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Table 47

Findings for Interview Question #10: What Challenges Outside of the Classroom Do Adjunct
Faculty Face?

Respondent Group Summary of Findings

1. New Adjuncts Compensation /benefits
Little interaction with other faculty
Time constraints from other jobs
Lack of evaluation
Lack of time for professional development

2. Veteran Adjuncts Office space
Understanding of policies/procedures
Lack of job security/bumping
Involvement/interaction with colleagues
Lack of time and funding for professional
development
Primarily electronic communication (impersonal)
Lack of evaluation

3. Union Officers Office space
Unfair compensation
Lack of job security
Involvement/interaction with colleagues
Parking
Awareness of resources
Lack of evaluation
Inconsistent scheduling procedures
Inconsistent communication from department
chairs

4. Department Chairs Compensation
Lack of job security /bumping
Multiple preps due to financial need
Campus construction
Unprepared yet compelled to teach new courses
Geographical factors limit interaction
Interaction with colleagues

5. Administrators Compensation
Parking
Scheduling
Lack of time for professional development
Understanding of policies/procedures
No sense of community
Access to resources
Timing for professional development
Inconsistent evaluation process
Balancing multiple jobs
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Findings for Interview Question #11: How Would You Describe the Role of Adjunct Faculty in

Decision Making at the College?

Respondent Group

Summary of Findings

1. New Adjuncts

Academic freedom
Little input outside of classroom
Some adjuncts choose textbook, materials, etc.

2. Veteran Adjuncts

No role in decision making at TCC
Able to volunteer for committees
Choice of textbook in some cases

3. Union Officers

Shared governance

Same adjuncts involved over and over
Academic freedom

Adjunct advisory committee represents adjunct
opinions

Decision making role varies between
departments

4. Department Chairs

Academic freedom

Shared governance — not many adjuncts involved
Difficult to involve adjuncts

Some freedom to modify syllabus

Textbook and curriculum usually prescribed
Adjunct advisory committee represents adjunct
opinions

No formal effort to solicit adjunct feedback

5. Administrators

Shared governance

Difficult to involve adjuncts

Temporary status limits involvement

Adjunct advisory committee represents adjunct
opinions

Provide input but do not make decisions
Department meetings open to adjuncts

Table 49

Findings for Interview Question #12: What Forms of Reward or Recognition Are Offered to Adjunct

Faculty?

Respondent Group

Summary of Findings

1. New Adjuncts

Adjunct teaching awards
Recognition primarily from union
Feedback from students
Appreciation from department chair

2. Veteran Adjuncts

Adjunct teaching awards
Annual pay raise
Acknowledgement of publications

3. Union Officers

Adjunct teaching awards
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Table 49 (continued)

Findings for Interview Question #12: What Forms of Reward or Recognition Are Offered to Adjunct
Faculty?

Respondent Group Summary of Findings

4. Department Chairs Adjunct teaching awards
Appreciation shown at in-service; should be
communicated more frequently
Communicate appreciation through emails and
other informal means

5. Administrators Adjunct teaching awards

Table 50

Findings for Interview Question #13: Please Describe Any Other Factors That Cause Stress or
Burnout Among Adjunct Faculty That We Have Not yet Discussed.

Respondent Group Summary of Findings
1. New Adjuncts Lack of full-time opportunities
2. Veteran Adjuncts Minimize bumping of adjuncts from classes
3. Union Officers Financial pressures
Unfair hiring procedures
4. Department Chairs Lack of communication with department chairs
5. Administrators Financial pressures

The collective findings from both institutions revealed a dominant theme that
suggests the existence of multiple organizational risk factors for adjunct faculty
burnout. Specific risk factors are presented as a priori and emerging subthemes.

Dominant theme: Various risk factors for burnout are experienced by
adjunct faculty. Coding of qualitative data from both Tesla Community College and
Feynman Community College revealed that multiple potential risk factors for
burnout are present at each institution. The a priori and emerging subthemes that
expand on this theme are presented in the following subsections.

A priori subthemes. Interview data collected from adjunct faculty and
administrator participants revealed five a priori subthemes that provide insight into

the potential risk factors for burnout that are present at each institution. The five a
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priori subthemes related to the potential risk factors include the following: (a) general
employment conditions, (b) access to resources, (c) evaluation, (d) interaction with
other faculty, and (e) decision making.

General employment conditions. Insufficient compensation, job security, and
benefits such as health insurance are well documented as major challenges faced by
adjunct faculty. Forty-five percent of adjunct faculty from two-year institutions
earned less than $2,500 per course in 2010 (AFT, 2010, p. 13). Another study from
2003 showed that adjunct faculty in two-year institutions were compensated at a rate
that was less than half of that earned by full-time faculty (NEA, 2007, p. 8). The gap
between annual incomes for the two groups is even greater when one considers the
number of courses taught by an adjunct faculty member. Jacoby (2006) explains that
community college adjunct faculty teach approximately half as many hours per
week as full-time faculty (p. 1085).

Next, job security is not guaranteed for the majority of adjunct faculty.
Typically, adjunct faculty are given single semester employment contracts (Gappa,
2000, p. 80). In a 2010 survey, 41%of adjunct faculty employed in both two-year and
four-year institutions expressed dissatisfaction with their job security (AFT, 2010, p.
4).

Finally, adjunct faculty rarely receive benefits from the community colleges
by which they are employed (AFT, 2010, p. 4; Gappa, 2000, p. 81; Green, 2007, p. 31).
Only 28% of adjunct faculty in two-year and four-year institutions receive health
insurance; however, many of those who receive benefits express dissatisfaction with

the coverage (AFT, 2010, p. 4).
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Adjuncts and administrators at both TCC and FCC expressed dissatisfaction
with some basic employment conditions at their respective institutions.
Interviewees from both colleges identified compensation as insufficient for adjunct
faculty. Interviewees from TCC also identified job security and benefits as
inadequate. Interviewees from FCC expressed dissatisfaction with campus parking.

When asked about the challenges adjuncts face outside of the classroom,
Administrator II pointed to financial challenges. He/she stated, “Financial
challenges, where they would like more pay for the work that they do.”

Union Officer I expressed dissatisfaction with the compensation provided to
adjunct faculty. He/she felt that the gap between adjunct and full-time
compensation was substantial. Union Officer I stated, “Me and everybody else in
this position is compensated approximately one-fourth or one-fifth of what the full-
timers make on top of which they have a whole benefit package . .. we have
nothing.”

New Adjunct I also expressed displeasure with adjunct compensation.
Specifically, he/she complained about not receiving a paycheck at the beginning of
the semester.

Outside the classroom I think it’s mostly a financial burden that’s

placed on adjuncts because, for instance, we got done with the fall

semester and we weren’t paid again for two months. We were working

for a month without pay.

New Adjunct I explained that he/she does pay for and receive health

insurance through the college. However, he/she considered the coverage to be

inadequate.



You don’t get benefits. They offer some benefits but they [are
inadequate]. . . . I pay for them just because I . . . want to have [some]
health insurance, but they cover almost nothing. You have to pay for it.
The college doesn’t help you.

211

Department Chair I shed light on the lack of job security that is provided for

adjunct faculty. Even when they are offered employment for the upcoming

semester, adjunct faculty may be “bumped” so that a full-time faculty member is

allowed to meet his or her minimum course load.

You know there is absolutely no guarantee of work from one semester
to the next. This past semester I ran into a situation where I had seven
full-time faculty that were not making load at the beginning of spring

semester. What did that force me to do? I had to bump adjunct faculty
off of their sections to give it to full-time faculty. That was seven days

before the semester was scheduled to start.

Veteran Adjunct I described his/her unhappiness with the process of

“bumping.” This may occur shortly before the beginning of the semester and result

in the replacement of an adjunct with a full-time faculty member.

Well, the adjuncts feel it because the full time guys and the
administrators basically have total power over you. When you sign up
for a class here, the first thing that you see is a disclaimer that says that
you can be dismissed from your class at any time for any reason
without prior notice, and that’s it. You're done. ... And that, I think, is
a putting off type of statement.

At FCC, multiple interviewees identified parking availability as a problem for

adjunct faculty. Union Officer II expressed frustration with the current parking

situation.

Parking is a big problem on [FCC]’s campus. The administration has
given us some spaces that we can raffle off but . . . the full-timers have
their own parking spaces. They have really more than they need. We
don’t have any assigned spaces . . . We're fighting with the students to
get a parking space to get to class to teach.
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Administrator II explained that many adjuncts complain about parking.
He/she stated “Parking, that’s a big challenge. We get complaints about parking all
the time.” Administrator II also explained that since there is such a large group of
adjunct faculty at the college, it is difficult to provide support for them. He/she
stated “[The administration] understand[s] that there is a limit to what they can
provide for the adjuncts because there are so many. Like adjuncts want parking. We
can’t have 900 reserved parking spots. It becomes an issue.”

Access to resources. Many researchers have documented the lack of resources
that are available to adjunct faculty (CCSSE, 2009; Gappa, 2000; Green, 2007; Jaeger,
2008; Jacoby, 2006; Jones, 2008). For instance, office space is a resource that is almost
always provided to full-time faculty but rarely available for adjunct faculty (CCSSE,
p- 19; Gappa, p. 80; Jaeger, 1 19; Jacoby, p. 1085; Jones, p. 214). Additionally, many
adjuncts teach at night when other staff have left campus (Green, p. 31). This may
affect the ability of adjuncts to take advantage of instructional resources, such as the
library (Jones, p. 214). Additionally, professional development resources may not be
as abundant for adjuncts as they are for full-time faculty (Jaeger, ] 18).

Findings from the interviews with adjunct faculty and administrators at both
institutions suggested that adjunct faculty have limited access to instructional
resources. These resources appear to be physical in nature and also related to
professional development. In many cases, resources are not available or easily
accessible to adjunct faculty due to time or geographical constraints.

Multiple interviewees at TCC cited the lack of office space as a major problem

for adjunct faculty. Union Officer I expressed the desire to have offices for adjunct
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faculty so they can meet with students. Union Officer I stated, “In general, that’s one
of the great problems is no office. No office space. You're talking to kids in the
hallways.”

While there is a part-time faculty lounge, Veteran Adjunct I explained that it
is not conducive to doing work since it tends to be a social environment.

So you don’t have any office space. They got the part time faculty

lounge, which is okay, but it’s not like an office or something like that

where you can go sit and be quiet. You know, under normal

circumstances there’s other people in there.

Participants from both institutions believed that the limited time that adjunct
faculty spend on campus impacts negatively their ability to take advantage of
resources and support systems. Department Chair II described the lack of control
that adjunct faculty may feel due to their limited access to certain support systems,
such as the copy center.

They’re not here to access certain support systems that we might have.

So even something as simple as copying a test because they can’t get

here early . . . cause[s] them a lot of anxiety. I see this also during final

exam week because they have to copy the final exam, and if they don’t
get it ahead of time then they’re very anxious kind of showing up

because they don’t have a lot of control over some of that. . . . They just
have to hope that what’s supposed to be in their mailbox is in their
mailbox.

Interview data suggested that adjunct faculty who teach during the evenings
face significant challenges related to resources since certain offices may be closed
when they are on campus. Administrator II explained how adjunct faculty who
teach at night may be unable to benefit from certain support systems.

The people who teach at night, I think they definitely feel it because

I've heard them say, “Well, we're at night and everything is closed.
Everything is either locked or we don’t have access to people. Let’s say
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registration is closed, and we have a question. The main offices on
campus are closed. So we’re just sort of on our own at night.”

Administrator I also described the unique challenges faced by adjunct faculty
who teach during the evenings. They cannot access certain resources that are
available only during the day.

They’re not as familiar with the buildings and the equipment. There’s

not the same support here. . . . The support services aren’t here, so if

they run into a problem, they don’t have as much. They’re kind of on

their own. . . . They have the same access to resources but maybe not

while they’re teaching, not at that moment.

Data collected from interviews at both institutions suggested that few
adjuncts take advantage of professional development opportunities. Administrator I
explained that the professional development resources offered to adjunct faculty are
the same as those offered to full-time faculty. However, regarding the level of
participation, Administrator I stated, “The percentage [of adjuncts who participate]
is low. Mostly it’s because of the difficulty of the timing of it.” He/she explained
that it is not possible to provide workshops at times that are convenient for every
adjunct.

When adjuncts come to me, everybody wants to have [professional

development] when they’re available. Some will say [wanta.. ..

workshop at 10 AM or I want a workshop at 7 PM. You just can’t

accommodate all the times.

New Adjunct II explained that he/she is too busy to participate in face-to-face
workshops at FCC. He/she stated, “If they were offered online, I could do them . ..

but the times that they're offered, if they're offered on campus, I unfortunately don’t

have time to do them right now. I wish I did.”
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Veteran Adjunct II explained that there is no compensation — financial or
professional — related to professional development activities. He/she believed this
to be a reason for the lack of participation in these types of activities.

Idon’t... see as many [adjuncts] as full-time [faculty participating]

because we can’t get [credit] and things for it. We just get a little

certificate that says we did it. . . . But on other campuses we get credit

for doing it. Some places give you 25 dollars.

Additionally, Veteran Adjunct II felt that he/she received little institutional
support when he/she was applying for a research grant that required the applicant
to be based at an institution of higher education.

But there are other times where I felt there wasn’t support. I had the

opportunity, I was approached to apply for a grant for . . . a sister

school project . . . I actually got to the point where I was working with

the vice president, who left, and then no one wanted to pickitup....

And I tried making another connection to get something going, [but] it

never happened. And soIjust gave up because I had to. .. be based at

a school in order to be able to pledge the grant.

Evaluation. While adjunct faculty are expected to teach courses similar to those
taught by full-time faculty, they are often held to different standards for evaluation
of their performance. According to the AAUP (2008), many institutions use only
student evaluations to assess the performance of adjunct faculty while full-time
faculty are held to more rigorous forms of evaluation ({ 13). Data collected from
interviews at both colleges revealed that a formal evaluation process was not in
place at either college. In fact, interview participants described minimal evaluation
outside of the administration of student evaluations.

It was clear from interviews with adjuncts and administrators that student

evaluations are administered in courses taught by adjunct faculty at both colleges.

However, Department Chair I explained that supervisor evaluation is usually
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spurred by a student complaint at TCC, rather than being part of a formal process
for all adjuncts.

We try. The syllabus, all of the syllabi need to be submitted to the

division by the first day of class. We do spot check if we see something

that’s very deficient or if a student brings something to our attention,

but overall we are counting on the fact that they are professional

educators and that is their job. They know how to do it.

At FCC, New Adjunct II believed that department chairs only review student
evaluations of adjunct faculty to identify significant problems as well. New Adjunct
II stated, “[Student evaluations] are just reviewed by the department heads, and I
noticed that they basically only look for . . . an overwhelming amount of negativity
going on.”

Administrator I added that evaluation of adjunct faculty at TCC is not
handled consistently across the college. Usually, a student complaint initiates the
evaluation process. Regarding adjunct evaluation, Administrator I stated, “You
know, I think some are and some aren’t. I think if there’s an issue, then there’s an
effort made to do that. But I think that’s inconsistent. It’s not a standard piece.”

Adjunct faculty participants from both institutions described receiving little
or no feedback related to their teaching. New Adjunct I expressed frustration with
the lack of feedback received from his/her supervisor. Additionally, New Adjunct I
never received the results of student evaluations, which are supposed to be returned
at the completion of the semester.

I've never actually had any interaction with my [supervisor]. . .. The

funny thing is, the students fill out feedback forms. I still haven’t

received the ones that they filled out from last semester. There’s sort of
alag.
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Union Officer II also expressed frustration due to the lack of feedback
associated with student evaluations. Union Officer II would like to receive
suggestions from the administration about how to improve his/her teaching.
Regarding student evaluations, Union Officer II stated the following;:

There isn’t any additional feedback from the administration, so it’s just

kind of like this tour that you have to do. There’s no motivation in it.

There’s kind of a disjoint between that and potential training because it

doesn’t say you need to be trained on this or you need to go take this

[workshop].

In general, adjunct participants wished to have their teaching evaluated by
their supervisor. However, none of the participants had recently been evaluated in
the classroom. New Adjunct II, who is in only his/her second year of employment
at the college, expressed the positive impact that feedback from students can have.

If you have a couple of students that just . . . say, “Hey listen I think

you're doing a good job. Thank you.” It makes all the difference in the

world. It really does. So if you know you're connecting with at least a

couple people, even one really good student, you know that your

efforts are not just falling flat. If you don’t get that good feedback from

students, you do worry. I do worry all the time.

New Adjunct I, who recently started teaching at the community college, also
believed that formal evaluation would help him/her to improve his/her teaching.

Let us get observed more by people who could tell us what we're

doing wrong, what we’re doing right. Right now I'm just flying blind.

I've been flying blind for a year. It would be great if someone could

just sit there and tell me, you might want to think about this or this was

really good. Keep that up. You want to focus more on this area.

Anything. Just some feedback. The formal recognition.

According to Union Officer II, FCC had communicated to the adjunct faculty

that classroom evaluations would be conducted. However, Union Officer II was
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never evaluated. Union Officer II expressed a strong desire to receive feedback on
his/her performance.

I did get a memo last spring saying, “Hey we're doing evaluations this

semester, so don’t be surprised if someone comes to visit you.” Well, I

didn’t get a visit. Nobody wants to come do that. . .. Everybody’s got

to have that same input. There’s got to be things in writing in your file

that you can look back on and say, hey look I did this. I don’t think

anybody ever outgrows the need to get a little gold star, ever.

Veteran Adjunct II was never evaluated either, even though it was scheduled
at the beginning of the semester.

This semester I was scheduled to be evaluated, and when it came up

again I had a broken leg and she said, “I'm not going to come do it

because I know . .. you're not interacting in your classroom like you

normally do because you can’t get around.”

Interaction with other faculty. Multiple authors have commented on the lack of
connection between adjunct faculty and the community colleges at which they teach
(Gappa, 2000; Green, 2007; Meixner et al., 2010; Wallin, 2004). Many adjunct faculty
work in the evenings, and some others have work-related responsibilities outside of
the classroom. As a result, adjunct faculty are often viewed as “outside of the
mainstream of the community college” (Wallin, p. 375). According to a 2000 CSCC
faculty survey, only 25% of adjunct faculty report interacting with fellow faculty on
their most recent work day compared to 48% of full-time faculty (Schuetz, 2002, p.
43). Interaction between adjunct faculty and their colleagues — both full-time and
part-time — was described as minimal by participants from both Tesla and Feynman
Community Colleges.

New Adjunct I commented on the limited opportunities that adjunct faculty

have to interact with other adjuncts.
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We don'’t really have any chance to interact with each other besides in

the offices. That would be nice. Just to feel a little bit appreciated and

have an opportunity where we could just talk to each other outside of

work.

Veteran Adjunct I described a social event that the college holds annually for
adjunct faculty. However, Veteran Adjunct I felt that these sorts of events were not
held consistently enough to foster significant interaction among adjunct faculty.

Once a year we have . . . a part-time faculty dinner which is real nice

and they give out awards and stuff like that and that works out pretty

good for everybody . .. and you get to sit with people. ... I meanit’s a

social gathering . . . but they only do it once a year. It might be better if

they had more social gatherings for the adjunct faculty.

Veteran Adjunct II believed that insufficient opportunity for social interaction
with fellow adjuncts prevents them from forming meaningful relationships. Veteran
Adjunct II explained that he/she did not have sufficient opportunity to form
relationships with people he/she may interact with at in-service, for example.

You start a semester developing friendships with people, and you find

people that you can share ideas or new stories with or classroom things

with . .. and then all of a sudden a new semester starts and your

schedules are different and you never see the person again.

Administrator II described the lack of cohesion among adjunct faculty in
comparison to the solidarity shown by full-time faculty. He/she stated, “I think
[adjunct faculty] feel like, that we’re kind of alone in this. I think they feel that the
tull-timers it’s there for them. They have more this cohesive group where as we're
just kind of stragglers.”

New Adjunct I also explained that segregation between full-time and part-

time faculty occurs at times. This limits the ability of adjuncts to interact with their
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tull-time colleagues and also sends a message that adjunct faculty are not considered
part of the faculty community.

They had a full-time faculty mixer and then they had a part-time

faculty mixer. So what I went to was a part-time faculty mixer. .. .1

think that’s sort of where we feel like there’s a deliberate attempt to

keep us out of the loop because [the president] talks to them in the

morning and talks to us at night. We’re separate. Separate but equal.

Union Officer II explained that the timing of certain events, such as adjunct
in-service, prevents adjunct faculty from interacting with full-time faculty or other
college staff.

Well, it’s because we don't feel like we belong because we’re not part

of the culture. . . . We have our big adjunct meeting at the beginning of

... the fall semester and the spring semester. Well, the fall semester our

adjunct meeting starts an hour after the all school picnic. We don’t get

a chance to interact with anyone else at the college.

Additional evidence of separation between adjunct and full-time faculty was
provided by Administrator I. Both adjunct and full-time faculty unions have an
online discussion board used to discuss employment issues. However, integration
between the two groups does not currently exist.

The full-time faculty being union . . . they have their own discussion

board. When they have a discussion about issues, it’s only the full-time

faculty. The part-time faculty union has one as well so when they have

their discussions it’s about the part-time. There’s not an integration at

this point. So I think that’s part of why there’s a separation.

Veteran Adjunct I believed that many adjunct faculty do not wish to increase
their level of involvement with the college, perhaps due to external responsibilities.

I'm not sure that many of them want to be involved. A lot of them, if

they’re working multiple part time jobs at multiple institutions, they
don’t have a lot of time to be standing around here shooting the breeze.
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New Adjunct II has yet to attend an adjunct in-service. While New Adjunct II

appeared interested in attending, external work responsibilities prevented him/her

from doing so. He/she stated, “I haven’t attended any of the adjunct [in-services].

The in-services are voluntary. . . . I also worked exactly at those times. Those were a

lot of my big private tutoring days.”

Department meetings might provide an opportunity for adjunct faculty to

interact with other full-time faculty and also the department chair. However,

Veteran Adjunct II expressed frustration with not being invited to department

meetings or having the opportunity to meet personally with his/her department

chair.

My first department chair used to invite the adjuncts to come to the
faculty meetings. No one since then has. ... I don’t see a lot of
department chairs meeting with the adjuncts other than at the in-
service at the beginning of each fall/spring semester. You have to have
the person who's your supervisor be aware or be accessible, and I don’t
feel that that’s case.

Department Chair I described the negative impact from the lack of

interaction between adjunct and full-time faculty. Department Chair I described the

following challenge:

Not having time with the full-time faculty to really talk through about
what’s working in the classroom. The curriculum itself. Oh how do
you deliver this? How do you find that they respond to this? There’s
definitely a disconnect between the full-time and adjunct faculty and
that’s so important when you're looking at it from a programmatic
level.

Decision making. Literature related to adjunct faculty describes their minimal

role in decision making related to the educational processes of the institution.

Adjuncts are unlikely to participate in curriculum development, department
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meetings, or other related activities that are expected of full-time faculty (Jacoby,
2006, p. 1085; Phillippe & Sullivan, 2005, p. 99). In some cases, opportunities are
presented to adjunct faculty to become involved in the decision making process.
However, compensation for their participation is offered infrequently and, therefore,
does not provide sufficient incentive for adjuncts to become involved (Christensen,
2008, p. 32; Wallin, 2005, p. 4).

Two perspectives were provided during the interviews at Tesla and Feynman
Community Colleges. First, participants suggested that adjunct faculty do not play a
large role in making decisions on campus, especially at the institutional level. At the
classroom level, minor differences in decision making exist between the two
colleges. Second, participants described the difficulties associated with including
adjuncts in the decision making process.

When asked about the role adjunct faculty play in decision-making at TCC,
Veteran Adjunct I stated, “You don’t really have much of a role in doing that. . ..
They don’t really ask your opinion too often at all.”

Department Chair II described adjuncts as having a minimal role in decision
making at FCC. This is due, in part, to their lack of attendance at department
meetings. Department Chair II stated, “I would say they have a very small role [in
decision making]. Our monthly department meetings, adjunct faculty do not attend.
I'm not even honestly sure that they’re aware.”

Department Chair II also mentioned that he/she does not usually make a
formal attempt to solicit adjunct feedback but will at times do so. While they may

sometimes provide input, they are not making decisions.
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When I meet with adjuncts as a group, which is only twice a year, it’s

more . . . communicating information rather than soliciting opinions.

Every once in a while, I have more adjuncts that are more vocal than

others and so they make a point of telling me, informally, about a

textbook. . . . At that point, I would invite them to a department

meeting. I would say, “I'll make sure people who are making decisions

about textbooks know your thoughts.” That’s probably about as far as

it would go.

Administrator II provided a somewhat contradictory perspective by
explaining that adjuncts are invited to department meetings. Administrator II
pointed out that adjuncts may provide input but are ultimately excluded from
making decisions.

As far as making a decision, they can give input but they don’t make

the decisions. For example, many of them are invited to the department

chair meetings, so they can have input on the textbooks. But for them

to say, “I want to teach this textbook,” no.

Administrator II also provided details about the adjunct advisory committee.
This is a committee consisting of adjunct faculty that is chaired by Administrator II.
The purpose of this group is to provide input from the adjunct perspective to the
administration and help to influence decisions made at the college. Administrator II
commented on the influence of this group by stating, “The advisory team has some
say and some input, but overall on a larger level, it’s not that much.”

Administrator II provided some evidence of inclusion of adjunct faculty in
shared governance at FCC. This was, in part, borne out of a suggestion made by the
adjunct advisory committee.

We have . . . strategic priority teams and we have started to include

adjunct faculty members because the advisory team said to me, “We

should have adjuncts on those committees. . ..” So in that essence,
they are involved in the decision making there.
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While adjunct faculty are able to participate in shared governance at TCC as
well, Union Officer I expressed cynicism over their ability to influence decisions.

