiiiiieeiceeee et e 83
AdVOCALING fOr RESOUICES .....ceuiiiiiiiiiiii ettt e e 83
SECTION FIVET CONTRIBUTION TO SCHOLARSHIP.......c.iiiiiiiiiiii e 86
LITEratUre REVIEW. ... .ttt e e et e e e e e e e e e eeeeenees 90
RESEArC QUESTIONS ... ... iiiiii et e e e e e e e e e e e et e e e e e e eeneennas 93
Y11 ToTe (o] [0 To | /PP UPPPPTTPR R RSUPPPPPPN 95
T=] 1 1] o o TR O PPTT R PPPRTTRR 95
Survey Design and Im@Mentation..............oeui i 95
o T 1010 T T | £ 97
Data ANAIYSIS. ... it e 98
1T L] o £ SN 101
AENdANCE PerCENTAQE.......ccevu i ieiiii e e e e e e e e e e eaans 101
Average Final Grade Differential..............cccooooiiiieeeiiii e, 103
Difference in the DFW RALES.........coouriiiiiiiiiiiiiiis et ee e e 104
Sl Pogram FUNAING........coouuiiiiie e e e e e e e e e e e eaa e aeees 106
DISCUSSION ... ettt e e e et e e e e e e e e e et e et e e e e et bbbt 106
AteNdanCe PerCENIAgE..........uuieiei e et e e e e 107
Differencein Average Final Grade............ccouoiieiiiiiieeeriie e 108

Difference iN the DFW RALES.. ... ..ooie e 110



S| ADMINISTRATION STAFFING AND SUPPORT Vi

Program FUNGING. ... oo e 110
LIMIEALIONS. ..ttt e e et e e e e eanas 112

(D= 110 1 ¢= 14 (0] I T PP UPPPTPPTTTR 113
Recommendations for PracCtiCe...........ooouviiiiiiiiieeee e 114
Further Areas Of STUAY..........couiiiiiii e 115
(©70] 0 [o1 (1] (0] o KO PRSP 116
SECTION SIXT SCHOLARLY REFLECTION......ciuiiiiiiiiiee e 118
Scholarly DeVEIOPMEINL.........i et eeeeaes 118
Practitioner DEVEIOPMENL. .......ooi i 121
SUIVEY DBSIGIN. ...ttt ettt e e e e e e bt e 122
Connections INthe Field...........ooo e 123
RefleCtiVe PracCtiCes...........cooiiiiiiiiiiie e 124
ASSESSMENT WOLK ...ttt ee e e 125
CONCIUSION. ...ttt e e e e e e e e e e e e e eeeeeeeeeees 125
RETEIEINCES. ...t e e e et e e e e e e e e e e e e e 127
Y 0] 011 T [5G A NP 140
7N o] 0= o 1 = PP 144
Y 0] 011 T [ P 148

VT A e 149



S| ADMINISTRATION STAFFING AND SUPPORT vii

LIST OF TABLES

Table 3.1- Eras in US HigheEducation...............coovieiiiiiiiiiiiiecieieiiieeeeceeieee AT
Table 5.1- Institutional Characteristics of the Survey Respondenis............c........... 97
Table 5.2- Descriptive Statistics of the Variables and Sl Leaders.............cccccceeue.. 99

Table 5.3 Coefficients for Regressiaddodel for Attendance Percentage with Outliers
INCIUAEA. ... e e 102
Table 5.4 Codficients for Regression Model for Attendance Percentage with Outliers
EXCIUAEA. ... ..o 102
Table 5.5 Coefficients for Regression Model for the Average F@eade Differential with
OULIErS INCIUAEA. .........eiiee e 103
Table 5.6 Coefficients for Regression Model for the Aage Final Grade Differential with
OULHErS EXCIUAEM........coeeiiiiiiiie e 104
Table 5.7- Coefficients for Regression Model for the Difference in the DFW Rates with
OULHErS INCIUAEd. ... 105
Table 5.8 Codficients for Regression Model for the Difference in the DFW Rates with
Outliers EXCIUEM...........uviiiiii s 105

Table 5.9 Pearson Correlations with Per Sl leader Funding by Program Outcam&06



S| ADMINISTRATION STAFFING AND SUPPORT viii

LIST OF FIGURES

Figure 1.1- Key Individuals in SI Programsi.............ooieiiiiiiiiieeneeeeeei e 5
Figure 12 - SI Administrative Tenets and Program OUICOMES............ccuvviiiieeeerrennnne 9
Figure 2.1- SI ProgranSt r uct ur e and Mintzber.gos..BE8 ve Par
Figure 2.2- The Situational Leadership Model...............ccccooiiiiiieiiiiiieeee 37

Figure 5.1- SI Administrative Tenets and Program OUtCOMES...............oeeeevieeeennnn 94



S| ADMINISTRATION STAFFING AND SUPPORT 1

ABSTRACT

Supplemental Instruction (SI) &n internationally recognized learningsestance
program used in higher education to support traditionally challenging classes by offering
regularly scheduled, pe&d, group study sessions for the students enrolléteitargeted
course.This study exfpredthe administrative hours spent gpecificSI program constructs
(training-related, observation akssions, planning support, and administratiaskg and
program funding and their relationships waitogram outomes (attendance rate for the
progran, thedifference in the average finatagles between S| session attendees and non
attendees, antthe difference in the rate of Ds, Fs, and withdraws between the Sl session
attendees and neattendees)This quantitativestudy collected data from Sl progna at
institutions across North Ameri¢dl=63). Multiple linear regression and correlatiorene
used to examine the relationships between the varialitescegressiomodelsand
correlation analyses were statisticaltgignificant, except trainingelatedhours per Sl
leader was significantlyelated tahe attendance rates for the entire Sl prograhis result
might suggest that trainiagplated hours assist leaders in eleping highquality sessions
thereby increang attendance percentagehis findingindicates that SI program
administraors should enhance their traininglated responsibilities per Sl leader to increase
attendance rates for the prograrhese findingsvere limited by small sample siaed focus
on supervisory constructs while ignoring other factors such as institutibaedcteristics
that may influence program outcomes. Future studies skeapldre eaclsupervisory
construct individuallywhile contolling for aspects of Sl programs that meffectprogram

outcomesand collect larger sample sizes.
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SECTION ONE 7 INTRODUCTION TO THE DISSERTATION -IN-PRACTICE
Colleges and universities are being increasingly held accountable for student success
(Dar, 2016)andincreasingthe affordability of a college edtation(Butler, 2016) Theuse &
learning centers in higher education to aid underprepared students iic&mer
commonplac€Arendale, 2004)Leaming center programming often includesaring and
academic support functions like Supplemental Instruction((&xwell, 197; Truschel &
Reedy, 2009)This study seeks to learn more abth#relationshipbetweeradministrative
tenets of Sl programend funding witlthe progrand® sutcomes. The resslof this study
provide benchmarks f@l program administrators ahe hous to spendn certain areaand
insight on what supervisory activities astated tgprogram outcomed.he background of
the study focuses on learning assistance programs adévwb®pment of SI program$he
nextsutsection includes theesearch questns The conceptual frameworks of higher
education, Sl, and staffing consideratiérasne the studyFinally, the design and
implications of this study are highlighted.
Introducti on to the Background of the Study
There are several pressures facing gelead universities todayButler (2016)

indicates thatihancial realities and academic readingsbarriers forstudents t@acces
college.Arendale(2004)cites academic readiness and increasing enrollment as the catalyst
for the expansion of learning assistance centers in higher educadiditionally, higher
education institutions are beinglth@ccountable fostudent outcomeske retention and
graduatiorrates(Dar, 2016) The dropout rate anotheroutcome, is cited as part of the
development of larning assistance prograi@sendale, 2004)in order to support student

achievement and access, learning assistance is a crucial s{ratengale, 2010)Huisman



S| ADMINISTRATION STAFFING AND SUPPORT 3

andCurrie (2004)indicate that a need for more effective andcefht use of public funds is
leading to more@ccountabilityfrom external bdies such as the governmenhus, it is
critical for learning assistance programs to demonstrate their value in higher education.

There is a misperception of learning assistascan unnecessary program by college
administators and the public, whichieatesa challengefor program administrators
(Arendale, 200). Arendale(2010)also cites increasingccess and support for marginalized
student populationas an added pressufog learning assistance progranvoreover,
Arendale(2010)discusses a lack of credible research to support learning assistance practices
which heightenshesepressurs. Thus, there is elear andccompelling need to study the
efficiency and effectiveness of learning assistance program administration.

Christ (1971) as cited iArendale(2004)says that learning assistance centers have
six primary purposeshelpng students with grades, a centralizetbring service, a referral
resoure, a repository of materials to aid in studying, a trainer of tutors, and a place for
faculty devel @i99esvork updatddiahiswiew dhelearning assistance
centes anddescibes fourteen functions of learning centarsl addedliagnostic testing,
study skill programming, computaissisted instruction, connecting with administrators,
counseling, advisig, evaluation, an8upplemental Istruction (SI) In a more recent view of
the functions of learning centersuchel and Reed2009)found that tutoring services
including S| were the top resourceis terms of frequencygrovided in learning cente.

Sl was developed in tHE70s to assist students at the University afddurii
Kansas City (UMKC) in succeeding in traditionally challenging clagddadey et al., 206).

Sl provides voluntaryregularlyscheduled sessions outside of a specific class led by peers

for enrolled studentt® reviewcourse contentMartin & Arendale, 1992c The goals of Sl
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programs are to increageaduation rates, reduce attrition rates for specific courses, and
increase grades in targeted coui&ds 2019b) This model of support has been adopted and
used in over 2,000 institutions worldwi@&rendale, 2010)

S| programs consist of sevemtlividuals The Sl leadersvho areusuallypeers
assist students ir&rning challenging content through strategies that integrate how to learn
and study the materiauring the oubf-class session$lurley et al., 2006)The facultyof a
targeted coursandthe Sl supervisor are also critical components of apr8jram The
supervisor helps plan the program, sets up Sl leader training, helps plan and observe Sl
sesshns, and conducts program evaluatidhe Sifaculty members need to be wildj to
work with Sl leaders for the program to be succegsfutley & Gilbert, 2008a)Because of
these responsibilities and if tieeis alarge enouglnstitutional enrollment, Ainsworth
Garnett, PhelpsShannonand Ripperge(1994)indicatethat the Sl supervisor should be
full-time. Lastly, higher education administration plays a crucial role in providing the
funding and support for SI programs. Figure 1.1 provides a visualization of the SI program
structure and thkey individuals With the development of S| prograngspgram
adminigrators are lefwith questions as it relates to program management.

The first is determining the level of supervision needidicox (2008)asserts that
one supervisor cannot manage mihi@n three or four Sl leaders without some assistance but
does not cite angvidence to support this claim. Given budget climates, such levels of
supervision might be unrealistic for SI programs. | ¢ 008)ieasoning for this number
is that S| progransupervisors have to observe Sl leaders frequently, help with planning
sessios, conduct and plan Sl leader training, manage faculty relationships, and manage the

program, including evaluation and logisticské.ithe ideal ratio of Sl leaders to supervisors
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Wilcox (2008)does not suggest the ideal hours for most of the categoudeptdrr Sl leader

observations, which are addressed later.

Figure 1.1.

Key Individuals in SI Programs

Sl Leaders
Planning Sessions
Facilitating 2-3 Sessions Weekly
Attending the Course
Meeting with Faculty and
Administrators

Participating in Training

Sl Program
Administrators
Hiring & Leader Selection
Training
Assistance with Planning
Observations

Program Evaluation & Promotion

Students Enrolled in SI
Supported Course

S| Faculty Members

Support Sl leader in Planning

Sessions
Promote S| Sessions to Students
Provide Data and Resources to S|

Program Administrators

University Administrators
Advocate for S| Programs
Determine Placement in
University Structure
Allocate Resources

Furthermore, Sprogram supervisors also do not know how to prioritieeSI

responsibilitiesn their work. Consequentlythere is dack of knowledgeonthe impact of

these administrative tenets program outcomeg§his studyexamineghese tenets of Sl

prograns and heirinfluence on programutcomes. The information frothis studyassists

in guidingSI program supervisors their practice
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Statement of the Problem

Thewidespreaddoption of the SI model speaks to its efficiency and efficacy in
promoting studensuccessTherewasaneed tarecognize Sl programs thateaollowing the
core tenets of Sl and regularly demonstrapngitiveoutcomes of Sl programiSl, 2019a)

In response to this, the Internatio@®nter for Supplenmgal Instruction created an Sl
accreditatiorprocess to recognize and collect data from institutions thatcaredited S,

2019b) The International Center for Sl outlines thatreditedorograms demonstrate

evidence in the following areastrained supervisor in the SI model, evidence of extensive
and ongoing triaing, support through observation, planning of Sl sessions, evidence of class
attendance by the Sl leader, and show a data trend similar to research {{8Hi2g4.9b)

The International Center has further specified these guidelines in a rubri¢cpused
evalude S| prograrma when they seekccreditationThis rubric guidesprograms orthe
nunber of sessiorobservationsAt level one, for exampleayhich is considered developing,
the rubricindicatesthat programs should condubtee observations of all leadevghile the
distinguishedevel indicates thaprograms should condutdnor more observations for new
Sl leaders andightfor returningleaderqCurators of the University of Missouri, 2018)
Additionally, the rubric recommends specific aities in preterm training and at least eight
hours of ongoing professiondévelopment and training for leadatsthe distinguished level
(Curators of the University of Missouri, 2018)owever, there is not a mention of how much
time should b spent assisting with faculty relationshigdministrative tasks, and asténg
leaders with planningAdditionally, the staff at the International Center foh@&Ve discussed
the poential releance d program fundingJ. Collins & M. Cross, personal communication,

August 8, 2019)Thus, here is a gap of knowledge inderstanding how th8l
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administrative hours devoted to these adetmainingtraining preparationobservations,
assisting leaders withlanning, and general supervisory tasks such as data collantion
faculty relation andhow program funding influenseSI program outcomes. The problem
is a lack of knowledge of thenportance d these areas on program outcomidsese gapsn
knowledgeareproblematic for S| programs that are seeking best practices to guide their
work and when advocating for resourcesis@tudyadds additional researchttas body of
literatureas it pertainso S| program administraticend support.
Purpose of the Stuly
The purpose of this study is to gather data and information on administrator hours
spentand program fundingnd treir relationship to programmatic outcomes. More
specifically,this study preidesinsights into the hours spent observing, assisting with
planning, trainingrelated activitiesprogram admirstration, and program fundiramnd their
respective relationshipgith programoutcomes. By learningnore abouthe optimal
practicesandnoteworthy influences on outcomes, Sl program administrators eflocate
their time, energy, and resouradficiently.
Research Questiongand Definitions
This research usefata fran asingle semester or term from ustitutiond Sl
program ThedependentariablesareSI program outcomes such as the percentage of
students served, final grade differential between the students who attend S| and those who do
not, andthe differencein the rate of students who earn Ds, Fs, or withdraw from a course
(DFW rates)f Sl sessin attendees and those who do atb¢ndany sessionsS| program
administrators shoulkhow how many studentgeservedo determinghe benefit tahe

studens (Hurley et al., 2006)Because participation in Sl sessions is voluntary, the
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percentage of studergened, as measured by the number of students who attend Sl sessions,
IS one mesure of program succegss S| programs have goals positivelyinfluence grades
and student learninghe average final grade differential between the students who attend Sl
sespnsand those who do nat a standard Sl program outcorft¢urley & Gilbert, 2008a)
Lastly, the difference inhe DFW ratesbetween Sl session attendees andattendeess
cited as a measure of retention withinoairse(Hurley & Gilbert, 20083)so itwas included
as a dependent variabiethis study Hurley and Gilber(2008a)suggest that participation
data, along with grade informatigrareessentiato send to administrators and faculty for the
continued success ofSd program.

The independent variables will consist of several constructs related to Sl program
supervision. The firstariableis theaverage number of observatswonducted per Sl &ler
in a given term. The secondriableis the average hours spent assgstivith planning per Si
leader each term. The thivariableis the average hours of trainingcluding preparation for
training per Sl leadeduring thatterm. The fourttvariabk is all other supervisgrhours for
an Sl program on averager Sl leadeduring thaterm.The fifth variablein the study ighe
average funding per Sl lead®&y studying Sl programs on an institutibfpaogramlevel, the
results of this study guidegctices in S| prograrmdministrationFigure 1.2 illustratethe
potentialrelationships betweethe independerdnd the dependent variables.
Definition of Terms

Before discussing the research questions, it will be helpful to define the terms used

throughout thestudy. Here are the definitions of some of the terminology used:
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Administrative hourg any hours by office staff, SI leader, @bgram assistants or Sl

mentors graduate assistants, or professional staffahededicated to SI program evaition,
faculty meetings, data collection, and tracking, report writinggreoheduling, emailing
etc. This figure does not include training, observations, or planning activities.

Difference in DFW rates the difference between the rate of students edra a D, F, or

withdrew (DFW) from a course and attended at least oneeS§dien and thBFW rate of the
students whalid not attend any Sl sessions
Figure 1.2

S| Administrative Tenets and Program Outesm

Supplemental Instruction (SI) Program Adminstration

Observations Planning Support Administration Training

Observing Sl sessions Assisting leaders with Hiring and selection of Preparing initital and
Providing feedback planning Sl sessions leaders ongoing training

following session Checking and providing Marketing and promotion Facilitating initial and
observations feedback on planning Cultivating and maintaining ongoing training

sheets faculty relationships

Program evaluation

Program logistics

Program Quality and Operations

Program Outcomes
Attendance Percentage

Final Grade Differential
Difference in DFW rates
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Grade differential the difference in thev@rage final grade of the entire S| prograanoss

all their course$or a gven semester using a fepoint scale (4=A, B=3, etc.) between the
students who attend at least one Sl session compared tadeatstwho did not attend any
Sl sessions.

Obsenation hours the approximate number of hours spent observing, preparlagserve,

and debriefing with SlI leaders following observations. These hours can include peer
observations, observations by S| nwstor program assistants, and observations by
professional or paraprofessional staff

Planning hour$ all administrative hors devoted to assisting Sl leaders with planning SI

sessions

Total Fundingi the approximate total amount of funding, including the salaries of all S
leaders and administratistaff and operaticad costs of the SI program

Training hourg administratve hours planning and delivering trainiagd/or professional
developmentincluding initial and any ongoing traininghis figure includes the actual

training timeas well as timglanning it.

Research Questions
1. What is the relationship between the efyation hourgper Sl Leaderplanninghours
per Sl leader, training hourgpSl| leader, administrative hours per Sl leader, and
funding per Sl leadefor an S| program and the pentage of students enrolled in an
Sl course that attend at least one Sk&m?
2. What is the relationship between the observation hoer$| Leaderplanninghours

per Sl leader, training hours per Sl leader, administrative hours per Sl leader, and
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funding per Sl leaddor an Sl program and the final grade differential betvthe
students who attended Sl sessions and the students who did not?

3. Whatis the relationship between the observation hpersS| Leaderplanninghours
per Sl leader, trainingours per Sl leader, administrative hours per Sl leader, and
funding per Sleaderfor an Sl program and the difference in DFW rates of the
students who attend S| sessions and those who did not?

Conceptual Frameworks

The lengsof higher education an@é#rning assistance programs, &igram
foundations and organizational st&ig andsupportguide this studyHigher education and
learning assistance provide the context and importance of Sl programs. There is also a
substantial body of literature th#iustratesthe gaps in knowledge as well as context for Sl
program adminisation. Lastly, organizational literature provides considerationshier
administration of SI programs.
Higher Education and Learning Assistance

Higher education and learning esance hae a long history in the United States
(US). According tarhelin (2011) higher education in the US was initialthharacterized by
little governmental influence and emphasis on degree completion. Additionally, early US
institutions did not have admission standards for students, and students were ofted admitte
because of the financial need of the instituiarendale, 2010; Church & Sedlak, 1997,
Thelin, 2011) A lack ofaccountabilityfrom the government created little need for
formdized learning assistance systemsring this time Arendak (2010)indicates that
learning assistance prognaningwasindividualized tutoring before studesattended

college to prepare them for the coursework.
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As the 28 century approached, the Motrict, which granted land for institutions to
be built aml often focused on fields such as agriculture and mech@redin, 2011) led to
an increase in college enroliment and opportunity. This foousgriculture and mechanics
led to the increase of enroliment of students from backgrounds who generally were
unprepareddr college rigor (Arendale, 2010). Thus, Arendale (2030hnsor{1997) and
Cohen and Kiskef2010)indicate that academigseparedstudents going into higher
education for writing, reading, and mathematics. According to Arendale (28dfde of the
universities and colleges also began providing remedial coursework to prepare new students
for the academic gor of college. Learning assistance and higher educhégan to shift
rapidly in the 28 century.

In the mid20" century, higler education began to shift towards mass access. There
was a massive expansion of college enroliment partially due to the Gvtidh increased
veteran access to higher educafiarendale, 2010; Cohen & Kisker, 2010; Freeland, 1997,
Thelin, 2011) According toArendale(2010)and Cohen and Kisk¢R010) the dramatic
enrollment increase in higher educatied to an increase in learning assistance and remedial
courseweok to preparestudents academicalbirendale(2010)also posits that stigma related
to learning assistance services also increased during this period as the more affluent students
were more prepared for colletgvel work and did noneed to take remedial coursework.
With increased enrathent and value placeaxh educationhigher education saw the
expansion of consistent funding, expanded student affairs and services, and increased the use
of standardized testing for admission decisi@rmelin, 2011) Theseall had a factor in

influencing the growth fdearning assistance in higher education.
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After 1970, there was a massigwwth in learning assistance programs in higher
educationThelin(2011)indicates that there were increased concerns about retention and
completion rateswhich led to the expansion of student serviéesndale(2010)echoes this
by indicating that learning astasce programs were expanded rapidly duexternal
pressureso increasetsident retentionArendale(2010)indicae s t hat t he ter m @l
assistanceo was first used in professional |
comprehensivacademiesupport for students at all levels, nagt students in need of
remediation. Duringhis period, learning assistncenters saw the rise of diversified
programming in academic supp@irendale, 2010)Jacobs and Stor{2008)indicate that
Supplementalnstruction (SI) was an alternative to traditional support systems such as
tutoring and renedial courseslhe idea of focusing on higtisk courses versus higisk
students was a shift thavoided the stigma that remedidbsses and tutoring oftemavefor
studentgJacobs & Stone2008; Martin & Arendale, 1992cWith over 35 years of
programming and draatic expansion across tig@be(Wilcox & Jacobs, 20085l is firmly
rooted in higher edwation. Thus, examining the administrativeasrof Sland program
supportas they relate to studeotitcomesaddsto the body of literature in the field.

S| Program Foundations

Sl was created inthe 197@mds ever al t heories ignsi de t he g
Martin and Arendal€1992( cite the work of Jean Piaget and constructivism for the
foundation of Sl because the Sl leader seeks to guide students through developmental levels
and develop academic skillsdditionally, Martin and Arendal€1992c)discuss Edgar
Dal ebs Cone of Experience twhichipmlidpstheldeaL eader s

that leaders design activities to build upon concéyt&suire (2006)discusses cognitivism,
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behaviorism, and constructivism viewpoints as foundations for session strategies and
techniquesZerger(2008)discusses more recent theoretical views to inform thredslel
including cognitive growth, constructivism, experiential learning, social interdependence
theory, and critical theoryerger(2008) alsosay s, 1 S| has borrowed fro
learning theorists, and then adaptet hese i1 deas to work in conju
26). Vygotsky's(1978)idea of the zone of proximal developmentwhishifit he di st anc.
between the actual developmental level as determined by independent problem solving and
the level of potential development as determined through presdéring unetr adult
gui dance or in coll abor at i ocnrticahaspediof8lor e capab
Therefore Sl is designed to use several different theories of learning andpmagit in
conjunction with one anothdxext, the various administrative cpanents of S| programs
are addressed.
Observations casignificartly assis in the quality of the Sl sessiofigcDaniel,
2008) McDaniel (2008)suggests that obsetions help leaders develgjtal skills that they
learned in initial and mgoing trainingWilcox (2008)indicatesthe Sl supervisor should
observe the first three sessions, a session each week for the first half of the term, and every
two weeks for the s®nd halfof the term Wilcox (2008)does not cite any reasons why this
high rumber of observations for a single S| Leade¥ssentiabnd goes on to suggest that
one supervisor cannot manage more than three or four leaders without some assistance. This
level of supervision seems unrealistic
Training is a critical element of rograms. Sl programs should conduct about eight
to sixteen hours of preemester traininfpr the Sl leader@VicDaniel, 2008; Wilcox, 2008)

This training should be under the direction of the SI program supe(®is@mworth et al.,
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1994) The presemester training should prepare leaders to lead sedsi@amshow to
integrate study skills, teaching metisotheories of learning, and pragtisession@Martin &
Arendale, 1992c)SI leader training also includes a focus on collaborgiigiicox, 2008)
and facilitation skillg¥McDaniel, 2008) Beyond the pre&semester training, SI programs are
encouraged to have ongoing training throughout the semester. These sessions help leaders
add and refie strategies, address problems, and allovieders to support one anathe
(McDaniel, 2008)

Effective planning is aequired element of SI program certificati®l, 2019a)and
McDaniel (2008)highlights how SI leader planning creates objectfeesessionsind
models effective strategies to leazerger(2008)shares how Sl sessions rely on coafiee
learning strategies.evi (2017)says that teams are mafective if they have positive s@tdi
connections. Thej for S| sessions to be successful, the Sl leader must attend to the
environmenby creating a culture of respect and manage student behakdafisionally, the
guality of the first few sessions dduhave a significant influence ondlattendancef future
S| sessiongWilcox, 2008) Thus adequate support for Sl leaders as they iglassentiafor
successful sessions.

S| program administration involvegveralothertasks. The first is hiring and
selection of the Sl leaders. Some hiringesia used include high grades in the targeted
course and the ability to work well with oth¢kcDaniel, 2008) Second, spervisors
manage faculty partnerships, determine the placement of Sl leaders, and promote Sl to
students to encourage attendaidartin & Arendale, 1992c; Wilcox, 20087 hird, S
program supervisors needdngage in ongoing program evaluat{gturley et al., 2006)

Lastly, supervisors manage all progreogistics(Hurley etal., 2006)
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S| programs are relatively inexpensive to run. Wil¢@808)sugpests thathe salary
costs of the S| leadesseone of the most expensive components of a program. Additional
costs include the time of the supervigdfilcox, 2008)and program suppliegich as
textbooks for leader@Vidmar, 1994) Theoretically, Sl is efficient due to the grebpsed
approach in that the program serves a large number of stifidifdsx, 1992; Zerger et al.,
2006) The funding of the programay also influence the other administrative tenets because
it provides resources to engage in them.

The omponents of SI program administration have not beerres#larched.
Arendde (2000)explored the implementation of SI programs by survgyire Slprograms
across the US. He explored the effect of administrative placement of SI program, SI
supervisor involvement, Sl leader training, and institutional involvemeriteofotlowing
outcomesaverage attendancate of the prograndifference inaveragdinal gradesthe
difference inDFW rates, and satisfaction level with the program. Of these constructs, the
only one that was not significantly related to the outcomesaaainistrative placement in
institutions(Arendale, 200Q)However,A r e n d(2000réssarch did not offer the optimal
level of these administrative tenets nor a prioritization of these responesiliti
Staffing Considerationsand Support

The field of organizational analysis provides several considerations for administration
in organizationsBolman and Deal2013)analyze organizations through frames. The first
frame involves structur@and a key element e structural frame is how labor is distributed
(Bolman &Deal, 2013)As indcated, Maxwell (1997) suggests that learning assistance

programs include ufw 14 different functionghus the allocation of those responsibilities is
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critical. Thisallocationraises two other structural considerations: span wireband
coordinationof activities.

The $an of control is the idea that one supervisor cdy supervise a specific
number of individual§Manning, 2009)This idea ofthe span of control is centrto how
many S Leaders one super (2008)suggestomason 8lver see.
supervisor activities, the span of control seems to be ideallydadergper supensor, but
no reasosfor this specific supervisory ratio are giveihe ganof control seems to be
affected by complexity and responsibiliti@ell, 1967) the expertness of sulztbnates
(Meyer, 1968)and the similarity of role@Jdell, 1967) Of these characteristics, the
complexity of the job responsilties seems to be closely related to the work of Sl leaders
and would suggest thdtie span of control wuld subsequently blwer for SI supervisors.

Additionally, coordination Bo affects the supervisor. Bolman and Deal (2013)
discuss two types of cadination: vertical and lateral. Vertical coordination is the idea of
policies and procedures for a teamiile lateral coordination is the organization of program
activities with neetings and committees (Bolman & Deal, 2013). These two types of
coordination would affect the span of control in an SI program and potentially the
effectiveness of the program supision.

The human resources fraralsoprovides insights into this probte The human
resources view of organizations believes that they should focus on the people in the
organization first because a motivated workforce will benefit performance (B@rsal,
2013). Some basic human resource strategies include keappigyes, invesing and
empowering employees, and promoting diversity. Training and staff develogcential

for SI Leaders (McDaniel, 2008: Wilcox, 2008). Therefore, the human @Etrame
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suggests that Sl program supervisors need adequate time forpgnactiges and staff
development activities.

Organizational staffing and support are also political activities. Wkamgthe
political frame organizations can be viewed as aeseof groups cadld coalitions that
advocate for limited resourcéBolman & Del, 2013) Severaresearcheradvocate for
consistent program evaluatioor fSI programs to share with administrators and faculty
(Hurley et al., 2006; Wilcox, 20087 his information is also used to advocate for continued
funding and resources.

Another critical part of the political view tfie organization involves power
(Bolman & Deal, 2013) SI program supervisors manage and coordinate the pragrdm
thus have powenver operationgMartin & Arendde, 1992c) French and Ravei959/2005)
discuss expert power as a type of power where expertise grantsreadgibover and
legitimate powerwhichis granted by authority or position. In SI programs, fgcoiembers
may have expert power over the content, while university administrators likely have
legitimate power over budgets and funding. Both of these tensithimsncethe operdions
and support of SI programs.

Design of the Study
Setting

The stug takesplace using data from Sl programsNorth AmericaSince Sl

programs exist at all types of institutions, dates collectedrom public, private, fouyear,

and tweyear nstitutions.
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Participants
The participants for this studyrehigher educiion institutions inNorth Americawith
an S| programThehigher education institutionsiclude public, private, fouyear, and twe
yearschools At the time of writing, there ar@pproximately 40 institutions that have an
accredited Sl program and ove0QO institutions that have an Sl prograrhe S| program
supervisors fomany ofthese programwerecontacted for data.
Data Collection
The primary data collectiowasthrougha surveyA list of SI programs was
generated through a list of institutioos the International Center for&ls websi t e, whi
indicaedwhich institutonshad a trained SI supervisor. Eacl
was examined for program contaaformation. The survey was designed in (s, an
online survey softwar program. The finalersion of this survey iscludedin appendix A.
Fink (2017)indicatesthat surveysshouldinclude a definition of tersy avoid biased
phrasing, focugjuestions on one thouglpiace easy to answer questions like demographics
at the end, and send respondents a summary of the fin@liimgsurvey design includdsese
characterigcs. Creswell(2014)indicates that using external audgdo review the project
can increase validit thus, this survewassharedwith the International Centdéor Sl and
other Sl program supervisais review its validityand adjustethased orheir feedbackThe
institutional data collectedlasobservatiorhours,planningsupport hours, trainingelated
hours, and general supemig hours fora specific SI prograrfor a specific term

Additionally, the funding fothe specifidermwascollected
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Methodology

The study takes a pepositivist worldview.This worldview béeves that reality is
objective and measurabl€reswell,2014) Thus, the data collectedasanalyzed
guantitatively toprovide objective evidence of relationships. Fig18)suggestsanalyzing
data intially by looking at descriptive statistics, measures of central tendandgpread of
adistribution. These measuregre usedo examine the data initig .

Beyond descriptive measuresultiple linear regressiowas the mairstatistical
procedureLinearregressions used to predict a value based on multiple predigtiedd,
2018) Thus, linear regressiomasto analyzesachresearch questiaas itillustratedthe
relationships between Sl program administrativet®snd institutional outcomeg\nother
measure used was correlations, which eslsied the strength of the relationship between
constructs. Correlations provide information on the strength of a liekdionship(Miles &
Shevlin, 2001)

Limitations

There are several limitations to this study. Tir& involves the type of institution.
Due to sample sizenastraintsthis studywas notableto control fortheinstitutional type or
characteristics such as selectivity or institutional Sihese characteristics hathee potential
to affect the quatly of students and therelprogram outcomes aritle percentge of students
attending Sl sessionghis studytries tomitigatethis effect by using standardizing measures
such as the percentage of attenddiéference in averaginal grades, anthe differencein
DFW rates Additionally, Martin and Arendalél992a)compiled data from over400

institutions including twoeyear and fouyearinstitutions and found similar results in the
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differences in average grades and DFW rates among these different institutiesalltyis
result suggests that not including institutional characteristight have beewarranted.

The second limitation involves the quality of activitedshe SI program and the
guality of the staff members involved in operations and administratioastudy focuses on
the averagadministrativeime spent on specific aeities, but the quality of those activities
wasnot measured. Thus, the quality of training, observations, planning, and supervisory
activities mayhaveinfluencel program outcomzinstead of the time sperdditionally, the
qudity of the staffwasnot controlled. Thus, the supervisory staff or the SlI leaders
themselvesnay have varieth quality. However, this studseems to have encompassed
representative sample of prograansl, subsequently, r@presentative sample thfe quality
of supervisors ankkaders.

Third, thiss t u d y 6 did neticonstiteitg a random sampde experimental
design andlikely lackedsufficient controlsCreswell(2014)indicates thahrandom sample
increases the odds oawing a representative samplghich allows for generalization to the
population. This studyeliedon voluntee response to the surveis such there is a
possibility of systematic bias in the studyb?od
participarts, a study is generaltyonsideredjuastexperimenta(Creswell, 214). This study
does not manigate a specific independent variable to see its effect on the dependent
variables and thus cannot be classifiedsa true experimentMiles and Shevlir{2001)
suggestshat multiple Inear regression can be usediéerminehow a specific independent
variable afects the dependerariablewhile controlling for the other independent variables
in the regressiomodel. This studyusedthe various administrative tenets of S| programs to

see how they affeed program outcomegdhis control procesghroughthe incluson of
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variables would suggesthat includingenoughindependentariablesinto a regression

equation will allow researchers o det er mi ne a specifctic i ndepen
However this studywaslimited by the sample sizeollected which limitedthenumber of

independent variablescluded in the studyl hus,there may b other controls that shild

have beemclude in thestudy.

The fourth limitation involves adheamee to the SI model. Many institutioadaptthe
S| model by requing attendance, offering extra credit, or modifying aspects of the model
thatcould affect program outcomes. Whatarting an Sl program, it is encouraged to think
through institutionahdgtations and many institutions have been successfahangingthe
model(Wilcox, 2008) Participant data points were removadhe study if they described
program deviations that woulthve directly influenced program outcomes (e.g., offering
extra credit). Shi, other program adaptations may be affecting program outcoroes than
the administrative tenets.

Fifth, the studydid not explore other crucial elements of the SI model. example,
faculty play a role in the success of an Sl program, but the effédotfaculty and their
supportwere notincluded. Similarly, the quality of support from university administrators
even structural placement within the universigre notexamined.

Delimitations, Assumptions, and Design Controls

There are twanain delimitations of this study. The first delimitation of this study is
the focus on higher education institutiondNiorth America Only North Americarhigher
educationnstitutions were includedn the resultsandother nternational institutionsiere
excludedor discouraged from completing the survéhus,theresultsareonly able to be

applied toNorth Americaninstitutions and program#lso, thereare cases of SI programs
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that operate in secondary schools, but tveseexcluded fom this study.Second hours
reportedirom the institutions included in the study cotlaveincluded hours from fulitime
professional stafor parttime staff such as SI mentorBhe delimitations that these hours
weretreated as if they are of the saqmeality.

There are a few assumptignisiases, andesign controlshatareimplemented in this
study.The first assumptiowasthat the administrative tenents agecificallyrelated tahe
stated outcome#rendale(2000)found that aspects of these tenate related to these
outcomes, but not these measyrexcisdy. The nextassumptiorwasthat Sl programs that
follow the International Center model are similaoegh to be comparezhd groupedThe
author is an Sl program supervistitus, theres a vested interest in the success of
administration on SI program outcomes. €duce the effect of this bias, methods and
processewverec hec ked by t hisorancdssedation boenmiticehe @nly v
design controlasfocusing orNorth AmericanSI programs.

Significance of theStudy

From a practitioner standpoint, thisidy providesfurtherunderstandingf the
optimal administration of SI programs. The results of this stiffy guidanceegarding
administrativenours for Slprogramsand how tlese hours affeqgirogramoutcomesThe
results of this studguidepracticerecommendations fdl programadministators

This work also has scholarly significanfoe higher education and learning
assistance. First, the studyildsupon the work of Aredale(2000)when he examined the
implementation of S| progranterouch a national survey of Sl prograand explored the
relationship andmpact of program constrigistructural placement of the Sl progsrand

satisfaction of administratiowith program outcomes such as average final course grades,
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percent of studds eaning a D, F, or withdrawinggercent of students participating in Si
andadministratorsatisfactionln his study Arendale(2000)found positive relationships with

program activity constructs (S| supervisavolvement Sl leader involvement, Sl leader

training and institutionalnvolvemenj. This study focuss onthe administration and

supervisory component to discover how thosen@dent s i nf |l uence the succ
operations.

Second, this study provides a template for other studies to model when studying
program administration. ffrogramsor servces havespecifiedadministrativeenets and a
clear connectiobetween thas tenets angrogram outcomes, this stugyovides a
framework to asess thasadministrative tenets. This methodology has clear implicsfiown
other learning assistanpeogramning such as tutoring, but also other higher education
programming such as @ementoring, service learning, developmental education, leadership
programming, and other student affairs programming.

Summary

Higher education institutions have ungene sigificant changes in the US over the
last 200 years. Institutions are drawindigher enrolimentgThelin, 2011) with more
underprepared studer{Arendale, 201Q)while experiencing financial burdensdineing
held accountable for student outconfi@ar, 2016) Learning asistance programs such as
Supplemental Instruction help institutiopgsitively affect student outcomes such as
retention andyraduationbutexamining theadministrative structure for efficiendy crucial
This studyseekdo understand the optimal ldsef supervision for SI programs. Datas
collected from Sl programs acsaddorth Americaon an institutionalevel. The results of this

study influence Sl program administration gaecticeselated to program staffing.
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SECTION TWO 1 PRACTITIONER SET TING FOR THE STUDY

Supplemental Instruction (SI) was createcgupport stdents in higkrisk courses.
Due to the evidence of its success in reducing course attritioim an@rovingstudent's
grades, Sl programs rapidly expanded around the wArkhdale, 2000)Furthermore, Sl
program supervisors receive trainiingm certified trairers through thénternationalCenter
for SI (Wilcox, 2008) Theconsistent training and organization of SI programs suggest that
Sl programs are standard organizations with similar goals and processes. What follows is a
brief history of Sl alag withadescription of program goals, followed by an analysis of Sl
prograns as an organizatioandconcluding with an analysis of the leadership of programs.

History of Organization

Supplemental Instruction (SI) is a learning assistance prodeasigiedto reduce
student attrition in professional schools within the UnivgrsitMissouri- Kansas City
(UMKC) (Hurley & Gilbert, 2008a)Initially, SI was implemented in the school of dentistry,
and then other proésonal schools at UMKQHurley & Gilbert, 2008a)In 1981, the US
Department oEducation acknowledged Sl programs as an exemplary educational practice
(Hurley & Gilbert, 208a). From there, UMKC began expanding the model and training
other institutons, public and private, i8l (Arendale, 2000)Since its incption, the
InternationalCenter has trained over 1,500 individuals in the SI m@d&IKC SI, 2019)

In the United States, learning assistance programs originated through individualized
support to prepare students for collegiate level course@@adndale, 201Q0)The Morrill Act
and Gl bill increased college enrollment significarfiiyelin, 2011) which drove enrollment
of students who needed academic #ssteto prepare students for colle¢grendale, 2010)

Arendde (2010)discusses how many colleges began offering remhedursework for
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studens entering collegevho wereunprepared foacademiavork. Deanna Martinwhowas
charged with supporting students who were strugglir H¥IKC professional schogl
examned traditional models of learning assistance, which focasdughrisk students and
reimagined a focus on higisk coursegMartin & Blanc, 1981)By focusing on high risk
coursesversus higkrisk studentsSI attempts to avoid the stigma that was associatéd wit
other support programs such as tutoring and remedial cqémsaslale, 1994)Furthermore,
S| programs are casftffective. Supporting students through Sl is a more econorsiaidice,
becausehe prgram delivers resources in a group formatsus on@n-ong and Sl helps
institutional budgets because it assists in retaining stufi@etger, ClarkUnite, & Smith,
2000).

Sl leaders are peers who have been successful in challenging courses. They attend the
targeted class, model good student behaviors, and lead collaborative learning sessions e
week for individuals irtheclass(Sl, 2019b) Challenging courses are typicatlgfined as a
course with a 30% or higher rate of Ds, Fs, and Withdrawa)d (BFW rate® from a
course(Martin & Arendale, 1992c¢)The Sl leader attends the targeted course to be able to
take notes and do the assigmeadings and assignmefitturley et al., 2006)which allows
them to plan their sessions directljgned withthe material in the clas@viartin & Arendale,
1992c) There are several reasons Sl has been effective. Sl is proactive, attached to specific
courses, and the program design supports good student bebrate part of Sl leaders
with a high level of interaction in Sl sessiqiMartin & Arendale, 1992c¢)SI programs have
programmatigyoals to increase student retention and improve grades in targeted courses

while increasing graduation ratg3, 2019b)
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Organizational Analysis

Organizational terature provides a framework to view Sl prograBaman amwl
Deal (2013)discuss analyzing organizations through four interrelateddsaor frameworks:
structural, lmman resources, political, and symbolic. Each frame adds to the discussion of S
programs and their operation. The following sections use each foaex@lore Sl programs
and provide context.

Structural Frame

The structual frame views organizations tarms of roles and responsibilities.
According toMintzberg (L9792005) there are five basic parts of an organization: the
operating cee, the middle line, strategic apex, technostructure, and Ejpetzberg
(19792005)suggests that the operating core is where the bulk afdhle related to the
product of an orgaization occurs, the middle line and strategic apex provide the
management and leadership, the support staff directly supports the woekopfettating
core, and lastly, the technostructure provides specialized tasks and analysis for the
organization. Th@perating core of a universityould includethe professors argtudents. Sl
generally supports courses that are perceived to be challdiMgngn & Arendale, 1992c;
Wilcox, 2008) so this work would maslosely align with the support structure of the
organization. 8e Figure2.1for an illustration of this model.

Core processesSeveral suctural imperatives, such as core processes, information
technology, size, and age, affect how organizations structure them@ean & Deal,
2013) Sl supervisors are trained at UMKC or by a certified trainer in the core processes of
an Sl progranfMartin & Arendale,1992c; Wicox, 2008) This training supports the

consistency of structure and philosophy. These core processes include 1) key individuals, 2)
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training and development of S| leaders, 3s&3sion strategies and techniques, and 4)
ongoing monitoring thragh progranmevaluation(Hurley & Gilbert, 2008a; Martin &
Arendale, 1992c)

Figure2.1

SIPrgram Structure and Mintzbergds Five Parts

Strategic Apex

University
Administration

Middle Line
E.g. Chairs and Deans

Operating Core
Faculty & Instructional Staff

Additionally, the size and age of a program affect an Sl progvdiicox (2008
suggests that new Sl programs start small and build in flexibility and complexity and that Sl
program supervisors oaot manage more than a few employees without some permanent
administrativeassistance. As technology has developed, S| programs xploeesl using
technology to facilitate learning and serve distance education stiiBaimter et al., 2006)
but there is little discussion on how technology can be usesl fmogram administration.
Lastly, theworkforce of SI programs has higlrbover.An SI program can onlgxpect50%
of the Sl leades to return any given semester, which may be due to the training requirements,

class attendance, and graduation of studtif (McDaniel, 2008) Thus, the high potential
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turnover rate heightens the need for Sl program supervisors tododrening and staff
development as well as coordination activities.

Structural dilemmas. Some other structural dilemmas include excessive autonomy
versus interdependence and an organization that is todylargeo tightly boundBolman
& Deal, 2013) Loose coupling would imply that parts of an organization are connected, but
changes in one do not dramatically affect the others, while tight couplggsts that
changes in one part, affect the other parts of the sy@féeick, 19781983). According to
Bolman and Deal (201300 much autoomy makes individuals feel alone in carrying out
their work versus tomuch interconnectionan result in too much coordinatioilcox
(2008)suggestshat SI program supervisors spend eight to sixteen hours training Sl Leaders
every term, oberve and debrief from Sl leader sessions every week for the first half a term
and every other week for the second half, and help Sl leaders plan their sessimgigriggle
activities and planning instructional strategies. These respotisgiiaise quemns about
the level of autonomy of the SI Leade$s.program administrators also have responsibilities
related to marketing Sl, program evaluation, program liegisatnd maintaining connections
with faculty and administratiofHurley et al., 2006)Too much apport and interconnection
could be overwhelming for th&upervisor, but nanough coordiation or support could
result in dissatisfactioand poor performanaaf the Sl leaderaNeick (1978/1983)discusses
loosely coupled systems @tucational contexts and suggests that they can result in lower
coordination decentralization, increased autonomy for tasks, and lower consistency.

In contrast, tightly coupled system systems can be too rigid and limit flexibility,
adaptations, and credaty (Bolman & Deal, 2013)Wilcox (2008)discusses this dilemma

with new SI programs, as he indicates that new S| programs who rigidly adhleeemodel
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can squash creativity and innovatiéturley and Gilbert (2008)iscuss some of the more
common and consisteptogram elements, including facilitation strategies, active learning
techngues, and training and development for Sl leaders. These common elenoentsrall
flexibility while maintaining quality through consistency across Sl programs.

Additionally, thestructural frame consists of coordination activities such as vertical
coordnation, which includes authorities and rules and lateral coordinatichas meetings
and committee@Bolman & Deal, 2013)SI program supervisors aresponsible for the daily
management ahe S| program(Hurley & Gilbert, 2008ajand are responsible for designing
the policies and procedes of the SI program. Additionally, supervisors must contend with
issues ad questions from the leaders, which involves a significant amount ofifibeox,
2008) Another critical agect ofanSI program is ongoing training and development
(Wilcox, 2008) These onging sessions are a notable example of lateral coordination, but the
literature recommends few other consistent coordinating activities.

Human Resources Frame

The human resoues(HR) frame consists of the basic idea that people are the crucial
elementof organizationgBolman & Deal, 2013)The first key idea of a human resaesc
strategy is training and developméBblman & Deal, 2013)As Sl leaderare generally
students and patime, the training of Sl leaders is critidal SI programgMcDaniel,2008
Wilcox, 2008) Given that an Sl supervisor chigh turnwer in their student staff
(McDaniel, 2008)training becomes ongoing and is a crucial element of every semester.
Additionally, sound hiring practices is a keyman resourcestrategy(Bolman & Dal,

2013) Sl leaders should haeeurseinstructor approval, strong content knowledge, and the

ability to relate well and collaborate effectivéWilcox, 2008) Additionally, Sl leaders
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should have strong social skills and high gra@dassworth et al., 1994; McDaniel, 2008)
and to be focused on assisting struggling stud&ttit & McDaniel, 2006)Thesepractices
suggest that S| programs havstrong and robuselection process for leaders.
Some other human resources strategies include promoting from within, investing, and
empowering employee@olman & Deal, 2013)Martin and Arendal€1992c)indicate that
many Sl programs are beging to use Sl program assistants to help supervise and support
Sl leaders. This position aligns with the strategy of promoting from within. Additionally, S
programs are intentiatly designed to support the invesint and empowerment of the
employeesWilcox (2008)describes the importance of holding Sl leadetsgb
expectations, which will often result in more productivity. As mentioned before, significant
effortsgo into the training of Sl leaderSI program supervisors generally speive to ten
hours prepping for eight to sixteen hoofdeading Sl leader training every semester
(McDaniel, 2008) This wak suggests that successful SI programs invest in their employees.
The last human resources strategy includes rewarding, protecting position, reducing
employee turnover, and hag diversity on the teaifBolman & Deal, 2013)One of the
critical responsiltities of an S| program supervis@ to observe and debrief with Sl leasler
(McDaniel, 2008) McDaniel (2008) indicatesat this observation process carpnave Sl
sessions and is an investmenthia S| Leader, which may lower turnoveevi (2017
indicates that diversity on a teamncsupport team success, but the literature on
administering Sl programs does not include the importance of recruiting diverse leaders.

Consequently, this might be an area of gtofer SI programs in the future.
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Political Frame

The political frame of @yanizations assumes that organizations are political bodies
which consist of coalitions of groups representing different inte(Bstsnan & Deal, 2013)
When starting an Sl program, there are sevavasible coalitionsincluding college
administrators, feulty members, and studerf@/ilcox, 2008) According toWilcox (2008)
faculty members can feel defensive when asked to take on an Sl leader because they feel it is
a critique of their teaching. Conversely, adistirators seek co#fficient solutiors that help
students succeed and stay at universities. Students have theppaent agendathey seek
support to improve their opportunity to be successful in a challenging course. All of these
demands and concernslpSI programs in different directien

Another aspect of the political frame is allocating resou{Besmnan & Deal, 2013)
Some pressures in allocating resources includeloom presste from authoritiegBolman
& Deal, 2013) Wilcox (2008)suggestshat college administrators tend to like Sl programs
because they are ceaffective, and faculty members also feel the additional suppairt &f
leader removes work from theilgpe. Furthermore, Sl program supervisors also put top
down pressure on thetaff as they conduct observations, which are like performance
evaluationgMcDaniel, 2008) Besides tofmlown pressurehere is also bottorap pressure
in organizations when allocating resour@®slman & Deal, 2013)An example of this
bottomup pressure is from students. Sl courses are chosen befauisiggh DFW rate
(Martin & Arendale, 1992cand becausstudents perceive them as diffic(Wilcox, 2008)
For courses that do not have that perception, eviire DFW ratemay otherwise indicate it,
S| program interventiomay beless successfifHurley & Gilbert, 208a; Martin &

Arendale, 1992c¢)
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Power also plays a role inganizationgBolman & Deal, 2013)French and Raven
(19592005)outline several types of power, including reward, coer,degtimate, referent,
and expert power. Three of these typésgitimate, referet) and expert powér play a role
in SI programs. In §brograms, the S| program supervisor has legitimate power. The SI
program supervisor is deemed responsible for managing andircating the program
(Martin & Arendale, 1992c)Several individuals in an S| programutd be describeds
having eferent powerGiven the prestige of faculty members, they may have this type of
powermore so tha others in the Sl program, but referent power could existthv!SI
program supervisor or even axperiencedl. Wilcox (2008)suggests thahe hiring
processshouldinclude recommendations from instructofghe targeted cours&hus,the
faculty generally hold the expert power in SI programs as it pertains ¢orikent while the
S| program coordinator holds expert power when decidmgrogrammatic changes with the
program.
Symbolic Frame

The symbolic frame of organizational aysit focuses on how individuals make
meaning of the organizational activiti@olmané& Deal, 2013) Bolman and Deal (2013)
descri be how a rvgasnioznatciaonn &surcnorfieani doeol ogy,
i mage of the futureo (p. 250). The consi sten
the training Sl leadsrrepicate this visionWilcox (2008)indicates that UMKC should train
S| program supervisors in the particulars of the model. This training can add to the consistent
vision of the Sl program and its goals. Additionally, training for Sl leaaleincludes an
overview of the SI model and history of the SI mo@#licox, 2008)aswell as focus on

learning theory, teaching methods, study strategies, predddrimg, and mock sessions
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(Martin & Arendale, 1992c)These consistent elements in training help align the visions of
S| programs aass the world.