I haven’t gotten involved in shared governance at this point. . ..

Theoretically, you have a voice at making all the decisions. I haven’t

said anything yet. I've got my doubts that it will actually happen that

way. ... I think a lot of it is window dressing, but I could be wrong

because I would generally have a cynical attitude about these things.

Data from both institutions reveal challenges associated with including
adjunct faculty in the decision making processes. Union Officer I believed that only
a small group of adjuncts are involved in work-related matters outside of the
classroom.

Five percent of the people do 80% of the work. Ibelieve that

wholeheartedly. And so your joiners, your doers, they're the same

guys who do everything else. [They] work in the union, and it's a

select group. They’re the ones running the organization.

Administrator I identified lack of compensation as a reason that adjunct
faculty do not frequently serve on institutional committees. He/she stated, “They
feel like they should be paid to participate because the full-timers are doing it during
their paid time. The opportunity is there, but it isn’t perceived as the same.”
Additionally, the limited availability of adjunct faculty prevents them from serving
on committees. Administrator I explained, “Those committees meet during the day
and [adjunct faculty] are not as available.”

Regarding the adjunct advisory committee at FCC, Department Chair II
explained that it has been difficult to find adjuncts to represent the entire adjunct
faculty population. Department Chair II stated, “It’s difficult to find the right mix of

people to serve on that committee because the ones with a lot of issues might not

have time to say I want to serve on an advisory committee.”
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Veteran Adjunct II explained that adjunct faculty are allowed to become
involved in the shared governance process by serving on committees. However,
adjuncts must seek those opportunities out voluntarily.

The only way that we can have an impact on things is if we make that

step to get involved in things that we’re not going to get paid to get

involved in. . .. I don’t think that [adjuncts] are specifically excluded,

but I think adjuncts have to look for those opportunities or ask their

department chairs.

On a smaller level, adjunct faculty at TCC appear to have considerable
freedom to make classroom-related decisions. For instance, Department Chair I
explained that outside of certain syllabus requirements, adjuncts have the freedom
to make decisions about textbooks and methods of delivery.

When I [train] a new adjunct faculty member, I say I am able to

provide you with as much or as little assistance as you like for both

syllabus creation and textbook selection. If a faculty member comes in
and they are a master in their field . . . they know what works. . .. We

do have some requirements for the syllabus . . .. [but] decision making
in terms of instruction, in terms of delivery, [and] textbook . . . is in
their hands.

Union Officer II suggested that some differences may exist between
departments at FCC regarding how adjuncts are involved in the decision-making
process at the classroom level. Union Officer II stated, “You don’t always get a say
in curriculum or textbooks. Again, that’s that tone that’s set by the department.”

In his/her department at FCC, Department Chair II explained that adjuncts
have little choice related to the textbook or other aspects of the syllabus. However,
their input is considered informally.

In our area we choose the textbook. We don’t often solicit their input in

any formal way. We’ll hear things informally where an adjunct may
say something to somebody about a textbook, which will sort of get
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tiled away and at some point when we make a change that may come
up.

Emerging subthemes. Four emerging subthemes related to the fourth research
question were identified. Three of the emerging subthemes — geographical barriers,
threat to full-timers, and informal communication — emerged from the interview
data collected at each institution independently. The fourth emerging subtheme —
scheduling — emerged from the data at Feynman Community College only.

Geographical challenges. Access to resources and interaction with colleagues
appeared to be affected negatively by geographical barriers at both TCC and FCC.
Campus size and the location of classes were identified as geographical factors that
cause stress for adjunct faculty and may contribute potentially to job burnout.

New Adjunct I explained that due to the size of Tesla Community College’s
campus, requests for technological resources require adjuncts to plan multiple days
in advance depending on where they teach.

If you're on [one side of] campus . . . then you have to request things

way in advance to get them over there. . . . If you want to do anything

involving multimedia, you have to put in your request two days ahead

of time whereas if you're in [a different] building, you [need] two

hours [notice].

New Adjunct I elaborated on the geographical barriers that prevent some
adjuncts from accessing certain resources, such as the copy center.

They really don’t have a copy center over here. That way they have to

get everything from . . . the west side. So they have to have it shipped

over here. You have to submit that online, and it goes to [one]

building, and then they have to inter-office mail it over. . . . If you don’t

order in time, you won't get it for the next day.

Department Chair I explained that the current construction projects at TCC

are partly responsible for the limited access to certain resources.
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The other thing which is really a challenge . . . at this time . . . [is] this
huge construction . . . project. People are displaced. They're not in tech-
enhanced rooms. They have to really go the extra mile to make the
reservations with circulation services. It just complicates that resource
issue.

At FCC, Department Chair II pointed to the location of classrooms as integral
to the formation of a sense community within the department. In Department Chair
II's department, classes have been dispersed throughout the campus, reducing the
amount of interaction between faculty.

When more [department] classes were in one building, then they all
saw each other between classes and they knew where the [department]
classrooms were, but then again that was more social and informal. . . .
It was a smaller common area, but . . . because there [were] so many
[department] people there at the same time, that worked well. Now,
our classes have dispersed a little bit, and as a result, the faculty have
[dispersed]. There’s not really common area for [department] faculty or
[department] adjunct faculty because now they're really spread among
three different buildings. It still gives them a chance to talk to other
departments but less so within the department.

Threat to full-timers. Multiple interviewees at both colleges stated or implied
that some full-time faculty view adjunct faculty as a threat. The nature of this threat
took on various forms across the interviewees.

For instance, Union Officer I viewed the threat as economic in nature. When
asked how adjunct faculty were viewed by full-time faculty, Union Officer I stated
the following:

I think number one as a threat. Often as an inconvenience. The basic

idea I think is that if there weren’t any adjuncts, there would be a lot

more full-timers. . . . The full-time faculty has nowhere to go but down.

They’ve got as much as they could possibly have in my point of view.

Their health benefits, the whole package of which we have [none].
From that point, everything’s a threat.
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Veteran Adjunct I relayed a story about the time he/she helped to develop a
new course. After helping to prepare the course, he/she perceived that the full-time
faculty in the department felt threatened by his/her involvement.

That’s like they were talking to me about co-teaching, some team

teaching a new class they had, and I put some input into it and stuff

like that and then they asked me if I wanted to teach this one section of

it...and I said sure. Istarted, you know, getting ready . .. and the full

time faculty, the people that were involved, got real nervous. . . . And

then they said, no, we're going to take care of it ourselves.

Administrator I explained that some full-time faculty view adjunct faculty as
competition at TCC and may not respect the quality of adjunct teaching. Regarding
the full-time view of adjunct faculty, Administrator I stated, “They’re competition. I
think that full-time faculty really believe that we need more full-time faculty. That
our ratio is not what they think it should be.”

This sense of competition was also evident at FCC. Veteran Adjunct II
relayed a story in which he/she replaced a full-time faculty member who had
passed away. Veteran Adjunct II was placed into a class instead of another full-time
faculty member in order to gain classroom experience prior to teaching an online
course. After doing so, he/she sensed unfriendliness from full-timers in the
department.

But then the problem was . . . that since the full timer here died, two

men had been sharing all the . . . classes, so they had to bump one of

them to put me in. One’s no longer here . . . but the other one who still

is here, still doesn’t talk to me.

While he/she does not hold these feelings, Department Chair II commented

on the negative perception of adjunct teaching ability that some full-time faculty
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hold. Additionally, full-time faculty may express resistance to sharing course
materials with adjunct faculty.

I think some of [the full-time faculty] will think that adjunct[s] will take

the easier way. Now in our subject area, that sometimes means that an

adjunct will ask for a test, let’s say, then there’s some resentment when

an adjunct uses the test almost exactly as it is. They only make small

changes to it. . . . [and full-time faculty members may say], “They

should make up their own test. I make up my own test.” I think

sometimes when full-time faculty are asked to share materials. . .

they’re generally happy to do [it] until they find out that they’re sort of

being used as is or with very minor changes. Then they feel like the

adjuncts aren’t doing their full job.

Informal communication. Formal orientation is not required for adjunct faculty
at either TCC or FCC. Instead, adjunct faculty seem to learn about college policies
and procedures from their department chairs and other faculty. As a result, some
adjunct faculty fail to benefit from critical information. Additionally, some adjunct
faculty are unaware of resources that the college is able to provide to them.

Department Chair II shed light on the informal nature of orientation for
adjunct faculty at FCC. Typically, they are given a syllabus and some preliminary
information about the course they are teaching, but some details may not be
communicated effectively.

They’re all given a syllabus, that’s not a problem but some of the

details get lost and are not communicated very well. Topics that should
be covered but covered lightly. Topics that are a big focus [but do not]

translate in a syllabus necessarily. . . . Small details like the correct book
and detailed course learning outcomes are not always communicated
clearly.

Veteran Adjunct II expressed frustration with the minimal preparation

provided to him/her when he/she first began teaching. He/she stated, “[ Adjuncts]



230

get a couple of syllabi for whatever course they’re teaching [and] samples of what
other people have used and as far as I know that’s all they’re getting.”

Department Chair I explained that orientation at TCC is also an informal
process. In a short amount of time, Department Chair I is responsible for providing
information to new adjuncts, including the availability of instructional resources.

That’s part of our current challenge is we don’t currently have an

orientation program for adjunct faculty standardized college wide.

Then it falls on the [department chairs] . . . that hire the individuals in. I

have them for an hour, hour and a half after hire and I try to educate

them on how to gain access to all of the resources.

Veteran Adjunct I also conveyed that new adjuncts do not receive much
orientation. Instead, they learn the “ins and outs” while on the job.

The one guy that we did hire here recently . . . what happened was he

came in and basically he was talking to me about some of the ins and

outs of what you needed to do and he was talking to [name removed]

who is actually a full timer here . . . talking to him about some of the

ins and outs and some of the other part time instructors about some of

the ins and outs and what they needed to do at the college. He didn’t

get much other information than what he got from us.

Administrator I described the informal manner in which policies and
procedures are communicated to adjunct faculty due to the lack of a formal
orientation program.

They’re posted on the website. They're available, but they would have

to search it out where a full-timer would have been exposed to thatin a

different way. It’s all available but . . . they might have to search for it a

lot harder.

At FCC, college policies and procedures are communicated to adjuncts during
in-services. New Adjunct II explained that he/she is unable to attend most in-

service days due to external work responsibilities. Since he/she could not attend,

New Adjunct II had to “learn the ropes” on his/her own. New Adjunct II stated, “I
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haven’t attended any of the adjunct [in-services]. The in-services are voluntary, but
[my supervisor] had kind of trained me on certain things. I basically learned the
ropes on my own and everything else.”

Department Chair I described the problem of adjunct faculty being unaware
of the wealth of resources available at TCC.

I would say their number one obstacle to teaching in the classroom is

not being aware of all of the resources that the college has to offer

them. I always tell people when I'm orientating the adjunct faculty,

[Tesla Community College] is huge. There is absolutely nothing that it

cannot offer you. . . . I think that is the biggest challenge is knowing

what resources they have at their disposal.

Similarly, Administrator II explained that some adjunct faculty at FCC are
unaware of possible solutions to problems that may arise during the semester.

I think another thing that contributes to the feelings of stress, and I get

this a lot from adjuncts, [is] that they feel that they’re alone as adjunct

faculty members when it comes to creating their syllabus or it comes to

figuring out what they should do on campus or what they should do in

the classroom. If they have an issue with a student, who do I call? What

should I do? If I want supplies or if I need more materials, where do I

go, who do I talk to?

Veteran Adjunct II expressed cynicism regarding an administrator’s view of
adjunct faculty resources at FCC. Veteran Adjunct II explained that while these
resources exist, not all adjunct faculty are informed about of them.

And I know of one administrator . . . who said, “Well, adjuncts have

access to all of the things that full timers do.” Well, we don’t. We

might, but we don’t have the perception of it or we don’t know about

it.

At TCC, adjunct faculty receive a handbook that includes information about

resources and college policies. However, Department Chair I expressed doubt as to
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whether the handbook is an effective way to communicate the availability of these
resources.
The instructor’s guide book is good. I mean it’s listed there, but it
depends on the type of learner that they are. Are they someone who's
going to sit and go through a guidebook or do they respond better to
someone taking them on a tour and explaining, “Well here’s where this
is?”
New Adjunct I did not find the handbook that he/she received upon being
hired helpful. This handbook describes the types of resources available to adjunct
faculty. New Adjunct I preferred to seek out guidance from full-time faculty

colleagues.

They give you a part-time faculty handbook, which I perused. It’s
really just a matter of getting in there and doing it. When you

encounter a situation and you're forced to go seek out the answer. . . . If
I can’t find the answer myself, I'll email the full-time faculty that I'm in
touch with.

Scheduling (FCC). Interview data from FCC suggest that adjunct faculty have
limited control over their own teaching schedules. This is due primarily to the
priority given to full-time faculty in selecting course loads. The limited ability of
adjunct faculty to control their own schedules may serve as a risk factor for burnout.

Union Officer II expressed frustration with supervisors who wait until very
late in the semester to finalize the schedule for the upcoming semester. He/she also
implied that the timing for the scheduling process differs between departments.
Union Officer II stated, “Some [supervisors] make you wait until right before the
semester ends to find out about the next semester, and that can be a little frustrating,

that inconsistency.”
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Department Chair II explained that scheduling conflicts may force adjunct
faculty to teach new courses each semester. In order to teach their maximum
possible course loads, many adjuncts feel compelled to take on the additional
workloads. This forces them to contribute significant amounts of time and effort
preparing for these new courses. Department Chair II stated, “Their courses tend to
change every semester. The prep work that is involved changes every semester. . . .
If they want 12 hours, then they might have three preps and teach five days.”

Department Chair II explained further that some adjunct faculty may feel
compelled to teach a new course for which they may not be academically prepared.

When it’s an upper level course they might not have taught before,

have not seen in a while, they may not be comfortable saying to me, I

don’t think I can teach this. I don’t know that I can prepare myself. I try

to give them an out. I try to say . . . a lot of people don’t like teaching

this course . . . and I usually give them time to think about it and let

them look at the book. A lot of them don’t feel comfortable sort of

admitting they don’t feel prepared academically wise to teach a certain

course.

Administrator IT commented on the monotony that some adjunct faculty
experience from teaching the same course repeatedly. When asked if adjuncts are
often successful in requesting new courses, Administrator I stated, “No, I think
department chairs they just want to staff their classes. If it falls into the adjunct
teaches the same thing over and over, then so be it.”

New Adjunct II suggested that newer adjunct faculty may experience more
issues related to scheduling than experienced adjuncts. Upon starting at FCC, New
Adjunct II wished to teach higher level courses. While these were not made

available to him/her at first, New Adjunct II was offered these courses after a few

semesters.
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You may not get exactly the times you want, but once you're there for a

couple of semesters, you tend to move up on their [list]. . . . It took a

few semesters for me to get [higher level] courses.

Research Question 5: What Impact Do Adjunct Unions Have on Addressing the
Underlying Causes of Burnout Among Adjunct Faculty?

To address the fifth research question, data from interview questions 14
through 16 were coded so that a priori and emerging themes could be identified.
Tables 51-53 summarize the findings that correspond to these interview questions.
Each table displays findings for the interview participant groups included in this
study.

Table 51

Findings for Interview Question #14: Are You a Member of the Adjunct Faculty Union? If Yes, Are
You an Active Member?

Respondent Group Summary of Findings

1. New Adjuncts New Adjunct I - No; ineligible
New Adjunct II — Yes; active

2. Veteran Adjuncts Veteran Adjunct I — No; ineligible; not interested
Veteran Adjunct II — Yes; active

3. Union Officers Union Officer I - Yes; active
Union Officer II - Yes; active

4. Department Chairs Question not asked of instructional
administrators

5. Administrators Question not asked of instructional
administrators

Table 52

Findings for Interview Question #15: Does the Union Provide Support for Adjunct Faculty? If Yes,
What Forms Does the Support Take?

Respondent Group Summary of Findings
1. New Adjuncts Compensation
Benefits

Grievance process
Professional development funding
Shows appreciation to adjuncts
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Findings for Interview Question #15: Does the Union Provide Support for Adjunct Faculty? If Yes,

What Forms Does the Support Take?

Respondent Group

Summary of Findings

2. Veteran Adjuncts

Little support for non-members
Non-members still pay fair share dues
Support for individual problems
Compensation

Benefits

3. Union Officers

Grievance process

Health insurance
Communication with adjuncts
Treats during holiday season

4. Department Chairs

Compensation and rights
Addresses issues outside of classroom primarily

5. Administrators

Multiple contract provisions — compensation,
benefits, etc.

Responsible for office space and instructional
resources

Decision making status

Job security

Table 53

Findings for Interview Question #16: What Is Your Perception of the Effectiveness of the Adjunct

Faculty Union?

Respondent Group

Summary of Findings

1. New Adjuncts

New Adjunct I feels expendable as non-member
Creates sense of community
Provides job security

2. Veteran Adjuncts

Positive effect for adjuncts

Limited due to eligibility requirements
Many potential members not interested
Anti-union sentiment from administration

3. Union Officers

Increasingly effective

Limited support for non-members

Contract serves as a barrier to involvement
Many potential members not interested

Weak leadership affected contract negotiations

4. Department Chairs

Gives adjuncts someone to talk to besides
supervisor
Limited due to eligibility requirements

5. Administrators

Limited due to eligibility requirements
Contract has weaknesses

Collective findings from both institutions revealed the dominant theme that

unions provide support for adjunct faculty; however, that support is limited for
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multiple reasons. A priori and emerging subthemes elaborate on the ways that the
unions help to support adjunct faculty and also the ways that the effectiveness of the
adjunct faculty unions is limited.

Dominant theme: Adjunct faculty unions provide multifaceted yet limited
support for adjuncts. Coding of qualitative data from both Tesla Community
College and Feynman Community College revealed that each college’s union
provides support for adjunct faculty; however, this support is limited for multiple
reasons. The a priori and emerging subthemes that expand on this theme are
presented in the ensuing subsections.

A priori subthemes. Through the process of coding interview transcripts from
both institutions, two a priori subthemes related to the support provided by adjunct
faculty unions were identified. The first subtheme suggests that adjunct union
contracts effectively deliver “nuts and bolts” contract provisions, such as
compensation and employment rights, described in adjunct union literature
(Maitland & Rhoades, 2005; NEA, n.d.). The second subtheme, which was identified
at TCC only, provides an explanation for the limited ability of adjunct unions to
increase their memberships (Maitland & Rhoades, 2005; NEA, 2007).

“Nuts and bolts” contract provisions. The adjunct faculty unions at TCC and
FCC are associated with the Illinois Education Association/National Education
Association (IEA/NEA) and the American Federation of Teachers (AFT),
respectively. According to the NEA (n.d.), adjunct faculty contract negotiations
should include the following five major goals: (a) salaries and benefits, (b) job

security, (c) paths to tenure, (d) professional status, and (e) union rights.
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Additionally, the adjunct union operates separately from the full-time faculty union
at each college. Maitland and Rhoades (2005) explain that separate adjunct unions at
two-year colleges typically have contracts that focus on compensation, course
preparation, professional development funds, tuition waivers, and committee
service.

Union Officer I explained that his/her focus was on adjunct faculty
compensation and tangible issues. He/she believed that the level of compensation
was the biggest concern for most adjuncts.

I don’t know about anybody else, but I'm a real . . . nuts and bolts kind

of union leader. Meat and potatoes, hours and money, that kind of

thing. . . . At the end of the day, I find that most people are concerned
about the dough; that’s what it really comes down to.

Veteran Adjunct I described his/her perception of the mission of the adjunct
union at FCC as being related to compensation and benefits. Veteran Adjunct I
stated, “Well, I think . . . what happens here is that the unions want to address some
of the inequity in pay. They want to address some of the inequities in terms of
benefits.”

Administrator I believed that the union at TCC was effective at negotiating an
appropriate compensation level. Administrator I stated, “They have worked very
hard to try to get some benefits. They have worked to keep the pay competitive with
other institutions.”

Veteran Adjunct II expressed appreciation for the presence of the union on
campus. Veteran Adjunct II was particularly impressed with the retirement and

health-related benefits provided to adjunct faculty at FCC.
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I'm glad we have a negotiating team, so it’s worth it to me to have the

dues, to have that support. And they do. They can do health

screenings, they’ve gotten the 403b plan going for us and other things,

so I see the union as having value.

Administrator I described a contract provision at TCC that helps to provide
some level of job security to adjuncts. Specifically, the provision relates to the
process of “bumping” an adjunct from a course prior to the start of the semester.

We've not bumped part-timers as much to fill full-timers” roles. We

don’t cancel classes until almost the beginning of [the semester], so one

of the things [for] the union members is if they’re bumped and . . . it’s

like within two days or something, they do get a small compensation . .

. Now, when we're going to cancel classes, we think it might cost us

money to do that.

Review of the adjunct faculty union contract at TCC clarified the description
provided by Administrator I regarding the process of “bumping.” A $200 stipend is
provided to an adjunct faculty member who is removed from a class within five
days of the first class meeting. The contract stipulates that the adjunct may be
removed due to a class cancellation or the need for a full-time faculty member to
complete a full course load.

Administrator II spoke positively of some of the provisions for which the
adjunct union at FCC has been able to bargain.

They support adjunct faculty in terms of bargaining for vacation days,

the number of classes they’re allowed to teach up to a certain point

without being considered full-time. Also, requesting such things as

additional work areas on campus, professional development

opportunities, and instructional resources.

Department Chair II gave credit to the adjunct faculty union for the

emergence of increased office space for adjuncts at FCC.

I know some of the common work areas . . . came as a result of their
union saying “We need a place to work. We need a place for our
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faculty to be able to work.” I think that was something they heard and
the union was able to act on that and get it as a result.

Limited outreach. Despite the increasing presence of adjunct faculty unions
nationwide, large numbers of adjunct faculty are not union members. While 46% of
all community college adjunct faculty are eligible for union membership, only half of
those who are eligible actually become union members (NEA, 2007, p. 6). As a
result, they may not experience the same level of support as other adjuncts who hold
union membership.

Maitland and Rhoades (2005) report that a 1997 NEA survey of unions in four
states found that non-members were 10% more likely than members to hold primary
employment outside of higher education (p. 76). The authors suggest that their job
responsibilities outside of the college may make it difficult for unions to recruit them
(p. 76). These results indicate that specialists, as defined by Gappa and Leslie (1993),
may have a decreased likelihood of joining adjunct unions.

Findings from the interviews with adjunct faculty and instructional
administrators revealed that the outreach of the adjunct faculty union on each
campus was limited. At Tesla Community College, eligibility requirements for
union membership prevented many adjunct faculty from joining. At Feynman
Community College, a lack of interest or awareness among adjunct faculty was
described as a barrier to union growth.

Not all adjunct faculty at Tesla Community College are eligible for
membership in the adjunct faculty union. According to the adjunct faculty union
contract at TCC, an adjunct faculty member must teach for three consecutive

academic years and also teach a minimum number of credit hours in the third year
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to become eligible. Furthermore, an adjunct faculty member must teach a minimum
number of credit hours each year to maintain his or her eligibility.

Union Officer I explained that the union has limited abilities to help non-
members. Union Officer I stated, “We do as much as we can, but once again, if
you're not a member, there’s a lot that you're precluded from.”

Department Chair I, who at one time was an adjunct faculty member at TCC,
spoke of the limited effectiveness of the union due, in part, to the eligibility
requirements.

I think that . . . it’s a relatively small percentage that are eligible to be

union members and . . . of that percentage a fraction of that are actually

active in the union itself and then on the college . . . committees where

they could make their options known. I just think that they’re not very

effective because they just don’t have many engaged members.

New Adjunct I expressed a desire to join the union during the interview.
However, as a non-member, New Adjunct I expressed a sense of being an outsider.
He/she stated, “If I became eligible I probably would [join] because they . .. get
paid. They get benefits. . . . I think I'm sort of expendable until I become a member
and I start paying dues.”

At Feynman Community College, a lack of interest or awareness among
adjunct faculty was described as a factor that limited the ability of the union to
increase membership and thus provide support for additional adjunct faculty. Many
adjunct faculty who are eligible to join the union elect not to or are uninformed
about the existence or benefits of union membership.

Union Officer II cited difficulty communicating with adjunct faculty as a

major factor that prevented building union membership. He/she stated, “You know
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that’s been a real struggle for our executive committee is just communicating with
the adjuncts. . . half the adjuncts don’t check their email. Of the half that does check
their email, maybe 10% will respond.”

Additionally, Union Officer II explained that adjuncts have different goals
and expectations for their part-time employment at the college. For instance, those
adjuncts who work full-time may not wish to be involved with the union due to
their responsibilities outside of the college.

Well, some adjuncts they just want to come in here and do their thing

and leave. They're not interested in being part of the school. . . . It

might be somebody who works full-time who's just picking up

teaching as extra stuff.

While he/she did not specify a particular group of adjunct faculty, Veteran
Adjunct II explained that some adjunct faculty do not believe that joining the union
is important. Veteran Adjunct II stated, “I've seen the union officers try to get
through to people . . . but a lot of the adjuncts don’t see the union as important.”

Emerging subthemes. Two emerging subthemes that shed light on the
abilities and inabilities of the adjunct union to provide support for adjunct faculty
were identified. First, data from both colleges suggested that the adjunct unions
help to foster a sense of community among adjunct faculty. Second, inexperienced
leadership on the first adjunct union executive committee at FCC resulted in a weak
contract and limited the effectiveness of the union.

Sense of community. Interviewees from both institutions expressed the belief

that being a member of a formally represented group on campus helps to create a

sense of community among adjunct faculty. This sense of community is fostered
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through communication and by providing adjuncts with a place to go with work-
related problems.

Union Officer I spoke of the ways that the union officers maintain contact
with other adjunct faculty at the college.