Stories and specialized language are hallmarks of the symbolic frame. They continue
the values and ideals of the organiza{iBonlman & Deal, 2013)As mentioned earlier, Si
training for leadershould includehe history of the organizatidiwVilcox, 2008) which
might be described as a story. On an international scate, dhe few stories that regularly
shared among the SI programs, but such stories could exist in individual pro§rams.
training also focuses onaup facilitation techniques antdree key strategies: redirection of
guestions, checking for understandingg avait time(Hurley & Gilbert, 2008a; McDaniel,

2008) This spealized languages used consistently across programs ancedtimthe
programbs effectiveness in various contexts.
The next aspect of the symhoframe is considering the culauof an organization

(Bolman & Deal, 2013)Schein {9932005)indicatesthat culture is a seif shared

underlying assumptions and repeated patternsBatmdan and De&l2013)descrile culture

as the lessons learned from experiences. Sl program supervisorghiese shared

experiences at the UMKC training worksh@ilcox, 2008) Additionally, SI training

consists of similar topics every semegtdcDaniel, 2008) These repeated experiences

create a specific Sl culture that permeates different universities and programs.
Leadership Analysis

Four leadersipi theories guide this analysis of SI programs. The first theory used is
the path-goal theory, first defined by House and Mitchell (1974), which suggests that a
| eader 6 s r otheperforrmande of a eearhbg focusng on member satisfaction and

motivation (Northouse, 2016)The second theory is situational leadership, whidtrilees
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how leaders should act based on the context of the sity&i@mchard et al., 1985Third,
transformational leadership is used to analyze Sl program lead@rsdmgformational
leades help others reach their potential and motivate them to get {Bass & Riggio,
2006) Lastly, servant ledership theor§ a model that suggests leaders should serve those
with whom they workd provides insighfor SI program administration. First, we discuss
Path-goal theory in the context of SI program administration.
Path-Goal Theory

Pathgoal theorysuggest t hat a | eader 6s effectiveness
influence tieirfol ower sé moti vati on, per f(Blouse&nce on t
Mitchell, 1974) Leader behavior will enhance subordinate goanted performance if the
leader increases motivation, task skills, guides)ave obstacles, and provides resources
(House, 1996)Pathgod theoryconsists othree parts: leadership behaviors, follower
chamlcterisics, and task characteristi@$orthouse, 2016)n Sl programs, the fladwersare
generally students, ardcDaniel (2008)indicates that S| progransfiould expect to lose up
to 50% of the studentstaff from semester to semester, which makes this follower population
transient. Additionally, the tasks Sl leaders complete include planning, modeling good
studentbehaviors such as using resources, asking questions, and facilitating séssi
enhancetsident learningHurley & Gilbert, 2008a) These tasks require creativity and
autonomy.

According to Patkgoal theory, théeadership behaviors should change based on the
follower and task characistics (Northouse, 2016)and that if the leadership style
complements the envinmental factorsperformance will increasgiouse& Mitchell,

1974) There are four leadership behaviors: directive, supportive, participative, and
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achievemenbriented(House & Mitchell, 1974)Directive leadership is generatlye most
effective when the task and procedures are un¢iause & Mitchell, 1974)This
leadership style appliese SI programs m&t when assisting Sl leaders with planning sessions
or troubleshooting sessions when observing.

The participative leadership style is most impactful wbemtrol d specific tasks can
be given to the follower@House & Mitchell, 1974)This type of leadership style mag
useful in Slprograms when helping leaders plansgpervisorgan give the Sl leader
autonomy to determine what would be the most useful in the session. Additionally,
participative leadership is evident in larger SI programs thamme experience8I leaders
to observe and assist with observations, training, and planning. Accordvagtio and
Arendale(1992c) many Sl programsra using program assistants to lead these functions.
These program adaptisare great examples of using participative leadership in SI programs.

Supportive leadership tends to be the most useful when the task is stressful, or the
task is not satisfyingHouse & Mitchell, 1974)The fsks of leading S| sessions rarely are
unsatisfying nor especially streskkfout there are some logistical elements of SI programs
that might fit this description. For example, S| programs are expected to track attendance,
and many Sl leaders are respbiesfor managing thisask. This task can be unsatisfying, so
supportiveleadership in these cases might involve making it easier and communicating a job
well-done.

Achievemervoriented leadership involves challenging subordinates to strive for
higher peformance in nowrepetitive and unclear taskdouse & Mitchell, 1974)In Sl

programs, Sl leaders are ciomtally challenged to improve session performance through
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observations and improved plannifdcDaniel, 2008) Thus, achieementoriented
leadership may be useful for SI program performance.
Situational Leadership

Situational leadership provides insighito the ideal supportive and directive
behavios needed by aleadgri ven a subordinatesdo lemtvel of
(Blanchard et aJ 1985) Leaders adjust their behaviors depending on the development level
of followers(Blanchard et al., 1985)n SI programs, Sl supervisors are Wing with several
stucent staff members at any given time and need to leetalaldjust their leadership
behaviors. These behaviors exist on a continuum of high to low supportiveness and high to
low directiveness while the development level of followenssgsts of their compenhce and
commitment(Blanchard et al., 1985 hese leadership styles illimate the administration of
S| programsSee figure2.2for an illustration of this modddased on Blanchard et al. (1985)
Figure2.2

The Situational Leadership Model
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The diective style consists of low supportive and highly directive behavior for a
developmental level of low competence but a high commitment on the part of the follower
(Blanchard et al., 1985According toBlanchard, Zigarmi, and Zigarnil 985) this style of
leadership should work well for individuals whee ethusiastic and committed but lack
experience, and therefore, possess limimapetence. lanSI| program, S| supervisors are
taskedo help Sl leaders plan their first sessions along eotiductingseveral observations
early in the semest¢iMcDaniel, 2008) This type of work provides the opportunity for
directive behavioby the Sl supervisdf it is needed by th&l Leader wherthe leader is
initially less competent than later in the semestemwever, there is not a way to gauge S
leader commitment. Length tmein an Slleaderposition may provide evidence of
competencandcommitment.Thus,another leadership styWeould be better for more
experienced and mature Sl leaders.

The next leadrship style within theituational leadershifsamework involves
coaching. Coachinmvolveshigh directive and supportive behavior on the part of a leader
(Blanchard et al., 1985This leadership gle is best for individuals at a developmental level
where they have modeeatompetence and limited commitméBtanchard et al., 1985)n
S| programs, coaching often comes during observations and debriefs. Sl observations are
typically heavier duringhe beginning of the seester to offer additional support and
guidance and then taper off at thel efithe semestéMcDaniel, 2008) Thisprocess
provides the opportunity for coaching when it is needed to build conamitemnd
competence in the Sl Leader role. Additionally, Sl leaders are supported with planning
sessions early in the semester, and this tapers off as n@ilieak, 2008) Again, this

provides an environment for support and feedback as needed for coaching.
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Thethird leadership style is supporting. The supportive leadership style involves
highly supportive leadership behavior and limited directive behavior fbehigvels of
commitmentbut lower levels of competen¢Blanchard et al., 1985As SlI leaders gain
experience, the nureb of observations and planning support decreases, but Sl programs
strive to do some teatvuilding during trainingMcDaniel, 2008) These elements increase
the amount of support for S| leaders. Additionally, thiernationalCenter for SI encourages
participation in an S| Laderappreciation weekhat happens at the end of Septemimbich
can help provide recognition asdpport(UMKC SI, 2019)

The last leadership style is delegating. The delegating style is foitinals with
high competence and commitment levels, and consequently, support and direction from the
leader are lowefBlanchard et al., 1985%I leaders primarily work autonomously;
consequently, il style of leadership is used. Thus, S| program supervisors must work with
their Slprograms to build strong commitment and competencies in the leaders early so that
they need minimal support and direction later in their tenure. The next leadershipsframe
transformational leadership.

Transformational Leadership

Transformatioal leadeship provides a useful lens through which to view Sl
programs. Transformational leadership strives to increase motiatamaximize follower
potential(Northouse, 2016 Bass and Riggi¢2006)suggest that there are four key
components of transformational leadership: idealized@nite, inspirational motivation,
intellectual stimulation, and individualideconsigration. These four components influence

aspects of Sl programs.
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The first component, idealized influence, involves striving to be a role model, having
a strong sense ofsion, working to influence others, and the ability to take r{8ess &
Riggio, 2006) Kouzes ad Posne(2012)also discuss modeling the way and inspiring a
shared visia in their model of transformational leadership. During Sl leader training, Sl
supervisors are asked to model active learning strategies so they can be a role model for the
Sl leacers(McDaniel, 2008) SI programs generally give Sl leaders a sense of the big picture,
as training generally includesathistory and gda of the SI prograniWilcox, 2008)as well
as the theory thas a foundation othe progran{Martin & Arendale, 1992c¢c)While the Sl
administration literature includes little, if any, discussionrdgtuencing othersMcDaniel
(2008)discusses the importance of team building in Sl leader trainidghase positive
team relationships have the potential to create infludrastly, idealized influence involves
the ability to take risksWilcox (2008 indicates that new SI programs should strive to be
adaptivesothat hey <can adj usuniqueness.an i nstitutionos

The second component of transformational leadership is itispahmotivation.
According toBass and Riggi¢2006) inspirational motivation involves communicating
expectations and motivating followers around the future. In Sl leader training, administrators
are expected tmclude expectations for the role, including data collection and evaluation
(McDaniel, 2008)Jacobs, Stout, arfskone(2008)discuss the future of SI programs,
including internatioal adaptations of the model, involving Sl in distance education, and
using Sl as a means for social justiogl &fting marginalized groups. In guidir®) program
administrators in motiating followers around the future, little attention is givethe Sl

literature
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The third component of transformational leadership involves intellectual stimulation.
Intelledual stimulation ighe process whereleaders challenge processes, preserdvative
ideas, and encourage others to take riBless & Riggio, 2006)Intellectual stimlation is a
key idea for SI program supervisors. In the observation process, Sl supervisors should strive
to offer specific feedback to provide tailored trainiiddcDaniel, 2008) Within in this
observation process, leaders ofp&grams challenge processes and brainstorm creative
solutions.Similarly, SI sessions suffer if there is inadequate plan(ihcDaniel, 2008)
McDaniel (2008)suggests helping Sl leaders plan several of their early sessions and to have
the session plans checkedthye supervisor or mentor. This process providesdpportunity
for processes to be challenged aodféedback to be given.

The last aspect of transformational leadership is individualized consideration.
Individualized consid&tion involves the leader considering follower needs, offering
ongoing devilpment, and addressing individual differen@®ass & Riggio, 2006)SI
sypervisors are expected to provide initial and ongoing training for Sl leaders and
observations to provide feedba@WcDanid, 2008) These processes allow S| program
supervisors to provide continuous training and feedback and account for individual
differences between Sl leadevgilcox (2008)suggests thabl program administrators
cannot adequately supesei more than three to four leaders without some assistance.
Therefore, in Sprograms with larger numbers and fewer supervjsonsay be challenging
to attend to follower needs.

Servant Leadership
Thelast leadership model used to explorgfigrams is servant leadership. This

theory of leadership was created by Robert Greenleafsewtess werebased on the
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assumption that &lership is in crisis, education does not prepare one for leadership, and

values are continually evolvin@reenleaf, 1996)Greentéaf (1996)suggests several

strategies of a servant leader such as-getting, prioritization, listening, communication,
strongvalues, personal growth, managing stress, embracing imperfections, anthgcaié&p
Greenl eaf 0s ipbredansre recnhd iddm danaccie Keuser, Hand
Wayne(2014)researched six characteristics of serVaatlersadesire to serve others,

emotional intelligence, moral maturitgrosocial identity, selevaluatonofoa 6 s wor t h, a
low narcissism. These characteristics manifest themselves in several ways in SI program
administration.

The first two cheacteristics are the desire to serve otlagis possess emotional
intelligence. The desire to servevidhereleaders are generally selflemsdaltruistic and
possessg emotional intelligencallows servant leaders to empower followers and be more
empathéc (Liden, Panaccidyleuser, Hu& Wayne, 2014)As Sl is an academic support
program designed to assist students innigk classeg¢Hurley et al., P06), leaders of these
programs generally focus on serving student needs and helping them be successful.
Additionally, SI programs can help strts feel connected, assist marginalized populations,
and assist distance wrhtion studentglacobs et al., 2008J hus, it seems Sl programs are
trying to adapto andserve changig student needs. Sl administrators have vital roles that
involve hiring, taining, and selecting Sl leadeverking with faculty and campus partners,
and providing feedback to the Sl leaders on their perform@nideox, 2008) These
responsibilities suggestahSI| program adminisdtas need to have emotional intelligence.

The nextcharacteristic of servant leadémngolves moral maturity and a prosocial

identity (Liden et al., 2014)Moral maturity is having moral ideals,amal action, and belief
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in morality, and a prosocial identity is a strongide to help others as part of the core
identity (Liden et al., 2014)These two characteristics probably vary among leaders of SI
programs. ldddy, Sl program supervs are weHrained in the SI model by UMKC and
sere as a role modéWilcox, 2008) This pattern of training would suggest that trained Sl
program supervisors wild@ align with the
the model using good juégent. This potential consistency lends itself eortioral
maturity, action, and belief in morality. SI program supervisors also are likely to have a
prosocial identity as the program focuses on supporting styadrth alignswith this idea.
The last two characteristics of servant leadership aresetirevaluation, which is
how the leadernderstandthemselvesis a competent individual and low narciss{&men
et al., 2014)Attending theSI supervisor wikshop provides S| program administrators with

the skills anl grounding in the modé€Wilcox, 2008) Attendance to this workshop and

S

participation in conferences and professional development around Sl programs can help Sl

program administratorgél more compete and assured in the model. Additionally, the
internationalSl leader center offers an Sl prograntredited S, 2019a)which ca add to

the competence of a supervisdno leads a program that is accredit@d for low

narcissism, this would vary from SI program to S| program and leader to leader. Again, SI

program goalsra to support students and higbk courses, which makesettikelihood of
narcissism unlikely.

Implications for Research

There are several implications of this research in the practitioner setting. The first is

guiding practiceThe studyseeks tainderstand how the amount of supervisio®l

programsnfluencetheoutcomes of the program. These results guide program administrators
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on structuringthe activitiesand practicesf SI programsThisresearclaidsprogram
supervisors ineadirg S| progams effectively and enhang the leadership of program
administraors.

This research also builds upon the scholarly research of SI and adds to the significant
body of literature around Sl programs. This research also provides possible oth@f way
assesing learning assistance program operatimtduding leadershipnd organizational
effectiveness. By designing assessments alignedongmizationaktructures|earning
assistance professionalan betteunderstand what works and what does This type of
researh, in an era of accountability, is critical for higreducatiorand learning assistance
scholars.

Summary

S| program literature offers several suggestions on hawganize and lead Sl
programs effectivelySome vital organizainal considerations involve maintaining
flexibility within the organizatioal structure and solidifying human resources practices such
as training, promoting from within, and support, which also adds to the culture of the
program. Sprogram supervisorseed to be acutely aware of the power dynamics at their
respective institutins, particularly with SI program faculty and administrators. SI program
administrators have several leadership considerations. The first is to maintaititflewib
provide addibnal support and guidance to Sl leaders that need additional support. The
second is to consider how to inspire, motivate, and create a vision of the future for the
program, and the third is to align actions and program activitiégswalties consistent
S| programs and their purpose. These leadership activities and orgardkatinsiderations

help SI program administrators effectively manage their programs.
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SECTION THREE 1T SCHOLARLY REVIEW FOR THE STUDY

With more and more stients attending collegBaum et al.2013) postseconary
institutionsare being held more accountable for student success. dwaliyi, Huisman and
Currie (2004)indicate thathe need for effective and efficient use of public fuhds alsded
to more governmental accountabilitoreover thereis also pressure for collegéo make
the cost more affordab(Butler, 2016) Some researchers have suggested rem®ange
student services to keep costs Igtaveman & Smeeding, 20Q&yhich would include
learning assistance programs such as Supplemental Instruction (Sl). Thuprtdgraens
need tallustrate their efficiencyand effectivenes8esides efficiencyand effectiveness
there is alsancreasing levels adccountability for student outcomes.

Colleges and universities are increasingly being held accountable for student
outcomegAlexander, 2000; Dar, 2016ncreasing enrollment artkcades ofesearch on
what helps students succeed in collagee barely affected completion ra{gmto, 2012)
The focus on outcomes likke dropout rateof studentdias been one of the reasons
number oflearning assistance programsshiacreased in the United Stat@sendale, 2004)
Thus,collegelearning assistance prograsisuldbe evaluated for their efficienand
usefulness

Supplemental Instruction (SI) is a learning assistance program des@reedice
attrition in highrisk coursegMartin & Arendale, 1992c)The success of Sl on influencing
grades, retention rates, and graduataies is well documented (sAeendale, 2000; Blanc,
DeBuhr, & Martin, D. C., 1983; Bowles, McCoy, & Bates, 2008; Buchanan, Valentine, &
Frizell, 2019; Congos & Mack, 2005; Cargy& Schoeps, 1993; Etter, Burmeister, &é&i,
2001; Gattis, 2000; Guarcello et al., 2017; Kochenour et al., 1997; Meling, Mundy,

Kupczynski, & Green, 2013; Ogden, Thompson, Russell, & Simons, 2003; Oja, 2012; Price,
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Lumpkin, Seemann, & Bell, 2012; Ramzel997; Skoglund, Wall, & Kiene, 2018)ilcox
(2008)suggests that Sl program supervisors can only adequately supervise up to four Si
leaders without additional assistance jdvides no supportingvidence. Arendalé000)
found that S| supervision was a critical construchm success of Sl programs but again did
not deliver the idedkvel of supevision. Thus, there is a gap in knowledge regarding the
influence of administrative hours of an Sl program on SI progranomés.Thefindings of
this studyinform S| program sup®isory practices.
Conceptual Frameworks

Three conceptual frameworks gaithis study and its finding$he first is higher
education and learning assistance programs. This framework puts thesti@dwiom of the Sl
programs intdhe historical and orgnizational context. The second framework is the
literature surrounding Slecause,iace its inception in the 1970s, Sl has been thoroughly
researched. The last framework focuses on staffing consaesand supporfor
organizations. This framework foses on organizational staffiagd support
Higher Education and Learning Assistance

Significant eventand influences have marked higher education in the C&hen
and Kisker(2010)discuss six esof higher education in the Y&s showrnin table 3.1.
These eras marked changes in learning assistance prograrrenag,in American society,
and degrees of accountability and financial constraints in higher educatiosuldestion
addressethe evolution of learning assistance in highduaation acrostheseeras.

In the first two eras, higher education waarked by littlestudentprepaationfor
collegeand little accountability for higher educatiorstitutions The formulation of external

boards of trustees provided early aspettscoountability for higher educatiq€hurch &
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Sedlak, 1997; Thel, 2011) which was a model based on Scottish higher educéfiohen

& Kisker, 2010) At this time, there was alsotle emphasis on finishing degregs sudents
often attendedchool for one or two yea(¥helin, 2011) Furthermore, admission standards
at the time were almost nonexistent if the applicant could @akien & Kisker, 2010;

Thelin, 2011)

Table 3.1

Eras in US Higher Education

Name of the Era Approximate Timeframe
Colonial Era 16361789
EmergentNation Era 17901869
University TransformatiorEra 18701944
MassHigher EducationEra 19451975
ConsolidationEra 19761993
Contemporaryera 19942009

Learning assistance in thperiod in higher education mostly involved tutoring
outside of the institinn andbefore admittance preparestudents for the rigor for college
and becausef the needthere was little stigma associated with the serfAecendale, 2010)
As higher education in the US expanded in the 1800s, there was aisoltisen of
academieswhich also served to help prepare students for gelt®urseworArendale,
2010; Cohen & Kisker, 2010pDften these academies were collige or provided
education testudents at the elementary and secondary education@wuaich & Sedlak,
1997) While higher education up until this point was primarily religitmasedpther factors
began to also drive the growth and change of higher education progrgiCohen &
Kisker, 2010)

Higher education and learning assistance seemed to undergo significant changes from

the mid1800s until 1945. The MortiAct of 1862 provided incentive to stateso create
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institutionsof higher learmg, many of which had a focus on agriculture and mechanics
because of stipulations in the Morrill A@thelin, 2011) While it took many years, the

Morrill Act eventually led t@onsistent state funding to these institusiawhich also

increagng stateoversightof these institutiongJohnson, 1997 here waslsoa massive
expansion of institutions designed for Aiic Americans and wometuring this ergCohen

& Kisker, 2010) thus, expanding the origindésign of American higher educatidrhe

increase in the availability of higher education led to the rise of enrollments and to increases
in extracurricular activitiesstudent afiirs programmingThelin, 2011) and specialized
administrative roles such as admissions, registrars, laraiinsgBrubacher & Rudy, 1997)
Beyondincreased opportunitider postsecondary education hi gher educati ono:
social mobilityalsocontributed to rising enrolimen($helin, 2011) Theinflux of students

led to the usage of admissiogmsamsto make decisions swiftlfor student placement as well
asadmissions decisior(3helin, 2011)

During this erathe useof admissions standardsroadenegdandinstitutions also
began usinghe prior acalemic performance of students to judmgetability for college
admission(Cohen & Kisker, 2010)According to Arendale (2010), thecreased use of
admissiorstandards led to the need for learning assistance progwasupport studgs who
were admitted but still not successful. ThéR@11)indicates that high dreput rates were
an issue during this period #wse ratesonflicted with the collegiate ideal marketed to the
public. For underprepared students, addaigpreparatory departmentgere created to offer
coursesn colleges and uwersities to remediate students academig#ilendale, 2010;
Cohen & Kisker, 2010; Johnson, 1997; Thelin, 20BEcause students were generally

unprepared, colleges and universitie® dlegan to push secondary schoolsrprove
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preparation for collegéevel work requirement€Cohen & Kisker, 2010)During this period
the lack of governmaal regulation led to external bodies being created to keep higher
educatiom accountabléThelin, 2011)

The landscape of higher education andrigs assistance programs changed
dramatically during the period from 1945 to 1970. After World War Il, the GI bill provided
returning veterans with funds paursue postsecondarydrning which resulted in booming
enrollmentgCohen & Kisker, 2010; Freeland, 1997; Thelin, 201This unpecedented
public investment in higher education and corresponding high dkfoapostsecondary
offerings necssitated increased utilization of standaed testing for admissions, and
because many new enrollees were academically unprepared, there wéiglaktrition
rates in the first and second yefC®hen & Kisker, 2010; Thelin, 201I)he increas@
students particularlynontraditional studentsuch as pa#time or older students returning to
school] which was a resultf the Gl bill, led to an increased demand for suppantises for
those studentsuch as learning assistance progrérendale, 2010)Arendale(2010)also
posits that the&€ivil Rights Act led to an increase in programs that strived for equity and
supported underrepresented populations, which often supported learning assistance
programmingRemedial and developmental education for college studentypiaal in this
era(Cohen & Kisker, 2010)Cohen and Kiskef2010)identify SI as an academic support
program that developed during this ekdditionally, institutional accountability for the
investment of public fundghrough the Gl Billand other state aid programs led to the
increased usagef accreditation baals for oversight purposé€ohen & Kisker, 2010)
These influences and tren@song with public concern for student outcorrled to

significant changes ilearning assistance in higher education.
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After the 1970s, higher educatibegan to feel the pressure of accountability. Thelin
(2011)indicates that colleges and universities were financiatigertain sothere was a trend
towards consumesm in hopes of attracting studengdkey federal policies such as
portabk financialaid, which allowed students to travel with their financial agdkages
made competitiofor studentdierce among colleges and universities. The massive increase
in enroliment growtt{Thelin, 2011)led to governmental bodies having more influence on
how higher education was spengliheir moneyAlexander, 2000)Additionally, concern
was growing and would continue to grawthe subgquenteras about the length of time it
took to get a degree as well as kge enroliment in remedial programming despite
stronger high school curriculu(@ohen & Kisker, 2010)These pressurdsd to state
activities and accrettion bodiescalling for significanly augmented amuntability from
higher education institutions for a wide array of activities ameasures of succe@Sohen &
Kisker, 2010) These trends pushed higher education in a direttiamnalued efficiency and
programming that focuseon student success.