We have an open line of communication, as I said, with our website,

and people email us information. They ask questions, and we respond.

We try to keep open lines of communication, and we try to keep

abreast of what’s going on. We also, you know, do things like treats

and so forth for the holidays and things like that.

New Adjunct I, who is not eligible to be a union member, still recognized the
outreach of the adjunct union.

They give us treats on the holidays. They give us . . . materials like

what our rights are, they put the posters up. I'm not sure how much

influence that they have over what goes on. In that way they’re sort of

indirectly supporting us I guess because what they determine a lot of

times will affect us as well.

New Adjunct II, who is not yet eligible to join the union, explained how the
union made him/her feel like part of a group. Since the college is so large, New
Adjunct II expressed the importance of feeling like he/she belongs. New Adjunct II
also mentioned the adjunct newsletter that is sent to all adjunct faculty, both
members and non-members.

It’s really effective. Yeah, it’s one of the best. . . . I had no idea just how

effective, but they really do make you feel like you're part of a group,

that you do have representation. You're not just a small, insignificant

dot in this big pool of college. They send out that newsletter every

week, and they really make it known that our presence is here. We

teach a big part of this college, and, you know, we’re definitely on your

side. It really makes a big difference.

New Adjunct II also expressed the belief that the union represented a place

he/she could go with any problems related to employment. New Adjunct II stated,
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“They do make you aware . . . that there’s always someone you can come speak to if
you have any concerns of any kind.”

Department Chair II shared a similar perception of the union as New Adjunct
II. Department Chair II explained that sometimes adjunct faculty may not be
entirely comfortable confronting their supervisors with a problem. The union
provides adjunct faculty with an additional place to receive support.

It does give them another resource. If their department chair is their

only resource and they view their department chair as their boss,

they’re not going to bring up certain things to me . . . they could get a

more direct answer from their union.

Finally, Veteran Adjunct I recalled a time when he/she received advice from
the union about a potentially stressful situation. Veteran Adjunct II stated, “It got
resolved favorably from my standpoint, but it was something concerning. I right
away had somewhere to go to and ask. Because I learned that, I thought that was
real important.”

Inexperienced leadership (FCC). The faculty union at FCC is relatively new on
campus and has only had one contract thus far. Data collected during semi-
structured interviews suggested that the contract may be weak in some areas due to
the lack of experience of the negotiating team. Specific details regarding the
strengths or weaknesses of the contract were not mentioned during interviews.

Administrator II believed that the current contract could be stronger than it is.
However, Administrator II was confident that the next contract would be much

improved now that the adjunct union leaders have a clearer picture of what they

want from the contract.
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From taking a look at the contract, I think they could probably do a
better job in negotiating for some things. I think they have realized this
too. When they did their first negotiations, they negotiated for certain
things like how many days off and things like that. Once it was done, I
think they kind of realized what they should have asked for or what
they should have bargained for and they didn’t. I think the new
negotiations, when they come up, I think it will be a lot different.

Union Officer II criticized the individuals who served on the negotiating team
and held them responsible for weaknesses in the contract.

Okay, you remember the island of misfit toys? Okay, so our union

started off with some non-business majors and so our contract is

[expletive deleted]. . . . The wording in it is horrible. They were

horribly intimidated at the last contract negotiations and their

leadership was very weak.

Research Question 6: What Strategies Are Employed to Prevent or Address the
Manifestation of Burnout Among Adjunct Faculty?

To address the sixth research question, data from interview questions
seventeen through twenty were coded so that a priori and emerging themes could be
identified. Tables 54-57 summarize the findings that correspond to these interview
questions. Each table displays findings for the interview participant groups

included in this study.

Table 54

Findings for Interview Question #17: What Strategies Do Adjunct Faculty Employ to Prevent Stress
and Burnout?

Respondent Group Summary of Findings

1. New Adjuncts Personal interests
Talking /venting with other adjuncts
Talk to faculty and department chair
Set realistic expectations

2. Veteran Adjuncts Schedule personal downtime
Avoid conflict
3. Union Officers Individualized approach needed

Some adjuncts ignore problems
Smart scheduling
Personal interests
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Table 54 (continued)

Findings for Interview Question #17: What Strategies Do Adjunct Faculty Employ to Prevent Stress
and Burnout?

Respondent Group Summary of Findings

4. Department Chairs Humor and energy
Prepare to teach new courses through
professional development
Take control of their schedules

5. Administrators Take a break/reduce teaching load
Teach a new course
Professional development

Table 55

Findings for Interview Question #18: What Institutional Strategies Are Employed to Prevent Stress
and Burnout?

Respondent Group Summary of Findings
1. New Adjuncts Shared office space
Faculty development center
2. Veteran Adjuncts Professional development
Adjunct advancement program — dissolved due
to cost
Workshops at in-service
3. Union Officers Compensation for required meetings

Ability to teach 80% of a full-time course load
Workshops at in-service
Appreciation from department chair

4. Department Chairs Scheduling to reduce bumping
Faculty development center
Shared office space
Technology has improved communication and
access to resources
Adjunct advancement program — dissolved due
to cost
Adjunct advisory committee
Grouping same discipline in one building
Workshops during in-service
Administrator devoted to adjunct activities

5. Administrators Modest compensation for workshops
Compensation for bumping
Faculty development center
Orientation — dissolved due to cost
Adjunct advisory committee
Shared governance
Shared office space
Adjunct advancement program — dissolved due
to cost
Administrator devoted to adjunct activities
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Table 56

Findings for Interview Question #19: If You Could Improve One Aspect of How the College Provides
Support for Adjunct Faculty, What Would It Be?

Respondent Group Summary of Findings

1. New Adjuncts Evaluation
Grading assistance

2. Veteran Adjuncts Decision making ability
Communication

3. Union Officers Office space
Professional development

4. Department Chairs Orientation
Recognition

5. Administrators Orientation
Parking

Table 57

Findings for Interview Question #20: Can You Think of Any Other Strategies That Could Be Used to
Address Adjunct Faculty Burnout?

Respondent Group Summary of Findings

1. New Adjuncts Equally spaced paychecks
Take a break from teaching
Online training
Optional involvement outside of the classroom

2. Veteran Adjuncts Improved health insurance
Tuition reimbursement
Improved communication with department chair

3. Union Officers Improved compensation
Consistent investment in adjuncts
Take a break from teaching

4. Department Chairs Face-to-face orientation
Personal desk in shared offices

5. Administrators Face-to-face training
Additional administrative help for large
departments

Improved evaluation procedures
Adjunct professional development curriculum

The qualitative data collected through semi-structured interviews revealed
multiple personal and institutional strategies that prevent or address burnout.
Maslach et al. (2001) explain that both personal and organizational strategies are

needed to help prevent burnout (p. 419). Therefore, two dominant themes were
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defined that correspond to personal and institutional strategies, respectively. A
priori and emerging subthemes provide details surrounding these specific personal
and organizational strategies. An additional dominant emerging theme revealed the
cost-related challenges associated with providing programmatic support for adjunct
faculty.

Dominant theme: Personal strategies employed by adjunct faculty address
job burnout. According to Maslach et al. (2001), most studies of burnout prevention
focus on enabling the employee to cope with the workplace through individualized
strategies (p. 418). For instance, Wood and McCarthy (2002) explain that some
teachers assume a reduced teaching load or engage in interests outside of the
workplace (p. 5). Additionally, Godt (2006) suggests new instructional strategies,
exercise, and personal downtime as individual approaches to dealing with burnout
(pp. 59-60).

A priori subthemes. Coding of qualitative data from both Tesla Community
College and Feynman Community College revealed specific personal strategies that
help to address burnout among adjunct faculty. The following personal strategies
are presented as a priori subthemes: (a) personal interests outside of work, and (b)
scheduling changes.

Personal interests. Multiple authors have commented on the effect that outside
interests have on reducing job burnout and increasing energy levels (Godt, 2006;
Kyriacou, 2001; Wood & McCarthy, 2002). New Adjunct I and Veteran Adjunct I

from TCC expressed the importance of having something outside of the college, such
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as hobbies or personal interests, to do or look forward to as a break from teaching.

Both mentioned exercise as a possible outlet. New Adjunct I stated the following;:

Home life has a lot to do with . . . how they deal with things. Just

having someone there to go home to. . .. For me it’s like, I try to get my

frustrations out through exercise.

In addition to exercise, Veteran Adjunct I implied that having a full-time job

outside of the college may prevent burnout from occurring.

Well, I think a lot of them, they work in their field. If they have a
regular job, they go to their regular job, you know. The school does
have some workout facilities here, so you can do some stuff there,
some physical stuff. I think a lot of people do volunteer type things
here, you know, get involved in some of the volunteer organizations.

Multiple interviewees from FCC stressed the importance of spending time

away from course-related responsibilities. For instance, Union Officer II exercises

regularly and engages in hobbies such as reading and exercise.

Right now I'm walking five miles four times a week to work out those
frustrations. I try to make sure I get enough sleep. Just simple things.
I've been reading stuff that has nothing to do with my classes that I
think is fun. . . . I've got to have those elements to kind of chill, make
sure I have plenty of down time.

Veteran Adjunct II builds personal time into his/her schedule. Veteran

Adjunct II stated, “For me personally, I found that I have to make time for life

outside of school. So I have to purposely build downtime with my calendar, but I

found that that’s a big help”

Another way adjuncts ensure that they have sufficient downtime is to

separate work life from home life. Veteran Adjunct II described a method that some

other adjuncts use to prevent working excessively at home.

Some of the adjuncts . . . spend more time on campus and they never
take anything home. Even if it means sitting here until seven or eight
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[0o’clock], they’ll do all of their grading and prep work here and leave it

in the locker and not take it home. And they found that separating the

two has helped.

Scheduling changes. Wood and McCarthy (2002) suggest that reducing the
teaching load, when possible, is a viable strategy for reducing feelings of job burnout
(p. 5). Additionally, Harris and Prentice (2004) find that making changes to the work
environment, perhaps by taking sabbaticals or research-related travels, helps to
increase energy levels among faculty (p. 741). Interview findings suggest that
adjunct faculty also make scheduling changes to reduce feelings of burnout.

Sometimes the monotony of teaching the same class each semester may give
rise to feelings of boredom. Administrator II described this problem of monotony
and a solution employed by some adjuncts.

There is no variety in what they’re teaching or what they’re doing. . . .

They teach the class that they’re asked to teach and nine times out of

ten it’s the same class. . . . I think some of them try to teach in more

than one area if they’re qualified because it adds to the variety.

Department Chair I also alluded to the monotony that some adjunct faculty
start to feel over time. Department Chair I explained that through professional
development, adjunct faculty may prepare themselves to teach new courses and stay
refreshed. He/she stated, “I think another way that they’re able to be successful and
not get burned out is by educating themselves and preparing themselves to teach
other courses.”

Union Officer II described how he/she prevents feelings of monotony from

arising. In addition to teaching different courses, Union Officer II spreads out the

start dates for the courses.
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Well, I keep my classes mixed up. I teach some semester-long classes. I

teach some five-week classes. So right now even though I have seven

classes this semester, this week I'm teaching four. Next week I'll be

teaching six.

Administrator II explained that some adjuncts take a break from teaching or
reduce their course load when their stress level rises. Administrator II has seen this
strategy prove effective when adjuncts come back feeling refreshed.

Some of them reduce their teaching load . . . [someone I know] started

teaching adjunct and I remember last semester she said to me, “You

know, it’s just too much. I'm going to cut back.” She said, “I'm not

going to take a full load; I'm just going to do two classes.” They seem

to be more excited and more enthusiastic [afterwards].

New Adjunct II believed that if he/she experienced burnout, then taking
some time off would likely rejuvenate him/her. He/she personally experienced the
positive effects of taking a short break.

I'loved going to work, but for some reason, if you took off and came

back after a few days, it just made a world of difference. Iall of a

sudden had way more patience for everything. . .. In that case I would

imagine just taking a good semester or so off . . . would make a world

of difference.

Administrator I shared the belief that the monotony of teaching the same
courses each semester may lead to burnout. Administrator I mentioned that some
adjunct faculty take a break from teaching or try to teach something different.
However, Administrator I also implied that the college does not make an attempt to
identify adjunct faculty who may benefit from a change. He/she stated, “They may
take a break or they may ask to teach something different. . . . I think they will reach
out and try to change something. But they basically have to reach out to do that.”

Making changes to their schedules requires that adjuncts be proactive in

working with their department chairs. Department Chair II often has adjunct faculty
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approach him/her with scheduling requests well in advance of the normal
scheduling timeframe.

I think some of them are taking more control of their schedule so when

they do need to coordinate among schools, they’ll remind me often. I

think more of them understand that they can take a little bit more

control of their schedule, that they don’t have to wait not knowing at

any point when they’re going to get a schedule and what it might look

like.

Dominant theme: Institutional strategies help to prevent adjunct faculty
burnout. Maslach et al. (2001) argue that individual-oriented approaches to coping
with job burnout may help to reduce exhaustion but are not typically effective for
dealing with depersonalization and feelings of reduced personal accomplishment (p.
418). Furthermore, “individual strategies are relatively ineffective in the workplace,
where a person has much less control over stressors than in other domains of his or
her life” (p. 418). Therefore, improvements related to the six organizational domains
(workload, control, recognition, community, fairness, and values) should
complement individual strategies (p. 418).

A priori subthemes. Coding of qualitative data from both Tesla Community
College and Feynman Community College revealed specific institutional strategies
that help to prevent burnout among adjunct faculty. A priori subthemes are used to
describe these institutional strategies related to the following areas of employment:
(a) office space, (b) professional development, (c) recognition, and (d) decision
making.

Office Space. It has been well-documented in literature that insufficient office

space is a major challenge for adjunct faculty (CCSSE, 2009, p. 19; Gappa, 2000, p. 80;

Jacoby, 2006, p. 1085; Jaeger, 2008, | 19; Jones, 2008, p. 214). This problem has been
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addressed at each institution included in this study. Common work areas are
designated for adjunct faculty at both Tesla Community College and Feynman
Community College. At TCC, two adjunct faculty centers provide adjuncts with
spaces to work that include support staff, computers, photocopiers, desk space, and
other physical resources, such as office supplies. At FCC, one main adjunct office is
open and staffed from morning until late evening. This main office includes
computers, a photocopier, desk space, and physical resources. Multiple smaller
offices throughout the FCC campus provide similar amenities but are not staffed.

Department Chair I described the features of the adjunct faculty offices at
TCC. In addition to providing a space to work, the offices include support staff,
computers, photocopiers, and other resources. Department Chair I also spoke of the
sense of community that is fostered by the adjunct offices.

Well, let me tell you that is the gem of this institution in terms of

adjunct faculty support. We have two part-time faculty offices . . . itis a

refuge for the adjunct faculty. It has absolutely every resource. If you

need markers for the white board, if you need to make a set of

emergency classroom copies. . . . Students can go there to submit their

papers to their instructors. That’s where their mailbox is. If they have a

delivery of textbooks, desk copies, that’s there. They have a very nice

work area. There’s usually treats. Tables for working and computers.

They also have a couple of private offices so that if . . . they’d like to

hold conferences with their students, they can sign out those rooms.

Then there’s a whole computer lab that is dedicated to adjunct faculty

with probably at least 40 work stations. . . . It has printers. It has like

every software program that they could need. . . . That is where the

adjunct faculty . . . develop that sense of community.

The adjunct faculty offices are also open during the evenings, so nearly all

adjunct faculty are able to take advantage of their resources. Department Chair I

explained, “The actual office I think is open until 9 or 10 P.M. If an instructor is
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calling in sick, they’re there and they take care of it. They call students. They do
everything.”

New Adjunct I explained that the offices are a great place to socialize and
receive advice with colleagues. This has been particularly important to New
Adjunct I since he/she is a new teacher.

You know, I think it does [help alleviate feelings of burnout] just . . . for
the simple fact that you can talk to someone who knows what you're
going through and can relate to situations. It gives you someone to
bounce off of specific situations that you encounter. You can ask for
their advice. I'm one of the youngest adjuncts here so it helps me to
have a lot of older people around to say, have you ever encountered
this? What do I do in this situation?

New Adjunct I also explained that the offices are sometimes a place where
adjuncts can “vent” their frustrations. He/she stated, “It also helps that we can all
sort of vent together. You know that you're not the only one. I think that helps.”

Administrator II described the features of the adjunct offices at FCC.

For example, in [one building] we have the main adjunct office, which
has computers for adjuncts where they can go. They have the mail
room, the copier, they can go there for help. They have the forms there
they can fill out to get their printing done.

Department Chair II spoke of the intangible benefits of having shared office
space for adjunct faculty, such as the ability to socialize.

We have two or three large areas with computers, and I'm talking 20 to
25 people can congregate. I think that has made a difference because
when I've walked through . . . there’s always people in there talking to
each other. You half work, you half ask questions, half whatever. I
think the socialization among adjuncts has improved as we’ve been
giving them common areas. . . . It’s not only a place for them to work
and have computer access, but it’s a place for them to socialize at least
a little bit.
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Professional development. Another significant challenge facing adjunct faculty
is the limited availability of professional development opportunities (Eagan, 2007;
Phillips & Campbell, 2005). Both institutions provide professional development
opportunities for adjunct faculty via a centralized faculty development center that
offers workshops for both adjunct and full-time faculty. TCC also provides
compensation for participation in faculty development workshops and funding for
professional development outside of the college.

Administrator I, who oversees adjunct faculty professional development at
TCC, described some of the ways that the faculty development center serves adjunct
faculty. One major function of the center is to provide assistance with technology,
such as Blackboard or the online system used to enter grades. It appears that the
center is able to offer individualized help for problems as they arise. Furthermore,
technological assistance is provided during the evening.

Yes, we try to have something for the part-timers as well like

introduction to Blackboard. . . . Now when we have midterm

verification . . . we will have our lab open and I will be available and 1

will sit in there and help them do that. . .. We do a lot of on the phone

help with part-time faculty as well. I have an electronic leash, and I

have been known to help them on weekends and evenings. . . .We also

have a ... technology help desk that is manned more than the

traditional 8 to 5, so that support is there for them as well.

Administrator I also explained that the faculty development center provides
workshops to both adjunct and full-time faculty. One such workshop deals with
advising and counseling students. Administrator I did note that adjunct faculty

must proactively seek out these workshops, though.

We offer things like advising and counseling workshops that part-time
faculty can come to and learn more about the process here and what'’s



255

required. . . . So we do offer those things, but they have to self-select
and seek it out.

Furthermore, Administrator I explained that adjunct faculty receive modest
compensation for participating in some workshops through the faculty development
center. Administrator I stated, “[For] any professional [development], three hours or
more, that stems from the teaching and learning center . . . they get [26] dollars [per
hour] to defray the cost.”

Additionally, the adjunct faculty union contract stipulates that members may
have access to professional development funds to apply towards the cost of tuition,
attending conferences, or related expenses. A modest hourly compensation is also
provided for attendance at required meetings. Department Chair I stated that
compensation was also provided for adjunct faculty who serve on shared
governance committees.

They are now offering a stipend for . . . shared governance committees

where it is deemed critical to have that adjunct faculty perspective.

That’s really a step in the right direction. It’s not a huge stipend, I think

it's maybe $26 an hour, but it’s definitely a gesture that indicates we

value your opinion.

Union Officer I expressed satisfaction with the level of compensation for these
meetings. Union Officer I stated, “We here have finally got some compensation for
going to some of these meetings. In the past, we’ve never got[ten] compensated, so
we have a little bit of compensation for the more important ones.”

The college also holds optional adjunct in-service days throughout the
academic year. New Adjunct I described some of the training opportunities that are

provided during in-service. However, since in-service is optional, many adjuncts do

not attend.
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We have in-service days, and of course adjuncts are welcome at those

as well. . . .There are just different workshops on like curriculum,

lesson planning, things like that. I'd rather have a day off. . . . I think

adjuncts will just prefer to take the day off.

Similar professional development opportunities are also offered at FCC.
Department Chair II explained that teaching workshops are offered during the
adjunct in-service. These workshops are geared typically towards new adjunct
faculty.

They usually offer new adjuncts or any adjuncts workshops before the

semester starts. It would be middle of August, and they usually do it

again in mid-January. One I think is just general classroom

management. I think the other one is just an effective teaching strategy.

A very general sort of session just to prepare people, especially the

ones who haven’t taught at the college level before or taught anything

before. Again, it gives them a chance to get together with a group of

other adjuncts and start a little bit of socialization.

Union Officer II found great value in the workshops offered during in-service.
He/she stated, “The best one is the one that they do at the in-service meetings for the
training and they have ongoing stuff, but you have to want it.”

Veteran Adjunct II commented on the workshops offered during in-service.
While they may be beneficial, Veteran Adjunct II explained that many adjuncts take
the day off since in-service is optional.

I can remember them doing a stress reduction workshop as one of the

things offered on that day [during in-service]. But then it was your

choice of what you went to. . . . You have to decide [if you are] taking it

as a day off or if you're going to go to campus and participate in some

of the stuff going on.

Recognition. A lack of recognition or reward is identified by Maslach and

Leiter (2008) as one of six organizational risk factors for job burnout (p. 500).

Specifically, a lack of intrinsic or extrinsic rewards may lead to feelings of
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diminished personal accomplishment (Maslach et al., 2001, p. 414). Both institutions
make formal efforts to recognize the accomplishments of adjunct faculty. At both
TCC and FCC, this is done through adjunct faculty awards honoring top instructors.
Also, evidence for informal recognition on a smaller level was present at FCC.
Specifically, department chairs and other administrators show their appreciation for
adjunct faculty through small, informal gestures.

Administrator I explained that adjunct faculty awards at TCC are given for
each discipline. Administrator I stated, “We do adjunct faculty awards — one for
each discipline and [an] overall adjunct faculty award that’s from the students. There
is a monetary award given through our foundation.”

Administrator II explained that one award is given for the adjunct professor
of the year at FCC. This individual is honored at a special awards ceremony and at
in-service.

Well, right now we have the adjunct professor of the year award.

That’s the main award we have. The adjunct faculty member who

receives that receives $500 and is invited to attend our employee.. . .

recognition ceremony at the end of the year. Then they’re also

recognized at in-service, and they receive a plaque in addition to the

money.

Informal means of recognition are evident through the actions of department
chairs and other administrators at FCC. For instance, Department Chair II shared a
means through which the college shows appreciation directly to adjunct faculty.
Department Chair II believed that this sort of appreciation should be shown more
often.

At the beginning of every semester we have an adjunct in-service.

Every time, one administrator, whoever happens to be in charge, will
always make a point in saying how much we appreciate the adjuncts.
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How much your experiences contribute to our school. . . . Maybe it

needs to be said more, but it’s said at the beginning of every semester

to the adjuncts.

Union Officer II responded positively to the acts of appreciation shown by
his/her department chair and the college. However, at the college level and in other
departments, Union Officer II believed that these expressions of appreciation were
inconsistent.

[My department chair] is very appreciative. He lets us know all the

time how much he appreciates us. My [other department chair] does

too. She’s like, thank you so much. They do . . . the Christmas dinner

and stuff. It’s like that once or twice a year thing. There’s no consistent

thing. Some department chairs don’t do anything.

Finally, New Adjunct II explained that his/her department chair frequently
shows appreciation for adjuncts through electronic correspondence.

[My department chair] does send out letters every now and then;

he/she just says thanks to everybody. So you can tell that he/she

really does appreciate everybody that’s there and says, “Hey, listen,

just wanted to let you guys know, here’s some updates, thank you all

very much for all of your efforts.” . .. Any positive feedback is good.

Decision making (FCC only). Lack of control is defined by Maslach and Leiter
(2008) as one of six organizational risk factors for burnout (p. 500). Along the same
lines, Bakker et al. (2005) find that autonomy helps to prevent the manifestation of
burnout due to job demands (p. 171). Adjunct faculty at FCC appear to have some
opportunities to exercise control by making decisions at the institutional level. This
can be seen through the adjunct advisory committee at FCC.

Administrator II described the composition and purpose of the adjunct

advisory committee at FCC.

The advisory team is made up of one adjunct faculty member from
every department on campus. They are recommended to serve on the
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advisory team by the department chair. They kind of serve as the

spokespeople for all of the adjunct faculty members. What they do is at

the meetings they bring to me issues regarding professional

development, what they would like to see on campus, things that they

think are going well, things that they think are not going well, and

ways that they think that [we] can better help our adjunct faculty.

Department Chair II believed that the advisory group was effective in
representing adjunct faculty and communicating with the administration. However,
finding people to participate may be a challenge.

I think that’s a worthwhile group. They speak directly to a dean. . . . It's

difficult to find the right mix of people to serve on that committee

because the ones with a lot of issues might not have time to say I want

to serve on an advisory committee, even if it’s a very small time

commitment.

Union Officer II also held a positive perception of the adjunct advisory
committee. However, he/she did explain that due to the existence of a union
contract, the changes that this group can bring about may be limited.

The progress of the adjunct advisory committee is limited because of

the whole “it’s not in the contract” kind of deal. They have made some

great strides. The adjuncts meet together a couple times a semester. . . .

Whatever question is posed, then the adjuncts give their input [into]

how things should go.

Emerging subthemes. Within this dominant theme, multiple emerging
subthemes were identified that relate to institutional strategies. The emerging
institutional strategies (subthemes) that help to prevent adjunct burnout include the
following: (a) technology, (b) centralized support for adjunct faculty, and (c)
scheduling.

Technology (FCC only). At FCC, technology was described as beneficial to the

overall adjunct experience. Specifically, the use of technology has been employed at

FCC to provide resources and enhance communication with adjunct faculty.
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The standardization of technology across the campus has helped to prevent
stress among adjunct faculty. Instead of needing to reserve a classroom with such
resources as a computer and projector, adjuncts are able to access these resources in
every classroom on campus. Department Chair II stated the following:

Some rooms had different technology. Some had none. . . . They have

certain things prepared on PowerPoint that they suddenly can’t use for

the entire semester. Then there’s a scramble, “Can I change my room?”