Thechanges that pushed higher education towgirelsteraccountability in also led
to the growth of learning assistance programs after the 1970s. According to(Z0[L)
there was an expansion of student services and significant gapsoadeenic preparation
of the incoming studentsvhich led to resources beiajocatedto support services. There
was also an increasing concern about retaining stu¢iEm&sin, 2011)and reducing time to
degreg(Alexarder, 2000) This attrition rate and lower completion rate made learning
assistance programs a significant policy iSfsrendale, 201)) This period was ripe for the

expansion ofearning assistance programs in the US.
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After the 1970s, learning assistartcends changed. Before this era, learning
assistance programs centered around tutoring and remedial coursework for students entering
cdlege (Arendale, 2010)Supplemental Instruction (SI) wpartof the changindearning
assistance progmatrernds. Slwas created in the 1970s by Deanna Martin to restucient
attrition in the professional schools at the University of Missoutansas City (UMKC)
(Hurley & Gilbert, 2008a)Three things differentiate8I from other learning assistance
models at the timel) it focused on higiiisk courses versus higisk students?) it was non
remedial, and) it wascosteffective(Hurley & Gilbert, 2008a)

During this timethecost of higher education increasadd thafinancialburden was
shifted to studentsand theirfamilies andstudent expectations of the college experience
increasedo include moramenitiesandhigher careemplacement rates aftearning a degree
(Cohen & Kisker, 2010)Furthermore, greater calls faccountability angignificantbudget
crises facing many states and univeégsied to greater accountability for student outcomes
(Cohen & Kisker, 2010)Additionally, Supplemental Instruction programs, whfolsus on
reducing attition and increasing graduatiogates, alignedvell with policy goals regarding
completion and increasing student retent®inalsoaligned well with the key student
developmentiad retentiormodels andheoriesat the timewhichare elaboratedn in the
following paragraphsandsought to address issues of student attritionceguee
completion

Chickering and Reiss€1993)outlined a model for college student development to
guidehigher educatiopractitionerghat includel seven vectors. These seven vectoes
developingcompetencemanaging emotions, moving through autonomy towards

interdependece, interpersonaklationships, developing identity, developing purpose, and
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developing integrityf{Chickering & Reisser, 1993¢Congos2002)drew parallelswith SI
progamg o Chi ckering and Rei sermmt®theSBbpbgrdm by not i
features These features included tt&itprogramsxpanded studentfaculty contact,
encourged cooperatioramong students in Sl sessipaacouragd active learningn
sessiongallowedstudents to ggirompt feedbackom the Sl leadr, focusedon timeon
taskby providing structured study timallowed courses to maintain high expectations while
providing support, and respedidiverse abilitiesand knowledge through inclusiom S|
sessiongCongos, 2002)Additionally, Chickering and Reissef1993)explorel the notion
thatsupport programminghould influenceheir student deslopmentvectors to help
studentsiavigate the college or universiggtting Given the aligment of Sl with the vectors
and that ae of themaingoals of Sl is to assist studemiseaning higher grades, persisting,
and operatingndependently throughwtly skill developmentSI, 2019b) Sl seems to fit the
description of support prograning that Chickering and Reisq@©93)described
Additionally, SI programsare citedfor develophga sense of community among the students
who attenéd sessiosand fosteicognitive skill developmeniMartin & Arendale, 1992b)
This communitybuilding may help studentsho participae in Sldevelop interpersonal
relationships and manage themotions andassist student# developingndependence. It is
unclear however how Sl might influence the vectors related to developing identity, purpose,
and integrity.

Tinto (1987)developed theory of student departure thalgseunderstanavhy
students leave an institution. Tintb987)suggesedthat preinstitutionalstudent
characteristics such as academic penimce and intent, and two interrelated institutional

system8 academic and social integratbra f f ect s a st udmaortedveandeci si
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institution. Essendlly, if the gudent experiences positive integration in social areas and
academics, thewdent will be more likely to persist. Martin and Arenddl@92b)suggestd
thatframing SIiNTi nt o0 6 s t h e o1ty assishssudentd ie thepacateenic aind a
social aspects of the institution&idmar(1994)mentioredhow Sl supports retention and
performance and works®mss institutional types, couss@and programs.

Tinto (2012) more recently, suggestéalr conditions of student succesgich
includes support, assessment and feedback, high expectations, and involvement. Sl provides
support feedbackand highexpectationgor studentsenrolled in challenging cougs Wilcox
(1992)and Widmarn(1994)noted that S| programs assist in maintaining higstitutional
academic standards Bypportingstudentsn reachinghose standardg.urthermoreSI can
also help studestbe involved in campy®artin & Arendale, 1992b)Astin (1985)
suggested that students dde get involved in higher education to be successful and that
there is a relationship between student learnnthiavolvementinvolvement is loosely
defined as how much enerthe student invests in their college experiehogh
academically and sodia (Astin, 1985) Additionally, Astin(1985)suggestdthathigher
education programming arsgérvicescould be evaluatedrothe basis oivhether they
increase student involvemewts notedearlier, Martin and Arendal@d992b)claimedthat SI
programs facilitate student involvemeanhdHurley, Jacobs, andilBert (2006)also
conten@édthat S| promotes integration into the culture of the camphsis, SI progams
seento be alignedvi t h  Ast i nstudentmwlvekmenivi t h
S| Program Foundations

Since its inception, Sl has been expanded to universities and colleges internationally

and validated as an fexe mpDepartyenteofiducatent i on a l

P
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(Hurley & Gilbert, 2008a, p. 2)The courses that Sl supports are ones that are deemed high
risk anddefined as a course with @0or more students who earn Ds, Fs, or withdf2®W
rate)from the cours€Hurley & Gilbert, 2008a)Generally, the focus for these coursesns
the firstyearof college(Hurley & Gilbert, 2008a; Martin & Arendale, 19B). Essentially, a
student who hasuccessfully completed the identified course isdhio be the Sl leadesnd
that person holdgoluntary,regularly scheduleautsidethe-classtime, study sessions for
the students enrolled the targetedourse(Martin & Arendale, 1992cidditionally, thatSlI
leaderwill attend thatourse again, takdassnotes, andbeanactive participanin theclass
(Hurley & Gilbert, 2008a)Thesestudy sessionsenteron small group activitiedesigned to
becollaboratve (Hurley & Gilbert, 2008g)andthese sessions algtegrate stdy skills
Theoretica underpinnings. Several different theoretical modetgorm the S
model The theoretical foundation of & Jean Piagéts \amdthdories related to
constructivismbecause Shvas designed to help studebtsld new understanding tbugh
discussionZerger, 2008)McGuire (2006)suggestgogrntivism, constructivism, and
behaviorism asthertheoretical underpinnings Sl programskFor exampleSI| session
facilitation techniques are based heavily on ideas in cognitii@erger, 2008)Another
concepthat infde ms S| i side¥ ¢f thezdnes ok pro&imal developmeit thefield
of constructivism The zoneof proximal cevelopment is the space between development
levels that a person can bridge with the help of a more competent indifiggaitsky,
1978) In Sl sessions, collaboration with peers gcialelement, and the Sl Leader can

help students bridge that gap of knowledgeublocarefully worded questions, welafted

di scussi ons, and engagi rcape addegperience helpseks . Lastly
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Leaders plan Sl sessions because it focusegtting students to engage and experience the
materialin more meaningful wag/(Martin & Arendale, 1992c)

SI programs also focus on ideas related
(1987)theory of student departure indicates that social and acad&mycation affect a
student 6s d efnppmaninstituteon Marircard Aieralale1992b)suggesthat Sl
programs affect both the social and academic integration of students. Martin and Arendale
(1992b)alsonotethatS1 al i gns wi t hhowghtserxstudent ewvolvement. i n 6 s
According to Astin (1985) the more a student is involved on campus, the more likely they
are to sy enrolled.Therefore, Sl session attendance can be considered as involvement.
Lastly, Hurley and @bert (2008a)and Hurley Jacobs, and Gilbe(2006)discuss the
dependencygycled where students come to depend on a teacher or authority figure for
answers® as it relates to Sl sessions and suggests that Sl strategies help break students out of
this dependency cycle.

The Sl Leader, Sl supervisor, acourse facultynemberarethree key playersh an
S| program(Hurley & Gilbert, 2008a; Martin & Arendale, 1992@d)he Sl leader is the
student who has been deemed competent itatijeed course material, trained extavely
by the Sl supervisor, attentle cairseagain, and uses strategies to guide student learning
during sessionfHurley & Gilbert, 2008a)The Sl leader should be scheduleddboutten
to fifteen hours each eek for training, attending class, holdisgssions, and planning
sessiongMcDaniel, 2008; Wilcox, 2008)The Slfaculty member needs to be willing to have
an Sl Leader sit in their class, encour&jeession attendance, and be willing to meet with
the Sl leadeoccasionallyHurley & Gilbert, 20@a). If an S| faculty member isot

supportive of the Sbrogram, therthe Sl interventiorwill not be as successf(NVilcox,
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2008) Thelnternational Center for Supplemental Instruction generally trains the Si
superviso by means of a supervisarorkshop(Wilcox, 2008) A programsupervisor is
generallyfull-time, plangprogramming, interviewand hires S| Leaders, plans and leads
training, observes sessions, conducts program evaluation, and fosters relationships with
faculty membersnd institution administrato(giurley & Gilbert, 2008a)

Outcomes of Slprograms. Attendance a$l sessionss generally voluntary for
students enrolled in thtargetedcourse. However, some institutions have been successful
requiringSl session atindanceor incentivizing attendanc@Vilcox, 2008) Regardless, an
S| program willonly be able to influence student gra@desi persistence wit participation by
the students. Arenda{@000)included participation rate as an outcome opi®igrans when
he analyzed the effessdf program tenets on programtoomesArendale(2000)found that
S| supervisor involvement was significantly el to SI program participaticand
reconmended further studiyn the Sl supevisor construct. In the administrative
responsibilities, many Sl program supervisors are resporisiigogram evaluatio(Hurley
et al., 2006)and this can evaluation can be used to promote the pragrdincrease Sl
session attendancEor exampleHurley, Jacobs, and Gilot (2006)provide an analysis of
first exam grades as it relates to Sl session attendance to encoudagds stuparticipaten
more sessionsThus, attendance percentdgeSI programss anoutcome for programs.

Two othercommonoutcomes of S| prograsrarethe difference in the average final
grades between the Sl session attendees compared to thttemolees and the difference in
DFW rates between those two gropélcox, 2008) The dfference in average grades is
seen as a measurement of student learning while the difference in DFW rates between the

students who attend Sl sessions and those who ds se#nasa measurement cfttrition
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for that cours€Hurley & Gilbert, 2008a)Methods of calculating these values are described
in detail in the SI supervisor workbopkovided by the International Center for(Slurators

of the University of Missouri, 2019Thus, hese two figures provide another set of common
outcomes for S| programs.

Theinfluence of SI programs on student outcomes is-veskarched. Searsudies
found that S| attendance was positively related to increased grades in the targeted course
(Arendale, 2000; Blanc et al., 1983; Buchanan et al., 2019; D. H. Congos & Mack, 2005;
Etter et al., 2001Gattis, 2000; Guarcello et al., 2017; Meling et al., 2013; Price &04R).
Additionally, some studies found that Sl attendance was positively related to an increase in
GPA (Kochenour et al., 1997; Oja, 2012; Ramirez, 7)9%ome researcthowedthat Sl
relates to increases in knowledge andrigey skills. For exampleGattis(2000)found that
S| attendance in an introductory chemistry course led to in@@agearning in subsequent
chemistry courses. Imatherstudy, it was showrthatstudents at a universityg Hong Kong
increased their learning competerand skills after using 8Ning & Downing, 2010)

The relationship betweeBl attendance and student retention isasaiear. Oja
(2012)did notfind a relationship between Sl session attendance and persistence to the
following fall term using binary logistic regression. Bowles and J¢2@84)controlled for
the academic charteristics of the students but found no relatiopshith retention and Sl
session attendance. However, Ogden, Thompson, Russe Simong2003)found that Sl
attendance significantly impacted the retention of conditigradimitted students but not
traditionally-admittedstudents. Ramirel997) required atisk students to attend Sl sesso
and found that it sigficantly and positivelyaffected their retention. Lastly, Skoglund, Wall,

and Kieng(2018)found an improvement in fall to fall retention ofdityear students utilizing
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Slwho hadunder a 3.5 high school GPAherefore the results are unclear on whether Sl
session attendance is a significant contributor to student retention

Others have studied the relationship between Sl session attendamgraduation
rates. Bowles, McCoy, ar8lates(2008)controlled for high school BA and found an
increasean the probability of graduating within four years by approximately 10% if a student
attended Sl sessions. Buchanan, Valentine, and F2fHB)found an incrase in
graduation rates of S| sessidteadees, but this effect did not extend to minorities or
nontraditional student3.he influence of S| progranm graduatiomatesneedsadditional
researchGenerally, it seemsesearch has illustrated tHsit progams have been successful
in supportingstudents

S| program administration. One of the first areas of responsibility for SI program
supervisors is hiring and selectiohSI leadersAinsworth, Garret, Phelps, Shannangd
RippergerSuhler(1994)describe hiringriteria for Sl leaders such as higtades,
interpersonal skills, and possible prior experience as a tuttite lcommunity college
context, Zaritsky and Tod@006)includestudying studenacademic patterns;anscripts,
and calling references in the hiring process. Additionally,esttgithat are hyper content
focused or unsympathetic to struggling students will probably not make good Sl leaders
(Stout & McDaniel, 2006)SI leaders should also have instruepproval(Wilcox, 2008)
high gradegMcDaniel, 20®), andstronginterpersonal skill§McDaniel, 2008; Wilcox,
2008) Managing this hiring process requigesonentrated effort on the part of the
sypervisor.Additionally, ance Sl leaderare hired, program supervisors haveraportant

role in the Sl leader training.
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Training for Sl leaders includes initial and ongoing trainkgcording to Wilcox
(2008) SI program supervisors should expect tédnaining for eight to sixteen houesch
semester and have five to ten hours of preparation time for that traivinen developing a
training course for Sl leaders, Lipsk®006)included topics such as the role of an Sl leader,
collaborative learing, active learning, critical thinking and problesolving, assessing
learning and diversity. Zaritsky and To€2006)includedtopics related téearning theories,
situatians, and facilitation strategies as part of training for tbe@mmunity collegeSl
leadersTraining should consist of pterm trainingand ongoing training. The pterm
trainingshould ready leaders tacilitate sessions and inclugebasic understandg of
learningandstudyskills (Martin & Arendale, 1992c)Wilcox (2008) also include an
emphasis on planning Sl sessiampretermtraining Hurley, Jacobs, and Gilbgi2006)
also recommend ongoing trainiray leaders may resort tagt reteaching or #ecturing.

This ongoing training could include topicach as problem students or specific session
strategiegMcDaniel, 2008) Additiond crucial responsibilities of SI progm supervisors are
observations and assistance with planning.

Observations of Sl sessions typically take more time than most supervisors expect
(Wilcox, 2008). McDaniel(2008)discusses how observations provide an opportunity to
provide feedback and training as wedlensure the quality of S| sessionghese
observations and debriefing are similaetoployeeperformance evaations which are
valuableexperiences for Sl leadefStout & McDanel, 2006) Wilcox (2008)suggets
observing the first few sessioabthe term weekly for the first halbf the termand
biweeklyfor the remainder of the term. Sessidanming is a crucial responsibility of the SI

leader and shoulde thoroughly empleted(Hurley et al., 2006)Hurleyet al.(2006)also
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notethat leaders should work with supervisors and faculty members to plan sessions. Thus,
assistance with planning is @ssentiaklement of supervisgiresponsibilities.

Bedgdes observations, hiring, and training, thereraamy otheadministrative
functions of S| program®r whichthe supervisor is responsibl@ne example is Sirogram
evaluation S| program evaluation should be completed every semestén@dnde metris
on the number oftudens served, loweringhe DFW rate in the targeted acse, and
increasing student learnirfglurley et al., 2006)Ainsworth et al(1994)echoed the need for
evaluation and assessmeWilcox (2008 also suggests thassessmermf Sl pragrams leads
to greatercredibility with administration as well @ understanding of the performance of
the operation. Additionally, SI program supervisors need time to marketsgldents, build
instructor patnerships, and determecourses to suppowith Sl (Martin & Arendale, 1992c;
Wilcox, 2008) SI supervisors alsassistwith scheduling and ongoing supervision of the
entireprogram(Hurley et al., 2006)These responsibilities are significant, but the cbsl
programss generally low.

The most costly aspect of an Sl program is the salaitye®I leader(Martin &
Arendale, 1992c; Wilcox, 2008)There are several ways to fund Sl leader salanelsiding
work-studyfunds grants, departmental funding, or alternative methods such as coedaie c
(Martin & Arendale, 1992c¢)Wilcox (2008)shares that considering alternative forms of
compensation might be more beneficial tipaging Sl leaders hourly because of the time
associated with managing theyroll of the kaderOther costs include supplies for the
leaderssuch as books and copyifiyidmar, 1994)andrelease time or salariesrf

administrative personn€Wilcox, 2008) As programs expah using Sl studentsaistants
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who aremore experience8| leacers andhelp withthe supervision of Sl leaders can be
effective way to keep costs lofMartin & Arendale, 1992c)

Suppkmental Instruction ionsidered low cosiand efficient program. There is no
limit to the number of studés servedecause of the grodmased approadWilcox, 1992;
Zerger et al., 2006)Additionally, Sl isclaimedto savemoneybecause it helps retain
students to graduatigiVilcox, 1992) Congog2001)illustrates how SI has a significant
return on investment due to the retentiontafients versus other methods of maintaining
enrollment such as recruitmembsts. While this figure is likely owdf-date, Wdmar(1994)
suggests there was a $1.50 return for every dollar invested inpragBam due to increased
student success apérsistenceBased on thesd, is clear that Sl iseen as low cost and
efficient program

Overall, there is not a lot of guidance on Sl supervibiguire 1.2 in section one
illustrates the core adminisative tenets of Sl program supervisarae responsibilities noted
earlier br S| program supervisors oftérclude seven to eight hours per week per course for
the first three weeks in making class presentations and handing out méfiieds, 2008)
Some ongaig activities for supervisors after the start of the terms are observatistadf,
meeting with faculty rmmbers, ongoing training, and being available to assist with planning
Sl sessiongWilcox, 2008) Because of these responsibilities, Wil¢@008)suggests tha
one supervisor can only adequately superisce to four Sl leaders bayd whichthe
supervisor would red assistance. However, there isemapiricalresearch support fahis
breakdownGiven the current financial demands on higher education, suelnvisipn levels

seemimpractical
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When exploring the importance of SI pragr components, little researchshbeen
performed on how theomponentgonnect tdSI programoutcomes. Jong2013)explored
the use of multiple SlI leaders irsegleintroductory accountinglass even though the
typical leader to course ratio is eteeoneandfound positive effects on grades suggesting
that multiple SI Leaders do not harm f@gramoutcomesHo we v e r , (2013)stuedys 0 s
does not make clear what the ideal class enrollment to Sl ledigds nor how supervisory
levelscanvary. Wilcox (2008)proposes an adagte program staffing ratio of 20 leaders
supervised byhree SI mentors (S| program assistants who help supervise)yplis a
supervisorHowever, his ratio is nosupportedy research evidence.

The most extensive study-tlate on program featurasd their relationship with
program outcomewas Arendalé €000) dissertation. Arendal@000)assesse8|
programs acroghie United Stadsin the following areasgeneral background information
about the S| program such as administrative location, Sl program out@m&sd,program
activities (trainng, observation, class attendance, and session activities). Ar¢p0a)
used administrative satisfaction with the prograttendanceate theaverage finagrade
differentialbetween the students who attended Sl sessions and between those who did not
attend and the difference in DFW rates of the students wtemaéd SI compared to those
who did notas the dependent variablérendale(2000)found that Sl supervisor
involvement, Sl leader involveent and Sl leader training were essenti@ainponents for Si
program success. (20600)swueywda not defie theredeh df ®idesrision
needed nor the optimal level of supervision. Aren@@0®0)recommends that more national
studies be conducted atitht researchers includtestitutionaland student characteristics and

further study SI program constructs sashsyervision.
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Staffing Considerationsand Support

The field of organizational analysis suppdhs conceptual pillar of staffing
considerations and suppofirst, theadministraiton and structure of organizations affect the
power dynamics anthe structue of a programSecond, gpport for programs in
organizations is inherently political when competing for resouidest, sipport isalso
affectedby the structure and culture af institution.Fourth training and development is a
common strategy for ganizations to improve effectivenegsstly, the supervision of Si
leaders involves issues of coordination of activities and navigating powenaynd hese
considerations are dcessed more fully in the following subsections.

Administration and structu re. When considering organizations from a structural
perspective, there are two fundamental tensions: differentiation and intedBxloran &
Deal, 2013) Both of these play a role in staffing considerations. Differentiai@bout how
different responsilities are parceled out among individuals in an organizgBohman &
Deal, 2A.3). Mintzberg(1979/20053escribes five basic pamt$ organizations that define
responsibilities: the operating core, the technostructure, the middle line, the support team,
and the strategic ape®iven that the operating core lmfjher education institutions is
teaching and¢onductingresearch, SI progms either fit within this structure or within the
support structure of the organization. See figltein section twdor a visual representation
of these five basic parts

Organizations can group units in several wagigch as function, process,
gearaphicalregion(Bolman & Deal, 2013)and Sl programs are mostly groupedtusy
proces8 learning support. Differentiation can also depend on hierarchical relationships

within the structure Carzoand Yanouzagl969)empirically studied flat and tall
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organizational structuseby examininghe communication chains of an organization with
four hierarchical levels wh asmaller number of direct reports for each person on each level
(tall organizational structure) and an organization with one level with anligitoerof direct
reports for thegerson on that level (flat organizational structure). Carzo and Yan(iL&63)
found no effect on decisiomtie kut found superior performance in a tall structure, which
they suggested resulted in more orderly decisions and communication processes. Thus, it
may ke betterfor SI programsd exist in taller structures. Martin and Arend@@9x) note
that many SI programserebeginning to implement assistant S| supervisoigelp the main
supervisorsn the task of supervising Sl leaders. Thus, Sl programsfumayion better with
ataller organizational structutbat involves such agstants
Anotherdeterminant in organizational structures is also the span of control. The span
of control is the number of people one person can supdiMeening, 2009)The concept of
span of control has been sporadically researched over the decade$126¥8llin a study of
marketing firmsfound that the span of control is negatively affected by the dissimilarity of
thejobs of supervisors and subordinates and positively affected by thenaof supervision
needed. In a study of determinaafspan of control, Bll (1967)looked at the complexity of
subordinate and supervisor job responsibilities, which include discretion, respongipkty,
of tasks, and closeness of supervision neeflelil (1967)found that when subordinate jobs
were complex, it was ditult for supervisord¢o overseanore than a few employedtus,
the complexityothes uper vi sor 6s role.decreased span
Meyer (1968) studied the role oéxpertiseonthe span of control in public
organizdions and found that as tlegpertiseequired to complete a role increased, the span

of control of their supervisor aneased as well. Mey€t968)speculated that this was due to

of
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the competencéatexpertisegave the subordinateshich required less supervisiam. S|
programs, WilcoX2008)suggestshat one spervisor can only adequately supervise up to
four Sl leaderdefore needing some assistari€#his ratio is accurate, it might suggéisat
S| leaderslo not have enough expertigecomplete their rolendependentlyor, as noted in
the preceding paragraph, that Sl leader responsibilities are complex and ckxggre
supervison. Consequently, SI program supervisors would have lessapaontroland
Wi | c (608)suggestion would be supported

In a more recent span cbntrolstudy, Meier and Boht¢2000)explored the idea of
how the span ofontrolin K-12 schoolgthe administrator to teacher and teacher to student
ratio) affectedstudentperformance. They fourithatwhile other aspects of the organization
such as resources of the schadiected performance more, the span of control was still
significant(Meier & Bohte, 2000) Thesefindings suggest that a lower ratio of administrators
to Sl leaders and additional program resoucoesd result in impoved program outcomes.

The power of the individuals also influences the enistration and support of
prograns within the organizatiorrench and Ravef1959/2005)3escribe several aspects of
power. One ofvhich islegitimatepower, which isthe powergranted through a higher
authaity (French & Raven, 1959/20Q9) a structure of Sl programsgitimatepower
belongs to the Sl supervisor, but alsdhte persa to whom the Sl program reports. Thus,
having an S| program sup&sor reporting to someone relatively high in thiganizational
chart may increase thdagitimatepower, whichin turn could helpn advocating for
resources

Additionally, sine@ S| programsire designed to wortlosely with faculty, it might be

ideal for the SI program to report on the academic affairs side to a dean or provost to add
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legitimae powerto the Sl programs with the same people to whom faculty réffug.extra

power would assist in improving faculty relationships atitereby program outomes.

However, Arendal€2000)explored the relationship betw@eSI program administrative

location such as academic affairs or student affairs and program outcomes and did not find a
significant relationship between the two constructs.

Another consideratiorfor administrating progranis integration. Integration the
i dea of coordinating activities within an
(Bolman & Deal, 2013)There are two types of coordinatidateral, which is organizing
across different parties, and vertical coordination, which is mostigdam direction from
administration(Bolman & Deal, 2013)Bolman and Dedg2013)suggest that too much
vertical coordination can stifle initiative and creativity and ikdsavhen operations are
simple and clearbut lateral coordination is moedfective when the task at hand is complex.

In Sl programs, there needslie a careful balance struck between lateral and vertical
coordination methodd.he next section addressagjanizational considerations for program
support.

Support for programs. Support for organizations is a highly political process.
Organizations casist of coalitions that represent different interests or ifRaksnan & Deal,
2013. Between these coalitions, theraisonflict for scarce resourcéBolman & Deal,

2013) Sl programs, including broader learning assistance programs, are one such coalition in
an organization. Thugunding for SI programs is a result of competition withes programs

at an institutionSubsequentlythe literature on Sl prograsdescribe ways tadvocatdor

resources. Both Cong¢2001)and Widman1994)claim a signifcant return on inestment

in SI programs in terms of increased revenuelferdollege or university. Otlecite the
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groupbased format of Sl to promote the efficiency of the progiahtcox, 1992; Zeger et
al., 2006)

Support for programs is also influenced by the structure and culture of the
organization. As suggested earlier, organizations consist of coalitions confpetcgrce
resoures(Bolman & Deal, 2013)Thus, if an SI program is placed it a unit with fever
programs to compete with for resources, this mighrawg itssupport. Moreoverfunding
and support relate to the culture of the organization. According to SA8€i8/2005)
organizational culture is fa pataenedof shar
(p-364365). Additionally, organization and team culttaret h e reid galues, beliefand
norms of an organizatior{lLevi, 2017, p. 283)Thus,if an organization establishes Sl as part
of the wlture or espouses values that align with the SI model with a stimtersed
approach, funding and support for SI programs migh¢asieto attain.