Again, that’s pretty much all been eliminated now because at least the

technology is fairly standard across all our classrooms.

Department Chair II also explained how the internet has helped adjunct
faculty to easily access resources. This allows adjuncts to access instructional
materials without having to come to campus.

Again, we've tried to supply websites for adjuncts to be able to access

so that they don’t always have to come to me, since I haven’t taught all

the preps before. We’ve made more available online as far as resources

are concerned, even the publishers have. . . . They almost prefer it

[rather] than lugging around books everywhere. The resources have
become much easier to access in the last couple of years.

Furthermore, Department Chair II described how email has improved his/her
communication with adjunct faculty. Only recently have adjunct faculty been given
school email accounts that they are expected to check.

They have their school [e-mail] account now. It’s much easier for me to

send an announcement to all adjunct faculty, and it’s more accepted

now . .. that they need to check that. . . . If I send something out, I can
expect that they know it.

Finally, Department Chair II explained that new adjunct faculty are given
email addresses prior to the start of the semester. This has helped them to be
prepared before the first day of class. Department Chair II stated, “Again, it's much
less stress when an adjunct has their email address weeks before the semester starts.

They know how to access the information they need for the first day of school.”
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Centralized support for adjunct faculty (FCC only). One of the primary
responsibilities of Administrator II at FCC is to oversee professional development
and communication with adjunct faculty. Since Administrator II's office is not
located in a single academic department, he/she provides support for adjunct
faculty across the entire college.

Administrator II described himself/herself as the person that many adjunct
faculty turn to for advice. Administrator II provided details of his/her job
description in relation to adjunct faculty.

If there was a complaint, if there was something they didn’t like, they
told me about it. If there was something they loved, they told me about
it. I would just make it a point to go out and get to know people and
speak to them. Every now and then, I would have evening hours. I
would stay on campus in the evening because most of our adjuncts
teach in the evening, so that way I could also get to know the evening
people and find out and kind of see what’s going on at night and if
anybody needs any help or if there are any special needs that they
would need. And then also . ..Iwould get to know them at the in-
service programs or different activities that we would do. I don’t
know, they just kind of, from me being around all the time, they got to
know me. Seeing me at all the in-service programs there would be
people that would speak to me that I couldn’t remember their name
and I couldn’t remember them, “Oh, you're the adjunct person.” I'd be
like yeah. I didn’t realize people would email me. They would call.
Everyone, when you say adjunct, they would think of my name. I think
that’s kind of a relationship that any person who’s responsible for
adjunct faculty development, I think that’s a good thing. I think more
persons should be associated with the adjunct faculty. So, they would
also know if there was a problem or there was an issue, call [me].

Administrator II described evidence of continued innovation in training
adjunct faculty and integrating them into the educational processes of the institution.
He/she described an optional orientation program for adjunct faculty that is held on
a Saturday in an attempt to appeal to adjuncts who may work elsewhere during the

week.
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I created a new adjunct faculty orientation session, and it ran last year
on a Saturday for the first time. We had 50 seats and 35 participants, so
it was very well attended. It was like an open forum discussion
dialogue. They really enjoyed it. We had people come and speak about
campus safety, different things they needed to know on campus. We
had someone here who could help them access their e-mail, show them
how to open their class rosters. They found it very valuable. They got
to meet one another, exchange phone numbers, cards, and so that is
just one example of something they’ve come up with and we’ve
instituted.

Finally, the office in which Administrator II works produces and distributes
an adjunct faculty handbook annually. This handbook is available on the adjunct
faculty resource website that contains information that is useful to adjunct faculty.
Furthermore, Department Chair II mentioned that a condensed version of the
handbook is also distributed in the form of a tri-fold brochure.

They’ve revised . . . an adjunct faculty handbook, which was good.

Then they even decided to strip it down a little bit further to just to a

tri-fold brochure of the most important things that people look for

because they’re not going to read the whole handbook before they

start. Communicating to them sort of these are the forms you're going

to run into during the semester. This is what you can do when a

student is trying to get into your class. A lot of little things. Here’s

Xeroxing. Here’s your codes. Here’s this. That would cause a new

adjunct faculty member a lot of stress; they now have something that
was prepared by the college to alleviate a lot of that.

Scheduling (TCC only). Innovation in adjunct faculty support at TCC was
evident through various scheduling practices. For instance, compensation is
provided to an adjunct faculty member if a course that he or she was scheduled to
teach gets cancelled or taken over by a full-timer. Additionally, department chairs
employ scheduling practices that minimize the chance of “bumping” an adjunct
from a course.

Administrator I described a measure that the institution employs to provide a

form of job security. Adjunct faculty are compensated $200 if they are “bumped”
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from a course at the last minute due to low enrollment or replacement by a full-time
faculty member. This has resulted in less frequent “bumping” due, in part, to the
associated cost.

We’ve not bumped part-timers as much to fill full-timers roles. That

happens fairly late. We don’t cancel classes until almost the beginning

of [the semester], so one of the things the union members [did is] if

they’re bumped . . . they do get a small compensation. . .. Now, when

we’re going to cancel classes, we think it might cost us money to do

that.

Department Chair I provided a scheduling strategy that he/she uses in
his/her department to reduce the likelihood of “bumping” an adjunct to fulfill a full-
time course load. If a full-time faculty member is assigned a class that is likely to
have low student enrollment, Department Chair I assigns an extra class to the full-
timer. If the full-timer’s class is cancelled due to low enrollment, there is a
replacement class for him or her to teach. If it is not cancelled, Department Chair I
needs only to find an adjunct faculty member to teach the extra course. Department
Chair I expressed a preference for finding an adjunct to fill in at the last minute
instead of “bumping” an adjunct to fulfill a full-time faculty member’s course load.

If [a full-time faculty member] had something that was really

specialized or they were very unsure of, I put them on an additional

section as a backup. Even though they only need five classes, I

probably [give them] six [classes] so that . . . [it is] easier to find an

adjunct faculty [member] to staff that [extra] section versus bumping

someone.

Dominant Emerging Theme: Effective Programs that Support Adjunct
Faculty May Be Difficult to Sustain Due to Cost. Interview participants from both

TCC and FCC described programs aimed at supporting adjunct faculty that were no

longer provided by their institution. Examples of these programs included
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orientation and structured professional development geared towards adjunct
faculty. While these programs were considered highly effective by interview
participants, the cost associated with the programs made them unsustainable. No
subthemes were identified for this theme; therefore, this was categorized as a
dominant emerging theme.

At TCC, orientation for new adjunct faculty was provided in the past.
However, due to the expense of the program, it was cancelled. Administrator I
commented on the effectiveness and costliness of the former orientation program.

When we did the orientation, it was a full day and they [could] do it in

halves. The morning was the institution overview . .. what’s here,

what you need to know, who would you contact. And the afternoon

would be like a mini conference where they can pick and choose the

subjects that they need. I'm working to get that back, but it was very
expensive to do.

Despite the cancellation of the original orientation program, Department
Chair I explained that plans are in place to implement an online orientation program
for adjunct faculty. He/she commented on the significant expense associated with
this initiative.

At an institutional level there is a huge project underway right now for

an orientation program for adjunct faculty online. Really kind of multi-

media, videos so that no matter what an adjunct faculty’s availability

this is something they could do anywhere in the world at any time. It’s

a very complex series of training modules which will represent a huge

investment both financially and time wise on behalf of the institution,

because they recognize the importance and we see what happens when
that orientation is not there. It definitely causes additional challenges.

That’s definitely an initiative by the institution that demonstrates their

willingness and their need to invest in adjunct faculty.

In the past, FCC provided an optional professional development program for

adjunct faculty called the adjunct advancement program. This program utilized a
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cohort model to deliver professional training to adjunct faculty. In return, adjunct
faculty received increases in their credit hour pay rate. Administrator II described
the positive aspects of the adjunct advancement program.

[The adjunct advancement program] was a professional development
program for adjunct faculty and they kind of went through the series
of modules in a cohort . . . . Once they completed the modules, they
moved up one step on the salary pay scale. I offered the courses on
Tuesdays, Thursdays, Mondays, Wednesdays, and then Saturdays. . . .
The groups that went through it, they loved it. They got to know each
other. They were sort of like their own group. I mean we just had
people on the waiting list to get into this program. Of course, one
incentive was the bump on the pay scale, but then the other thing was
once they got in the group, they had to look forward to meeting with
each other. . . . They looked forward to seeing each other, and they
shared ideas. It was just really exciting.

Administrator II explained that adjuncts would participate in the program for
a variety of reasons. Some desired the involvement outside of the classroom, others
were motivated financially, and some saw it as a chance to build their resumes by
taking advantage of professional development.

For some it was the money. For others it was the involvement because
they really liked the modules that were being offered, and then it was
the convenience. It was the times that they were being offered. I think
that was very attractive. It was like, “Wow, I get all of this professional
development, it’s at a time where I can take it and I'm going to move
up on the pay scale.” . .. A lot of them put that on their résumé when
they interviewed because it showed that they had been through a
series of classes like instructional classes.

Veteran Adjunct II, who participated in the adjunct advancement program,
spoke to the strengths of the program.

We got ideas on how to . . . engage the classroom, how to get people to
talk. Ideas on activities that could be used in a subject to try to do more
in the classroom. . . . I know some of the sessions were just on campus
resources so that we knew where to send students for different things,
like about the testing center or counseling. So it was a whole gamut of
different topics.
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Despite the apparent success of the program, it was not financially
sustainable. Specifically, the extra funding needed to provide pay increases became
too expensive. According to Administrator II, “we had to stop the program because
of the funding.”

Summary of Qualitative Findings

Themes and subthemes were identified for each research question based on
the findings from semi-structured interviews with adjunct faculty and instructional
administrators. Review of relevant documents — adjunct faculty union contracts,
adjunct faculty handbooks, and institutional strategic plans —helped to corroborate
tindings from the interviews. The themes and corresponding subthemes are
summarized in Table 58. Nearly all dominant themes were applicable at both
institutions; however, some differences in subthemes between institutions were
identified.

The multidimensional nature of job burnout (Maslach & Leiter, 2008) was
supported by the findings from interviews conducted with adjunct faculty, adjunct
faculty union officers, and instructional administrators. Evidence of exhaustion,
depersonalization, and reduced personal accomplishment was observed in the
interview data. Additionally, burnout appeared to be influenced by various
employment characteristics and also teaching discipline. In addition to the academic
nature of the teaching discipline, non-academic departmental factors were found to
influence the presence of adjunct faculty burnout.

Many challenges faced by adjunct faculty were identified as potential

organizational risk factors for job burnout. While multiple risk factors were
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Summary of Dominant Themes and Subthemes
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Dominant theme

A priori subthemes

Emerging subthemes

Burnout manifests itself in Exhaustion

multiple ways among adjunct Depersonalization

faculty. Lack of personal
accomplishment

Employment characteristics
influence adjunct faculty
burnout.

Multiple part-time jobs
Full-time aspirations
Great expectations
Non-financial motivations
(FCQO)

The nature of the curriculum
and discipline taught by adjunct
faculty influences the
manifestation of burnout (TCC)

Transfer disciplines

Lower level courses

Non-academic departmental
factors influence the
manifestation of burnout.

People in department (FCC)
Department size

Various risk factors for burnout
are experienced by adjunct
faculty.

General employment conditions
Access to resources

Evaluation

Interaction with other faculty
Decision making

Geographical challenges
Threat to full-timers
Informal communication
Scheduling (FCC)

Adjunct faculty unions provide
multifaceted yet limited
support for adjuncts.

“Nuts and bolts” contract
provisions
Limited outreach

Sense of community
Inexperienced leadership (FCC)

Personal strategies employed

Personal interests

by adjunct faculty address job Scheduling changes
burnout.
Institutional strategies help to Office space Technology (FCC)
prevent adjunct faculty Professional development Centralized support for adjunct
burnout. Recognition faculty (FCC)
Decision making (FCC) Scheduling (TCC)

Effective programs that support
adjunct faculty may be difficult
to sustain due to cost.

identified at each institution, strategies that appeared to reduce or prevent job

burnout were present at each college. Personal strategies served to reduce job

burnout, and institutional strategies helped to prevent job burnout. Additionally,

the adjunct faculty union at each college was found to provide multifaceted yet

limited support for adjunct faculty.
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In Chapter 6, an extensive comparison of qualitative findings between Tesla
Community College and Feynman Community College will be presented. Chapter 7
will discuss conclusions, implications, and recommendations based on these

tindings.
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Chapter 6
CROSS-CASE ANALYSIS

The purpose of this study was to investigate the nature of burnout among
adjunct faculty employed in Illinois community colleges. This study sought to
provide insight into the ways in which burnout manifests itself within and affects
this unique group of faculty. Furthermore, this study elicited strategies that may
assist in the prevention and handling of adjunct faculty burnout.

To address the problem of adjunct faculty burnout, the following research
questions were developed:

1. To what extent are the dimensions of burnout (emotional exhaustion,
depersonalization, and lack of personal accomplishment) present among
adjunct faculty?

2. How is burnout experienced by adjunct faculty of various employment
characteristics?

3. Does the nature of the curriculum or discipline taught by adjunct faculty
influence the presence of the dimensions of burnout? If so, how?

4. To what extent are organizational risk factors for burnout experienced by
adjunct faculty at the selected community colleges?

5. What impact do adjunct unions have on addressing the underlying causes of
burnout among adjunct faculty?

6. What strategies are employed to prevent or address the manifestation of

burnout among adjunct faculty?
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Both quantitative and qualitative methods were employed to address the
purpose of this study. For the quantitative component of the study, a pre-existing
survey instrument — the MBI-ES — was administered to adjunct faculty at two
suburban community colleges in Illinois. The analysis of data collected using this
survey shed light on the extent to which burnout was present among adjunct faculty
at each college. Additionally, survey data provided insight into the effects of
teaching discipline and various employment characteristics on job burnout.

Semi-structured interviews with adjunct faculty and instructional
administrators from both institutions served as the primary sources of qualitative
data. Additional qualitative data were collected through document review. The
analysis of qualitative data through coding and theming complimented the
quantitative analysis and provided added depth into the issues surrounding adjunct
faculty burnout and potential strategies to reduce and prevent adjunct burnout.
Overview of Quantitative Findings

The quantitative findings revealed four overarching themes that described the
nature of job burnout among adjunct faculty. These overarching themes differed
from the qualitative themes and subthemes identified from the interview data and
document review. Each overarching theme was based on the literature related to
adjunct faculty or the multidimensional model of job burnout; therefore, these
overarching themes were classified as a priori themes. Three of the four overarching
themes were identified independently at each institution.

The first overarching theme to materialize from the quantitative findings for

each institution showed that adjunct faculty experienced burnout levels similar to
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other postsecondary faculty, in general. Using a sample of 700 postsecondary
faculty, Maslach et al. (1996) established ranges for low, moderate/average, and high
MBI-ES scores (p. 5). With the exception of the emotional exhaustion dimension at
Feynman Community College, the mean for each burnout dimension at both schools
tell within the moderate/average range for postsecondary faculty provided by
Maslach et al. Despite the low emotional exhaustion mean at FCC, it was concluded
that the burnout levels experienced by adjunct faculty at both institutions were
similar to those experienced by other postsecondary faculty.

The second overarching theme to become apparent showed that employment
characteristics influenced adjunct faculty burnout. At both Tesla and Feynman
Community College, additional employment outside of the college and the desire to
earn full-time status influenced burnout levels. Freelancers — adjunct faculty who
hold part-time employment at multiple institutions — experienced higher levels of
burnout for multiple dimensions than other adjunct groups defined by Gappa and
Leslie (1993). Aspiring academics — adjuncts who wish to become full-time faculty —
experienced lower levels of burnout for multiple dimensions than other adjunct
groups.

The third overarching theme revealed a weak, yet significant association
between adjunct category (i.e., career enders, aspiring academics, specialists, and
freelancers as defined by Gappa and Leslie, 1993) and teaching discipline. The
strongest associations were observed for freelancers and specialists — adjuncts who
hold primary employment outside of the college. Freelancers were more likely to

teach in transfer disciplines than in any other discipline group. Specialists were more
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likely to teach in a career-based discipline than in any other discipline group. To
ensure statistical power, quantitative data collected from each institution was
combined to study the association between adjunct category and teaching discipline.

The final overarching theme, which was observed at TCC only, showed that
the burnout experience differs across teaching disciplines. Specifically, adjunct
faculty from transfer disciplines tended to experience higher levels of burnout than
adjuncts in other disciplines. Statistically significant differences in burnout levels for
each dimension were observed between adjuncts in transfer disciplines and adjuncts
in other teaching disciplines.

Overview of Qualitative Findings

The qualitative findings revealed nine dominant themes involving adjunct
faculty burnout and strategies that prevent or reduce burnout. These themes
differed from the overarching themes identified from the quantitative data. For each
dominant theme, several a priori and emerging subthemes were identified that
provided further insight into the phenomenon of adjunct faculty burnout. Most
themes and subthemes were identified for each respective institution; however,
some themes and subthemes were found from the data at only one institution.

The first dominant theme that arose from the qualitative data suggested that
burnout manifests itself in multiple ways among adjunct faculty. Each of the three
dimensions of burnout described by Maslach and Leiter (2008) — exhaustion,
depersonalization, and lack of personal accomplishment — were found to be present

among adjunct faculty at both TCC and FCC.
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Second, a dominant theme was identified that revealed the ways in which
certain employment characteristics influence adjunct faculty burnout. At both
institutions, increased levels of burnout were described for adjuncts with multiple
part-time jobs and great expectations for teaching. Adjuncts who hold aspirations
for full-time employment experience both feelings of burnout and engagement.
Finally, adjunct faculty who hold primarily non-financial motivations for teaching
were identified as experiencing low levels of burnout at FCC.

A third dominant theme, identified at TCC only, involved differences in
adjunct faculty burnout between teaching disciplines and curriculum level. Namely,
adjunct faculty in transfer disciplines and lower level courses were described as
most likely to experience job burnout.

Furthermore, a fourth dominant theme identified at both institutions cited
non-academic departmental factors as contributors to the manifestation of job
burnout. These non-academic factors included department size and the people who
work in the department.

The fifth dominant theme to materialize from the qualitative data pointed to
various risk factors for job burnout that are experienced by adjunct faculty. The risk
factors that have been cited in literature related to adjunct faculty include: (a) general
employment conditions, (b) access to resources, (c) evaluation, (d) interaction with
other faculty, and (e) decision making. Additionally, risk factors emerged from the
qualitative data that were not described in related literature. These included the

following: (a) geographical challenges, (b) threat to full-timers, and (c) informal
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communication. Each aforementioned risk factor (subtheme) was identified
independently at each institution.

Multifaceted yet limited union support for adjunct faculty surfaced as the
sixth dominant theme. The adjunct faculty union at each institution was found to
support adjunct faculty by providing “nuts and bolts” contract provisions and
helping to create a sense of community. However, each union has limited outreach
due to stringent eligibility requirements (TCC) or a lack of union awareness among
potential members (FCC). Inexperienced leadership by the previous union leaders
at FCC was also identified as a major factor limiting the union’s effectiveness.

The final three dominant themes focus on strategies that prevent or address
adjunct faculty burnout. First, adjunct faculty from both institutions employ
personal strategies (personal interests/hobbies and scheduling changes) to address
feelings of burnout when they begin to emerge. Second, institutional strategies help
to prevent the manifestation of adjunct faculty burnout. Such strategies include
providing office space, professional development, and recognition at each
institution. At FCC, adjuncts also participate in decision making, have access to
technology, and receive support through a centralized office. At TCC, multiple
scheduling strategies are employed by department chairs to help prevent burnout.
Despite the multitude of strategies identified at both institutions, the final dominant
theme suggests that some effective institutional programs that may prevent job

burnout for adjunct faculty are costly and, as a result, difficult to sustain.
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Organization of the Cross-case Analysis

A comparison of the qualitative findings for TCC and FCC is presented in this
chapter. The findings are presented as they relate to each of the six research
questions posed in this study. In the following sections, convergences and
divergences between the two institutions are described to provide a thorough
comparison of the two cases and contribute ultimately to the development of
conclusions, implications, and recommendations for practice.

Research Question 1: To What Extent Are the Dimensions of
Burnout Present Among Adjunct Faculty?

The findings related to the first research question revealed one dominant
theme that appeared independently within the data from both TCC and FCC. This
dominant theme stated that burnout manifests itself in multiple ways among adjunct
faculty.

Dominant Theme 1: Burnout Manifests Itself in Multiple Ways Among Adjunct
Faculty

Three a priori subthemes described in detail how burnout was experienced by
adjunct faculty at each institution. These subthemes corresponded to the three
dimensions of burnout — exhaustion, depersonalization, and lack of personal
accomplishment — described by Maslach and Leiter (2008). Table 59 summarizes the
convergences and divergences between institutions for each subtheme.

Exhaustion. Participants from both institutions described exhaustion as a
noticeable aspect of the adjunct burnout experience. While the subtheme of

exhaustion was identified at each institution, both convergences and divergences
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Convergences and Divergences between Institutions for Dominant Theme 1

276

Subthemes TCC FCC Convergences Divergences

e Exhaustion v v Multiple part- Classroom-
"O"‘ time jobs related stress for
n New Adjunct I
% (TCC)
Z
x5 | * Depersonalization v v Boredom and Inability to cope
le) lack of interest with students
Z E Job performance (TCCO)
<D affected Monotony of
E a negatively teaching same
> class (FCCQ)
= e Lack of personal v v Present for new
5 accomplishment adjuncts
=

between TCC and FCC were identified.

e Multiple interviewees from both institutions cited responsibilities outside of
the college — in particular, additional part-time employment — as a contributor

to feelings of exhaustion for adjuncts.

e New Adjunct I, in his/her second semester at TCC, experienced emotional
exhaustion due to classroom-related stress and other issues with classroom

management.

Depersonalization. Aspects of depersonalization among adjunct faculty were

described by interviewees at both TCC and FCC. While depersonalization is

associated typically with a withdrawn personality, instances of “snapping” or

confrontation with students were described at TCC.

e Boredom and loss of interest in teaching were cited as ways that adjunct
faculty from both institutions experience burnout.

e Administrator II from FCC explained that the monotony of teaching the same
class each semester contributed to the loss of interest.
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e Administrators from both institutions expressed the belief that
depersonalization affected negatively classroom performance. Specifically,
adjuncts who had lost interest or appeared withdrawn were not motivated to
try innovative classroom techniques or perform basic job functions, such as
grading, in a timely manner.

e Two cases of “snapping” due to student-related issues at TCC were described
by Department Chair I. Rather than depersonalize, these adjuncts dealt with
student problems in an aggressive or confrontational manner.

Lack of personal accomplishment. Feelings of reduced personal
accomplishment were described by adjunct faculty from both institutions. However,
it should be noted that only the newer adjuncts — New Adjunct I and New Adjunct II
— expressed these feelings during their interviews.

e Both New Adjunct I (TCC) and New Adjunct II (FCC) felt that poor student
performance was responsible for their feelings of reduced personal

accomplishment as new teachers.

e Both New Adjunct I and New Adjunct II expressed doubt in their own
abilities as teachers when they first started at their respective colleges.

Research Question 2: How Is Burnout Experienced Across Adjunct
Faculty of Various Employment Characteristics?

The findings related to the second research question revealed one dominant
theme that appeared independently from the data at each institution. This dominant
theme stated that employment characteristics influence adjunct faculty burnout.
Dominant Theme 2: Employment Characteristics Influence Adjunct Faculty
Burnout

Four a priori subthemes described how certain employment characteristics
influenced the manifestation of job burnout among adjunct faculty. These a priori
subthemes included the following: (a) multiple part-time jobs (Gappa and Leslie,

1993), (b) full-time aspirations (Gappa and Leslie, 1993), (c) great expectations



278

(Chauhan, 2009; Maslach et al., 2001), and (d) non-financial motivations (Martin &

Sinclair, 2007). The first three subthemes were identified at each institution

independently. Non-financial motivations was identified as a subtheme at FCC

only. Table 60 summarizes the convergences and divergences between institutions

for each subtheme.

Table 60

Convergences and Divergences between Institutions for Dominant Theme 2

motivations

for those with
full-time jobs
(FCQO)

Subthemes TCC FCC Convergences Divergences
e Multiple part-time v v Exhaustion e Lackof

jobs Financial connection to

- pressures institution

) (TCCO)

o

Z

&

2

m e Full-time v v Motivation and

(Z) aspirations engagement

g Frustration and

= cynicism

Z New adjuncts

) doubtful about

= full-time

=

2! prospects

5 e Great expectations v v High

5 expectations felt

<« by new adjuncts

i Student

5 performance

= impacts feelings

E of efficacy

E e Non-financial v e Little burnout

o

—

P

>

&=

Little burnout
for retired

adjuncts (FCC)

Multiple part-time jobs. Adjunct faculty who hold multiple part-time jobs

were described as particularly susceptible to feelings of job burnout. Most
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interviewees suggested that these adjuncts held adjunct faculty positions at multiple
institutions. While this subtheme was identified at each institution, both
convergences and divergences between TCC and FCC were identified.

e At both institutions, the workload and commute associated with teaching at
multiple schools were identified as contributors to feelings of exhaustion.

e Adjuncts from both institutions teach at multiple schools due to financial
need and/or their lack of full-time employment. Their financial pressures
contribute to feelings of stress.

e Adjunct and administrator participants from TCC cited lack of connection to
the institution as a significant problem for adjuncts who work multiple part-
time jobs. Due to their limited time on campus, these adjuncts may not be
able to access certain support systems or integrate into campus life.