Training and Development.A key strategyof organizaional effectiveness hiring
and selection of empyees. Bolman and De@@013)suggetthat an organization should be
selective and understand wlitais seekingn prospective employees. Colli{a001)
explored factorshatallowed oganizations to transform from good to greate of which
included making sure that the team compositionidealand that individuals were in the
positions that suited their aibiés, talents, and the organizational needs. Hiring requirements
for Sl lealers often looKor high gradegAinsworth et al., 1994; McDaniel, P8; Zaritsky &
Toce, 2006)a studeniffocuseddemeano(Stout & McDaniel, 2006)and interpersonal skills
(McDaniel, 2008; Wilcox, 2008)After selection, training is the next human resource

strategy for organizations.
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Training is a criticaktrategyfor many organization@Bolman & Deal, 2013)
Arendale(2010)indicates that one best practice of learningséasce programs is ongoing
trainingand professional developmédot all pasonnel in the progrankKathman and
Kathman(2000)discuss challenges for training student employees in academic libraries,
which include high turnover, other responsibilities of the supervésa training
time/content. These all apply to SI program supervisorsefis The conceptual framework
that Kathman and KathmgB000)developed for training includes peenployment activities
(job description, performance outcomes, culture, and work environment), orientatidns(wha
needed to learn, e.g. necessary knowledge about services), spenifig trecluding
computer instruction, follovup training, evaluation of training (continuous improvement).
Wilcox (2008)indicates that evaluation and training preparation israfgignt aspect of a
supervisoros rol e, soitnlcd ua erde s mo ras ishuipleirtvii esg
Lastly, Bolman and DedR013)suggest that Erning needs to occur on the job and in the
classroom. Thus, a critical aspect of Sl program supervision is ongoing feedback and
development of staff

Supervisory Activities. By attending to human needs, an organization can better
motivate the employees to their work and increase organizational performgBoéman &
Deal, 2013) Given that Sl leaders are often ptimie employees, an Sl supervisor must be
able to attend to student employee needs and motivations. One possibility in SI programs,
given lean bugets, is downsizing. Bolman and Déa013)cautionthatdownsizingcan hurt
morale ad is usually only useful when technology and management allow for greater

efficiency.
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Staff development is critically important. Bolman and D@&l13)suggesthat
progressive organizations empower employees, give autonomy, and provide feedback, and
Wilcox (2008)suggests that eritical component of SI program supervisimeludes
observimg sessions and givingdetailed, constructiveeedback. Martin and Arenda{@992b)
indicate that SI progranteatimplement assistant S| supervisors use those staff members to
help obseve and providededback to the SlI leaders themselves. Additionally, staff
development involes creating a team environment. LEQ17)suggests that cultivating a
successful team focuses group processes and organizational context. Lozada and Johnson
(2019)found that creing a team environment in S| programs can assist in transformational
learning on the part of the Sl leader. This finding suggests that a critical component of Sl
program supervisn is also developing a team atmosphere.

Structurally, a key responsibilityf organizations is to coordinate the activities of the
program(Bolman & Deal,2013) One such coordination in SI programs could be planning.
Supervisors are recommended to help Sl leaders plan for sessions earlgeiméséer
(McDaniel, 2008) Thus, supporting Seaderdn the planning process iscatical
supervisoryelement Thisplanningsupport process also helps redaogbiguity, which,
according to Bolman and De@013) is astandardstructural tensio in anorganization.

The ganningprocessalsoraises questions of poweyrthmics. As suggested earlier, Sl
program supervisors may have legitimate power due to their position, which means Sl
leaders will likely lean towards following the perspectivalirectionof the supervisor.
However, Sl leaderalso work with their facujt membergo plan sessiong-aculty members
may have expert and referent power. Expert power is where expertise grants the individual

power while referent power is prestigedesied associatiofFrench & Raven, 1959/2005)
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Thus, i1if there is a conflict in &afaceltypl anni ng
me mb alesioes, there may be a power strugglseries of tsuggles among constituent
groups Thus, a pardf SI supervieon might beworking with Sl leaderso navigatethis
dynamic.
Conclusion

Higher education is under considerable scrutiny. Not ardypostsecondary
institutionsbeing held accountable forareasing student outcom@3ar, 2016) institutions
are also being asked to make college more afford&itter, 20L6). Learning assistance
programs are wital element in helipmg students be successful in higher educafimendale,
2004) and Sl is a strategy thaas shown positive outcomesendale(2000)shows that Sl
supervision is &riticalimpor t ance i n SI programs, but 1in toc
essentiato urderstand how efficient Sl prograamdministration can bestaffing
considerations involve the structure, span of control, coordinattivities,andtraining and
staff developmentUnderstanding optimal patterns of SI programs will help program

administraors better align their programming and advocatedeources
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SECTION FOUR 1T CONTRIBUTION TO PRACTICE

Thelnternational Center for Supplemental Instructjbriernational Cemr) based at
the University of Missouri Kansas City willbe interested ithis research anhefindings
given their role of mentoring and assisting Sl programs across the globéternational
Center provides training multiple times of the year tpr®ram supervisors and potential
supervisors across the warkb this inbrmation would assist them in this trainifithe
International Centeinasindicated that research on the optimdministrative tenets would be
useful information to havg). Collins & M. Cross, personal communication, August 8, 2019)

In their SI program supervisor training, the International Center provides a
workbod/handbook for each participant. In this handbaotew pageslescribe best
practices for SI program supsors butit is mostly potential job description$hus,this
section povidesadditionalSI supervisory guidelines and best practiddss sectio
provides critical considerations for supervisors basegast writers on Sl programs such as
Deanna Main, David ArendaleF. Kim Wilcox, and AmeliaMcDaniel In addition, this
section insert also contains guidance on leadership and organizationdéatitns for Si
program supervisors. If the International Center chooses to add this section or aanodifi
version of this section, it would widely disseminatirmation for ppgram supervisors,
because this workbook is shared with Sl supervisor trgiparticipantsThis section insert
will be sent to the International Center following the dissertatefartse for their potential
inclusion, review, and modifications.

An annoaited version of the section insert is includ€ext in red provides addithal
context on the literature supporting those recommendations while writing in black will be the

text of the actual section insert.
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This seabn provides Sprogram supervisors further glance from the literature on
leadershipprganizational analysis, and S| program descrigti®he discussion around

leadership uses three theories on leadership, and the discussion on organizations views them

througha specifidramework. Following theg discussions, the next sectiexplores

supervisory considerations and offers recommended staffing level considerations based on

the research and past discussion on thesas Lastly, insights on funding pgnpams and
advocating for resources are provdde

This introduction outlinegrhat to expect in this sectioRirst, during the writing
process for section two of this dissertatibfgundreflecting on SI programs through
leadership and organizational $&$ provided new insights into SI program supervision.
Therefore, | havencludedsmall literature reviews of some of the content from that section

along with other leadership and orgaatian considerations and applied them to Sl programs.

Second, therevas considerable guidance on recommended ratios/levels of certain
supervisoy activitiesfrom the writers on Supplemental Instructi@o, | wanted to include a
portion that describes tke recommendations and containskieechmarkingesultsand
findings from my study. The findings and summarized descriptioakereferences to

earlier sections in the handbodlastly, theliterature on Sl program funding and support was

described to pnade recommendations for supervisors to consider when funding their

program.

Leadership Considerations

Theory & Description

Considerations fa Program Leaders
This portion speculates how the leadership théotle lefthand
columncould be applied to SI program supervision. This
information ispartially based on theeflective process engaged
section two.

Path-Goal Leadership
This leadeship theory
suggests that leaders
can be effective if they,
influence their
followers' motivation,
performance, and
satisfactionHouse,
1996)and consists of
leader behaviors
follower
characteristics, and tag
characteristics
(Northouse, 2016)

Leadership Behaviors
Directive leaderships when the leader gives clear dirges and
instructions and is most useful when tasks and procedures af
unclea (House & Mitchell, 1974)Potertially useful for
supervisors when:
1 Assisting Sl leaders with plannirsgssions.
1 An Sl leader needs significant improvemantheir
performance
1 For setting expectations for listjcal program elements such
as signin sheets, attendance tracking, etc.

Supportive leadershiis wherethe leader provides suppaeotthe
followers and igarticularly useful whethetask is stressful and

tOwxL{LDb
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unsatigying (House & Mitchell, 1974)Potentally useful for

supervisors when:

1 Asking subordinates to complete meniak&asuch as
attendance tracking, submitting payretfc.

1 An Sl leader is facing challenging situations in sessions
their Sl class, or with their Sl faculty member.

Participative leaderships where the leader gives greater

participation to followersand helpfulwhencontrol and autonomy

aregiven to the follovers(House & Mitchell, 1974)Potentially

useful for supervisors when:

1 Giving greater responsibility for session piarg to leaders

1 Using SI program assistantstielp supervise and mentohet
Sl leaders in the program

1 Building relationships and pawerships with facultygnd other
campus stakeholders.

Achievemenbriented leadershijmelps followers strive for highe

performance in nonepditive and uclear taskgHouse &

Mitchell, 1974) Potentially useful for supervisors when:

1 Observing sessionsd providing leaders with feedback.

1 Guiding SI program assistants in improved performanice
leaders.

1 Developing inital, ongoing, and individualized training for S
program staff.

SituationallL eadership
Leadership depesan
afollower's
competence and
commitment level
(Blanchard et al., 1985
and consists of both
directive and
supportive behaviors
(Northouse, 2016)

Leadership Style
Directive Stylewhich is hgh directiveandlow supporive
leadershigehaviordor followers with low competence levels
(Blanchard et al., 1985otentidly useful for supervisors when:
1 Helping Sl leaders plan sessions
1 Sl leaders are still less competentesscommitted to their
work.
1 Sl leadersieed to complete menial taskgh as attendance
tracking submitting payroll, etc.

Coaching Stle, whichis high directive and high supportive

leadershigbehaviors, and followers have middling low

competence level@lanchard et al., 1985pPotentially useful for

supervisors when:

i Obsevations particularly earlin a semester or for newer Sl
leaders.

9 Working with alow-commited Sl leader thdtas been on staff
for a while.
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Supporting Stylewhich is bw directiveand high spportve

leadershigoehaviors for followers with middlingigh

competence level8lanchard et al., 1985 otentially useful for

supervisors when:

1 Working with experienced Sl leaders that have shown som
competence and higher commitmeevels.

1 Assisting S| leaders with ptaing sessions.

9 Observing sessions aproviding feedback.

1 Conducting ¢éambuilding activities anadonnectingwith others
during training and meetings.

Delegating Stylevith a low directive and low supportive

leadershigoehaviors for highly competent folvers(Blanchard

et al., 1985)Potentially useful for supervisors when:

1 Modeling strategies for Sl leadarstraining.

9 Using SI program assistants to help supervise thgrgmo

1 Working with very exprienced and competent Sl leaders
possibly when wrking with Sl faculty members on spic
tasks.

Transformational
Leadership

Transformational
leadership tes to
increase the motivatiol
of followers
(Northouse, 2016)
There are four
comporents of
transformational
leadership: ideatied
influence, inspirational
motivation, intellectual
stimulation, and
individualized
consideratior{Bass &
Riggio, 2006)

LeadershipComponents

Idealized inflenceis being a good role model, having a vision,
and being willing to takeisks(Bass & Riggio, 2006)Potentially
useful for supervisors when:
1 Modeling SI strategies during training
9 Outlining and creating a shared vision of the Sl program in

institutional contexwith S| leaders.
1 Adapting the SI model to the institutiancontext

Inspirational motivatioris behaviors that challenge and inspire

followers to perform wel(Bass & Riggio, 2006)Potentially

useful for supervisors when:

1 Establishingclear expectations for work processes

1 Motivating Sl leaders to improve s#sns and to try new
strategies

1 Inspiring Sl leader to do their best wogotentiallyby sharing
a vision of the transforative effect of SI programs

Intellectual stimulatioris where leadershallenge processes
promote creativity, and encourage inntiea (Bass & Riggio,
2006) Potentially useful for supervisors when:

9 Challenging Sl leaders through observafieedback.

1 Challenging Sl leaders to improve planning for sessions.
1 Involving Sl leaders in leading program activities.

1 Encouraging Sl leaders éxchange ideas and strategies.
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Individualizedconsiceration is when leaders consider follower

needs, their ongong development, and adapt to individual

differencegBass & Riggio,2006) Potentially useful for

supervisors when:

1 Developing ongoing trainmthataddressemdividual needs

1 Providing feedback to @ividual leaders in observations and
planning support

1 In larger instiutional contextsvherethere is a need for more
Sugervisory support.

Organizational Considerations

When viewing organizains, Bolman and Dea|2013)introduce the concept of

framingwh i c h

A r e qtyto thiekkeboat sita aibo h $ 1 n
They suggest that viewing organization through four interrelated frames (structural, human

mor e

resources, political, and syl assist leaders in understanding their organization and

problemsolve(Bolman& Deal, 2013) The table below describes each organizational frame

in moredetail and provides cwsiderations foleaders ofSI prograns from that perspective.

t han

Organizational Frame
& Description

Considerations for Program Leaders

Structural
The structurbview of
organizations suggest
that organizational
performance will be
beg through clear roleg
and responsibilities
(Bolman & Deal,
2013) A key issue of
the structural view of
anorganization is how
work is allocated and
how that work is
coordinatedBolman &
Deal, 2013)

The structural frame
guidesstructural
considerationsThe
considerations are
based on the structural
imperatives that
Bolman and Deal

(2013)outline.

Consider these structural imperatives when considering the
organizatiorof your Slprogram:

Bolman andDeal (2013)instruct thatanideal structure and
organzation involves several factors and imperatives. Thus, §
program supervisonseed to consider #ir institutional and
environmental contexts when creating an optimal structure fg
their program.

The complexity and rigidity of operations increase watgéer

and older organizatior(olman & Deal, 2013)

1 As you increase the size of your S| prograonsider the
coordinating activities and how those will be affected?
Generally, he larger the organization, the more coordinatin
activities needed.

1 If you are working with an older S| program, consider giving
attention to processes and policies as asdiuilding
flexibility into programming andperatiors.

1 Arendale(2000)found that the age of an SI program was n¢
significantlyrelated to ppgram outcomes, so longevity does
not necessarily mean a higjality progran.

The structure of the organization should center around its cor
procesgBolman & Deal, 2013)

on
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1 Consider the activities and technolagfithe SI program and
how they relate to the core functions of Ba these items
support the core functioor detractfrom then? What needs to
be refined or changed?

1 Arendale(2000)found that SI program structural placement
either academic affaor studenhaffairs was not significant to
S| program outcomes.

The structure should align with strategies and g@déman &

Deal, 2013)

1 Consider your organizational activities and ypuwgram
goals. Are they aligned?

1 Consider how youprogram'sggoals and sategiesalign with
the larger inBtution's strategies and goals

Information technology allows organizations to operate with g

flatter and more decentralizsttucture(Bolman & Deal, 2013)

9 Consider how you use technology to coordinate activities if
your program

1 Explore what technology resources are available for your
program

1 Consider how information technology can add efficientte
operations and coordinating activities.

Bolman and Dea2013)suggest that educated and profession

workforces neednore autonomy.

1 Consider your population of Sl leaders and professional stg
What is the level of autmny they needandis it apgpropriate?

1 Given thatautonomy, consider how yo program manages th
transition of tasks and responsibilities when theriinover,
especially if you use experienced Sl leaders to manage as
of program operations.

Human Resources
The humamnesources
(HR) frameindicates
that organizations exis
to serve the people wh
work forit and
considers topicsuch
as fit, motiation, and
developmenbf people
(Bolman & Deal,
2013)

In this framework,
Bolmanand Deal

Consider theskiR strategiesvhen considering your Sl program

Build andimplement an HRtrategyby creating a vision or

structure to support practices related to managauple(Bolman

& Deal, 2013)

1 Consider your orientation processes for empésand how
these processes are aligned with the organization's vision.

1 Consider your compensatictrategiesind adjust if needed.

1 If managing a extensie programgconsidethowyou are
creating teams or training supervisors

Bolman and Deal2013)discwssclear goalsn thehiring process
andmaintainingthose practices.
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(2013)discuss basic
human resource
stratgyies that
organizations should
employ. Those ere
usedasa guiding
framework for the
considerations fo8l
program leade:.

1 Consider your jolgualifications and &jn those with your job
expectations

1 Create a muitlayered and robst screening and hiring
practices

1 Consider assisting Sl faculty in understing the
characteristics the program is looking for in stafmbers

Keep employeesybvaluing their positions, rewarding them for
excellentperformance, sharingdditionalreponsbilities, and
promoting them when yocan(Bolman & Deal, 2013)

1 Consder areward structure for longevity arexcellent
performance

1 Consider practices of pporing and protecting Sl leader
positions and roles

1 Considerstaff membeneeds as indiduals and d&gn
practicefprocesseto supporthose.

1 Consider ways thatou can share responsibility ftre
performance of the larger programith the Sl leaders, faculty
and administration of the institution

1 Consider promotion structures such api®igram assistants

Create and engage in ongoing professional development to

maximize employee potentiéBolman & Deal, 2013)

1 Consider developig robust training structurdgfore term,
ongoing, and individual processes.

1 Assist leaders and employeeslearning on the job through
reattime feedback.

Empowerstaff member®y providing information, autonomy,

creating teams, and adding meaningheir work(Bolman &

Deal, 2013)

1 Consider sharing data and information freely

1 Consider teanbuilding exerciss regularly

1 Once trained, consider what you can give staff members
auonormy over.

1 Relate tasks to larger purposes and meaning

Promotediversityon your staffas it creates a more accepting

environmen@ndincreasesalent and resources on a team

(Bolman& Deal, 2013)

1 Consider special recruitment efforts to recruit diverse
populations and multiple avenues of recruitment

9 Explore and refine prtices to create more accepting and
welcoming environments.
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Political
The political frame see
organizations s.groups
that represent different
interests that compete
for power and
resouces(Bolman &
Deal, 2013)

Bolmanand Deal
(2013)provide a list of
four critical skills for
managers as
politicians which are
used as the guiding
framework forthe
consideratias for this
frame.

Consider these political skills for managers when cansid
your Sl program:

Agenda Setting is a skill for political managevclarify their

interests and create a plan for achieving tiiBoiman & Deal,

2013)

1 Consider working vth Sl leaders and with your larger unit
to carve out goalfor the orgargation.

1 Consider building @ompellingvision that appeals to the
groups around you

Networking andouilding coalitions allow leaders anchanagers

to accomplish tasks arabsertlieiragendgBolman & Deal,

2013)

1 Develop strong relationships with youaftand leaders in
your unitgdivisions.

1 Once identified, build connections and relationships with
influentialindividualsat your institution

1 Connect with strategic partnersiths and outside your
institution that can assist you in achievymur orgaieation's
goals.

Bargaining anahegotiaton are needed for decisianaking

between different interests andalitionswithin an organization

(Bolman & Deal, 2013)

1 Develop an undstandingof what you needwhy you need it,
andonwhat you can compromise

1 Determine how you can serve others argkt their needs
while accomplishing your goals

Mapping thepolitical terrain invdves understanig the political
influencesn the orgaization how to communicate with others,
analyzing power structures, and ragimg political stratgies
(Bolman & Deaj 2013)

1 Dewelop a1 understanding of the powetherindividuals hold.
For example, consider which faculty mendand
admiristrators aréhe most influential and why

1 Consider the relationships betwdadividuals at your
institution, what resources you need to be more effectwel
who has those resources.

Symbolic
The symbolic frame

considers how
symbols, cultures,

myths and stoies

Consider thesmyths, visions, &lues, stories, and culture affeci
the organization ofjour Sl program:
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affect organizaond
performancgBolman
& Deal, 2013)

In the symbolic fame,
symbols suctasmyths,
stories visions, and
values represeran
organization, and it
also describeBow
culture affects
organizationgBolman
& Deal, 2013) These
were usedo provide
considerations for
Supervisors.

Myths, vision, and \alues help organizations communicate pla

for thefutureand values that undergigperationgBolman &

Deal, 2013)

9 Communicate the organizatisnvalues and gion andshare
themwith staff, administration, faculty, and students.

1 Consider how the values of your program connect and rela
the values of the largamstitutions.

1 Consicer whatthevision is of your organization and who wa
involved in creatingttat vision.

Stories convey an organizatlsivision purposeand continus

traditions(Bolman & Deal, 2013)

1 Consider the use of storiegsconvey a vision and purpase

1 Considerthe use of stories @sway to communic&
informationand their importance

Ritualsand @remonies allovindividualsto join a group or a new

communitywhile continuingthe alignmentwithin the

organization(Bolmané& Deal, 2013)

1 Consider a set of cereamies and rituals that will communicat
belongngnesdo your program.

1 Consder aligning these rituals and ceremonies with the
purpose and gion of yourorganizaton.

Culture is a set of shared assumptions anchileg(Schein,

19932005)

1 Considerfostering a sense of culture through repeated actiq
and events

9 Consider how to use members of your staff to shatecreate
aculture

Supervisory Considerations

This table provides guidance on key supervisory constructors for S| progganthmarks

not ed

bapdara basefl dnithe average eaftom a sample of approximately 60 SI

programs in North America collectedrihg the spring of 2020.

Hiring &
Seletion

Time Guidance: No real guidanfrem the literatureon thetime needed
for supervisordor hiring and selection processes.

Discus$on in the Literature:

1 Refer to an earlier section in the handbook fomigiri
considerations.
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1 McDaniel (2008)suggestshat improving the qudy of the SI
session through observations and feattwill reduce the
attrition of Sl leaders.

There is little discussion dhetime needed for SI program supervisorg
when hiring and selecting Sl leaders. Mostly, they discusgghi
qualifications and characteristics of good leaders. Another secttbisin
handbook discusses qualifications for leaders, so a discussion of thg
would be redundant. Generally, though, SI leader should have
interpersonal skill§Ainsworth et &, 1994; McDaniel, 2008have higher
grades and strongetent knowledgé€Ainsworth et al., 1994and have
the potential fousefulinstructional techniques and stratedigEDaniel,
2008)

Training

Time Guidance:
1 Fiveto tenhours of preparation fgreterm training(Wilcox,

2008)

Oneto two days of preerm training(McDaniel, 2008)

Eightto sixteenhours in total of préem training(McDaniel,

2008)

1 Eighthours of onging professional developmef@urators of the
University of Missauri, 2018)

1 Benchmark: 3.13 hours of training and traininggam@tion time
per Sl Leader for the entire semester. *

T
T

Discussion in the Literature:

i Training course$or Sl leades have been options for some
institutions(Lipsky, 2006)

1 The role of returning Sl Leaders in training are mixXddDaniel
(2008)suggests having Sehders reurn for a least a portion of
the training but that it may not be necessary for them to atten
of it.

1 McDaniel(2008)does suggest that it could be useful to use
returning Sl leaders for ongoing trainitgghelp newer Sl leaders

1 Sl supervsor involvementwassignificanty related to the Sl
leackr training construct in Arelales (2000)dissertationwhich
suggests that Sl supervisors areicaik for engagement in
training.

9 For Slprogram accreditation, the International Center for Si
recommends thataining includes mock sessions and at least
eight hours of ongoing professional developm€ntraors of the
University of Missouri, 208)

i Training and training preparatidmurs per Sl leaders were
significantly related t¢ h e p r attgndasmae pescentage;
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every additional hour of training/training planning time condug
per Sl leader will net 8.65% boost in attendance.

Wilcox (2008) and McDaniel2008)discusdive to sixteenhours of pre
seneder training and Wilcox (2008)mentions that supervisors would
need aroundive to tenhours to prepare for the training. McDan{€008)
also suggests that training should include good team building,
simulations, and model Sl techniques. Lip$R906)shares information
about a trainig course developed for S| leaders that includp&s such
asthe role of Sleader and helpinglSeaders understand how to plan fq
their sessionsThe last bullet point above was the key finding from thig
di ssertationds study.

Obsenations

Time Guidance:

1 Observe once a week ftirefirst half of the term and every other
week forthesecond halbf the term(Wilcox, 2008)

1 Two to threehours of observation per course per week for the
of the semesteafter the first few weeks of treemeter, which
includes debriefingtime (Wilcox, 2008)

1 An exemplary level of observatidior SI program accreditation
consists otenor moreobservationgor new Si leaders and at
leasteightfor returning SI Leaderg¢Curators of the University of
Missauri, 2018)

1 Benchmark: 7.42 hours of observation time per Sl leader
includingdebriefing time for the entirgemester. *

Discussion in the Literature
1 Observations increase the quality of sessions and allow for
individualized feedback andaining(McDaniel, 2008)
1 Arendale(2000)found that observing and providing feedback
new and returning Sl leaders was significantly related to
participation ratén programs

Plaming

Time Gudanc:

1 Benchmark: 3.49 planning support hours per Sl letataghe
entiresemeater. *

Discussion in the literature:
1 McDaniel (2008)suggests that leaddrs expected to plan at lea
thefirst three sessionwith a sypervisor
1 For Sl program aweditation, panning sheetshould include
opening, middle and closing activities, evidence of collaborat
learning, timing, éarning olectives, and additional resources
(Curators of the Uniersity of Missouri, 2018)
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1 Sl supervisors are ene@ged to look towards lesson planning
secondary education asnodel for planning sessiofisicDaniel,
2008)

Administrative
Responsibilities

Time Guidance:
1 Benchmark: 17.93 hours per Sl leader for the entire semester
This figure abes include iing and selection processes as well.