Full-time aspirations. At both institutions, adjunct faculty with aspirations to
become full-time faculty members appeared to experience either engagement or
burnout. Overall, the findings related to this subtheme appeared to be similar for

TCC and FCC.

e At both institutions, some adjunct faculty display motivation and engagement
in the hopes of earning a full-time position.

e The lack of full-time positions available leads to frustration or cynicism
among some adjunct faculty.

e New Adjunct I and New Adjunct II expressed doubt over their chances of
being hired full-time due to the number of qualified candidates.

Great expectations. Findings from both institutions showed that high
expectations or aspirations for teaching at the college level contribute to feelings of
burnout. These feelings were held primarily by the new adjuncts interviewed at
TCC and FCC.

e Upon starting, New Adjunct I and New Adjunct II held high expectations for

helping students through the teaching and learning experience. The reality of
underprepared students did not match the new adjunct faculty expectations.
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e Poor student performance caused both New Adjunct I and New Adjunct II to
experience feelings of reduced personal accomplishment as teachers.

Non-financial motivations. The findings from FCC revealed that adjunct
faculty who are motivated to teach for non-financial reasons are unlikely to
experience feelings of job burnout. Retired adjuncts and adjuncts holding full-time
employment outside of the college were mentioned as having mainly non-financial
motivations.

e Adjuncts with full-time employment elsewhere tend to teach fewer classes
than adjuncts who hold only part-time employment. Also, these adjuncts can
stop teaching more easily than others due to a lack of financial dependence on

the job.

e Retired adjuncts typically supplement their income through teaching and, as
a result, experience less burnout than other adjuncts.

Research Question 3: Does the Nature of the Curriculum or Discipline Taught by
Adjunct Faculty Influence the Presence of the Dimensions of
Burnout? If so, how?

The findings related to the third research question revealed two dominant
themes. First, the nature of the curriculum and discipline taught by adjunct faculty
influences the manifestation of burnout. This theme was identified at TCC only.
Second, non-academic departmental factors influence the manifestation of burnout.
This theme was identified at both institutions.

Dominant Theme 3: The Nature of the Curriculum and Discipline Taught by
Adjunct Faculty Influences the Manifestation of Burnout
One a priori and one emerging subtheme provided insight into how

curriculum and discipline influence adjunct faculty burnout at TCC. The a priori
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subtheme identified higher levels of burnout among adjunct faculty in transfer
disciplines. Multiple authors have written about the unique challenges faced by
adjunct faculty in these disciplines (AFT, 2010; Levin, 2007; Wagoner, 2007). The
emerging subtheme suggested a greater tendency for adjuncts to experience burnout
in lower level courses than in upper level courses. Table 61 summarizes the
divergences between TCC and FCC related to this dominant theme. No
convergences exist since this dominant theme was identified for TCC only.

Table 61

Convergences and Divergences between Institutions for Dominant Theme 3

Subthemes TCC FCC Convergences Divergences

e Transfer disciplines v e Few
employment
opportunities
(TCC)

e Egos in liberal
arts
departments
(TCC)

e Undervalued in
departments
(TCC)

e Lower level v e Underprepared
courses 2 students (TCC)
e Faculty
preference to
teach higher
level courses
(TCC)

CURRICULUM AND DISCIPLINE

a Emerging subtheme

Transfer disciplines. Adjunct and administrator interviewees provided data
that suggested adjunct faculty in transfer disciplines at TCC may be prone to
experiencing burnout. Multiple unique challenges were described for these

adjuncts.
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e Few employment opportunities (including full-time faculty positions) are
available for individuals with liberal arts backgrounds.

e Veteran Adjunct I, who teaches in a career-based program, explained that
liberal arts faculty have little real world experience. As a result, egos present

conflict in these departments.

e Administrator I believed a negative view of adjunct faculty was held by full-
time faculty in transfer disciplines.

e New Adjunct I felt undervalued as an adjunct in a transfer discipline.

Lower level courses. Adjunct and administrator interviewees from TCC also
identified unique challenges associated with lower level courses. Typically, adjunct
faculty teaching these courses experience greater frustration and burnout than their
colleagues in higher level courses.

e The lack of preparedness and immaturity of students were cited as the
primary challenges that may lead to burnout for adjunct faculty in lower level

courses.

e Department Chair I has observed that faculty prefer to teach higher level
courses.

Dominant Theme 4: Non-academic Departmental Factors Influence the
Manifestation of Burnout

In addition to curriculum and discipline (as noted above), non-academic
department factors were found to influence the manifestation of burnout at both
TCC and FCC. These non-academic factors included (a) people in the department,
and (b) department size. The former subtheme was identified at FCC only. Both of
these non-academic factors served as emerging subthemes associated with the fourth
dominant theme. Table 62 summarizes the divergences between TCC and FCC for

each subtheme. No convergences were identified between the two institutions.
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Convergences and Divergences between Institutions for Dominant Theme 4
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Subthemes TCC FCC

Convergences

Divergences

e Peoplein
department 2

v

Attitude of
faculty and chair
shape
experience
(FCC)
Departmental
support impacts
effectiveness

(FCC)

e Department size 2

NON-ACADEMIC DEPARTMENTAL FACOTRS

v

v

Adjuncts teach
more preps in
small
departments
(FCC)

Difficult for one
chair to manage
alarge
department
(TCC)
Inconsistency in
organizational
structure (TCC)

2 Emerging subtheme

People in department. Through interviews with adjuncts and administrators,

it was conveyed that the adjunct experience is shaped largely by the individuals who

work within each department. This emerging subtheme was identified at FCC only.

e The challenges faced by adjuncts at FCC are shaped more by interactions with
department colleagues than by the nature of the discipline itself.

e The level of support from people in the department impacts the effectiveness

of adjunct faculty at FCC.

Department size. Department size was identified as an emerging subtheme

at both TCC and FCC. However, the effect of department size was described

differently at each institution.
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e At FCC, adjuncts who teach in small departments must teach multiple course
preps to meet a full teaching load. This is a result of the limited availability of
course sections in small departments. Consequently, adjuncts who need a full
course load for financial reasons may experience increased workloads.

e At TCC, a single department chair may experience difficulty overseeing a
large department consisting of numerous adjunct faculty and course sections.

e According to Administrator I, at TCC there is inconsistency in the
organizational structure across departments. Some large departments have
coordinators while others have a single department chair.

Research Question 4: To What Extent are Organizational Risk Factors for Burnout

Experienced by Adjunct Faculty at the Selected Community Colleges?

The findings related to the fourth research question revealed one dominant
theme that was applicable to both TCC and FCC. This theme focused on the various
risk factors for burnout that are experienced by adjunct faculty.

Dominant Theme 5: Various Risk Factors for Burnout Are Experienced by Adjunct
Faculty

Five a priori and four emerging subthemes were identified as potential risk
factors for job burnout among adjunct faculty. The a priori subthemes included the
following: (a) general employment conditions (AFT, 2010; Gappa, 2000; Green, 2007),
(b) access to resources (CCSSE, 2009; Gappa, 2000; Green, 2007; Jacoby, 2006; Jaeger,
2008; Jones, 2008), (c) evaluation (AAUP, 2008), (d) interaction with other faculty
(Gappa, 2000; Green, 2007; Meixner et al., 2010; Wallin, 2004), and (e) decision
making (Christensen, 2008; Jacoby, 2006; Phillippe & Sullivan, 2005; Wallin, 2005).

The emerging subthemes included the following: (a) geographical challenges, (b)

threat to full-timers, (c) informal communication, and (d) scheduling. Table 63
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summarizes the convergences and divergences between institutions for each

subtheme.

Table 63

Convergences and Divergences between Institutions for Dominant Theme 5

Decision making

at institutional
level

Minimal
involvement on
committees

Subthemes TCC FCC Convergences Divergences
e General v v Compensation Job security
employment (TCC)
conditions Benefits (TCC)
Parking (FCC)
e Access toresources v v Limited time on Office space
campus (TCQ)
Timing of No
professional compensation
development for professional
— development
- (FCO)
) .
Z e Evaluation v v Lack of
% supervisor
R evaluation
g Evaluation
= spurred only by
7 .
2 major problems
8 Adjuncts desire
&ﬂ) feedback
> ¢ Interaction with v v Few Little interaction
c% other faculty opportunities to within
ez interact department
% Separation of (FCC)
o adjunct and full-
i time events
> Other time
commitments
for adjuncts
. v v Little influence

Provide input,
but do not make
decisions (FCC)
Formal means to
provide input
(FCQO)

More classroom-
related freedom
at TCC than
FCC




Table 63 (continued)

Convergences and Divergences between Institutions for Dominant Theme 5
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e Scheduling 2

chairs (FCC)
Unprepared for
new courses
(FCC)

Difficulty
getting assigned
to new courses
(FCCO)

Subthemes TCC FCC Convergences Divergences
e Geographical v v Accessing
challenges 2 resources (TCC)
Interaction with
colleagues

S (ECC)
% e Threat to full- v v Competition
[~ timers 2 Negative
g perception of
g adjunct ability
- e Informal v v Lack of formal Adjunct
cé) communication a orientation handbook not
g Adjuncts learn sufficient (TCC)
&ﬂ) on their own or
o from other
c% faculty
= v Late notice from
%)
=
S
=
<
>

a Emerging subtheme

General employment conditions. Interviewees cited problems with general

employment conditions as challenges facing adjunct faculty. Both similar and

distinct challenges were described at both institutions.

Adjunct interviewees from both institutions considered the financial
compensation to be disproportionately low for the amount of work done.

New Adjunct I expressed displeasure with not receiving a paycheck for
extended periods of time between semesters.

“Bumping” of adjunct faculty prior to the start of the semester was described

as unfair at TCC.

New Adjunct I was dissatistied with the benefits offered to adjunct faculty at

TCC.
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Lack of parking for adjunct faculty was identified as a problem by both
adjunct and administrative interview participants from FCC.

Access to resources. Adjunct faculty were described by interview

participants as having limited access to resources. In some cases, certain resources,

such as office space, were unavailable to adjuncts. In other cases, adjuncts were

unable to access certain resources due to their limited time on campus.

Adjunct interviewees described a limited amount of office space at TCC.

While part-time faculty offices are present on campus, Veteran Adjunct I
explained that they do not provide quiet environments that are conducive to
working.

Participants at both institutions cited the limited amount of time spent on
campus as a reason that adjuncts may not be able to access certain resources.
This problem was especially relevant for adjuncts who teach during the
evening.

Adjuncts at both institutions have difficulty participating in on-campus
professional development opportunities due to time constraints.

Veteran Adjunct II explained that few adjuncts are motivated to participate in
professional development due to the lack of compensation.

Evaluation. A consistent, formal evaluation process for adjunct faculty

involving a direct supervisor was not present at either TCC or FCC. It appeared that

student evaluations were the primary instrument used to evaluate adjuncts.

At both institutions, adjunct faculty are rarely observed in the classroom and
receive little feedback from department chairs.

Administrator I described an inconsistent approach to adjunct evaluation at
TCC.

At both institutions, evaluation in the form of classroom observation is
initiated typically due to the emergence of a significant problem. This may be
brought to the department chair’s attention through student evaluations or a
student complaint.
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Adjuncts at both institutions expressed the desire for increased supervisor
teedback.

Interaction with other faculty. Limited interaction with colleagues was

described as a challenge facing adjunct faculty at both institutions. Several factors

were described that limit the interaction between adjunct faculty and other faculty —

both adjunct and full-time.

Few formal opportunities exist for adjunct faculty to interact with other
faculty members and form meaningful relationships.

Adjunct and full-time events, such as in-service, are held at separate times.

Off-campus commitments for adjuncts result in limited availability or limited
interest in interacting outside of the classroom.

Veteran Adjunct II explained that adjuncts are not invited often to department
meetings and experience infrequent interaction with their department chair.

Decision making. At both institutions, adjunct faculty experience limited

ability to make decisions. The role of adjunct faculty in decision making was

described at both the institutional and classroom levels.

Adjunct faculty at both institutions have little influence in decision making at
the institutional level.

At FCC, adjunct faculty provide input at the institutional and departmental
levels but do not make decisions.

While they may participate on shared governance committees at each
institution, few adjuncts actually get involved.

At FCC, an adjunct advisory committee provides a formal means for adjuncts
to offer input to the college administration.

Adjuncts at TCC were described as having more freedom to make classroom-

related decisions regarding textbook, syllabi, and curriculum than adjuncts at
FCC.
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Geographical challenges. Both TCC and FCC are classified as very large
two-year colleges according to the Carnegie Foundation for the Advancement of
Teaching (2011) size and setting classification. Geographical challenges related to
the size of each campus surfaced during interviews. The nature of these challenges
differed between the two campuses, however.

e At TCC, New Adjunct I experienced challenges accessing resources that were
located on the opposite side of campus from where he/she teaches.

¢ In Department Chair II's department at FCC, classes have been dispersed
throughout multiple buildings. As a result, faculty from within the
department have few opportunities to interact.
Threat to full-timers. Interviewees from both institutions described the
perception that some full-time faculty view adjuncts as a threat. While the nature of
this threat took on different forms across the interviewees, the general subtheme was

present at both institutions.

e At both institutions, adjuncts were viewed as a form of competition by full-
time faculty.

e Union Officer I from TCC believed that adjuncts were an economic threat

since they perform similar job duties as full-time faculty at a lower cost to the
institution.

e Veteran Adjunct I (TCC) and Veteran Adjunct II (FCC) experienced
resentment from full-time faculty as a result of their increased involvement

within their respective departments.

e Administrator I believed that full-time faculty respect the teaching ability of
full-timers more than adjunct faculty at TCC.

e Department Chair II from FCC explained that some full-time faculty feel
resentment towards adjuncts when they use materials created by full-timers.

Informal communication. At both institutions, information about resources,

policies, and procedures is communicated most frequently to adjunct faculty
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through informal means. As a result, some adjunct faculty may fail to receive critical
information.

e At the time of data collection, a required orientation program for new adjunct
faculty did not exist at either institution.

e Department Chair I (TCC) and Department Chair II (FCC) indoctrinate each
new adjunct faculty member by providing a syllabus, course materials, and

related information.

e Adjuncts at both institutions described “learning the ropes” on their own or
with the assistance of other faculty.

e While a handbook is provided to new adjunct faculty at TCC, New Adjunct I
and Department Chair I believed that not all adjuncts consult it when a
problem arises.

Scheduling. At FCC, challenges related to scheduling were described by
adjunct and administrator participants. These challenges centered on the lack of

control adjuncts have over their schedules from semester to semester.

e Union Officer II expressed frustration with department chairs who wait until
very late in the semester to finalize the schedule for the upcoming semester.

e Some adjuncts may teach a new course at the request of the department chair
or in order to reach a full course load. Their lack of preparedness to teach a

new course may increase significantly their workload.

e Some adjuncts wish to teach new courses; however, adjuncts possess little
ability to influence chairs to place them into new courses.

Research Question 5: What Impact Do Adjunct Unions Have on Addressing the
Underlying Causes of Burnout Among Adjunct Faculty?
The findings related to the fifth research question revealed one dominant
theme. This theme stated that adjunct faculty unions provide multifaceted yet
limited support for adjuncts. This theme was identified independently at both TCC

and FCC.
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Dominant Theme 6: Adjunct Faculty Unions Provide Multifaceted yet Limited
Support for Adjuncts

Two a priori and two emerging subthemes provided insight into how adjunct
faculty unions support adjunct faculty. The a priori subthemes focused on “nuts and
bolts” contract provisions (Maitland & Rhoades, 2005; NEA, n.d.) and limited
outreach (Maitland & Rhoades, 2005; NEA, 2007). The emerging subthemes
described how unions help to foster a sense of community and also suffer from
inexperienced leadership. Each subtheme, with the exception of inexperienced
leadership, was identified at both institutions independently. Table 64 summarizes

the convergences and divergences between institutions for each subtheme.

Table 64

Convergences and Divergences between Institutions for Dominant Theme 6

Subthemes TCC FCC Convergences Divergences

e “Nuts and bolts” v v' e Compensation e Compensation
contract provisions and benefits for “bumping”

(TCC)

e Resources

including office

space (FCC)

e Limited outreach v v e Stringent
eligibility
requirements
(TCCO)
Difficulty
recruiting new
members (FCC)

e Sense of v v e Sense of e Support for
community 2 belonging to a work-related
group problems (FCC)
e Adjunct
newsletter

(FCC)

MULTIFACTED YET LIMITED UNION SUPPORT
[ )

e Inexperienced v e Weaknesses in
leadership 2 contract (FCC)

a Emerging subtheme
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“Nuts and bolts” contract provisions. Interviewees suggested that the

adjunct faculty union contracts at both institutions contain provisions for general

employment conditions. These primarily include compensation, benefits, and

resources.

Interviewees from both institutions suggested that the adjunct faculty union
contracts at both institutions were effective at improving compensation and
benefits for adjuncts.

Compensation for adjuncts who are “bumped” from a course prior to the start
of the semester is provided at TCC.

The adjunct faculty union at FCC was described as effective in bargaining for
resources including additional adjunct office space.

Limited outreach. Despite the contract provisions for which these unions

have successfully bargained, the effectiveness of the adjunct faculty union at each

institution appeared to be limited. The factors limiting the effectiveness differed

between TCC and FCC.

At TCC, the eligibility requirements for membership limit the ability of the
union to recruit and support members. According to the adjunct faculty
union contract at TCC, an adjunct faculty member must teach in three
consecutive academic years and also teach a minimum number of credit hours
in the third year to become eligible. Furthermore, an adjunct faculty member
must teach a minimum number of credit hours each year to maintain his or

her eligibility.

At FCC, the eligibility requirements are less stringent than at TCC. Adjuncts
become eligible after teaching two consecutive semesters of at least six contact
hours. To maintain eligibility, adjuncts must teach at least six contact hours
each year.

At FCC, many adjuncts are unaware of how the union is able to provide
support for them. Union Officer II explained that it has been difficult to
communicate with adjunct faculty and increase interest about the union.

Union Officer II believed that many adjuncts do not want to increase their
levels of involvement on campus due to other responsibilities.



293

Sense of community. Interviewees from both institutions described how the
adjunct union on their campus has helped to foster a sense of community.
Convergences and divergences between TCC and FCC were found that relate to this
subtheme.

e Adjuncts at both institutions felt that it was important to belong to a group on
campus.

e At FCC, the union is viewed as a place to receive support for work-related
problems. Veteran Adjunct II had a personal experience that the union
helped to resolve.

e The union at FCC distributes an electronic newsletter to all adjunct faculty.
Inexperienced leadership. The faculty union at FCC is relatively new on

campus and has only had one contract thus far. Qualitative findings from interviews
at FCC revealed that the lack of experience among the original union leaders
produced negative consequences.

e Administrator II explained that the current contract has weaknesses due to
the oversight of the original negotiating team. Administrator II believed that

the next contract would be improved, however.

e Union Officer Il believed that the original negotiating team had poor
leadership, which led to a weak contract.

Research Question 6: What Strategies Are Employed to Prevent or Address the
Manifestation of Burnout Among Adjunct Faculty?

The findings associated with the sixth research question revealed three
dominant themes. First, personal strategies employed by adjunct faculty address job
burnout. Second, institutional strategies help to prevent adjunct faculty burnout.
Third, effective programs that support adjunct faculty may be difficult to sustain due

to cost. All dominant themes were identified at TCC and FCC independently.
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Dominant Theme 7: Personal Strategies Employed by Adjunct Faculty Address
Job Burnout

Two a priori subthemes provided insight into the personal strategies used by
adjunct faculty to address feelings of burnout. Personal interests and scheduling
changes were identified as strategies at both institutions (Godt, 2006; Wood &
McCarthy, 2002). Table 65 summarizes the convergences and divergences between
TCC and FCC related to these subthemes.

Table 65

Convergences and Divergences between Institutions for Dominant Theme 7

Subthemes TCC FCC Convergences Divergences
e Personal interests v v e Exercise and e Schedule
hobbies downtime (FCC)

- & e Separate wgrk
< 5 and home life
é = (FCC)
4 = e Scheduling v v' e Teach new e Proactive
~ 5 changes courses scheduling

o Take a break (FCC)

Personal interests. Adjunct faculty from both institutions relieve stress
through personal interests. While it may be challenging to find time for personal
interests, adjuncts from FCC described ways that they make time for such interests.

e Adjuncts from both institutions use personal interests, such as exercise and
hobbies, to reduce feelings of stress and burnout.

e Veteran Adjunct II from FCC builds personal time into his/her schedule.
e Veteran Adjunct II explained that some adjuncts choose not to bring any work

home with them. Separating work and home life has helped them to relieve
feelings of stress.
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Scheduling changes. Adjunct faculty also address feelings of burnout by
making changes to their schedules. This subtheme was identified at both
institutions.

e Teaching different courses was described as a strategy to address feelings of
monotony among adjuncts. Monotony, which is related to lack of interest, is
associated with the depersonalization dimension of burnout (Hakanen et al.,

2006, p. 498).

e Taking a break from teaching or reducing the teaching load was described as
an effective strategy for reducing feelings of burnout.

e Department Chair II from FCC explained that some adjuncts take control of
their schedule by submitting requests well in advance of the normal
scheduling timeframe.
Dominant Theme 8: Institutional Strategies Help to Prevent Adjunct Faculty
Burnout

Four a priori and three emerging subthemes elaborate on how institutions
help to prevent adjunct burnout. The following a priori subthemes were identified:
(a) office space (CCSSE, 2009; Gappa, 2000; Jacoby, 2006; Jones, 2008) (b) professional
development (Eagan, 2007; Phillips & Campbell, 2005), (c) recognition (Maslach &
Leiter, 2008; Maslach et al., 2001), and (d) decision making (Bakker et al., 2005). The
emerging subthemes included the following: (a) technology, (b) centralized support
for adjunct faculty, and (c) scheduling. Table 66 summarizes the convergences and
divergences between TCC and FCC related to these subthemes.

Office space. Institutional support for adjunct faculty was provided at both

TCC and FCC through the designation of shared office space for adjunct faculty.

Multiple work areas were provided at each institution.
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Convergences and Divergences between Institutions for Dominant Theme 8
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Subthemes

TCC FCC

Convergences

Divergences

Office Space

v

v

Work space and
resources
Socialization

e Professional
development

Faculty
development
center

Training during
in-service

Low attendance
at in-service

Compensation
for workshops
(TCC)

e Recognition

Formal awards

Awards for each
discipline (TCC)
Informal but
inconsistent
recognition
(FCC)

e Decision making

Adjunct
advisory
committee
(FCC)
Contract and
participation
limit
effectiveness
(FCC)

INSTITUTIONAL STRATEGIES

e Technology 2

Classroom
resources (FCC)
Communication

(FCC)

e Centralized
support for adjunct
faculty 2

“Go-to” person
for adjuncts
(FCC)

Develop adjunct
programs (FCC)
Publish
handbook (FCC)

e Scheduling 2

Compensation
for “bumping”
(TCCO)
“Back-up”
courses (TCC)

2 Emerging subtheme
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e The office spaces at both institutions provided adjuncts with a place to work,
space to meet with students, access to resources, and the assistance of support
staff.

e The office spaces at both institutions provided the added benefit of fostering
socialization among adjunct faculty.

e One benefit of socialization described by New Adjunct I and Department
Chair II was that adjuncts could share problems and questions with each
other.

Professional development. Both TCC and FCC support adjunct faculty by
providing them with professional development opportunities. Despite the apparent
benefits of such opportunities, limited adjunct involvement limits the effectiveness
of such efforts.

e Both institutions offer professional development opportunities, including
workshops and technological assistance, through a faculty development
center. At each campus, this center provides support to both adjunct and full-

time faculty.

e Adjunct faculty at TCC receive a small hourly stipend for professional
development activities, such as workshops.

e Workshops and specialized training opportunities are offered during adjunct
faculty in-services at both colleges. For instance, at FCC, a stress-reduction
workshop has been offered during in-service.

e Since the in-services are optional for adjuncts, attendance is limited. Asa
result, not all adjunct faculty are able to benefit from these professional
development opportunities.

Recognition. Recognition of adjunct faculty was identified from interview
data as another institutional strategy. Evidence of formal recognition for adjuncts
was observed at each institution while informal recognition was observed at FCC.

e Formal awards for teaching excellence are presented at each institution.

e Anaward is presented for each discipline annually at TCC while FCC
presents only one institutional award each year.
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At FCC, evidence of informal recognition of adjunct faculty was observed.
Department chairs and other administrators convey verbally their
appreciation for adjunct faculty.

Both Department Chair II and Union Officer II believed that informal
appreciation for adjuncts should be shown with greater consistency.

Decision making. Evidence of adjunct faculty influencing decision making

was observed at FCC only. A formal adjunct advisory committee is the vehicle

through which adjuncts may shape decisions made at the college.

Members of the adjunct advisory committee serve as spokespeople for all
adjuncts. Their input is provided to an administrator chairing the committee
who in turn communicates with other college leaders.

Department Chair II explained that it is challenging to find adjuncts who are
willing to serve on the committee. As a result, some issues facing adjuncts
may not be presented.

Union Officer II believed that the adjunct faculty union contract serves as a
barrier that limits the ability of the adjunct advisory committee to influence

change.

Technology. The use of technology is employed at FCC to provide resources

and enhance communication with adjunct faculty. Department Chair II described

how technology helps the college to provide support for adjunct faculty.

All classrooms are equipped with similar technological resources. As a result,
adjuncts need not adjust their teaching methods based on their classroom.

Adjuncts are able to access course resources through publisher websites.

Adjuncts are now expected to check their e-mail regularly. As a result,
communication with adjuncts has improved.

Centralized support for adjunct faculty. At FCC, one of the primary

responsibilities of Administrator Il is to oversee adjunct activities across the college.

The centralized support of adjunct faculty was viewed as a positive influence on

adjunct faculty.



299

From running adjunct in-services and other activities, Administrator II has
become recognized as the “go-to” person for adjunct faculty. Adjuncts
recognize Administrator II as someone who can provide them with direct and
immediate support.

Administrator II described evidence of innovation in training and supporting
adjunct faculty through the office in which she works.

The office in which Administrator I works produces and distributes an
adjunct faculty handbook annually. This handbook contains information

pertaining to resources, policies, and procedures.

Scheduling. Institutional strategies related to scheduling were identified at

TCC. Both formal and informal strategies were described.

Adjunct faculty are compensated $200 if they are “bumped” from a course at
the last minute due to low enrollment or replacement by a full-time faculty
member. This has reduced the frequency of “bumping.”

When possible, Department Chair I schedules a “back-up” course for full-time
faculty who teach courses with traditionally low enrollment. If a course is
cancelled due to low enrollment, the full-timer teaches the “back-up” course
instead of bumping an adjunct.

Dominant (Emerging) Theme 9: Effective Programs for Adjunct Faculty May be

Difficult to Sustain Due to Cost

The final dominant theme was based on qualitative evidence that each

institution had implemented innovative programs in the past for adjunct faculty. In

some instances, programs that appeared to support adjunct faculty successfully were

abandoned due to the associated costs. No subthemes were identified for this

theme; therefore, this was categorized as a dominant emerging theme.

Adjunct orientation was offered in the past at TCC; however, the cost
associated with the program made it unsustainable.

Presently, a new online orientation program is being developed at TCC.
Despite the significant expense, Department Chair I explained that an
increased number adjuncts should be able to benefit from the program
because it is offered online.
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e At FCC, the adjunct advancement program provided professional
development opportunities to adjuncts and rewarded their participation with
pay increases. Despite the financial, professional, and social benefits of the
program, the expense associated with the program made it unsustainable.

Chapter Summary

Regarding the research questions posed in this study, the cross-case analysis
demonstrated numerous similarities between Tesla Community College and
Feynman Community College. In fact, of the nine dominant themes that surfaced
from the qualitative data, eight themes were identified independently at each
institution. Furthermore, a majority of the subthemes were also identified
independently at each institution. Distinctions in specific subthemes between the
two institutions are summarized in Table 67. Due to the relatively few differences
between institutions, not all dominant themes and subthemes are included in Table
67.

Regarding the burnout experience, adjuncts at both institutions experienced
the phenomenon of job burnout in similar ways. The three dimensions of burnout —
exhaustion, depersonalization, and lack of personal accomplishment — were
described at each institution. Furthermore, employment characteristics and non-
academic department factors were found to influence the presence of burnout at
each institution. Only at TCC did the qualitative data associate teaching discipline
with the manifestation of burnout. The potential risk factors for job burnout were

largely similar between TCC and FCC. Eight of the nine risk factors (subthemes)

were identified independently at each institution.
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Table 67

Critical Distinctions in Theme and Subtheme between TCC and FCC

Dominant Theme Subtheme TCC FCC
Employment Non-financial N/A Less burnout
characteristics motivations
Curriculum and Transfer Greater burnout N/A
discipline disciplines
Lower level Greater burnout N/A
courses
Non-academic People in N/A Faculty and chair
departmental department attitudes impact
factors adjunct support and
burnout
Risk factors Scheduling N/A Scheduling practices
present challenges for
adjuncts
Union support Inexperienced N/A Resulted in contract
leadership weaknesses
Institutional Decision making N/A Adjunct advisory
strategies committee
Technology N/A Resources and
communication
Centralized N/A Administrator
support for adjunct oversees adjunct
faculty activities
Scheduling Department N/A
strategies and
compensation

for “bumping”

Next, unions were found to provide multifaceted yet limited support for
adjunct faculty. Unions provide “nuts and bolts” contract provisions and help to
create a sense of community on campus. However, the effectiveness of unions is
limited due to strict eligibility requirements (TCC), difficulty recruiting potential

members (FCC), and inexperienced leadership (FCC).
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Finally, personal and institutional strategies were identified at each
institution. Personal strategies appeared to help address feelings of burnout that
had already begun to manifest themselves in adjunct faculty. Institutional strategies
appeared to help prevent feelings of burnout from arising. Despite the success of
some institutional strategies, the costs associated with effective programs for adjunct
faculty made them difficult to sustain.

Chapter 7, the final chapter of the dissertation, will include a discussion of the
tindings, conclusions, implications, and recommendations. The analysis of both

quantitative and qualitative data will help to inform the final chapter.
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Chapter 7
DISCUSSIONS, CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS

The purpose of this study was to investigate the nature of burnout among
adjunct faculty employed in Illinois community colleges. Through both quantitative
and qualitative methods, the manifestation, causes, and prevention/reduction of
adjunct faculty burnout were explored. While nearly all research in the field of job
burnout among educators focuses on full-time employees, burnout appeared to be
present among some adjunct faculty at the selected community colleges. This
chapter provides discussion, conclusions, implications, and recommendations
related to job burnout among adjunct faculty in community colleges.

Research Questions

To address the problem of adjunct faculty burnout identified in this research
study, the following research questions were employed:

1. To what extent are the dimensions of burnout (emotional exhaustion,
depersonalization, and lack of personal accomplishment) present among
adjunct faculty?

2. How is burnout experienced by adjunct faculty of various employment
characteristics?

3. Does the nature of the curriculum or discipline taught by adjunct faculty
influence the presence of the dimensions of burnout? If so, how?

4. To what extent are organizational risk factors for burnout experienced by

adjunct faculty at the selected community colleges?
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5. What impact do adjunct unions have on addressing the underlying causes of
burnout among adjunct faculty?
6. What strategies are employed to prevent or address the manifestation of
burnout among adjunct faculty?
Discussion of Quantitative Findings

The quantitative component of this study produced findings that were
relevant to the first three research questions. This discussion is organized into the
following four subsections based on the overarching themes that surfaced from the
quantitative findings: (a) adjunct faculty experience burnout levels similar to other
postsecondary faculty, (b) employment characteristics influence adjunct faculty
burnout, (c) adjunct category is associated with teaching discipline, and (d) elevated
adjunct burnout is present in transfer disciplines. The first two overarching themes
correspond to the first two research questions, respectively. The final two
overarching themes correspond to the third research question.

While a significance level of a = 0.05 is employed typically in scholarly
research, a more lenient significance level of a = 0.10 was used for this study.
According to Simon (2006), measures of significance at the a = 0.10 level provide
suggestive evidence against null hypotheses. Additionally, even modestly
significant findings helped to complement the qualitative component of this study
and inform the analysis of data.

Similar Burnout Levels to Other Postsecondary Faculty
The MBI-ES was employed to measure quantitatively burnout levels among

adjunct faculty respondents at the selected community colleges. The survey
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instrument allowed burnout scores to be calculated for each of the three dimensions
of burnout — emotional exhaustion, depersonalization, and lack of personal
accomplishment (Maslach et al., 2001). Using a sample of over 11,000 education and

awrs

human services employees, Maslach et al. (1996) define “low,” “moderate,” and
“high” ranges for each burnout dimension. These ranges correspond to the lower
third, middle third, and upper third of the scoring distribution. The authors suggest
using these ranges to analyze survey results. The authors also provide “low,”
“moderate,” and “high” ranges for the postsecondary faculty (n = 695) included in
their overall sample. Both sets of ranges were employed to help understand the
extent to which adjunct faculty at the selected institutions experienced job burnout.

When compared to the suggested ranges provided by Maslach et al. (1996),
the mean burnout score for each dimension was found to be low for the entire
sample at Tesla Community College and Feynman Community College, the
institutions selected for this study. However, using the postsecondary ranges
provided by Maslach et al., it was revealed that mean scores corresponded to
moderate levels of burnout. Only emotional exhaustion still corresponded to low
burnout at FCC when compared to the postsecondary ranges. These findings
suggest that, on average, adjunct faculty may experience levels of burnout similar
to other postsecondary faculty.

Inspection of the distribution of burnout scores for each dimension revealed a
non-normal distribution. At each institution, each dimension was skewed towards

low levels of burnout. Furthermore, the mode for each burnout dimension

corresponded to low burnout. While moderate levels of burnout (compared to
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other postsecondary faculty) were indicated by the mean scores, the distributions
suggested that adjunct respondents were most likely to experience low levels of
burnout.

Multiple authors have presented evidence that a significant correlation exists
between the presence of emotional exhaustion and depersonalization (Chauhan,
2009; Maslach & Leiter, 2008). Exhaustion usually is the first dimension to appear
and causes the employee to become detached from his or her work in an effort to
deal with work overload (Maslach & Leiter, p. 499; Maslach et al., 2001, p. 403;
Schwarzer & Hallum, 2008, p. 155). The results of these previous studies were
echoed at TCC and FCC, where a moderate positive correlation was observed
between emotional exhaustion and depersonalization at the a = 0.01 level.
Therefore, adjunct respondents who experienced exhaustion tended to experience
depersonalization as well.

Maslach and Leiter (2008) explain that studies have shown mixed results
regarding the relationship between reduced personal accomplishment and the other
burnout dimensions (p. 499). At both TCC and FCC, a weak negative correlation
was observed between personal accomplishment and each of the other dimensions
(emotional exhaustion and depersonalization). That is, adjuncts who experienced
increased levels of exhaustion or depersonalization also experienced reduced
levels of personal accomplishment. This correlation was observed at the a = 0.01
significance level.

Employment Characteristics Influence Adjunct Faculty Burnout
The quantitative findings of this study demonstrated that adjunct groups of

distinct employment characteristics experienced different levels of burnout at the
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selected institutions. For each burnout dimension measured by the MBI-ES, one-
way ANOVAs were performed between the four adjunct groups defined by Gappa
and Leslie (1993). These groups included the following: (a) career enders — retired
from primary employment, (b) specialists — hold primary employment outside of the
college, (c) aspiring academics — wish to become full-time faculty members, and (d)
freelancers —hold purely part-time employment with no desire to become full-time
(Gappa & Leslie, pp. 47-61).

No group differences in burnout scores were observed for any dimension at
TCC at either the a = 0.10 or a = 0.05 significance levels. ANOV As revealed
significant group differences in only personal accomplishment at FCC (p < 0.05).
Even though significant group differences were not observed for each dimension,
pairwise group differences were still examined as recommended by Hsu (1996, p.
178). The Tukey HSD test was used for this analysis due to the unequal sample sizes
between groups (Ramsey & Ramsey, 2008, p. 116).

The results of the pairwise comparisons from both TCC and FCC revealed
that two groups — aspiring academics and freelancers — experienced burnout in unique
ways. Aspiring academics experienced relatively low levels of burnout while
freelancers experienced increased levels of burnout compared to other adjunct groups

Aspiring academics. For the purposes of this study, aspiring academics were
defined as adjuncts who seek full-time employment at the community college.
Nationwide, approximately 50% of adjunct faculty would prefer to teach full-time

(AFT, 2010, p. 9; Jacoby, 2005, p. 141; Leslie & Gappa, 2002, p. 62). Included in this
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group are “freeway fliers” — adjuncts who have pieced together academic careers at
multiple institutions (Gappa & Leslie, 1993, p. 59).

Post hoc comparisons of means revealed that aspiring academics experienced
lower levels of burnout than other adjunct groups for multiple dimensions. At TCC,
aspiring academics reported significantly lower levels of depersonalization than
freelancers (p < 0.10) and significantly higher levels of personal accomplishment
(lower burnout) than specialists (p < 0.10). At FCC, aspiring academics experienced
higher levels of personal accomplishment (lower burnout) than freelancers (p < 0.10).
These findings suggest that aspiring academics experience lower levels of burnout
than other adjunct groups.

Aspiring academics may be protected from feelings of burnout by their
motivation to gain full-time faculty status at a community college. Their passion for
teaching may serve as a mediating factor against the risk factors for burnout.
Additionally, in an effort to perform well and impress department chairs and
supervisors who make hiring decisions, these adjuncts may be more engaged in their
work than other adjuncts. Since engagement is the antithesis of burnout, according
to Maslach et al. (2001, p. 416), aspiring academics may avoid feelings of burnout.

Another possible explanation for reduced burnout levels among aspiring
academics is survival bias. If feelings of burnout were to emerge among an aspiring
academic, it is conceivable that he or she may over time lose interest in the pursuit of
a teaching career. As a result, that individual would fit into another adjunct group

or even stop teaching altogether, preventing his or her inclusion in this study.
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The findings of reduced burnout among aspiring academics conflict somewhat
with the literature related to partial inclusion theory. Thorsteinson (2003) uses
partial inclusion theory to argue that part-time workers who compare themselves to
tull-time workers tend to experience less job satisfaction than part-time workers who
compare themselves to other part-time workers (p. 171). Similarly, Feldman (1990)
hypothesizes that employees who hold part-time work status voluntarily are more
satisfied with their jobs than those who work part-time but would prefer full-time
employment (p. 105). It is conceivable that their desire for full-time status may cause
aspiring academics to compare themselves to full-time faculty. As a result,
Thorsteinson’s argument suggests that these adjuncts should experience reduced
levels of satisfaction and, as a result, increased levels of burnout - the association
between reduced job satisfaction and burnout has been confirmed by multiple
authors (Bayram et al., 2010; Bilge, 2006; Sharma et al., 2010). Instead, aspiring
academics report significantly lower levels of burnout than other adjunct groups for
multiple dimensions.

Freelancers. For the purposes of this study, freelancers were defined as
adjuncts who do not hold primary employment outside of the college and do not
aspire to earn full-time status. This definition is consistent with that of Gappa and
Leslie (1993) who suggest that these individuals build careers around part-time jobs
and “[prefer] not to have ties to any particular institution or position” (p. 61).
According to the AFT (2010), 34% of adjuncts who prefer part-time employment cite
family or personal reasons as determining factors in their employment preference (p.

8).
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At TCC, freelancers reported significantly higher levels of exhaustion than
career enders and significantly higher levels of depersonalization than aspiring
academics (p < 0.10). At FCC, freelancers reported lower levels of personal
accomplishment (higher burnout) than aspiring academics (p < 0.10). These results
suggest that freelancers may be the most likely of the four adjunct groups to
experience burnout.

The stressors associated with multiple part-time teaching jobs may lead to
feelings of burnout. One such stressor that could lead to burnout is an increased
workload associated with course preparation, teaching, grading, and commuting
between campuses. According to Maslach et al. (2001), excessive job demands such
as these may lead to exhaustion (p. 414). The correlation observed commonly
between exhaustion and depersonalization — and confirmed in this study — may
explain increased depersonalization scores among freelancers (Chauhan, 2009;
Maslach & Leiter, 2008). Additionally, teaching at multiple institutions may prevent
freelancers from experiencing a sense of community — another risk factor for burnout.
Lack of community or support from co-workers and supervisors may lead to
teelings of reduced personal accomplishment (Maslach & Leiter, p. 500).

According to Gappa and Leslie (1993), some freelancers may be experimenting
with the idea of teaching as a profession (p. 61). As a result, these adjuncts may have
little teaching experience. Burnout research suggests that elevated levels of burnout
are felt commonly by employees with little work experience compared to veteran
employees who have developed skills and coping strategies (Bayram et al., 2010, p.

45; Goddard et al., 2006, p. 869; Maslach et al., 2001, p. 409). Therefore, the lack of
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teaching experience among some freelancers is another possible explanation for their
increased levels of burnout.

A final possible cause for increased burnout among freelancers is related to
their financial dependence on part-time employment. Family or personal
responsibilities may prevent some freelancers from pursuing full-time employment at
one college; however, they may depend financially on part-time employment. Using
a theoretical framework of partial inclusion theory, Martin and Sinclair (2007) find
that part-time employees who depend financially on part-time employment
demonstrate lower turnover rates than employees who do not demonstrate
considerable financial dependence (pp. 310-312). As a result of their financial
dependence on the part-time job, it is possible that some freelancers continue to teach
despite feelings of burnout. Other adjuncts with lower levels of financial
dependence may have an easier time leaving the institution when burnout appears,
resulting in lower overall burnout levels for their corresponding adjunct groups.
Adjunct Category Is Associated with Teaching Discipline

Data from both selected institutions were combined so that a chi-square
calculation could be performed to explore the relationship between adjunct category
and teaching discipline. It was necessary to combine data from both institutions to
ensure the statistical power of the chi-square test. The findings from the chi-square
test indicated a significant association (p < 0.10) between adjunct category and
discipline category. The Cramer’s V value (V = 0.132) indicated a weak association
between these categories. Review of the crosstabulation between adjunct category

and teaching discipline demonstrated that the association was strongest for
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freelancers and specialists. Freelancers were more likely to teach in transfer
disciplines than in any other discipline group. Specialists were more likely to
teach in a career-based discipline than in any other discipline group.

According to Wagoner (2007), adjunct faculty who teach in career and
technical fields are “two-thirds more likely to work in a full-time position outside
their...institution than [are] part-time faculty from the arts and sciences” (p. 26).
Wagoner’s finding corroborates the finding that specialists were most likely to be
found teaching in career and technical fields.

The finding that freelancers were most likely to teach in transfer disciplines is
not supported directly by research related to adjunct faculty. Instead, the AFT (2010)
notes that full-time faculty employment is preferred by 50% of adjunct faculty
teaching the transfer disciplines of social sciences and humanities (p. 9). This
statistic suggests that aspiring academics would be more likely than other adjunct
groups to teach in transfer disciplines. One possible reason for the discrepancy
between findings is that the AFT included both two-year and four-year adjunct
faculty in their sample. Also, the AFT did not include other possible transfer
disciplines such as the physical and biological sciences.

Elevated Adjunct Burnout is Present in Transfer Disciplines

The quantitative findings of this study showed that adjunct faculty who
taught in transfer disciplines experienced elevated burnout levels compared to other
teaching disciplines. However, this finding was observed only at TCC. For each
burnout dimension measured by the MBI-ES, one-way ANOV As were performed

between the following three teaching discipline groups at the selected community
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colleges: (a) transfer, (b) career, and (c) developmental. Adjuncts teaching in non-
credit disciplines were not included due to their ineligibility for union status.

While statistical significance was calculated at the a = 0.10 and a = 0.05 levels,
no group differences in burnout scores were observed for any dimension at FCC. At
TCC, ANOVAs revealed group differences in emotional exhaustion (p < 0.05) and
personal accomplishment (p < 0.10). Even though significant group differences were
not observed for depersonalization, pairwise group differences were still examined
for all three dimensions as recommended by Hsu (1996, p. 178). The Tukey HSD test
was used for this analysis due to the unequal sample sizes between groups (Ramsey
& Ramsey, 2008, p. 116).

The results of the pairwise comparisons from TCC revealed that adjuncts in
transfer disciplines experienced higher levels of burnout than adjuncts in other
teaching disciplines. Adjunct faculty teaching in transfer disciplines experienced
significantly higher levels of emotional exhaustion and depersonalization than those
in career-based disciplines (p < 0.10). Additionally, adjunct faculty teaching in
transfer disciplines experienced significantly lower levels of personal
accomplishment (higher burnout) than those teaching in developmental disciplines
(p <0.10).

One of the primary findings from the quantitative component of this study
revealed that a weak yet significant relationship (p < 0.10) existed between adjunct
group and teaching discipline. One artifact of this relationship was that freelancers
were more likely to teach in transfer disciplines than in any other discipline group.

As discussed earlier, freelancers at TCC experienced significantly higher levels of
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depersonalization and exhaustion than other adjunct groups. Therefore, the
abundance of freelancers in transfer disciplines may help to explain elevated levels of
burnout in transfer disciplines.

Financial dependence on part-time employment may also help to explain the
elevated levels of burnout among adjuncts teaching in transfer disciplines.
Wagoner’s (2007) analysis of the 1999 NSOPF found that liberal arts (transfer)
adjuncts earned an average annual income of $37,556 while adjuncts teaching in
career and technical education programs earned $47,144 (p. 25). Wagoner argues
that liberal arts adjuncts are more reliant on academic sources of income than are
career and technical adjuncts who may hold professional employment within the
tield that they teach (p. 25). Their financial dependence on part-time employment
may prevent transfer adjuncts from leaving the community college when feelings of
burnout arise. This effect would be consistent with research related to partial
inclusion theory. Specifically, Martin and Sinclair (2007) illustrate that part-time
employees who depend financially on part-time employment display lower turnover
rates than employees who do not demonstrate considerable financial dependence
(pp- 310 - 312).

Higher burnout levels among transfer adjuncts may also be explained by the
apparent motivations that community colleges have for employing these faculty.
Adjuncts in career and technical programs are often hired for their specialized, up-to
date knowledge of their field (Levin, 2007, p. 19). Liberal arts faculty are hired

instead “not for their expertise but rather for their labor as substitutes for full-time
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faculty” (p. 18). This may contribute to a sense of being undervalued among some
transfer adjuncts.
Summary of Quantitative Discussion

The quantitative findings provided insight into the overall levels of burnout
experienced by adjunct faculty at TCC and FCC. The relationship between burnout
dimensions was also observed. Finally, differences in burnout levels between
adjuncts of various employment characteristics and teaching disciplines were
identified. The findings from the quantitative component of this study are

summarized in Table 68.

Table 68

Key Quantitative Findings by Research Question

Research Question Key Quantitative Findings

1. To what extent are the dimensions of e Compared to other postsecondary

burnout (emotional exhaustion, faculty, adjuncts reported moderate
depersonalization, and lack of or average levels of burnout
personal accomplishment) present associated with each dimension
among adjunct faculty? (except for emotional exhaustion at

FCC) based on mean MBI-ES scores.

e The distributions of burnout scores
were non-normal and skewed
toward low levels of burnout.

e A moderate positive correlation was
observed between emotional
exhaustion and depersonalization.

e A weak negative correlation was
observed between personal
accomplishment and both emotional
exhaustion and depersonalization.
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Table 68 (continued)

Key Quantitative Findings by Research Question

Research Question Key Quantitative Findings

2. How is burnout experienced by o Aspiring academics reported
adjunct faculty of various significantly lower levels of burnout
employment characteristics? associated with depersonalization and

lack of personal accomplishment than
other adjunct groups, including
freelancers and specialists. In total,
three mean differences were observed
at both institutions.

e Freelancers reported significantly
higher levels of burnout associated
with all three burnout dimensions
than other adjunct groups, including
aspiring academics and career enders. In
total, three mean differences were
observed at both institutions.

3. Does the nature of the curriculum or e Freelancers were more likely to teach
discipline taught by adjunct faculty in transfer disciplines than in any
influence the presence of the other discipline group.
dimensions of burnout? If so, how?

e Specialists were more likely to teach in
a career-based discipline than in any
other discipline group.

e Adjuncts teaching in transfer
disciplines at TCC reported
significantly higher levels of burnout
associated with all three burnout
dimensions than adjuncts in other
disciplines.

Discussion of Qualitative Findings
The qualitative component of this study produced findings that were relevant

to all six research questions. This discussion is organized into the following nine
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subsections based on the dominant themes that surfaced from the qualitative
tindings, each of which is linked to a research question: (a) burnout manifests itself
in multiple ways among adjunct faculty (research question 1), (b) employment
characteristics influence adjunct faculty burnout (research question 2), (c) the nature
of the curriculum and discipline taught by adjunct faculty influences the
manifestation of burnout (research question 3), (d) non-academic departmental
factors influence the manifestation of burnout (research question 3), (e) various risk
tactors for burnout are experienced by adjunct faculty (research question 4), (f)
adjunct faculty unions provide multifaceted yet limited support for adjuncts
(research question 5), (g) personal strategies employed by adjunct faculty address job
burnout (research question 6), (h) institutional strategies help to prevent adjunct
faculty burnout (research question 6), and (i) effective programs that support adjunct
faculty may be difficult to sustain due to cost (research question 6). This discussion
is based primarily on the findings from semi-structured interviews with adjunct
faculty and instructional administrators at TCC and FCC. Data collected through
document review also contributed to the qualitative findings.
Burnout Manifests Itself in Multiple Ways Among Adjunct Faculty

Each of the three dimensions of job burnout defined by Maslach & Leiter
(2008) was described as being present among some adjunct faculty at both
institutions included in this study. The dimensions of burnout observed among
adjunct faculty included exhaustion, depersonalization, and lack of personal
accomplishment. Insight into how these dimensions of burnout manifest

themselves in adjunct faculty was provided during the interviews.
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Exhaustion — the most common dimension of burnout — was observed in
physical and emotional forms. Both physical and emotional exhaustion are
commonly associated with job burnout (Maslach et al., 2001, pp. 399-403). Adjuncts
experience physical and emotional exhaustion associated with preparing and
grading for multiple classes. This was identified as a problem particularly for
adjuncts who work part-time at multiple institutions. The daily commute between
institutions contributes to physical exhaustion for these adjuncts as well.

Emotional exhaustion was attributed to classroom-related stress for New
Adjunct I at TCC. Specifically, classroom management problems centering on
student behavior were his/her major sources of stress. Multiple authors have
described a connection between job stress and burnout (Chauhan, 2009, ] 1; Pillay, et
al., 2005, p. 22; Schwarzer & Hallum, 2008, p. 166). New Adjunct I's feelings of
emotional exhaustion were evident in his/her occasional feelings of dread towards
facing another day of work. Burnout research suggests that new or inexperienced
teachers may be more prone to feelings of burnout than experienced teachers due to
a lack of classroom management experience (Tumkaya, 2006, p. 917). Brewer and
McMahan's (2003) observation of increased stress among inexperienced teachers also
supports this finding. The authors argue that teachers develop coping strategies to
deal with job pressures as they gain experience (p. 135). Furthermore, Bayram et al.
(2010) report that university professors with fewer than 10 years of experience
display higher levels of emotional exhaustion than professors with greater than 10

years of experience (p. 45). Since adjunct faculty members typically teach only one
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or two classes each semester, it may take several semesters for new adjuncts to gain
sufficient experience to deal with job stressors.