Discussion in the Literature:

1 Administrative responsibilitiesicludeidentifying courses,
connecting with faculty, and program evaluat{dfartin &
Arendale, 1992c)

1 Otheradministrative responsibilities include the Sl program ar
program logitics associated with scheduling sessions, tracking
session attendance, and troubleshooting prob(emmsey et al.,
2006)

1 Arendale(2000)found that the participain rate in an Sl progran
was correlated with regular prograwaluation in the form of
analyzing the difference in grades betw&rsessiorattendees
and norattendees.

This sectiorprovides a catchll for theresponsibilities of SI program
supervisors thaare not includeth the other categories

General
Suggestions

Time Guidance:

1 Sevento eighthours per week per course for the first three wes

due to planning assistance sebvations, class presentatoetc.
(Wilcox, 2008)

Discussion in the Literature:
1 The deal ratio ofthree to fourSI leades persupervisolis
suggestedgiven the significant job responsibiliti€/ilcox,
2008).

Some researchers, when discng$| program supervisig provide
overarching guidance to program leaders. Wil(2908)suggested it
one supervisor cannot manage more than three to four leaders withg
assistancéy examininghejob responsibilitiesof supervisorsThis

figure is purely based on a descriptiof activities rather than research.

*These benchmarks are basedaaverage figure from a sample of approximately 60 Sl
programs in North America collected during the spriri 2020.
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Funding Considerations
S| programs are considered efficient doéheir group naturéZerger et al., 2006 he
heftiestcost of an SI program comes in terms of the salary and release time for supervisors
(Wilcox, 1992)

Often a quesdn for SI program supervisors is how to fund the program or advocate for
resources. Thisubsection seeks to summarize some of the literature surrounding these
guestions as it pertains to funding and support of SI programs.

Possible Funding Sources
1. Redlocating Existing SupportAn institution might be able to shift or repugeo
existing moneyo fund an Sl program. For example, a program could consider
mowving some resarces from tutoring progrants support Sl
2. Department Supporfn institution couldask departments to provide support for Si
leader salaries or provide releasne for faculty
3. Grants.There might be grants, such as Title Ill grants, that could assist with Sl
program funding.
4. Alternative CompensatioPrograms could consider altative was of paying or
compensating $Skuch as academic credit or communitgjects
5. Work-study funds Work-study fundswhich are provided by the federal government
for students who have financial needight be a way tdund leader salaries.
(Martin & Arendale, 1992c)

Advocating for Resoces

One common dilemma for SI program supervisseglocating for resources to start,
maintain or grow their SI program. When advocating $opport here are two key ways to
dothat

1. Return on Investment
One valuable way of advocating for resounsestowing how there is a return on investment

for Supplemental Instruction.

One way of conducting a return on investment is showing how the cost of retaining students
through Slis more efficient than recruiting additional students to make up for ggulen

through attritionCongos(2001) corducted such an analysis and found that it was more cost
effectiveto retainstudents than recruit students to make up for ones thabkawdost

through attrition. Congo@001)provides a model that can besareplicated at other
institutions.

1 Congos, D. (2001). How supplementadtiuction (SI) generates revenue for colleges
and universitiesJournal of College Student Retentiofi3)3 301 309.

Another method of showing a return on investment is showmgénerated income from a
change in the retention of students due to Sigldr than the cost of implementation. If you
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do not have such figures of how Sl relates to retention and progression at your institution,
consider using data from these sourogsistify your calculations:

T

2.

Bowles, T. J., & Jones, J. (2004). The effdctupplementalnstruction on retention:

A bivariate probit modelJournal of College Student Retentiofy); 431 437.

Bowles, T. J., McCoy, A., & Bates, S. (2008). The effectugiplemental instruction

on timely graduationCollege Student Journal, 43, 853 859.

Buchanan, E. M., Valentine, K. D., & Frizell, M. L. (2019). Supplemental instruction:
Understanding academic assistance in underrepresented grbapkurnal of
Expeimental Education, §2), 288 298.d0i:10.1080/00220973.2017.1421517
Kochenaur, E. O., Jolley, D. S., Kaup, J. G., Patrick, D. L., Roach, K. D., & Wenzler
L. A. (1997). Supplemental Instruction: An effective component of student affairs
programmingJourral of College Student Development(@8577 586.

Ogden, P., Thompson, DRussell, A., & Simons, C. (2003). Supplemental
instruction: Shortand longterm impact Journal of Developmental Education,(25

21 8.

Oja, M. (2012). Supplementaistruction inproves grades but not persistence.
College Student Journal, &8, 344 350.

Skoglund, K., Wall, T. J., & KieneD. (2018). Impact ofupplementalnstruction

(S1) participation on college freshman retentibearning Assistance Revie@3(1),

115 135.

Shav How Sl Benefits Students

As described elsewhere in this handbook, requiegram evaluation is a criticpart of Sl
program supervisors. Regular program evaluation of your S| program provides evidence of
the performance of your Sl program and mayifysontinued program funding.

In this handbook, regular program evaluati®discussed in terms of:

T
T

The diference intheaverage final grade of the Sl attending group versus the non
attending group

Comparing thdFW rates of te student who attentthe S| sessiortomparedo the
studens whodid notattend Sl sessions.

In the SI supervisor handbodke International Centéhoroughlynotes the process of
conducting these analys@scluding sample emails/letters to adistnators and data
collectiontables.

Sharing these results every semester can help convey the whShon your campus.
Additionally, Sl serves to increase graduation ré&s2019b) so, you might consider
conducting program evaluation on your campus as it relates to graduation rates.
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If you are unable to conduct regular program evaluation or if you need adtiitssources
to supplement your data, significant research has be@uced on Supplemental
Instruction (SI) to support various claims.

Dr. David Arendale regularly maintains an annotated bibliography of research conducted on
Sl. That bibliography cahe accessed herettps://www.arendale.org/pe&rarningbib



https://www.arendale.org/peer-learning-bib
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SECTION FIVE T CONTRIBUTION TO SCHOLARSHIP

The target journal is the Learning Assistance Review (TLAR). TLAR is published by
the Natonal College Learning Center Association, which serves professionalantgatiff,
student workers, and administrators associated with Learning CER@LEA, 2015b)
Because of the TLARs f ocus on | earning centers, which
housed, this journas an ideal target for publication of this study. Furthermore, | have
personally publisaéd work in TLAR on S| programs, and the editors and reviewers indicated
thatfuture work related to that study would be welcomed for submission.

The submission guidiees for TLAR indicate that authors should submit manuscripts
that conform to APA stylguidelinegNCLCA, 2015a) Thus, the major sections that will be
included in the manuscript are the follog: title page, abstract, introduction, literature
review, research questions, methodsjihgs, discussion, limitations, and references.
Additionally, the TLAR guidelines indate a few other guidelines. Namely the following: a
title page with less the12 words, 100 maximum word abstract, and that all figures are black
and white. Manuscrigubmission involves submitting an altered and one masked transcript

for reviewers. Theudmission process is online awill follow the dissertation defense.
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Abstract
This study explored the relationship betweenShpplemental Instruction (Sl)
administrative hours angtogramoutcomes (attendance ratiee difference in the average
final gradesandthedifference in the rate of Ds, Fs, and withdrawd) regresion models
were insignificant, but trainingelatedhours per Sleaderwasstatisticaly significant in one
modeland showed a positivafluenceon the attendance percentaghis studyalso
explored theelationship between fundirepdthe beforementioedoutcomes but netted no
significant relationshipsThese findingsvere limited by small sample size, so future studies

shouldexplore separate administrative constructors alidatdarger samples.

Keywords Supplemental instruction, S, learningiasance, program administratiosl

administration, ppgram outcomes, higher education
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Effectof SI Administration Staffingand Support on SI Program Outcomes

Supplemental Istruction (SI) is an academic assistance program primarily used in
postsecodary institutiongo support student academic succ&ss Deanna Martin designed
Sl at the University of Missouiii Kansas City to decrease attrition ra@scourses with
high umbers of students who withdrdmm specific course@Hurley et al., 2006)SI
provides regularhscheduled, voluntary study sessions for students enrolled in traditionally
challenging coursefArendale, 1994Hurley et al., 206). The purpose of this study is to
examine the influence and relationship of SI program administrative tenets and financial
support for SI programs on the ooices of an Sl program.

S| prograns generally have positive outcomes forlimgsk courses. Highisk
courses are selectédcause o0& higher rate of students who earn Ds, Fs, or withdwwV
rate) ahigh courseenrollment(Arendale, 1994)anda perception of difficulty by the
studentgMartin & Arendale, 1992c)\Whenreviewing the literaturen S| Hurley and
Gilbert (2008b)descibe how utilization of SI programs arpositivelyrelated to academic
outcanes such ageducing attritionincreasinggraduation ratesncreasng grades, and gains
in knowledgeBecause of its success in these ard@sS| model has been replicated by
institutions all over the worlfArendale, 2010and verified ly the Department of Education
as an exemplary eduaanal program(Hurley & Gilbert, 2008a; Martin & Arendale, 1992c)

The key feature of Sl prograrnssS| sesions which areregularly scheduled for the
students enrolled in the targdtclasgHurley & Gilbert, 2008a)Sessions are led by the Sl
leader whois usuallya student who has taken the targeted coamsgerformel well
(Hurley & Gilbert, 2008a) TheSI leadersits in the course again adigntheir Sl sessions

with the course content, reinforce their content knowledge, and model good student behavior
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duringtheclass by listeimg and actively taking notgsiurley & Gilbert, 2008a)Another
key figurein Sl progransis the Sl faculty member whassiss the program administrators in
selecting an Sl leadéMartin & Arendale, 1992¢)provides the leader support in planning
ses®ns, and encouragstudent attendance to Sl sessifisrley & Gilbert, 2008a)SI
programs are managég aprofessional staff memberho isresponsible fohiring and
selectingSl leaders, training leaders, coordiimg S| placemerih coursesassisting leaders
throughregular meetings, and ongoing program evalugibartin & Arendale, 1992c)
Theoptimizationand prioritization of supervision in SI programs is not known.
Program administrators are given some guidanceénerevel of supervision needduijt this
guidance isnight beunrealistic orunsubstantiatedith literature. For example, it daimed
that one fulitime Sl program supervisor canraatequately supenasnore than three or four
leaders without some assistarf@éilcox, 2008) This figure isin practice pften unrealistic
due totight budget climateand is only supported througtdescripion of thesupervisos
responsibilitiesThe International Center for Supphental Instruction (International Center)
based at the University of MissolirKanas Cityprovides additioal guidance foan SI
program seeking to be accredit@dich is seems the standard of best practitbe
International Center suggests thap&grams need to have a clear focus on planning,
supervision of Sl leaders through observation, significadtoagoing training for leaders
and program evaluatigisl, 2019a) Sometimes, he level of theeactivitiesare
recommended itherubric for accreditation(Curators of the University of Missouri, 2018)
however, these recommendations do gnaitle programs on the prioritization of these
activities. Thus, there is a gap in aurderstandin@f how SI administrator activities and a

prog a niével of supportelatesto the outcomes of the prograandhow toprioritize those
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responsibilitiesThis study seeks to add eoir understanding aheeffective administration
of Sl programs.
Literature Review

S| wascreatedn the 197040 suppot courses with highawates of attritior(Hurley &
Gilbert, 2008a) Sl focusessupport on highrisk courses versus higisk students to support
students in aonremedialmanner, andecause of it serves studentgmoups versus
individually, it was costkeffective(Hurley & Gilbert, 2008a The creation of SI was timely
in higher education, gamilieswere expecting more fropostsecondary institutiortie to
rising costsand bwer student outcomesich as graduatiamtesincreased accountability
from the government and accrediting bodi€shen & Kisker, 2010)However, as Sl
approache80 yearssince its inceptionexamining its administrative structuia efficiency
and effectiveness on promotistuident academic outcomeseeded.

There are three main groups of individuals ip&igramsthe Sli leader, the SI
supervisor, and faculty membertbetargeted cours@Hurley & Gilbert, 2008a; Martin &
Arendale, 1992c)The Sl leader is collaboratileselected for the position by the faculty
memberandSI supervisofMartin & Arendale, 1992c)Once hiredthe S leader attensl
class again anglans and holdscheduledeview sessioneutside of clas§Hurley & Gilbert,
2008a) Sl faculty members must be willing partnerghe S| ppgramandwork with their
Sl leader regularly to assist themith session @Enning(Hurley & Gilbert, 2008a)An Sl
supervisolis generallytrained by the International Ceni@Vilcox, 2008)and, if possible,
full-time (Ainsworth et al., 1994)An Sl supervisoleadsregularprogramming activitie
such as traininl leadersobservingS| sessios, planning program logigs, conducting

programevaluation andfosteringrelationships witrstakeholderacross campu@urley &
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Gilbert, 2008a)The literature orsl prograns providedurther guidance on these
administrative activities.

Training is vital for all learning assistance professiofarendale, 2010)and
training is a significant (Wdcexp20@8)Iingereral8in S1 s u
program supervisors are expectedetdapproximately eight to sixteen s of training for
Sl leaders each semes{@ilcox, 2008) These training sessiorsvera widearrayof topics
such as learnintheory, collaborativelearning, and how to lead sessig¢hgpsky, 2006;

Martin & Arendale, 1992c; Zaritsky & Toce, 200®ther writers discuss the importance of
ongoing training tdelpleades continue to useffectivestrategies in sessiofidurley et al.,
2006)

Next, SI program supeross are expected to assist Sl leaders through observations
andsupporting phnning for SI session8&bservations of Sl sessions help Sl leaders improve
their sessions bgrovidinga chance for feedback amdlividual training(McDaniel, 2008)
Bolman and Deal2013)indicate that effeiive organizations provide feedback to improve
performance as well as+thejob training. S| program supervisors are recommended to
observe the first three Sl sessions at thertregg of the term, and then weekly or biweekly
for the emainder of théerm(Wilcox, 2008) For Sl program accreditation, SI program
supervisorare encouraged, at the highest level of performdanaa)serve Sl leaders at least
tentimes if they are neweadersand eighttimes if they are returnin@Curatorsof the
University d Missouri, 2018) Planning support for Sl sessions is also a pastip&rvisor
responsibilities S| leaders are expected to pathsession and work with their supervisor
andfaculty members to plan Sl sessighkurley et al., 2006)Wilcox (2008)even suggest

thatsupervisors assiS§ll leadersn planning their sessis.
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A full range ofadministrative responsibilittes masepth e SI super vi sor 0s
Supervisorshave significant responsibilities managing the hiring processes and
gualificationof potential SleaderdMcDaniel, 2008) Assessment and evaluation of the Sl
programSl isalso critical(Hurley et al., 2006and adds the creditability of the program
(Wilcox, 2008) Otheradministrativeresponsibilities include determining ases,
maintainingfaculty relationshiig, and marketing Sl to studer{iMartin & Arendale, 1992c;
Wilcox, 2008) Lastly, supervisors are responsible forltiggsticsof the programsuch as
schedulingsessios and supervision of the daily operatiqitturley et al., 2006)

Beyond the administrative respdnifities, there are the costs associated with running
an Sl programGenerdly, the costliestelement of an S| program is the salaries of the SI
leades (Martin & Arendale, 1992c; Wilcox, 2008pther costsnclude suppliegWidmar,
1994)andreleasdime or salaries for administrative personfWilcox, 2008) Some
programs use experienced Sl leaders to help with the supervision of Sl leaders to reduce
salary cost$or adminidration (Martin & Arendale, 1992c)argely, Sl isseenas a low cost
and efficientprogram due to its grodpased approadWilcox, 1992; Zerger et al., 20Q6)

S| programs have severakasurabl®utcomesThe first measure of success is the
attendance percentage. Sl sessions are usually voluntary for studatientifSI, 2019b)
thus, the percentage of students who attend at least one S| sessiernidicatoiof program
successAlso, Arendale(2000)studiedthe influence of Bprogram constructs on program
outcomesincluding participation rateandfoundthat Sl supervisor involvement was
significantly relatedo participation rateThus, exploring administrative howaadfinancial

support andheir relationshipwith participation iswould add to this fiding.
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Beyond attendance percentage, tregsa couple ofstandardneasures consistent in
theprogram evaluation dbl programsHurley et al.(2006)describe examining the
difference between the rate of students who earn a D, F, or withdraw fromsa detween
the studergwho attend at least one Sl session and the studdatslo not attend any Sl
sessios. Another measure is comparing the aveffagd grade of the studeswvho attend Sl
sessios compared to the students who do not atiemygl SisessiongHurley & Gilbert,
2008a) Thus,these would be consistent outcomes to me&Supeogram success.

Guidanceand research on the administration of SI programs anfthtrecial support
neededor programsarelimited. Wilcox (2008)suggests that one Sl program supervisor
only supervisat most four Sl leaders before needing assistarasoning that between
observation, planning, leading training, and managing the program, there is little remaining
time. However,they do not cite angmpirical researchubstantiatinghis ratia Arendde
(2000)explored how aspects of S| programs such as obsemgatiass attendance of the Sl
leaders, session activities, and trainingeham program outcométhe participation ratehe
difference in DFW rateshe difference in averaggades, andatisfactiorof SI program by
administrabrs). In this dissertatio, Arendale(2000)found thatSI supervisor involvement
and Sl eacer training wasignificantly related t@rogram success, but did not icate the
optimal level of administratiorSimilarly, there has been no discussion on how financial
support affects S| program outcomes in the literaflines, this study seeks &ald to our
understanding of effective administratiand support of SI pragms

Research Questions
This studyuses $programlevel data for a specific semester or tdinom various

institutions From each progranthe percentage of students servedlfaveragegrade
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differential between the students who attend S| and thbsede not, and the difference in

the DFW ratesof Sl session attendees amahrattendees were collected when availatyid

serve as the depeéent variables ithis study. The indepndent variablem this studyrelate

to the supervision and support of tBeprogram during that specific semester. The
independent variables include the average observation hours per Sl leader, average hours
spentassisting with planning per Sl lead#re averagérainingrelated hours pesl leader,
average supervisory hoypsr Sl leader, and average funding per Sl ledétara complete
definition of terminology used, please refeppendixC. Figure5.1visually explores the
possiblerelationshipdetween theseariables.

Figure 5.1

S| Administrative Tenets and Programit®omes

Supplemental Instruction (SI) Program Adminstration

Program Funding

Observations Planning Support Administration
Observing Sl sessions Assisting leaders with Hiring and selection of
Providing feedback planning Sl sessions leaders
following session Checking and providing Marketing and promotion
observations feedback on planning Cultivating and maintaining

Training
Preparing initital and
ongoing training
Facilitating initial and

ongoing training

sheets faculty relationships
Program evaluation

Program logistics

Program Quality and Operations

Program Outcomes

Attendance Percentage
Final Grade Differential
Difference in DFW rates
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The following research questions guided the study:

1. What is the relationship between the observation hpers$l| Leaderplaming hours
per Sl leader, training hours @8 leader, administrative hours per Sl leader, and
funding per Sl leadefior an SI program and the percentage of students enrolled in an
Sl course that attend at least one S| session?

2. What is the relationshipdiween the observation hoyrsr SI Leaderplanninghours
per Sl leader, training hours per Sl leader, administratiweshper Sl leader, and
funding per Sl leaddor an Sl progranand the final grade differential between the
students who attended Sks®ns and the students who did not?

3. What s the relationship between the observation hparsSI Leaderplanninghous
per Sl leader, training hours per Sl leader, administrative hours per Sl leader, and
funding per Sl leadefor an Sl progranand the difference in DFW rates of the
students whattend S| sessions and those who did not?

Methodology

Setting

This study vok place during the first few months of 2020. The target audience was
higher educatiomstitutionswith an SI program itNorth America S| programs in North
America exist at allypes of postsecondary institutiors® data could be fromtavo- or four-
year school as well as public or private entities. At the time of writing, there are over 1,000
institutions with an Sl program iNorth America.
Survey Design and Implementation

Significant care was used when designing and implementing theystiheinitial

survey was designaslith good practices of survey desjguch as avoidingiased phrasing,



S| ADMINISTRATION STAFFING AND SUPPORT 96

focusgng questions om singlethought,andpladng easyto-answer questiorat theend

(Fink, 2017) Additionally, Fink(2017)andNewcomer and Triple{2015)recommend pilot
testing a survey to gather feedback on the design and clarity of qge$tiors, the initial
draft of the survey wasent to two Sl program supervisors for initial review and feedback.
Their suggestions were incorporateahd they were asked to review the survey again to
provideadditionalfeedback.

A final pilot testing roundncluded experts at the International Gentour former or
current S| program supervisors trained in the SI moadel taohigherlevel administrators
whoseunitsinclude S| programgdJsing perts in the fieldo examine the survesan
increasehevalidity of the result§Creswell, 2014)so these processes added validity to the
instrument The feedback om these pilot testingrocessewasincorporatedefore
distribution.See @pendixA for the finalversion of thesurvey

The International Centdras a website with institutiortsathavea trainedSl
supervisorand a list of programs that asecreditel. These websigavere mined to create a
list of institutions that could pentially have S| programs. In addition, a list of higher
education institutions in several statess generated to exploi@ potential SI programs.
The websites of eadhstitution were examined for evidence of an Sl program @iksl
program for contadnformation. If there was an Sl program, the email and phone number
were added to a lisif found, to use for contact

Initial emailsand followrup emailswere sent to the liof program contacts and
inviting them to fill out the surveyn total, mast programs had about a month to respond to

the surveyThe survey and reminders weasoposted ortwo listservscommonly used by Sl
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professionalsyhich provided another way teach potential SI programSample and
templatemessagethat were serb programsarein appendix B
Participants

Approximately575 individuals were emaitlfrom over550institutions and 36 of
thosethatcompkted thesurvey (ougHy a 6.3%responseate) Fromthelistservsor other
meansapproximately 12 additional SI pyoans responded to the survdy.institutions
replied to the survey invitation eméi indicate that thegould not fill out the survey, the
typical reasonsncluded being new t81 program administratigrthat the institution does not
really havean Slprogramthey did not have time to complete the sunarthat they did not
haveaccess to dataeeded to compie the surveyTable 5.1 shows the frequency of
institutions andhe demographic characteristio§ the institutionghatresponded to the
surwey. One institution was Canadian, while the rest were located in the US.
Table 5.1

Institutional Characteristics of the Survey Respondents

Frequency

Private 9
Was the institution pdiz or private? Public 53
Unknown 1
o 2-Year 14

Was the institution a-Xear or 4Year
N 4-Year 48

Institution?
Unknown 1
) No 38
Was the Sl program accredited by t Unsure 4
International Center?

Yes 21

A majority of the Sl progmasthatresponded to the surveyere from public, four

year instititions.However, these frequencies appear to be relatively representative or at least
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not biased towards any particular institution tylget all ofthe responsesere complete,
and othes provided information that would suggest that their data would be skewed
unusable Thus, the program responses were reviewerdresponsesereremovedf the
programuseddifferent attendance criteria to classify Sl attendees, S| attendees neede
to attend three times before being counted in that groug)there was @dence ofextra
credit or required attendance to Sl sesstbaswerei ncl uded i n tThesepr ogr a
institutionswould have influenced the analysisthssecriteria waild have affected the
programoutcomedirectly. Additionally, responsesverechecked for reasonableness and
adjusted if needed. For example, a program with 70 Sl leaders suggested their funding level
was 20 dollarswhich did not make sensso the fundig level was removed from that
pr ogr amoé and tefedapkéftresremovirg thesaesponseand adjusting for specific
values 47institutionsremainedn the study.
Data Analysis

To control for SI program size, all thiedependent variables (obsereatihours,
planning support hours, trainifrglatedhours, administration hes, and program funding)
were divided by the number of SI leaders actiwetyking thattermfor that programTable
5.2 shows the descriptive statistics of the variadlesoutcesin this studyLinear
regression was the primary method of analysisear regression is an analysis method to
measure the linear relationship between at least two predictor eafislies & Shevlin,
2001) Field (2018)outlines sevel assumptions of regression models, including additivity
and linearity, independence of errors, homoscedstiormal distribution of errors. Of
these assumptions, one possitacern is program fundirand the assumption of

independence. e valuesdr observation hours, trainisrglated hours, planning support
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hours, and admistrative hourdikely depend a program fundindpecause funding dictates
how much administrative tienis spent on these are&gveral programs also indicated that
calculatingfunding was a challenge when responding to the sufvegenthis and the
violation of the independencassumption, prografunding was examined separately with
each dependent vable. For the remaining four independent variables, other possible
concerndor multiple linear regression include multicollinearity and outl{&igld, 2018)

All these assumptions were met with the exception of some possibleutiieh are
addressed later. Moreovéinge sample size played a significant role in this study.

Table 5.2

Descriptive Statistics of the Variables and S| Leaders

N Mean SD Minimum Maximum
Average Final Grade 46 0.62 0.40 0.03 2.00
Differential
Difference inthe DFW 45 16.38 10.28 0.12 55.00
Rates (%)
Atte“da“(‘f)z)Perce“tage 46 37.91 15.03 7.84 71.10
Observation Hours Per ¢ 48 7 42 7 05 0.36 30.30
Leader
TrainingHours Per Sl 48 3.13 3.86 0.29 20.45
Leader
Planning Hours Per Sl g 3.49 4.98 0.00 22.50
Leader
Administration Hours Pe 16 17.93 20.62 0.64 104.17
S| Leader
Funding Per SI Leager 43 $3,091.26 $1,648.05 $93.75 $8,333.33
Number of S| Leaders 48 25.67 19.945 3 83

*Values are presented in GPA format using a 4 point scale (4=A, B=3, etc.)

The ample sizeneeded for a studyepends on several factokdiles and Shevlin
(2001)suggesusing a power analysis for determining the appropriate sample sizes for any
study or experiment. This pressusesthe significance level, desired effect size in the

population, andlesiredoowe level (Miles & Shevlin, 2001)In this study, the significance
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level is set 80.05 andthe study seeks to uncoviarge effect sized.astly, the power level
was set to 0,8vhich Cohen (1988gs citedby Miles and Shevlir{2001)suggests is
conventional Additionally, theneededsample sizéor the stug is affected by the number of
predictorsan the regression mod@Wliles & Shevlin, 2001)which in this study is four. With
four predictors variables, a significancgdeof 0.05,a power level of 0.8, and the ability to
detect large effect &ts, this analysis needa sample size att leas40. Thusthis study has
sufficient sample to detect large effectsttoe four predictor variables. Next, the
assumptions of mitiple liner regression are explored.

As mentioned earlier, there were putial concerns related to outliers. Outliers were
uncoveredising residual plotsas recommended byiles and Shevlir{2001) For the model
examining attendance percentage as the dependent variabtajtheswerediscovered
throughinspection of the residual plotsor the model examing DFW ratesthere waone
outlier,while inthe model examining differensénfinal gradesthree outliers were
identified Miles and Shevlir{2001)suggests determining why antlier occuss. With these
responseshere was insufficient evidence to gegt that there was a measurement error.
Thus,Miles and Shevliri2001)present a dilemma: including the outliaight influence the
mode| but excluding it might be inappropriatEherefore Miles and Shevlir{2001)
reconmend running the analysis twice and reporting the results with the outliers included
and not included. This sttegy wasised in this studyit should be noted that the new
dataseg with the outliers removedere also checked for assumptions related to multiple
linear regressiarand noadditionalconcerns were noted.

As funding was separated from the other prdivariables, a separate analysis was

conducted using that variablath the dependent variads. Correlations measure the linear
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relationshipbetween two variablgMiles & Shevlin, 2001) Thus thecorrelation would be
an effective way of measuring the potential relationship between program funding and
programoutcomesAccordingto the Field(2018) there are two assumptions to be
considered when calculating arcaation: linearity and normalityBoth assumptions were
checked before poeeding, and no concerns aroBBus,the correlation was used to analyze
the funding ofthe SI program as it relaseto the outcomes of the SI program.
Findings

The findings inthis section are organized by research questions. Howevertlsince
analyss related to funding was separated out, it is addressed in a separate subsection.
Attendance Percentage

Multiple linear regressiowas used to determine if there was a relatignblktween
the attendance percentage of an Sl program and the hours sparingpsssisting Sl leader
with planning sessionspnducting and preparirtgaining, anccompletingother
administative tasks per Sl leader in the progrém.addressed in thegvious section, there
were two outliers in the dataset, and the followiesuits included those outliers in this
analysis A nonsignificant regression equation was foukd4,39 =2.573 p =.053 with an
R? = .209 which suggests the model accounfimdapproximately 20.9% of the variance in
the sampleNoneof the model vaables are statistically significaatt = 0D5exceptfor
training hours per Sl leadgr= 0.27. Table5.3 gives the regression coefficients and
standardized beta values.

For the next analysis, the two outliers were remdvaah the dataset, and the
regression equation calculated agairhvattendance percentage as the dependent variable. In

this new analysis, aignificant regression equation was not found, F (4,37) = 1286289,
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with anR2=.123 whichsuggests the model accounted for approximately 12.3% of the
variance in the samplAdditionally, none othe model variablewerestatistically
significantat U TFabl®5.4§ives the regression coefficients and the standardized beta

values for thisnew model.

Table 53

Coefficients for Regression Model Attendance Percentage with Outliers Included

Unstandardized  Standardizec

Coefficients Coefficients
B Std. Error b t Sig.
Constant 39.850 3.904 10.208 <.00r
i Q
Observation Hours Per S g (350 0019  -0.126  0.900
Leader
Training Hours Per SI-— 4 509 559 0.333 2200 0.02F
Leader
Planning Hours Per S g 011 (449 -0.207 1.359 0182
Leader
Administration Hours Pet - 150 105 -0.220 1531  0.134
Sl Leader

*Significant atU= 0.05

Table 54

Coefficients for Regression Model Attendance Percentage with Outliers Excluded

Unstandardized Standardized

Coefficients Coefficients
B Std. Error b t Sig.
Constant 40.947 4.429 9.245 <.00F
i <
Observation Hours Per £ 0.022 0.348 0.011 0.062 0.951
Leader
Training Hours Per S 0.653 1.231 0.088 0.531 0.599
Leader
Planning Hours Per S .0.656 0.464 -0.234 -1.415 0.165
Leader
Administraton Hours Per .0.161 0.107 -0.233 -1.502 0.142
Sl Leader

*Significantatd = 0. 05
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AverageFinal Grade Differential
A similar process was conducted using @eragdinal grade differential as the
dependent variabliastead of the attendance percentade Jame impendent variables were
included.Also, similar to the modelsreated with the attendance percentage, theretivee
outliers discovered when checking the assumptidhis modelwasconducted with those
outliers includedThe regression equatiovas not statistically significarf, (4,39 =1.480,p
= .227with anR?=.132 This model accounted for roughly 13.2% of the variahimme of
thevariablesi ncl uded i n the model w605aswsliTabteb5sti cal |
gives the regression coefficients and the standardized beta i@ltais model.
Table 55

Coefficients for Regression Model the AverageFinal Grade Differential wth Outliers
Included.

Unstandardized Standardized

Coefficients Coefficients
B Std. Error b t Sig.
Constant 0.605 0.108 5585  <.00F
1 C
Observation Hours Per < o 15 g gog -0.272 21.690  0.099
Leader
Training HoursPer SI—— 5 55 5915 -0.063 .0.351  0.728
Leader
Planning Hours Per SI- ,, 0.012 0.287 1.803  0.079
Leader
Administration Hours Pe 55 ¢ 03 0.156 1.038  0.306
Sl Leader
*Significantatd = 0. 05

The three outliers were removed frone datasetind the regression modeas
created gain. Again, the regression model was not significkn,36) =.914 p = .466
with anR?=.092which is about 9.2% of the variand&dditionally, none of the variables
wer e signi fi cax0t05. Table 56 dgivestheregiession aoeffiaits and the

standardized beta values for this new model.
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Table 56

Coefficients for Regression Model the AverageFinal GradeDifferential with Outliers
Excluded

Unstandardized  Standardizec

Coefficients Coefficients t Sig.
B Std. Error b
Constat 0.605 0.078 7771 <.00F
H <
Observation Hours Per £ .0.012 0.008 -0.302 -1.546 0.131
Leader
Training Hours Per Sl -0.008 0.011 0.111 -0.695 0.491
Leader
Planning Hours PerSI- 4 605 0012 0082 0425  0.673
Leader
Administration Hours Pe 0.002 0.002 0.172 1.061 0.296
S| Leader
*Significantatd = 0. 05

Difference inthe DFW Rates

Lastly, a regression analysis was using the difference ithe DFW ratesbetween
the students who attended at least one session and the studeolid not attendrgy S
sessiongs the dependent variable with 8ane independent variables used for the
attendance percentage and aveffage gradedifferential modelsin this model, only one
outlier existed and it was includetbr this first model A nonsignificant regression equation
wasthe result F 4,38 =.902 p=.472 with anR? =.087. This model accounted for about
8.7% of the variance in the datedditionally, none of tk independentariables in the model
weresignificant atU= 0.05.Table 57 gives the regression coefficients and the standardized
beta values for this new model.

For the last regression analysis, the sole outlier was removed from the dataset, and the
regression model created using the differendb@FW raes as the dependerariable
with the same independent variables. This model was not significéhi37) = .721p =

.583, with arR?=.072which is approximately 7.2% of the variance in the samfuigin,
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none of théndependentariables were statistlly s i g n i f i=6.85nTableaRtgived
the regression coefficients and the standardized beta values for this model.
Table 57

Coefficients for Regression Model the Difference inthe DFW Ratewith Outliers
Included

Unstandardized  Stardardized

Coefficients Coefficients
B Std. Error b t Sig.
Constant 19.024  2.658 7.158  <.00T
Observation Hours Pet g 05 0214 0022 0133  0.895
Sl Leader
Training Hours Per Sl .0.031 0.370 -0.013 -0.084 0.934
Leader
Planning Hours Per SI .0.357 0.301 -0.196 -1.186 0.243
Leader
Administration Hours .0.091 0.070 -0.202 -1.293 0.204
Per Sl Leader
*Significantatd = 0. 05

Table 58

Coefficients for Regression Model the Difference inhe DFW Rates with Outliers
Excluded

Unstandardized Standadized

Coefficients Coefficients
B Std. Error b t Sig.
Constant 16.211 2.126 7.626 0
Observation Hours Pe 0.059 0.166 0.061 0.358 0.722
Sl Leader
Training Hours Per Sl 0.086 0.287 0.048 0.299 0.766
Leader
PlanningHours Per Si .0.283 0.233 -0.204 1211 0.234
Leader
Administration Hours .0.061 0.055 -0.178 -1.116 0.272

Per Sl Leader
*Significantatd = 0. 05
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S| Program Funding

S| program funding and its potential relationship with the attendasm@entage of
the Sl program, thaveragdinal grade diffeential, and the difference the DFW rateswvere
examined via Pearson correlatibdone of these relationships were statistically significant at
U= 0.05.Both of the correlation coefficients for the relationship with per Sl leader funding
and the averaginal grade differential and differencan DFW rates were positive while the
correlationcoefficientwith attendance percentage was negafiable 59 shows the
correlations of these valuesth the corresponding-values.
Table 59

Pearson Correlatioa with Per Sl leader Fundingy Program Outcome

r Sig. N

Average FinalGrade Differential 0.257 0.105 41

Difference in DFW Rates 0.032 0.844 40

Attendance Percentage -0.220 0.167 41
Discussion

None of these models were statistically significaagesting that there are other
factors that explain the variance in S| program outcomes. In his dissertation, A@dale
learned that thereavesignificant relationships between participation rate in Sl sessions and
the program constructahich includedSI supervisor involvement, Sl leader involvement, Sl
leackr training, and institutional involvement. When drilling that down further, Sl supervisor
involvement was significantly related to higher participation r&8esause this study
focused on Sl supervisor activities and did not involve the other consitustgossible
these other areas explain some of the varginate model Moreover,Arendale(2000)

recommended that further research include national studies of S| progitéinesnstructs
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such as institutional or student characterigtiegwere notincorporatedn this study.

Finally, thisresearclonly hada sufficient sample size to detect large effects according to a
power analysis basechdi | e s a n 208 )werki Therefadest is possiblehat
medium or small effects of the construetsst, but the sample size wassufficient to detect
those effectsNonetheless, there are some results to explore furtimarthisstudyand
possible areas of future research

Attendance Percentage

Neither regression model using the attendance rate depesdent variable was
statistically significant; however, the model including the outlier showed that training hours
per Sl leader wasignificant. This result suggests tfatevery additional hour of
training/training planning timeonducted per Sl leader will net a 0.65% boost in attendance
rate for the Sl sessions across the progiims result should be treated with caution,
however, as the model itself was not sigoént If significant, the modedccounted for
approximately 21% of the variangethe datalt should also be noted that the model
including the outliers was approaching statistical significance pvith053 which might
suggest hi s mo d e | Geshepotantial ta lelinBusntiah veith more data to detect
smaller effectsWith the outliers removed, both of those effects were erased, suggesting that
the outliers werénfluential on the model.

Given theprevalence of training in the literature oadéng S| programs, it is perhaps,
unsurprising that training time per Sl leader showed up as a significant resultahtbae
modes. In the supervisor manual handed out by the International Center, attendanc
strategies are addressed with supervi@@tsators of the University of Missouri, 2019)

McDaniel (2008)discusses scheduling ongoitnginingfor Sl leadesto provide support for
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each otherSuch support might be influencing thel&deb performance and thereby
Increasing atterahce percentages. This result might also be a result of better attendance
tracking.McDaniel (2008)recommendsliscussiig data collectionsuch as attendance at
sessioms as part opretermtraining. That emphasia trainingmight result in better tracking
of attendanceconsequently, attendance percentages would goasily, Bolman and Deal
(2013)discuss training in the context of effective organizatidimus, training might result
in better organizatimal outcomes, in the case of this study, attendance Pedsaps
surprising that was that administrative hours per Sl leader was not significant in either model
related to attendancArendale(2000)found that participation rategeresignificantly
relatedto the specific SI program supervisor conssugtestions o conductingorogram
evaluation. Administrative hours in this study capturedithe spent conductingrogram
evaluation, so thasignificantresults ofthis studysomewhatuncontraryto Ared a |l e 6 s
(2000)findings.
Difference in Average Final Grade

Neither moded the one with or without outliedswas statisticallysignificant. This
finding suggests that there are other factors that influencevtrage final grade differential
It is worth noting that observation hours per Sl and planning hours per Saperoaching
significancein the modethat includedutliers with p =.099andp = .079 respectivelyAs
theseresults also approached statistisiginificance soit might suggest that these variables
have a medium or small effect on theerage final grade differentidiowever, observation
hours per Sl leadeshowed a negative effect on the difference in average gratids

planning hous per Sl leader showedpmsitive effect.
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Stout and McDanig|2006)describe observations and debriefing as qiat
performancesvaluation process for Sl leadeEsien though observations are described as
developmenta{Stout & McDaniel, 2006)it is possible that SI supervisors conduct more
observations when performance is lagging. This tfpsaching or supporting relationship
is recommended by the coaching and directive leadership styles when follower competence is
low (Blanchard et al., 1985Additionally, the rubric for accreditation of SI programs
recomm@adsa greater numbeof observations for newer Sldders(Curators of the
University of Missouri, 2018)who are likely of less competeaihan their more experienge
peers. Thus, the number of observatimosild beweightedfor less competenehaders and
could skew resultg a negativalirection Nonetheless, this finding merits additional study
and future studies should explore the relationships between obseha@tienof sessiorsnd
measures gbrogram performance.

In contrast, planningupport for SI sessions might result in higher quality sessions
McDaniel (2008)suggests that supervisors assist Sléeath planning that uses effective
pedagogy and encourages the use of lesson plan formats. Thus, these planning processes may
influencethe quality of Sl sessions and tperformance of thetudentsvho attend sessins
and thereby increase the differenmcehe average grades between the students who attend Sl
sessions and those who do r&itnilar to observations, further research should explore
planning support systemis the second model, outliers were remaq\aedi thenear
significanteffect was remaoad for these variablesubsequentlythere is insufficient
evidence to suggest that these two constructs truly had an effect on the difference in average
gradesNonetheless, future research should explore thesstroots to see if there is an

effect.
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Difference inthe DFW Rates

Neither regression model was significant when explotiregrelationships between
administrator activities and the differencele DFW rates of the students who attend Sl
sessios compared to the students who do not attenseS$ions. Hurley and Gilb€&008a)
describeSI program galuation processewhich includeexamining the difference itne
averagdinal gradebetweerthe Slsessiorattendees and neattendeessa measure of
student learning wie examining thelifferencesn DFW ratesas a measure afttrition for
that course. The results in these models suggest that SI administrator activities do not have a
large effect on thattritionin these higkrisk courses. As suggested earlittie sanple size
was sufficient to detect large effgcbut not small or medium effects; thus, supervisory
activities may have a mediueffector smalleffecton attrition for these courses.
Program Funding

When examining the correlations of the program outo@veragefinal grade
differential,thedifference inthe DFW rates, and attendance percentage) with SI program
funding per Sl leader, there were no significant correlatibhs.relationship between
funding and both the average final grade differemtial difference DFW rates were positive
r = 0.257 andr = 0.032 respectivelyAccording to Field2018) we can calculatthe effect
size of each of these by squaring them; tR4s,066 for the relationship betweére
average final grade differential and per Sl leader fundingR&r®01 for the relationship
betwee the difference in the DFW rates and per Sl le&daleding. Cohen (1988as cited in
Miles and Shevlir{2001) suggests tha®?=0.02is a small effect size whilg’=0.13 isa
medium effect size. Thus, the effect size for the relationship between per Sl leader funding

and average grade differential is small, while the relationship befpere®l leader funding
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andthe difference ithe DFW rates iextremelysmall if it existsat all. Similarly, the
relationship between per Sl leader funding and attendance percentagegatse | = -
.220, R?=.048 which is a small effect size. These effects should be treattously, as
there wereno statistially significant correlations in the analysis.
Understanding these relationshipghallenging. Bolman and Deg@013)describe
organizations agroupsadvocating for limited resources. One wouldpsed that being able
to advocate for program resources successiutlyld improve the program outcomes.igh
result is modestly true for the relationship between per Sl leader fundinesitference
in average grade, but not for attendance percenthgéey and Gilber{2008a)describe that
Sl faculty involvement is critical to ghsuccess of the program. Faculty have the ality
easilyrefer students to an Sl progrgMartin & Arendale,1992c) thus attendance
percentage as an outcome might be more related to faculty involvementdgeampr
funding.Bolman and Deal2013)s uggest t hat an or gencedlydst i onds
size, so it is possible that attendance percentages are affected more by institutional size rather
than fundingPossibly, &rgeinstitutionshave more resources while smaller institutions have
less, but largeinstitutionswould have largerlass sizeswhile smallerinstitutionswith
smaller class sizes would be able to refer students to S| sessionsRegedless, more
reseach shouldbe conductedhto funding and program outcoméefore conducting this
study, the International Centevas consulted ansliggested the inclusion of funding in the
study(J. Qllins & M. Cross, personal communication, August 8, 20T8)s vein of

research should be continued as it $igaificantimplications for the field
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Limitations

There are several limitations this study. The first set relates to the quality of the
data collected. First, the data collectesls from a conveniencea mp | @nvenierke
sample is one that you get because people who are willing to complete the survey are also
avail abl e wh e (Finky201r, pA% €his typelofsamglinghas the potential to
introducebiasin the results because the sampigy not beepresentativef the population
The demographic characteristics of the ingting appeared to be relatively representative
(see tablé.1), lut it is possible there was bias in the sangblmstitutionscollected.Second,
although the survey was vetted by experts as suggested by Ci@8Adland piloted tested
as suggested by FirfR017) there wasoomfor misinterprettion of the questions, so it is
possible that the respondents misinterpreted the questlmrs responding/Vhile there was
insufficient evidence to remove the outliers mentioned eattiey,may beoutliers because
the respondents misinterpreted the tjoesand responded accordingliyhird, several
programsesponded via email or within the context of the survey to indicate that they tracked
their data differentlysuch aglassifyingSI atendance as those who attend three or more
sessions versus onermore Those results were excluded whewasknown Still, some of
the respondentway havancluded their data without sharitigosedifferences in their
calculationswhich could have intbduced bias into the datiaastly, as mentioned several
times,thesample size is a possible limitation. With a larger sample size, multiple linear
regressiomrmay have been able to det small and medium effect sizgdiles & Sheuvlin,
2001) It shouldalsobe noted that data collection for this study was interrupted by
internationhevents that disrupteeducationabperationswhich affected the total number of

respondentsspecifically the COVIBL9 pandemic of 2020
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The second set of limitationsgbaracteristicer qualitiesoutside the data collection
process. For example, institutional size @ssification vasnot included in the analysis.
Thereis a possiblerelationship between the characteristics of the institution and Sl program
outcomesAdditionally, as funding for Bprograns is primarily salariegWilcox, 2008) the
funding might becontingenion the cosbf living in the areasurrounding the institution
rather than a marker of institutional support. Besides those, theralsediferences in
institutional practices at pertains to their SI program. Wilcg2008)recommends
flexibility in themodelfor newer Sl programs as they ad§pto theirinstitution Several
institutions included in the studyeredifferent in ways they adapted the SI modelkh as
thenumber of Sl leaders per enrollment, number of sessions offered each week, @fferenc
in class attendancand otherslf any of those differencdsada directeffecton the outcomes
of programtheresponsavould have been excludedtherwisethe response wascluded.
Thus, hese differencesouldbe related to Sl program outcomesmobre an t hi s st udy
constructs.
Delimitations

There are a few alelimitations of the study. The first was thes@sption that
supervisory characteristics would be related to outcomes of Sl programs while not including
other aspects of Sl programs. Fgample, faculty involvement iseen asritical to the
success of an Sl prografidurley et al., 2006)but this study did not include a measure of
thatinvolvementSome of t he r ec o mme 2@ )dissertaton f r om Ar e
included national studigavolving studentcharacteristicor institutionalcharacteristics
Thus, these are possible future amglestudy but weralsodelimitations of this study.

Secondtheinstitutionsin this data set were collected from North American institutions. Any
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institutionsthatfil led out the survey as part of other international contexts were excluded.
Third, in the survey, hours reported inclugedaprofessionadtaff, sud asexperiencedl
leadersvho serve to mentor or assistpnogrammanagement. Respondents were asked to
lump the hours of professional and paraprofessional staff together, implydiffenencein
thequality of those hourslhere may be a differencetween professional and
paraprofessional staff, but there is a lack of research to determine what, iffeamgndes
exist and the impact on program outcomes.
Recommendations fo Practice

Because of the lack of statistical significamgéhin the variales studiedthis study
does not offer many recommendations for practice. The findings around training hours per Sl
and attendance percentage provide one recommenddésad on the findings of this study,
S| program supervisors should consider prioritgirainingrelatedactivities when trying to
boost Sl attendance percenta@ye.McDaniel(2008)suggests, spending tindéscussinglata
collection during training isssential Thisemphasis in trainingnakes sure thaeaders
collectaccurate attendance dafpending time discussing the important role of SI leaoher
attendance and working on strateglesing trainingto promotesession attendance is another
recommendatiorFor example, the Sl supervisor manual discusses S| marketing strategies to
boost attendance and includ#sategies such akstributing handouts, offering sample tests,
and writing S| times on thedard everyclass periodCurators of the University of Missouri,
2019) Reviewing these strategies with Sl leaders duriaiging ®uld be a valuable method
of boostingsessiorattendance. Besides the focus on attendance strategies, Sl supervisors
could focus on other aspects of training that could produce higher quality sessions or

processes that would boost attendances €&ample nght be creating a welcoming and
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inclusive environment in sessions to help students feel comforBds&les using training to
boost attendanceherealsomight be some considerations forprograms to insert more
planning support processesthe progranin order to suppor®l leaders and promoting
program outcomes, but that finding was not substantiated by this research.

Further Areas of Study

This research provides multiple opportunitiesddditionalareas oktudy The first
area ofexploration would be exploring the supervisory conssrinttividually and possibly
controlling for other characteristics or constructs. For example, expltrngekationship of
planning support or observations with course outcomes when controllirrgifong,
funding and administrative suppaat one institutiorcould control for outside variancésat
were presenh this study Studies such as these wotllp refine what practices are critical
to the success and efficiency of an Sl progradditionally, future research should explore
what aspects of trainiagelated activities are associated with attendance percentage to help
supervisors prioritize their work. Given the near significance of planning support and
observation hours on the difeace h average final grades, future research should explore
these constructs further. In particular, research should investigate the potential negative
relationship between observation hours and the difference in average final grades.

The second ared ceconmended further study would be to explore mixeethod
approaches of program effectiveness. Cres{@6ll4)suggestthree possiblenixedmethod
desigrs, convergent parallel mixed methods (quéiMaand quatitative research are
conducted at the same time and compared), explanatory sequential mixed methods
(quartitative analysisnforms qualitaive data collection)and exploratory (qualitative

analysisnformsquartitative data collection). Anyf these three approaches might help
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explore supervisory constructs more deeply and inform additionaéstudhow they
influenceprogram outcomes$uch approaches might produce informative findthgsugh
sequential research methodologies.

Lastly, future studies should continue to collect data on a national or international
level. For example, this stu@nalyzeddatain North American contexts, but a similar study
could be conducted with SI prograin Australia.Additionally, these studies could include
other importantharacteristicssuch as institutionatharacteristicsfacultyinvolvement and
otherimportant fators thataretheoreticallylinkedto the success @n Sl programWith
such studies, a longer and more robust data collection process is likely warranted to ensure
sufficient sample sizes to detect small and medium effects as well as a representglize sam

Conclusion

This study explored the relationships betweepr8gram supervisory constructs and
financial support with program outcomes through the use of multiple linear regression and
correlation. While no significant modets correlationsvere aetected, the training hours per
S| leader was significantly relatéol attendance percentage for the progrBvery hour
addedof training-related activities per Sl leadeill net an increase of slightly more than a %2
of a percenin the attendance perdage of the progranihis finding suggests that training
related hots should be a critical componentasf SI program supervisbrs act i vi t i es.
Suoervisos should focus on attendance strategies and creatinegoity sessiosduring
training to boost aéndancdor the programThis study was limited by several facttwg
mainly sample size, measurement of constructs, and the exclusion of other potential factors

t hat may influence an S| programbs success.
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individual supervisory constructs and design studiesatieddngitudinaland consisof
various research methodologies.

The cost of higher education has been increasimg the accountability from
governments anohdividual familiesfor student successiincreasing as we{lCohen &
Kisker, 2010) Huisman and Curri€2004)suggest that the accountabildf/higher education
is alsorelated to how funds are used efficiently. Agp&igramdook to expand or justify
their continued funding, additional research is neededabiate program impacsupport
continued operatial efficiency, and continuously improve program qual8tudies such as
theseleadconversations aroureffectivenesand efficiency in hopes to provide the best

possible programming f@tudentsuccess.
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SECTION SIX 7 SCHOLARLY REFLECTION

In this section, | discuss hathe dissertatioAn-practice process has affected my
development as a scholar go@ctitioner. This process has influeneeyg growth as a
scholar and confidence in my abyjlib conductesearch, solvenore significanproblems of
practice, and connect with schadan my @ommunity. Additionally, the connections made
and reflective skills gained have helped me as a practitiomay organization and furthered
my leadership deslopment. Tis section discusses my developmannore detail as a result
of this dissertatiofin-practice process.

Scholarly Development

There are several ways in which | have developed as a scholar throughout this
process. The first is how undensténg and usg literature to support a study is an iterative
process. | gaineskills in using statistical techniques and strategiesticularlymultiple
linear regressianThird, |1 developedny ability tovisualize datand represent information.
Fourth, I now seeproblems of practice as potential scholarly endeavors and opportunities to
helpthe field of learning assistanogake positive changes to increase efficiency and
effectiveness.