The next dimension of burnout — depersonalization — was observed at both
institutions in the forms of boredom and lack of interest. While depersonalization is
commonly interpreted as the adoption of a cynical attitude, Hakanen et al. (2006)
associate boredom and lack of interest with depersonalization (p. 498). Related to
boredom, Administrator II described feelings of monotony among some adjuncts
who teach the same courses each semester. While some adjuncts may prefer the
routine nature of teaching the same course each semester, this finding suggests that
other adjuncts may desire more variety in their teaching load. However, it may be
difficult for an adjunct to introduce variety into their teaching schedule. For
instance, adjuncts tend to teach night classes or courses that full-time faculty are not
interested in teaching (Cohen & Brawer, 2003, p. 89). Additionally, full-time faculty
have priority in selecting their courses before adjunct faculty (Green, 2007, p. 30).
These factors are likely to limit an adjunct faculty member’s ability to teach new
courses. Consequently, feelings of depersonalization associated with boredom or
monotony may be experienced by some adjuncts.

Depersonalization was described as the easiest aspect of burnout to identify,
and administrators from both institutions believed that feelings of depersonalization
had a negative impact on the classroom performance of some adjunct faculty.
Adjuncts experiencing depersonalization displayed little motivation to try
innovative classroom techniques or perform basic job functions, such as grading, in a

timely manner. Pillay et al. (2005) report a negative association between
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depersonalization and competence — a measure of job performance (p. 29). The
authors argue that depersonalization helps the employee to mask the sense of
incompetence that arises when the employee lacks the ability to perform his or her
job well (p. 29). The research of Pillay et al. suggests that reduced performance
levels may not be caused by depersonalization. Rather, feelings of depersonalization
may arise after an adjunct faculty member begins to sense feelings of incompetence
or ineffectiveness.

The final dimension of burnout — lack of personal accomplishment — was
observed only among the new adjunct faculty members interviewed at TCC and
FCC. Feelings of reduced personal accomplishment among new adjunct faculty
were caused by poor student performance. In reality, the lack of community or
support from co-workers and supervisors may also contribute to a reduced sense of
personal accomplishment among new adjuncts (Maslach & Leiter, 2008, p. 500).
New adjuncts may blame themselves for poor student performance when, in some
cases, it may be common for a certain class or program to have a high attrition rate.
It is possible that new adjuncts have not been socialized effectively to the point
where they are able to glean information from other faculty that would help them to
understand the appropriate level of expectations for their students.

Employment Characteristics Influence Adjunct Faculty Burnout

Burnout among adjunct faculty was found to depend somewhat on the

employment characteristics of adjuncts. Certain employment characteristics

appeared to influence the manifestation of one or more dimensions of burnout.



321

These employment characteristics included the following: (a) multiple part-time jobs,
(b) full-time aspirations, (c) great expectations, and (d) non-financial motivations.

Multiple part-time jobs. During interviews, adjuncts with multiple part-time
jobs were described as being particularly susceptible to burnout. Their grading and
preparation for classes at multiple institutions creates an increased workload, which
may lead to physical and emotional exhaustion (Maslach et al., 2001, p. 413). The
daily commute between institutions also appeared to contribute to their exhaustion
levels.

In addition to the workload associated with working at multiple institutions,
adjuncts with multiple part-time jobs were described at TCC as having little
connection to the institution. Their lack of connection to the institution may
correspond to two of the six organizational risk factors for burnout — insufficient
control and lack of community (Maslach & Leiter, 2008). Time constraints may not
allow these adjuncts to spend much time on campus; therefore, they may not be able
to access certain support systems or resources related to instruction. Consequently,
they may lack the control over job resources needed to effectively meet job demands,
leading to exhaustion (Bakker et al., 2005, p. 173; Godt, 2006, p. 59; Hakanen et al.,
2006, p. 504; Maslach et al., 2001, p. 414). Additionally, adjuncts who spend little
time on campus outside of the classroom may not develop a sense of community
with co-workers or supervisors. This lack of community may lead to a reduced
sense of personal accomplishment for adjuncts with multiple part-time jobs (Maslach

& Leiter, 2008, p. 500). Altogether, adjuncts with multiple part-time jobs appear
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susceptible to experiencing exhaustion and reduced personal accomplishment due
to their workload, commute, and lack of connection to the institution.

Financial pressures were also cited as stressors for those adjuncts who depend
financially on their part-time employment. Adjunct faculty in community colleges
are paid at a significantly lower rate than full-time faculty (Phillippe & Sullivan,
2005, p. 98). According to the adjunct faculty contracts at both institutions, the
highest paid adjuncts still make less than $1,000 per credit hour. Therefore, teaching
at multiple institutions is a necessity for some adjuncts. Martin and Sinclair (2007)
note that part-time employees who depend strongly on their employment
demonstrate reduced turnover rates (p. 310). Therefore, some adjuncts may be
unable to abandon their part-time assignments when feelings of burnout arise
due to their financial dependence on teaching.

Full-time aspirations. Aspiration to achieve full-time faculty status compels
many adjuncts to pursue and maintain part-time employment. Nationally,
approximately half of all adjuncts would prefer full-time faculty positions (AFT,
2010, p. 9; Jacoby, 2005, p. 141; Leslie & Gappa, 2002, p. 62). The findings from this
study of adjunct faculty burnout suggested that adjuncts experience either
motivation and engagement or frustration and cynicism based on the prospect of
earning full-time status. Interviewees suggested that engagement evolved into
frustration over time for some adjuncts who were unable to obtain full-time faculty
positions. This lends credence to the possibility that some adjuncts who were

originally aspiring academics became cynical about their full-time prospects and
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abandoned hope of being hired full-time. Financial dependence on part-time
teaching may have compelled them to continue teaching part-time as freelancers.

According to the literature related to partial inclusion theory, part-time
employees who work part-time voluntarily tend to experience more positive job-
related attitudes than those who would prefer full-time employment (Tansky et al.,
1997, p. 321; Thorsteinson, 2003, p. 171). This phenomenon may help to explain the
aforementioned transition from engagement to cynicism. New adjuncts may
understand the need to “put in their time” until a full-time position opens and, as a
result, be content with part-time employment. However, their desire for full-time
employment may grow over time, and their lack of success in earning a full-time
position may lead to feelings of dissatisfaction and cynicism. It should be noted that
this transition from engagement to cynicism may occur quickly since both new
adjuncts interviewed for this study expressed doubt over their chances of being
hired for full-time positions.

Great expectations. Findings from both institutions suggested that high
expectations or aspirations for teaching at the college level contribute to feelings of
burnout. Similarly, Chauhan (2009) reports that employees with “high expectations
and a sense of purpose” run a significant risk for burnout ( 1). It is conceivable that
many adjuncts possess these characteristics since a majority of adjuncts (57%)
express a passion for teaching, rather than financial gain, as their primary motivation
for working in higher education (AFT, 2010, p. 4). Additionally, “highly educated
people have higher expectations for their jobs, and are thus more distressed if these

expectations are not realized” (Maslach et al., 2001, p. 410).
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The interviewees who held initially high expectations described feelings of
reduced personal accomplishment related to poor student performance. It should
be noted that both of these interviewees were new adjunct faculty with fewer than
two years of experience. This implies the possibility that over time expectations
may normalize as new adjuncts gain increased exposure to the student body. A
corresponding increase in personal accomplishment would be expected.

Non-financial motivations. The qualitative data collected from FCC revealed
that adjuncts who teach for primarily non-financial reasons experience little
burnout. Specifically mentioned were adjuncts who hold full-time jobs outside of
the college (specialists) and retired adjuncts (career enders).

Interview data suggested that specialists tend to experience little burnout.
Interviewees explained that specialists” lack of financial dependence on part-time
teaching, due to primary employment outside of the college, enables them to stop
teaching if feelings of burnout arise. This finding is supported by Martin and
Sinclair’s (2007) research related to partial inclusion theory, which demonstrates
increased turnover rates for part-time employees who do not depend strongly on the
income from their part-time employment (p. 315).

Another possible explanation for reduced burnout among specialists is related
to their motivations to teach. According to Gappa and Leslie (1993), specialists are
well-compensated in their primary fields of employment and tend to be motivated
primarily by their desire to teach (p. 51). Consequently, this group may have greater

immunity to burnout than other adjunct faculty groups.
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Career enders were also described as experiencing little burnout. Again, lack
of financial dependence on part-time teaching was cited as the primary reason that
these individuals rarely experience burnout. This finding is supported by research
that shows over 64% of all adjuncts over age 50 are motivated to teach for enjoyment
rather than for financial gain (AFT, 2010, p. 4). Additionally, some career enders may
have held primary employment in education prior to retiring. As a result, these
more experienced adjuncts may be able to “cope with the problems they encounter
because of the ease and confidence they have acquired by the late stage of their
academic life” (Tumkaya, 2006, p. 917).

The Nature of the Curriculum and Discipline Taught by Adjunct Faculty
Influences the Manifestation of Burnout

At TCC, transfer disciplines and lower level courses were cited as areas in
which adjunct faculty experience unique challenges that may contribute to burnout.
Similar challenges were not observed at FCC.

Financial and interpersonal challenges may lead to job burnout among
adjuncts in transfer disciplines. From the financial perspective, the lack of
employment opportunities for adjuncts with liberal arts backgrounds was described
by interviewees. Levin (2007) argues that individuals with liberal arts backgrounds
are less marketable to employers than individuals with career and technical
experience (p. 19). Consequently, liberal arts adjuncts may be most affected by
issues related to salary or job security (Gappa, 2000, p. 82; Wagoner, 2007, p. 23).
Feeling that the compensation for teaching is unfair compared to full-time

compensation may lead to depersonalization and cynicism (Maslach et al., 2001, p.
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415). Additionally, lack of full-time employment may prevent some adjuncts in
transfer disciplines from leaving the institution when feelings of burnout arise
(Martin & Sinclair, 2007, p. 310).

From the interpersonal perspective, some adjuncts in transfer disciplines
appeared to feel undervalued by their departments. The fact that these adjuncts are
hired often “for their labor as substitutes for full-time faculty,” rather than for their
expertise, may contribute to these feelings (Levin, 2007, p. 18). Additionally, the lack
of real-world experience among some full-time liberal arts faculty was cited as being
a source of insecurity. As a result of this insecurity, some full-time faculty may
project negative feelings onto adjunct faculty. While the primary aspect of teaching
involves interaction with students, “repeated exposure to emotionally charged social
situations” with other faculty may contribute to feelings of job burnout (Schwarzer &
Hallum, 2008, p. 154). Furthermore, insufficient sense of community may result in
feelings of reduced personal accomplishment for adjuncts in transfer disciplines
(Maslach & Leiter, 2008, p. 500).

The challenges that lead to adjunct burnout in lower level courses appeared to
focus on the lack of preparedness and maturity of students in these courses.
Consequently, poor student performance in lower level courses may lead to
feelings of burnout, especially feelings of reduced personal accomplishment.
Since many students may enter these courses with little preparation for college-level
work, instructors need to be well-versed on teaching and learning methods in
addition to being content experts. Due to their limited presence on campus or the

lack of institutional focus on adjunct faculty, adjuncts often lack access to
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professional development opportunities (Eagan, 2007, p. 12; Jaeger, 2008, ] 18;
Phillips & Campbell, 2005, p. 63). As a result, adjuncts may be unable to implement
instructional techniques that cater to students in lower level courses.

Non-academic Departmental Factors Influence the Manifestation of Burnout

At both institutions, departmental issues unrelated to academics were cited as
potential contributors to adjunct faculty burnout. Problems with both large and
small departments were described. Additionally, at FCC, interactions with the
people who work in the department contributed to adjunct burnout.

Department size. Inconsistency in the organizational structure of each
department was described at TCC. Some large departments have only a department
chair to oversee adjunct activity while other departments may have multiple
coordinators. One department chair may experience difficulty overseeing a large
department consisting of numerous adjunct faculty and course sections. Bakker et
al. (2005) find that a “high-quality relationship with [one’s] supervisor” tends to
prevent the manifestation of burnout related to exhaustion (pp. 176-177). Similarly,
Hakanen et al. (2006) find that insufficient supervisor support is associated with the
presence of burnout (p. 508). Therefore, adjuncts in large departments with only
one acting supervisor may be prone to job burnout.

Adjuncts who taught in small departments at FCC faced different challenges.
Department Chair II from FCC explained that small departments typically have only
a few sections of each course. In order to meet their maximum teaching load, an
adjunct may need to teach multiple preps, rather than teach multiple sections of a

single prep. Teaching multiple unique course preps may lead to an increased
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workload — one of the six organizational risk factors for burnout — and subsequent
exhaustion (Maslach et al., 2001, p. 414). New adjuncts may be particularly
susceptible to exhaustion if they are asked to prepare for multiple courses during
their first semester. Additionally, freelancers and aspiring academics may also be at
risk for exhaustion in small departments since adjuncts in these groups are likely to
teach a maximum load due to their lack of income from primary employment
(Gappa and Leslie, 1993, pp. 48-49).

People in department. The findings from FCC revealed that the attitudes of
the department chair and other faculty in the department shape the adjunct
experience. Negative interactions with department chairs, faculty, and staff
contribute to adjunct faculty burnout. According to Maslach et al. (2001),
interpersonal stressors are the primary causes of job burnout (p. 399). While these
stressors may pertain to interactions with students, it appears that interactions with
tellow faculty and staff act also as stressors.

Various Risk Factors for Burnout are Experienced by Adjunct Faculty

Maslach & Leiter (2008) explain that a mismatch between the employee and
the following six domains of the job environment may lead to burnout: (a) workload,
(b) control, (c) reward, (d) community, (e) fairness, and (f) values (p. 501). Potential
risk factors for burnout were observed that correspond to five of the six
organizational domains. Risk factors related to values were not observed.

Workload. Adjunct faculty with responsibilities outside of the college, such
as additional part-time employment, were described as susceptible to burnout due to

an increased workload. Additionally, scheduling issues that may potentially



329

increase adjunct workload were described at FCC. Some adjuncts may teach a new
course at the request of the department chair or in order to reach a full course load.
Developing a new course adds to the adjunct’s workload. Furthermore, some
adjuncts may be unprepared to teach a new course but feel compelled to do so for
tinancial reasons or to make a positive impression on the department chair.
Consequently, excessive job demands may lead to feelings of exhaustion (Maslach et
al., 2001, p. 414).

Control. Several mismatches related to lack of control were described during
interviews with adjunct faculty and instructional administrators. These mismatches
pertained to resources, decision making, and scheduling.

During interviews, it was apparent that adjuncts had limited access to
resources at both TCC and FCC. In some cases, their limited time on campus
prevented adjuncts from accessing instructional resources. This is likely to be a
problem for adjuncts who teach during the evening when most regular staff have left
campus (Green, 2007, p. 31). At TCC, the size of the campus created geographical
barriers that prevented adjuncts from accessing certain resources, such as the copy
center. Additionally, the timing of professional development opportunities, such as
workshops, made it difficult for some adjuncts to participate due to external work or
personal responsibilities. The lack of compensation for professional development
also discouraged some adjuncts from participating at FCC. Schuetz (2002) reports
that adjunct and full-time faculty express similar levels of interest in professional
development opportunities (p. 43). Therefore, adjuncts who wish to improve

themselves professionally may be unable to do so due to the limited availability of
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such opportunities. Furthermore, control issues in the classroom may be
exacerbated since some adjuncts may be unable to learn new, innovative
instructional techniques through professional development opportunities.

In addition to limited access to resources, some adjuncts were unaware of
available resources. The lack of formal orientation for new adjuncts required them
to “learn the ropes” on their own. While adjuncts at each institution are provided
with an information handbook when hired, interviewees from TCC suggested that
additional orientation or training would have been more effective at informing new
adjuncts of the existing resources. The importance of job resources as a buffer for job
demands has been explored in burnout research. Job resources help employees to
avoid stress, feel engaged, and prevent burnout (Godt, 2006, p. 59; Hakanen et al.,
2006, p. 504; Maslach et al., 2001, p. 417). Without sufficient job resources, job
demands, including disruptive student behavior, work overload, and a poor
physical work environment, may give rise to exhaustion and depersonalization
(Hakanen et al., 2006, p. 504). Therefore, insufficient resources or the perception of
insufficient resources may permit job demands to give rise to feelings of burnout.

Another way that adjuncts lacked control was evident in scheduling practices
at FCC. Some department chairs wait until late in the semester to notify adjuncts of
their scheduling for the upcoming term. This may cause considerable stress for
adjuncts who depend financially on part-time employment at the college.
Additionally, adjuncts at FCC were described as having little control to influence

department chairs to place them in new courses. This may prevent adjuncts from
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overcoming feelings of burnout related to lack of interest or monotony (Hakanen et
al., 2006, p. 498).

Finally, adjunct faculty possess little decision-making power. Adjuncts at
TCC were described as having more freedom to make classroom decisions regarding
textbooks, syllabi, and curriculum than adjuncts at FCC. However, at the
institutional level, adjuncts influence minimally decision making. As described in
the literature related to adjuncts, few adjuncts at TCC or FCC become involved with
institutional committees (Jacoby, 2006, p. 1085; Phillippe & Sullivan, 2005, p. 99).
Furthermore, those who do become involved may provide input but hold little or no
power to actually influence decisions. While some opportunities exist for adjuncts to
serve on committees, inadequate compensation or time constraints are likely to
prevent many adjuncts from increasing their involvement in these types of
institution-level efforts (Jacoby, 2006, p. 1085).

Reward. At both institutions, extrinsic reward was observed through adjunct
instructor-of-the-year awards. Intrinsic or social reward appeared to be lacking at
each institution, however. Specifically, evaluation of adjunct faculty was rarely
conducted, despite the strong desire for increased supervisor feedback expressed by
adjunct interviewees. The large number of adjuncts made it difficult for some
department chairs to conduct regular evaluations. While student evaluations were
distributed regularly, classroom observations and feedback from department chairs
were scarce and inconsistent. This appears to be consistent with the most common
methods of adjunct faculty evaluation described by the AAUP (2008, ] 13). At both

institutions, classroom observations were administered usually when a problem was
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identified, rather than as part of a consistent evaluation process. Consequently,
insufficient intrinsic reward has the potential to lead to a reduced sense of personal
accomplishment (Maslach et al., 2001, p. 414).

Community. A lack of community was experienced by adjuncts at both
institutions due primarily to little interaction with other faculty. For instance,
adjunct and full-time events, such as in-services, were held at separate times.
Additionally, instructors who teach similar courses may be dispersed throughout the
campus, limiting their ability to interact or collaborate. This problem is most likely
to exist in large departments. Even if more opportunities existed for interaction with
fellow faculty, off-campus responsibilities might prevent some adjuncts from
increasing their involvement.

Multiple interviewees explained that adjuncts were resented or viewed as a
threat by some full-time faculty. Perhaps contributing to this perception held by
some full-time faculty is the fact that adjuncts perform similar job functions to full-
timers at a considerably reduced cost to the institution (Green, 2007, p. 30; Pearch &
Marutz, 2005, p. 31; Valadez & Anthony, 2001, p. 97). This view of adjuncts as
“second-class faculty” may have negative consequences (Pearch & Marutz, 2005, p.
32). According to Pearch and Marutz, “the attitudes that result from strained
relationships among faculty affect students’ perceptions of the part-time faculty
members and, ultimately, their education at the institution” (p. 32). Furthermore,
insufficient support from co-workers may lead to a reduced sense of personal

accomplishment (Maslach & Leiter, 2008, p. 500).
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Fairness. A disparity in fairness is most evident in the general employment
conditions experienced by adjunct faculty. Compared to full-time faculty at TCC
and FCC, adjuncts receive substantially lower levels of compensation, job security,
and benefits. Additionally, adjuncts select their classes only after full-time faculty
have determined their schedules. While some adjuncts may accept these differences
in employment conditions, those adjuncts who compare themselves to full-time
faculty are most likely to view their situation as unfair and experience
dissatisfaction, as described in the literature related to partial inclusion theory
(Thorsteinson, 2003, p. 171). Consequently, aspiring academics, who desire full-time
employment at the college, may be most likely to experience dissatisfaction.

Of the six organizational domains, a mismatch in fairness appears to be the
most likely to contribute to feelings of depersonalization and exhaustion (Maslach &
Leiter, 2008, p. 507). Job-related attitudes, such as organizational commitment, are
lower for employees who express reduced perceptions of fairness on the job (Tansky
etal., 1997, p. 322). However, a fair work environment may produce feelings of
engagement among employees who are at risk for burnout (Maslach & Leiter, 2008,
p- 507). Failure among college leaders to recognize and reduce workplace inequities
may exacerbate feelings of burnout rather than increase engagement.

Adjunct Faculty Unions Provide Multifaceted Yet Limited Support for Adjuncts

The adjunct faculty unions from both institutions were successful at
providing tangible and intangible benefits for adjunct faculty. Contract provisions
related to the following employment issues, as defined by the NEA (n.d.), were

observed: (a) salaries and benefits, (b) job security, (c) professional status, and (d)
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union rights. Key contract provisions from each institution are provided in Table 69.

Only “paths to tenure,” another employment issue defined by the NEA, was not

addressed in either contract; however, the adjunct handbook at TCC described a

policy that allowed adjuncts to be considered prior to outside applicants during the

application process for new full-time faculty positions.

Table 69

Contract Provisions from TCC and FCC Related to Employment Issues Defined by the NEA

Employment Issue

Union Support at TCC

Union Support at FCCa

Salaries and benefits

Experience-based compensation
Paid sick and personal leave

Access to health insurance*

Experience-based compensation

Paid sick and personal leave

Job security

Compensation for last-minute
“bumping”

Course selection prior to non-
bargaining unit adjunct faculty

Paths to tenure

None

None

Professional status

Professional development
funding allocation*

Choice of delivery methods and
instructional materials including
textbook

Tuition waiver for one class at
FCC each year

Choice of delivery methods and
instructional materials

Independent determination of
student grades

Union rights

Well-defined grievance process

Well-defined grievance process

a Contract provisions apply to all bargaining unit employees
* Applies to adjunct faculty union members only

During interviews with adjunct faculty and instructional administrators,

compensation and benefits, such as health insurance, were viewed as the most

favorable contract provisions. While both institutions employed experience-based

compensation for adjuncts, TCC provided additional compensation for adjuncts who

were “bumped” from their classes prior to the beginning of the semester.



335

Additionally, reimbursement for professional development participation was
provided at TCC.

The effectiveness of an adjunct contract appears to be dependent on the
individuals involved in the negotiating process. At FCC, inexperienced leadership
was cited as the reason that the existing contract had several flaws. Poor use of
language and inadequate contract provisions were described by interviewees.
Newly formed adjunct unions undertaking their first contracts may experience
similar problems due to a lack of negotiating experience.

The sense of community fostered by the adjunct union at each institution
was an intangible means by which the union provided support for adjunct
faculty. The sense of belonging to a group was described as important by adjunct
faculty interviewees. At FCC, an adjunct newsletter was distributed to all adjuncts.
Additionally, the union served as a place where adjuncts went with work-related
problems.

A lack of community may be detrimental to adjunct faculty. According to
Gappa (2000), “instead of feeling connected to or integrated into campus life,
[adjunct faculty] often feel alienated, powerless, and invisible” (p. 81). Furthermore,
lack of community is one of the six organizational risk factors for job burnout that
may lead to feelings of reduced personal accomplishment among adjuncts (Maslach
& Leiter, 2008, p. 500). Therefore, a strong sense of community and solidarity among
adjuncts may lead to engagement and reduce the risk of burnout.

Despite their positive influences on both campuses, each adjunct union

was limited in its ability to attract and retain members. At TCC, stringent
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eligibility requirements for membership meant that relatively few adjuncts could
join the union. Nationally, adjunct union membership is also low since only 46% of
all community college adjunct faculty are eligible for membership (NEA, 2007, p. 6).
At FCC, recruiting potential members was challenging. While communication was
cited as a challenge in recruiting potential members, a lack of interest in joining the
union also prevented union growth. Job responsibilities outside of the college may
make it difficult for unions to recruit new members (Maitland & Rhoades, 2005, p.
76). This may be especially relevant for specialists and freelancers. Additionally,
adjuncts with little financial dependence on part-time teaching (specialists, career
enders) may not be interested in joining the union since they may view it as having
little benefit to them. This is evident on the national level where only half of eligible
adjunct faculty adjunct become union members (NEA, p. 6). Finally, aspiring
academics may avoid joining the union for fear of being branded as an adjunct,
possibly jeopardizing their chances of being hired full-time.
Personal Strategies Employed by Adjunct Faculty Address Job Burnout

The strategies implemented by adjuncts themselves appeared to address
feelings of burnout that had already begun to manifest. These strategies included
developing personal interests, such as exercise, volunteering, and reading. Similar
strategies for reducing stress have been described by Godt (2006) and Kyriacou
(2001). To ensure that he/she ha sufficient time for personal interests, Veteran
Adjunct II builds downtime into his/her professional calendar. Additionally, some
adjuncts complete all of their preparation and grading work while on campus so that

their home life is completely separate from their work life.
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Adjuncts also make scheduling changes to reduce feelings of burnout. In
some cases, taking a break from teaching or reducing their course loads helped
adjuncts to feel rejuvenated. Teaching a new course was also cited as a strategy to
reduce feelings of monotony, which is associated with the depersonalization aspect
of burnout. However, limited control over scheduling prevented some adjuncts
from making changes to their schedules. Overall, personal strategies appeared to
be effective at reducing feelings of exhaustion, as suggested by Maslach et al.
(2001, p. 418). However, these strategies did not seem to have significant impact
on the reduction of depersonalization or feelings of ineffectiveness, as suggested
by Maslach et al. (p. 418).

Institutional Strategies Help to Prevent Adjunct Faculty Burnout

Several institutional strategies aimed at supporting adjunct faculty were
identified at both TCC and FCC. These strategies seemed to play a role in
preventing job burnout by addressing some of the potential organizational risk
factors defined by Maslach & Leiter (2008), such as lack of control, reward,
community, and fairness. Institutional strategies are preferable to individual
strategies since they prevent burnout rather than address symptoms of burnout that
have already arisen (Wood & McCarthy, 2002, p. 6).