The first area of growths a scholar wasriting literature retews and undrstanding
the roles of theoretical and conceptual framewdrkghe coursework of summer two, |
learned that the theory asdnceptual framework should support and justify the methods and
variablesof a quantitative studyCreswell(2014)describes the role of literature in helping
understandhe relationships beten ideasand that theory often can organize the methods
and hypotheses of the studRavitch and Rigga(2012)discus how literaturereviews point

out gaps in knowledge ammbw conceptual frameworks relate different aspects of a study
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together. When writing mijteraturereview and creating a framework for the studyséd
these to support the methods and orgation of myresearchA conceptual framework
should provide the reason for the study to be compl&aditch & Riggan, 2012)Thus, me
of the ley areas of literature | revi@gdwas higher education and learning assistance
programswhich provided context for the study and understanding of the need for the
researcho be completed. The other two conceptual pillars, S| progpamdatiors and
staffing considerations and suppahed light on how thendependent variables could be
related to the outcomes of theogram What suprised me about this process of alignment
with the methods and variaklef the study is how the process is iterative.

Checking the conceptual framework for alignment with the study has been an
ongoing proces3Vhen discussing writing literature reviews, Galvan and Ga|2am7)
suggestsi c heck|[ i ng] the flow of your arrangement
checking tle flow has occurrechultiple timesthroughouthe dssertation procesmainly as
aspects of the study have changed over.tirhave learnetb write, and then come back and
examine the flow and argument of my writing to see if it is not only coheremligos well
with thearguments am makingwith the conceptual frameworksalvan and Galva(2017)
alsosuwggest how researchers should be abldetrribe how the literature connects to
arother. This process is also iteratias more connections are found with other scholarly
work. It seems like | am cdimualy finding new sources and ndimks betweemewwork
and what Istudied

This process has helped me understand the importance of visualiZakdfirst
realizationis providing a visual of a conceptual framework. Ravitch and Ri¢2@h2)

suggest that one view of conceptual frameworks is a visual of the organization or theory
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used. | think this israexcellem suggestion as it Igs a readr understand the partd the
study, andfurthers the alignment of thedirature review with the frameworkeyond
conceptual framework visualization, | amawmore inclined to use visualizations of
numbersMy undergraduate and graduate degrees were in mathematics education. Given this
background] generally can interpret and use numbers easily. However, | am learning that it
can help others without suafclinationsto have a visual of the numerical relaships and
findings to be able tmterpret that information more easilgvergreer{2017)describes data
visualization as a way to communieatformation. Wha determining a appropriate
visualizationof the datait is essentiato consider what yoare trying to communicate
(Evergreen, 2017 his lesson of being ehr on my purpose is critical for me as a
practitioner Evergreer(2017)alsodescribesiow to help others consider how to make
visualizations morappealing and understandablgormation that | have gleaned from
E v e r g (281&)wdrkincludes colorization, selecting the most appropriate chart or graph,
andclarifying scales, titles, and labeBvergreern(2017)also cautions about how data
visualization can provide misleading informatidimus | think it is critical to think about the
fairest andnostaccurate way to represent the information | am trying teepto promote
ethical research practices

Thenextarea of scholarly development that | have gained throughout the
dissertatiorin-practice process is more familiarityith multiple linear regressionMost
notably, | have learned more about power gout@priate sample sizes for multiple linear
regressionField (2018) andMiles and Shevlir{2001)give treatment to sample sizencerns
and howmany samples are needed &miven number of predictorandthelevel of power

These considerations were usdaen designing the study and determining which variables to
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include. Additionally, bottField (2018)andMiles and Shevlir{2001)discuss assumptions
of multiple linear modalthatwere used in this study amdll help me when | apply this
method in the future.

Finally, this dissertatioin-practice process has helped me learn to treat proltems
practice as potential scholadydeavorsThe idea for this study was inspirked alistserv
post that discussed the ndedscholarly literature othe structure anarganization of
tutoring programsBefore this process, my focus was on analyzing namogeffectiveness
Now | see so much potential in studyiogganizational effectivenessd efficiencyof
learning assistance programs arlerhigher education prograsrwWhen folks in learning
assistance conduct research, we are often just studyingurqeagrams impact or influence
student success, but wealseed to examathe effectiveness and efficiency of that work.
Now whencolleagueposequestions about issues@ayncernsn their practice, | think about
how | might be able to studire issuelLearning assistance practices need additional research
to support thenfArendale, 201Q)so thefield of learning assiahce desperately needs this
type ofresearchl nowfeel empowered to do that work in a scholarly way.

Practitioner Development

The dissertatiofin-practice process Baevelopedne significatly as a practitioner.
First, the use and design of a survey will be useful in my work. Often, survey questions are
critical for assessingrograms and servicés higher education. Second, thissertation has
allowed me to see and examihe valueof practitioner and scholarly connections. Since
implementing my survey, | hawseen the valuef networking withothersby their response
to my surveyandcreating an even tightgroup ofprofessional and scholartplleagues

Third, sectionwo of the disertatiorrin-practice was an extremely beneficial process that
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helped meeflect onmy work as a leader and the organizationahich | work.
Furthermore, thisype ofanalysis will aid me in other areas of my warkd leadership in
higher edication suchas my role leading tutoring programs or if | took a leadership role in
another area in higher education.
Survey Design

Survey desigmas been an enligéiting processWhen designinghe survey, | had to
consider several facto8. T h e a p p r o pmeihals fer suavayaddtaydepersds on
sample size, the surcvédpdactesestchkhsdasidgoguaht
(Fink, 2017, p. 153)Furthermore, Newconmreand Triplett(2015) discuss determining an
analysis plan before designing a surveyditect the data yoneed.Thus, Iconsidered all of
these before designing my surveydteterminghe most effective way to collect andalyze
thedata. This lesson igtal for me to remember aspaactitioner, as | often do not think
ahead to the analigsmethod whenlesigning a surveyAnother aspect of planning the survey
that was a usefuéssonwas giving time for pilot testing. Taking the &nmo get several
rounds of feedbaclwasextremely helpful for me to addarity andaddvalidity to my
proces. Fink(2017)andNewcomer and Triple(2015)claim that pilot testingsurveys are
essential processescan see whyand it makes me want tie sure to include a pilot testing
process in every survey | implement.

The second way that | have grown as far as survey develosribestructureof a
survey Fink (2017)providesseveral recommendations for sunstgucture such as
including definitions, a progress bar, dma/ingeasyto-answerguestions at the end. This
process of survey str uct u(20&7)wiork whersdesigning, and |

surveys in the futurdNewcomer and Triple{2015)discuss havingn introductiorto the
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survey that also describes the purpose. | attempted to do that as e¢ti my survey and
email to participantsSome of thesuggestionssuch as leaving demographic questions at the
end are counteintuitive, but | can see how #@ssistegeoplein completinga survey.

| have also learneshethods of followup and implemetation. When conducting a
survey sending regular reminders amedking responseas needed for mimprovedresponse
rate(Newcomer & Triplett, 2015)n my dissertation process, | had several folopremails
and phone callsNewcomer and Triple{f2015)suggestdding the purpose to a survey
introduction which would add context, but | found that adyleven more relevancy to the
studyds f i ndi ngsFohezample ldespaedstpadistsere post thdt was .
discussing thresearch | was tryingp conductand included my survegs part of my
responseSeveral people filled it out afteratemailresponse. Second, phone calls helped
tremendouslyas it added a human connectiowl @llowed prograneadergo askand
receive clarificatioron questionsabout the surveyNewcomer and Triple{2015)discuss the
benefit of followup contacts in boosting response rates.
Connections in the Field

Another way that this dissertatiom-practicehas helped mgrowis through
connections with others in the fiel@his proces$as allowed meotconnect with other
across the US and world. For example, | have a meeting set up with a Learning Center
coordnator in May and an email exchange withAarstralianabout conducting a similar
study in theAustraliancontext.This study has been apporunity to connect with like
mindedcolleaguesand achance to engage and make connections with otherswivatd not
have done otherwis&his realization echoBaxter Magolda €009)description of

connecting with supportive partners both personally and professionally as a mwiethod
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growing a stronger sense of séidditionally, the ability to use my knowledgedn
understanding to support my colleagues across the world and conduct research that is needed
has beemotivating to me professionally.
Reflective Practices

Section two of thiglissertatiorn-practice include@ leadership and organizational
analysis obur programof study.This analysis of both the leadership and organization of Sl
programs allowed me to engage in reflective practices that leelgerspectives both of
those areas. Merriam andeéBeéma(2014)describethereflective practice as a method of
learning where the individual reflects on experierared makalecisions based on that
information. This se@n and its analysis provided this reflective experience for Fue.
example, situational leadership helpedunderstandhow different leadership styles could
be used to support Sl leaders in different waays build organizational structures to do that
Another example of how the leadership analysis affected my development wigsctission
of transformational leadershighich made me realize that SI program administrators need to
spend more time discusgitthe vision of the SI program to inspire arjage followers.
This leadership analysis provided helpful and practical suggestions for me as a program
supervisor. Thus, | hope tmntinue toengage in this leadership analysis as | progress in my
professimal career

Similarly, the organizational aitysis providechew perspectivesn the organization
of Sl programs and their effectiveneBslman and Deal2013)discuss the process of
reframing inthe field oforganizational analysisvh i ¢ h A r abiljtyto thirk abowat n
situations in more thanenwway , whi ch | ets you develop alter

(p. 5).For exampe, using the symbolic frame of organizational analysis helped me
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understand the importance of using stories and builiogiture in an Sl program.
Analyzing programs and services throwgiorganizational lens provides new perspectives
on operations aneffectiveness. Thus, | think this process of analyzing my work through
organizational leres is essential for me as afassional.
Assessment Work

Lastly, this proceskas helped me in myork in assessmen@necritical
competency of student affairsgbessionad is assessment, evaluation, and rese@lehnson
Eanes et al., 2015) his dissertatiofin-practice process has helped rmg@rove my
understanding of qualitgssessment practices agiden me greater abilitieandconfidence
in designing assessmeor different prograreand student learning outcomtasough welt
honed and specific, measul@besearch questions.

Conclusion

The dissertatiofin-practice has been a valuable proceas ltlas helped me grow as a
scholar and as a leadés a scholar, | better understand statistical techniques and
visualization strategies that will help me arzayproblems more idepth. | also have a better
understanding of the processd#veloping andupporting scholarly work with bodies of
literature, theories, aralconceptual framework. Finally, as a scholar, | have a better sense of
how tosee problems giractice as potential scholarly vkahat could helgellow
practitioners As apractitioner | have seen the valug being able talevelop bettesurveys
as well as ussurveysas assessment tools. THissertatioAn-practiceprocess has also
shown meheimportane of connectiondetweerpractitionersn the field. Being able to
connectwith others, share ideas, and support each atlresearch has provided valuable

insightsandrelationshig in the field The process of analyzing an organizatioteadership
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for this study has beenhelpful reflective process. As my role changesha tuture, | hope
to periodicallyengagean leadership and organizatiorraflectionto add new insights into my
roles andesponsibilitiesLastly, this work has bearseful toapply toprogram evaluation
and assessment in my work. It has given me adaitiskills to not onlyanalyzethe work |

do butalsothe design of assessment activities.
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Appendix A

S| Program Survey
This survey is designdd collect data for a research study about the effect of SI program
administrator activities and funding on program outcomes. Weas@ucting this study to
determine what Sl program supervisory activities are the most critical for program outcomes,
theoptimal level of those activities, and to assist in prioritizing these tenets. The research is
conducted as part of a dissertationhat University of Missouri Columbia.

We invite you to take part in this research study because of your potentiatiaffilvith an

S| program. If you do not feel you can answer the following questions or do not feel you are
the appropriate person,galse pass this survey along to the current Sl supervisor at your
institution.

Anyone who leads a Supplemental Instruct{§I) in North America based on the model
created at the University of MissotirKansas City are invited to complete this study. You
are assisting Sl program administrators in learning how their activities affect program
outcomes. By participating in thresearch, the results of the research will help SI program
administrators lead their programs. The results of the study coulddrelpistrators find

gaps in their current practice and subsequently advocate for resources. If Sl programs are
seeking to gpand or implement new Sl programs, the findings will help them do that.

Your participation in this research should only take apiprately 1615 minutes if your data

is readily available. Your participation in this survey is entirely voluntary. Youstogyat

any time and decide not to complete the survey, and your responses will not be recorded.
Only one survey response per progiaen semester/term is needed.

Participants who choose to include their email when completing this survey will receive a
copy of the findings. There are no other known benefits to participate in the study.

The information we collect about your Sl prograui be kept anonymous, and no

identifiable information for the institution or program will be present in the resuttgeof

study. Additionally, the data wil!/ be stored
protection.

If you have any questiorts concerns, please contact Kirk Skoglund at
kaskhn@mail.missouri.edu or the dissertation advisor, Dr. Timothy Wall, at
timwall@nwmissouri.edu.

If you have questions about your rights as a research participant, please contact the
University of Missourii Columbia Institutional Review Board (IRB) by phone 5&-
3181 or email irb@missouri.edu.

Definition of Terms:
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l

Administrative staffi any personnel associated with an S| program who assists in the
program administration, including training, observagiosession planning, program
evaluation, data collection, and logistics. These personnel include SI mentors,
graduate assiants, professional staff, and clerical staff.

S| Mentorsi program assistants that may assist with a variety of SI program tasks,
including observations, assisting Sl leaders with planning, assisting with training,
data collection and evaluation.

To canplete this survey, you will need access to the following information:

For a given semester or term, the following data points:

l

T
T

Average grade differentiat defined as the difference in the average final course

grade of the entire Sl program fogaen semester using a fepoint scale (4=A,

B=3, etc.) between the students who attended at least one Sl session compared to the
studentsvho did not attend any Sl sessions.

The difference in DFW rateg for the entire S| program defined as the difference
between the rate of students who earn a D, F, or withdrew from a course and attended
at least one Sl session and the students who eaidgH,ar withdrew from a course

and did not attend any Sl sessions

Percentage of students who attended at least o6& sessiof for the entire Si

program for Sisupported courses.

Approximate number of training hours, number of SI Leaders, number of

obsewation hours, administration hours (see guided questions below for more

details.)

Approximate amount of funding dewted to the SI program for a given

semester(see the guided questions below for more detail.)

*If you are missing this data point and cahnalculate it, you may leave it blank.

Guided Questions

For these questions, consider a specific semester or term for which you have the data listed
above for your entire S| program.

1.
2.

What term or semester are you usifg8. Fall 2019 or Winter/Spring 2018)

What is the average final grade differential your SI program during the designated
semester or term? Calculate by taking the average final course grade of all the
students who did not attend any Sl sessions using gfont scale (4=A, 3B, etc.)

and subtract it from the average final grade usifigurpoint scale (4=A, 3=B, etc.)

for all the students attended at least one Sl session. For example, if the average final
grade of the Sl attendees was 2.00 and the average final gradestoidénets who did

not attend Sl sessions was a 1.50, theedifice would be 2.60.50=0.50, and you

would enter 0.50.

What iIs the difference in DFW rates for
designated semester or term? Calculate by suintgettte rate of students who earned
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a D, F, or withdrew frona class who attended at least one Sl session from the rate of
the students who earned a D, F, or withdrew from a class of the students who did not
attend any Sl sessions. For example, if the DBW of the student who attended Sl
sessions was 15% and th&W rate of the students who did not attend S| sessions
was 33%, the calculation should be B3-18% and that should be entered for this
guestion.

4. What is the percentage of students who attematiézhst one Sl session for the entire
S| program for theigen semester or term? Calculate by taking the total number of
students who attended at least one Sl session divided by the total number of students
enrolled in S| supported courses.

Please egtiate how many administrative hours wepent in totabn the following activities
in a given semesta@r term

5. Total Observation Hours: Theapproximate number of hours spent observing,
preparing to observe, and debriefing with SI leaders following oagens. These
hours can include peer observations, observations by S| mentors or program
assistants, and observations by professional oppziessional staff.

6. Total Training Hours: Any administrative hours planning and delivering training,
including inital or presemesteand any ongoing training. This figure includes the
actual training time. Do not duplicate planning tif@ecasionally, stff members
work together to plan training, only double that time if each staff member is working
on separate tasks

7. Total Planning Support Hours: All administrative hours devoted to assisting Sl
leaders with planning Sl sessions. This figure does ntdadacultyme mb er s 0
assistance wit h pindvidualiplanginggimeordyn S| |l eader 6
administrative timeledicated to assisting Sl leaders with planning.

8. Total Administrative Hours: Any hours by office staff, Sl leader, SI Mentors,
graduate assiants, or professional staff devoted to SI program evaluation, faculty
meetings, data collection, and trackingyad writing, room scheduling, emailing,
etc. These hours should not include training, observations, or planning activities.

9. Total Funding for the SI program for a specific semester and termThe
approximate total amount of funding, including the salaofes! S| leadersand
administrative staffand operatioal costs of the S| program. If administrative staff
have multipleroles accounbnly for the portions working for the SI program. For
exampl e, if 25% of an admimiodyt285%af or 6 s t i n
his/hersalary should be used in this calculatiddditionally, if it makes sense to
divide your annual budget by the numbéterms/semesters to calculate the cost for a
semester, please feel free to do that.

Other Questions
10.How many SlLeaders were employed and actively holding sessions by your
i nstitutionbés program during the given se
11l.Was vy our IiSipmdramtacctediteédertiliesl by the International Center for
Supplemental Instruction during that semester/teiyi&2/(No)
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12.Which adaptations, if any, differentiate your implementation of Sl fronmibeel
presented by the International Center for Suppléaténstruction at UMKC? Please
elaborate on them here.

13.Your institutionds name?

141 s your insti t(publicooprivatonsi der edé?

151 s your instit uwyearorldyewrdnsi deredeée. ? (4

16.What is your naméf provided will only be used for follovup/clarification
purposes)

17.What is yourpreferredemail (if provided will only be used for follovap/clarification
purposes?

18.What is your phone number (if provided will only be ugadfollow-up/clarification
purposes)?

Thank you for completing the survey questions. Please click the arrow key to submit your
responses.
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Appendix B

Initial Email to Contacts

Colleagies,

| am completing my Doctorate in Education in Educational Leadership and Policy Analysis
at the University of Missouri, andam seeking your assistance in a research study #iut
effect ofSupplemental Instruction (SI) program administrator agtiviand fundingpn

program outcomes.

| am conducting this studgs part of my doctoral dissertation and htpdeterminewhich Si
program activities are the most critical for program outcomespptimal level of those
activities,and prioritizing thes tenets.

You are invited tdake part in this research study becanfsgour potential affiliation with an
S| programThe Sl program should be based on the model presented by the International
Center for Supplemental Instruction at the University of §disrii Kansas City model, but
institutional adaptations are expectéd/ou no longer supervise an Sl program, please pass
this surveyalong to thecurrentSI supervisoat your institutionOnly one survey response

per program per semester/term is nekede

Your participation in this research should only take approximatelisl®inutes if your data
is readily availabl@ndis entirely voluntary.If you plan on completing this survey, please do
soby <INSERT DATE>

To access the survey, please clickfthiewing link:
<INSERT LINK>

Participants who complete this survey will receive a copy of the findlinkyggsy choose to
provide an emailThere are no oth&nownbenefits to participate in théusly.

The information we collect about your Sl prograntl Wwe kept anonymouysnd no personal
identifying information will be present in thresults Additionally, the data will be stored on
the researcherds computer behind password pr

If you have any questions, please feel free to contact me orsagrthtion advisor, Dr.
Timothy Wall (timwall@nwmissouri.edu).

| hope you consider participating.

Thank you,

Kirk Skoglund
Doctoral Candidate
University of Missourii Columbia

kaskhn@mail.missouri.edu
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Reminder Email to Contacts

Colleagues,

This email is a friendly reminder regarding the SI program survey in the email below. If you
have a moment to fill out the survey, it woulel greatly appreciated. This data is critical for
my dissertation.

If you plan to fill out the survey, please do soMSERT DATE>

If you have any questions, please feel free to contact me or my dissertation advisor, Dr.
Timothy Wall {imwall@nwmissouri.edu

| hope you consler participating.
Thank you,

Kirk Skoglund

Doctoral Candidate

University of Missourii Columbia
kaskhn@mail.missouedu

Colleagues,

| am completing my Doctorate in Education in Educational Leagesstd Policy Analysis
at the University of Missouri, andam seeking your assistance in a research study #imut
effect of Supplemental Instruction (SI) program administrator activities and furmaing
program outcomes.

| am conducting this studgs @rt of my doctoral dissertation and hdpaleterminewhich Si
program activities are the most critical for program outconmespptimal level of those
activities,and prioritizing these tenets.

You are invited tdake part in this research study becaafsgour potential affiliation with an
S| program.The Sl program should be located in North America and based on the model
presented by the International Center for Supplemental Instruction at the University of
Missourii Kansas City model, but institutional adaptations are expetgol no longer
supervise an Sl program, please passsiligeyalong to thecurrentSI superisor at your
institution Only one survey response per program per semester/term is needed

Your participation in this research should only take approximatelisl@inutes if your data
Is readily availablendis entirely voluntary.If you plan on comgting this survey, please do
so by<INSERT DATE>
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To access the survey, please clickftii®wing link:
<INSERT LINK>

Participants who complete this survey will receive a copy of the findlinigsy choose to
provide an emailThere are no oth&nown benefits to participate in the study.

The information we collect about your Sl prograiti be kept anonymoysnd no personal
identifying information will be present in thresults Additionally, the data will be storezh
the researchero6s computer behind password pr

If you have any questions, please feel free to contact mg digsertation advisor, Dr.
Timothy Wall (timwall@nwmissouri.edu

| hope you considgparticipating.
Thank you,

Kirk Skoglund

Doctoral Gindidate

University of Missourii Columbia
kaskhn@mail.missouri.edu

Email to Listservs:

Colleagues,

| am completing my Doctorate in Education in Educational Leadership and Policy Analysis
at the University of Missouri, andam seeking your assistance in a researctystbdutthe
effect ofSupplemental Instruction (SI) program administrator activitesfandingon

program outcomes.

| am conducting this studgs part of my doctoral dissertation and htpdeterminewhich Si
program activities are the most criticat forogram outcomes, the optimal level of those
activities,and prioritizing these tets.

Given that members of this list are often affiliated with an Sl program, | am asking many of
you to take this surveyf you no longer superviser are affiliatedwith an SI program, please
pass thisurveyalong to thecurrentSI supervisoat yourinstitution Only one survey

response per program per semester/term is needed

Your participation in this research should only take approximatelislfinutes if youdata
is readily availabl@ndis entirely voluntary.If you plan on completing thisusvey, please do
so by<INSERT DATE>

To access the survey, please click the following link:
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<INSERT LINK>

Participants who complete this survey will receive a cophefindingsif they choose to

provide an emailThere are no oth&nown benefits to participate in the study.

The information we collect about your Sl program will be kept anonynamasno pesonal

identifying information will be present in thhesuls. Additionally, the data will be stored on

the researchero6s computer behind password pr

If you have any questions, please feel free to contact me or my dissertation advisor, Dr.
Timothy Wall (timwall@nwmissouri.edu

| hope you consider participating.
Thank you,

Kirk Skoglund

Doctoral Candidate

University of Missourii Columbia
kaskhn@m#missouri.edu
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Appendix C

These terms and definitiomall be included in the appendix of the journal article when

submitted.

1.

Administrative hour§ any hours by office staff, SI leader, Sl program assistants or
S| mentors, graduate assistants, or professional staff that are dedicated to Sl program
evaluaton, faculty meetings, data collection, and tracking, report writing, room
scheduling, emailingetc. This figure does not include training, observations, or
planning activities.

Difference in DFW rate$ the difference between the rate of students whio a4,

F, or withdrew (DFW) from a course and attended at least one Sl session and the
DFW rate of the students who did not attend any Sl sessions

Grade differential the difference in the average final grade of the entire SI program
across all their cases for a given semester using a fpamnt scale (4=A, B=3, etc.)
between the students whiteand at least one S| session compared to the students who
did not attend any Sl sessions.

Observation hours the approximate number of hours spent observirepasing to
observe, and debriefing with S| leaders following observations. These hours can
include peer observations, observations by SI mentors or program assistants, and
observations by professional or paraprofessional staff.

Planning hour$ all admiristrative hours devoted to assisting Sl leaders with
planning SI sessions.

Total Funding the approximate total amount of funding, including the salaries of all
Sl leaders and administrative staff and operational costs of the SI program.
Training hoursi administrative hours planning and delivering training and/or
professional development, including initial and any ongoing training. This figure
includes the actual training time as well as time planning it.
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VITA
Kirk Skoglund entered thedid oflearnng assistanceluring his undergraduate degree as a
math tutomwith the desirdo follow most of his family in the world of KL.2 educatioras a
high school math teachekfter discovering a passion for helping students learn and the
excitemenbf supportirg students imigher education, Kirk pursued and attained a myriad of
student employment roles during his undergraduate dagobeding such positions astour
guide, orientation leader, peer advisor, and office assistant. After gradkatigas
offered a shofterm position conducting research at his alma mater in collaboration with
Birmingham City Universityconducting research on peer academic support sygtetine
context ofinternational higher educatiowhat was designed to be shtetm ened up not
being short, and Kirk continued working at his alma matile working,Kirk attaineda
master 6 s de gMathematicawithh wha s how negognized as the foolighe s
escaping higher education to be a math teacher. After workiegdership roles in higher
education, Kirk decided that further education in educational leadership was necessitated.
Besides school, Kirk isreavid runner, cook, and reader. This dwoate will not likely be the

end of Kir kos ed ulldikely bethe enly doptorates ui t s, but