The availability of critical resources provided adjuncts with some level of
control by assisting them with basic job functions. For instance, office space allowed
them to prepare for classes and meet with students. Professional development
opportunities, such as on-campus workshops, helped to educate adjuncts on

teaching and learning. Funding for professional development at TCC provided



338

extrinsic motivation for some adjuncts to pursue such opportunities. Additionally,
workshops offered during in-service allowed many adjuncts to have access to
professional development. Finally, technological resources at FCC helped to support
adjunct faculty instruction. These resources included campus-wide “smart
classrooms” equipped with up-to-date technology and also campus email that
helped adjuncts to stay updated with key dates and important events. The presence
of job resources helps to buffer the stress associated with job demands and prevent
the manifestation of burnout, particularly exhaustion (Godt, 2006, p. 59; Hakanen et
al., 2006, p. 504; Maslach et al., 2001, p. 417).

Recognition of adjunct faculty was evident at both institutions and addressed
the organizational risk factor of insufficient reward. Awards for outstanding adjunct
instructors were disseminated at each institution; however, at TCC these awards
were presented in each department while an overall award was presented at FCC.
According to Kyriacou (2001), this type of positive feedback helps to create a
“healthy school” with reduced levels of stress and burnout (p. 31). Realistically,
relatively few adjuncts are likely to experience a sense of recognition through the
receipt of an award. Smaller, informal gestures of recognition appeared to be
appreciated by adjunct faculty at FCC. Emails of appreciation from department
chairs and statements of gratitude during in-services were examples of informal
displays of appreciation. However, multiple interviewees were in agreement that
these acts of recognition should occur more frequently. Doing so may help to
increase feelings of personal accomplishment among adjunct faculty (Maslach et al.,

2001, p. 414).
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Nationally, only 25% of adjunct faculty report interacting with fellow faculty
on their most recent work day (Schuetz, 2002, p. 43). Institutional strategies that
help to increase this interaction and foster a sense of community were described by
adjuncts and instructional administrators. Shared office space for adjunct faculty not
only provided a place to work, but also served as an environment in which adjuncts
could interact professionally and socially. Adjunct I explained that the adjunct office
was a place where he/she could vent his/her frustrations with colleagues.
Collaborating with other adjuncts and sharing stories from the classroom may
prevent adjuncts from experiencing feelings of reduced personal accomplishment
(Maslach & Leiter, 2001, p. 500). This may be particularly beneficial to new adjunct
faculty who are experiencing feelings of ineffectiveness related to poor student
performance.

Centralized support for adjunct faculty at FCC also helped to foster a sense of
community by providing adjunct faculty with a place to go for immediate support.
Administrator II described himself/herself as recognizable to many adjunct faculty.
His/her presence at adjunct in-services and other adjunct events made him /her
identifiable to adjuncts as someone who could provide them with immediate
support. However, with nearly 600 adjunct faculty at FCC, the demand placed on
one position may, at times, be burdensome.

Finally, strategies that improved equity in the workplace were observed at
both institutions. These strategies are particularly crucial since a lack of fairness is
described as the “tipping point” for employees on the verge of burnout (Maslach &

Leiter, 2008, p. 507). Compared to full-time faculty, adjunct faculty have little
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priority in course selection. This inequity sometimes results in an adjunct being
“bumped” from a class so that a full-time faculty member can meet his or her
desired course load. Department Chair I employed unique scheduling strategies in
an effort to minimize the “bumping” of adjunct faculty prior to the start of the
semester. Furthermore, in cases where an adjunct was “bumped” shortly before the
start of the semester, a contract stipulation at TCC provided a $200 compensation to
that adjunct.

The adjunct advisory committee at FCC is another example of how workplace
inequities are addressed. This committee of adjuncts provides input to the
administration regarding various employment issues. While they do not hold the
power to make decisions, their input influences decisions made on campus that may
be relevant to adjunct faculty. The success of the advisory committee is limited by
the low level of participation, however. Interviewees suggested that only a small
number of adjuncts are involved in educational processes of the institution outside
of the classroom. Since many adjuncts, such as specialists and freelancers, have
responsibilities outside of the college, they may be unable or unwilling to participate
on the advisory committee (Gappa & Leslie, 1993, pp. 49-51). Still, continuing to
implement institutional strategies that improve fairness may help to reduce feelings
of depersonalization and cynicism among adjuncts (Maslach et al., 2001, p. 415).
Effective Programs That Support Adjunct Faculty May Be Difficult to Sustain

The costs associated with some programs that help to support adjunct faculty
may make them difficult to sustain. At TCC, an optional orientation program was

offered to adjunct faculty, but it was abandoned due to excessive cost. At the time of



341

this study, a new orientation program was being developed for online
implementation with reduced costs. At FCC, the adjunct advancement program
encouraged adjunct faculty to participate in professional development activities by
providing pay increases based on their level of participation. Multiple interviewees
cited the professional and social benefits of the program. Despite the success of the
program from the adjunct perspective, it was abandoned due to the costs associated
with pay raises for adjuncts. The large number of adjunct faculty at each
institution and continual financial investment appeared to prevent some
programs from being viable financially. The continual financial investment needed
to support programs for large numbers of adjunct faculty appeared to prevent the
sustainability of these programs.
Summary of Qualitative Discussion

Qualitative findings addressed each of the six research questions posed in this
study. The key findings from the qualitative component of this study are presented
in Table 70.

Table 70

Key Qualitative Findings by Research Question

Research Question Key Qualitative Findings

1. To what extent are the e Physical and emotional exhaustion are
dimensions of burnout experienced by some adjuncts.
(emotional exhaustion,
depersonalization, and lack of e Depersonalization is experienced by some
personal accomplishment) adjuncts in the forms of boredom or monotony.

present among adjunct faculty?

e Reduced personal accomplishment is associated
with poor student performance.
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Key Qualitative Findings by Research Question

Research Question

Key Qualitative Findings

2. How is burnout experienced by
adjunct faculty of various
employment characteristics?

Adjuncts with additional part-time employment
are prone to exhaustion and feelings of reduced
personal accomplishment due to workload,
commute, and lack of connection to the
institution.

Adjuncts with aspirations to become full-time
faculty tend to experience either engagement or
cynicism due to their perceived full-time
prospects.

New adjuncts are susceptible to exhaustion due
to classroom-related stress.

New adjuncts hold high expectations for student
success and experience feelings of ineffectiveness
when students perform poorly.

Financial dependence prevents some adjuncts
from taking a break or leaving the institution
when burnout begins to arise.

Adjuncts with non-financial motivations for
teaching tend to experience little burnout.

3. Does the nature of the curriculum
or discipline taught by adjunct
faculty influence the presence of
the dimensions of burnout? If so,
how?

Elevated levels of burnout in transfer disciplines
are attributable to financial and interpersonal
challenges.

Poor student performance in lower level courses
may lead to reduced feelings of personal
accomplishment.

Insufficient supervisor support in large
departments may contribute to adjunct burnout.

Teaching multiple unique course preps increases
workload and may lead to exhaustion.

Negative interactions with department chairs,
faculty, and staff contribute to adjunct burnout.
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Key Qualitative Findings by Research Question

Research Question Key Qualitative Findings

4. To what extent are organizational e
risk factors for burnout
experienced by adjunct faculty at
the selected community colleges?

Potential risk factors for burnout exist that
pertain to the following organizational domains:
workload, control, reward, community, and
fairness.

5. What impact do adjunct unions .
have on addressing the
underlying causes of burnout
among adjunct faculty? .

Contract provisions related to compensation and
benefits are effective and viewed favorably.

Adjunct unions help to foster a sense of
community.

The quality of the adjunct union contract is
influenced by union leadership.

Eligibility requirements and lack of
communication with potential members inhibit
the outreach of adjunct unions.

6. What strategies are employed to e
prevent or address the
manifestation of burnout among
adjunct faculty?

Individual strategies address existing feelings of
exhaustion but do not reduce substantially
depersonalization or feelings of reduced
personal accomplishment.

Institutional strategies help to prevent all
dimensions of job burnout by targeting the
following organizational domains: control,
reward, community, and fairness.

Large adjunct faculty populations and the need
for continued financial investment prevent some
programs from being viable financially.

Conclusions

This mixed methods study explored the causes, manifestation, and prevention

of job burnout among adjunct faculty in Illinois community colleges. Additionally,

differences in the burnout experience for various groups of adjunct faculty,

separated by employment characteristics and teaching discipline, were examined.
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The analysis of survey data, documents, and interview data shaped the conclusions
to each research question posed in this study.
Presence of Burnout

The first research question was designed to investigate the overall extent to
which burnout was present among adjunct faculty in community colleges. The
following conclusions were made based on the analysis of quantitative and
qualitative data:

1. Adjunct burnout levels are moderate or average compared to other
postsecondary faculty; however, most adjuncts experience low levels of
burnout.

2. Physical and emotional exhaustion arise from classroom-related stress, the
workload associated with teaching multiple courses, and the commute
between institutions for adjuncts with multiple part-time jobs.

3. Depersonalization exists in the forms of lack of interest, boredom, and
monotony.

4. Lack of personal accomplishment arises from poor student performance.

5. The presence of one burnout dimension is likely to indicate the presence of
another dimension. This effect is strongest for exhaustion and
depersonalization.

Burnout Across Employment Characteristics
The second research question examined the differences in burnout between
adjunct faculty of various employment characteristics. The following conclusions

were made based on the analysis of quantitative and qualitative data:
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Adjuncts with multiple part-time jobs (freelancers) experience exhaustion and
lack of personal accomplishment due to their workload and lack of
connection to the institution.

Financial dependence on part-time employment prevents some adjuncts —
especially freelancers — from taking a break or leaving the institution when
feelings of burnout arise.

New adjuncts experience exhaustion due to classroom-related stress and lack
of personal accomplishment due to poor student performance.

The development of a cynical attitude regarding their full-time faculty
prospects causes engagement to evolve into burnout for some aspiring
academics.

Adjuncts who teach primarily for enjoyment, rather than financial gain,

experience little burnout.

Burnout Across Teaching Disciplines

The third research question sought to identify differences in burnout between

adjunct faculty teaching in different disciplines and curriculum levels. The

following conclusions were made based on the analysis of quantitative and

qualitative data:

1.

Elevated levels of burnout for adjuncts in transfer disciplines are influenced
by financial and interpersonal challenges.

A disproportionately large number of freelancers teach in transfer disciplines.
A disproportionately large number of specialists teach in career-based

disciplines.
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4. The tendency for freelancers to teach in transfer disciplines may contribute to
elevated levels of burnout in these disciplines.
5. Negative interactions with the people in the department influence adjunct
burnout more than the nature of the subject matter being taught.
6. Lack of interaction with the supervisor in a large department may allow
adjunct burnout to develop.
7. Adjuncts teaching in small departments may experience burnout if they must
teach multiple course preps to reach their maximum teaching loads. This
appears to occur most often for new adjuncts, freelancers, and aspiring
academics. In such cases, work overload may bring about exhaustion.
8. Poor student performance is most common in lower level courses and may
give rise to feelings of reduced personal accomplishment among adjuncts.
9. Adjunct faculty are being employed primarily as inexpensive labor
substitutes for full-time faculty.
Risk Factors for Burnout

The fourth research question was designed to investigate the organizational
risk factors for burnout that were present at the selected community colleges. The
following conclusions were made based on the analysis of qualitative data:

1. Mismatches between adjunct faculty and the following domains of the work
environment, as defined by Maslach & Leiter (2008), exist: (a) workload, (b)
control, (c) reward, (d) community, and (e) fairness.

2. Institution and department size influence the organizational risk factors for

burnout.
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3. Employment characteristics of adjuncts may exacerbate existing

organizational risk factors for burnout.
Union Role in Preventing Burnout

The fifth research question explored the impact that adjunct faculty unions
had in addressing the underlying causes of burnout among adjuncts. The following
conclusions were made based on the analysis of qualitative data:

1. Contract provisions related to compensation, benefits, sick leave, and
grievance processes are beneficial to adjunct faculty.

2. Adjunct unions help to foster a sense of community among adjunct faculty.

3. Strict eligibility requirements limit the ability of an adjunct union contract to
provide coverage to many adjuncts.

4. Inexperienced union leadership may lead to flaws in adjunct union contracts.

Strategies for the Prevention and Reduction of Burnout

The sixth research question sought to identify strategies aimed at the
prevention or reduction of adjunct faculty burnout. The following conclusions were
made based on the analysis of qualitative data.

1. Individual strategies address symptoms of burnout that have already begun
to manifest themselves in adjunct faculty. These strategies appear most
effective at reducing exhaustion.

2. Organizational strategies help to prevent job burnout by reducing the
mismatches between the employee and the domains of the job environment —

particularly, workload, control, reward, community, and fairness.
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Collectively, these strategies help to prevent the manifestation of all three
burnout dimensions.

3. Programs and on-campus improvements that support adjunct faculty are
sometimes expensive and difficult to implement or sustain.

4. The role of the department chair is critical in helping adjuncts to stay engaged
and prevent burnout. Department chairs support adjunct faculty by
providing recognition, employing effective scheduling strategies, and
including adjuncts in the decision making process.

5. Centralized support for adjunct faculty ensures an institutional commitment
to adjunct faculty; however, large numbers of adjunct faculty may limit the
effectiveness of this approach.

Implications

Job burnout among adjunct faculty has implications for community colleges,
their stakeholders, and adjuncts themselves. By understanding the causes of adjunct
faculty burnout and how burnout is experienced by this unique group of faculty,
institutions may be able to develop strategies aimed at preventing job burnout. This
section addresses the implications as they pertain to each research question posed in
the study.
Presence of Burnout

The first research question was designed to investigate the overall extent to
which burnout was present among adjunct faculty in community colleges. The
moderate mean levels of burnout observed among adjunct faculty present the

following implications for community colleges and adjunct faculty themselves:
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1. Elevated levels of burnout may reduce job satisfaction among adjuncts and
lead to turnover (Bayram et al., 2010, p. 47; Bilge, 2006, p. 1157; Chauhan,
2009; 1 1; Maslach & Leiter, 2008, p. 499; Maslach et al., 2001, p. 406; Sharma et
al., 2010, p. 351). The loss of talented adjuncts may impact negatively student
learning. Additionally, institutions must spend additional time and resources
training and preparing new adjuncts.
2. Elevated levels of burnout may have a negative impact on job performance
and impact negatively student learning (Chauhan, 2009, q 1; Pillay et al., 2005,
p- 29; Vahey et al., 2004; ] 21).
3. Burnout may act as a mechanism by which underperforming adjuncts
transition out of the institution, only to be replaced by new, engaged adjuncts.
Burnout Across Employment Characteristics
The second research question sought to investigate differences in the burnout
experience between adjuncts of various employment characteristics. Several
employment characteristics were found to influence the manifestation of burnout,
thus creating the following implications for adjuncts and the community colleges at
which they teach:
1. Burnout among adjuncts with multiple part-time jobs is likely to result in
reduced job performance since these adjuncts (freelancers) often are dependent
financially on part-time employment and unable to leave the institution when

teelings of burnout arise.
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2. Burnout among aspiring academics may cause them to leave the college or
become freelancers. In addition to losing experienced adjunct faculty, the pool
of potential full-time faculty candidates might be reduced.
3. Feelings of exhaustion and ineffectiveness among new adjuncts may cause
them to leave the college to pursue other employment, rather than develop
into talented instructors over time. Their lack of seniority may contribute to
this effect since new adjuncts sometimes teach courses that are undesirable to
other faculty.
Burnout Across Teaching Disciplines

The third research question posed in this study examined the differences in
adjunct faculty burnout between teaching disciplines and curriculum levels. While
notable differences were identified only at TCC, potential implications for
community colleges exist based on these findings:

1. Adjuncts in transfer disciplines are likely to serve the greatest number of
students compared to other disciplines. Elevated burnout levels observed
among these adjuncts may affect negatively job performance and, ultimately,
student learning on a large scale in transfer disciplines. This may lead to
reduced student transfer rates to four-year institutions.

2. Students who take more than three-quarters of their first-year credits with
adjunct faculty display significantly lower persistence rates than students
with less exposure to adjuncts (Jaeger, 2008, I 10). In lower level courses,
poor student performance appears to give rise to feelings of reduced personal

accomplishment among adjuncts. Burnout and the corresponding effect on
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job performance may magnify the reduced rates of student persistence in
lower level courses taught by adjuncts.
3. The environments of both large and small departments in transfer disciplines
may especially be conducive to adjunct burnout, leading potentially to
turnover, reduced job performance, and reduced student learning.
4. The use of adjunct faculty as labor substitutes for full-time faculty is likely to
increase due to the current economic climate. The increasing use of adjunct
faculty will require the investment of additional time and resources from the
institution to prevent the development of job burnout.
Risk Factors for Burnout

Through purely qualitative methods, this research question explored the
challenges facing adjunct faculty at their respective institutions that may serve as
risk factors for burnout. The following implications may impact adjuncts and
community colleges:

1. Large institutions and departments may be most prone to inadequacies in the
following areas: (a) evaluation, (b) access to resources, (c) professional
development, (d) orientation, and (e) interaction with other faculty.
Consequently, mismatches between adjuncts and the following organizational
domains may emerge and lead to burnout: (a) control, (b) reward, and (c)
community.

2. Adjuncts in small departments may need to teach multiple preps to reach
their maximum possible teaching loads. Consequently, a mismatch between

these adjuncts and the organizational domain of workload may emerge.
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3. All institutions, regardless of size or employment characteristics, may be

susceptible to challenges related to the following areas: (a) scheduling, (b)
compensation and job security, (c) decision making, and (d) attitudes of full-
time faculty. Consequently, mismatches between adjuncts and the following
organizational domains may emerge: (a) workload, (b) control, (c)
community, and (d) fairness.

Adjuncts who spend little time on campus outside of the classroom may
experience inadequacies related to resources and social interaction with other
faculty. Consequently, mismatches between these adjuncts and the

organizational domains of control and community may occur.

Union Role in Preventing Burnout

The fifth research question was designed to assess qualitatively the impact

that adjunct faculty unions have on addressing the underlying causes of burnout.

The following implications affect adjunct faculty unions and the individuals whom

they represent:

1.

The presence of an established adjunct union on campus may prevent the
manifestation of burnout by providing support through contract provisions
and the creation of a sense of community.

New adjuncts and adjuncts who teach few courses may be ineligible for union
coverage or membership. These adjuncts are unable benefit from the positive
aspects of the contract and may also feel like outsiders due to their lack of

involvement with the union.
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3. Adjuncts who wish to take a break to alleviate feelings of burnout may
become ineligible for union coverage. This may contribute to feelings of
burnout upon their return to the college.
4. Institutions at which new adjunct unions have recently formed or are
currently forming may undergo early “growing pains” due to inexperienced
leadership and difficulty recruiting members. As a result, the union may be
unable to gain strength and institution-wide representation if the membership
base does not grow.
5. At large institutions, it is conceivable that some department chairs or other
instructional administrators may not be well-versed on the adjunct union
contract. Consequently, some contract provisions may not be enforced
uniformly across the institution.
Strategies for the Prevention and Reduction of Burnout

The final research question sought to identify strategies that were effective at
preventing or reducing burnout among adjunct faculty. Several implications exist
that relate to the strategies identified in this study:

1. Providing additional resources, such as increased office space, is costly and
may require capital funding. As a result, inexpensive strategies to increase
job resources may prove beneficial and realistic.

2. Large institutions that employ a sizeable number of adjunct faculty may face
the greatest difficulties in implementing strategies that support adjuncts and

prevent burnout.
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3. The diversity of employment characteristics among adjunct faculty makes it
difficult to develop strategies that appeal to a large number of adjuncts.
4. Once feelings of burnout have developed, institutional strategies may be
ineffective at reducing burnout among some adjuncts. Failure to provide
support to adjunct faculty through institutional strategies and initiatives early
in their careers may lead to persistent feelings of burnout.
Model for Adjunct Faculty Burnout and Engagement

Based on the conclusions and implications drawn from this study, a model of
adjunct faculty burnout and engagement has been developed. Multiple challenges
that adjunct faculty face in the selected community colleges correspond to risk
factors for burnout associated with the following organizational domains identified
by Maslach and Leiter (2008): (a) workload, (b) control, (c) fairness, (d) reward, and
(e) community. Several strategies may be employed potentially by community
colleges to reduce the impact of the challenges related to these domains and lead to
engagement. Figure 7 displays a model for the development of adjunct burnout and
engagement. Organizational strategies are proposed that may prevent the
manifestation of burnout and lead to engagement, the antithesis of burnout. Instead
of the exhaustion, depersonalization, and lack of personal accomplishment
associated with burnout, engagement is characterized by energy, involvement, and a
sense of personal accomplishment (Maslach et al., 2001, p. 416). The proposed
strategies that may contribute to adjunct engagement are elaborated upon in the

recommendations section of this chapter.
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Figure 7. Preventing Adjunct Faculty Burnout: The Bates Model
Recommendations

This section includes recommendations for the improvement of practice,
dissemination of findings, and future research in the area of adjunct faculty burnout.
While these recommendations are based solely on the findings from this study of
two large community colleges in Illinois, it is conceivable that other similar
institutions may benefit from the consideration of these practices.
Recommendations for Improvement of Practice

The analysis of quantitative and qualitative data collected during this study
has identified several risk factors for burnout present at the selected community
colleges. Differences in burnout experiences and potential strategies that may

prevent or address burnout were also identified. Based on these findings, several
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recommendations for the improvement of practice were developed that pertain to
the following areas: (a) promotion, (b) mentoring, (c) scheduling, (d) organizational
structure, (e) evaluation, and (f) union priorities.

Promotion. Itis recommended that a promotion system for adjunct faculty
be instituted that rewards both experience and professional development, such as
workshops or graduate-level coursework. At predetermined experience and
professional development levels, adjuncts may be given titles similar to those

v

bestowed upon full-time faculty, such as “adjunct instructor,” “assistant adjunct

anz

professor,” “associate adjunct professor” and “full adjunct professor.” This
approach would help to provide adjuncts with intrinsic rewards (title) and extrinsic
rewards (compensation), while encouraging them to participate in professional
development activities aimed at improving classroom instruction. Offering
workshops online or during in-services may be a convenient way for adjuncts to
earn the professional development experience needed for promotions. Utilizing the
resources available to them, such as professional development workshops, may help
adjuncts to improve their classroom techniques and reduce feelings of exhaustion.
The promotion system also may be employed to allow access to certain
employment privileges. For instance, an institution may offer guaranteed interviews
for full-time faculty positions to all qualified adjuncts at a certain level. This may
help to engage aspiring academics and prevent depersonalization by building a sense

of fairness. Additionally, by using both experience and professional development

participation to determine course selection priority, a less experienced adjunct may
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have the opportunity to teach a new course and relieve feelings of monotony
associated with burnout.

Mentoring. A required mentoring program for all new adjunct faculty is
recommended. New adjuncts were identified as susceptible to job burnout,
particularly reduced personal accomplishment and exhaustion. Either a full-time
faculty member or an experienced adjunct faculty member may serve as a mentor for
a modest stipend. A mentoring program would enable the new adjunct to build a
sense of community by interacting with faculty colleagues. Furthermore,
seasoned faculty should be able to recommend relevant resources and classroom
strategies that may prevent exhaustion among new adjuncts. In some cases,
department chairs may consider allowing the new adjunct to team-teach with a
veteran faculty member to allow for a gradual transition while he or she learns
valuable teaching strategies.

Scheduling. Several strategies related to scheduling are recommended for
administrators or faculty heads, such as department chairs and coordinators.
Scheduling strategies may help to prevent burnout among adjunct faculty of various
employment characteristics.

When possible, new adjuncts should teach few courses and only one or two
unique course preps during their first semester at the college. This should help to
prevent exhaustion and may provide time for the new adjunct to pursue
professional development activities offered through the institution.

Department chairs and coordinators in charge of scheduling should be

cognizant of the adjuncts in their departments who hold employment at multiple
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institutions. These adjuncts may benefit from having only one or two unique course
preps overall. Teaching several sections of a single course, rather than multiple
course preps, may help to prevent exhaustion by keeping these adjuncts” workloads
from becoming unmanageable.

Efforts should be made to ensure that the classes within each discipline are
scheduled in relative geographical proximity to one another. Doing so may foster
a sense of community by encouraging informal communication between all faculty.
It should be noted that this may be challenging to accomplish for large departments
at small colleges, where building space may be insufficient.

Finally, proactive efforts to avoid the “bumping” of adjuncts should be
undertaken. For instance, scheduling an unstaffed “back-up” course for a course
with traditionally low enrollment taught by a full-timer provides an alternative
option to “bumping” an adjunct. If the low-enrollment course does indeed run, then
another adjunct may be employed to teach the “back-up” course. Helping to
maintain some level of job security may cultivate the perception of an equitable
workplace, preventing depersonalization.

Organizational structure. Adjunct faculty in large departments tend to
interact infrequently with their department chairs and are rarely evaluated. Itis
recommended that large departments employ the use of faculty coordinators to
assist with hiring, scheduling, and evaluation. Doing so should allow for greater
interaction with adjunct faculty. Coordinators, who may come from multiple
disciplines within the department, also should be able to disseminate information

about specialized resources to adjuncts teaching in similar disciplines. Therefore,
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improvements to the organizational domains of community and control could be
made. Furthermore, the department chair would be able to increase his or her
involvement in academic, college, and community endeavors rather than focus
heavily on the oversight of adjunct faculty. To help ensure uniformity across the
college, a fixed ratio of adjunct faculty to coordinators should be prescribed.

Evaluation. Presently, it appears that the selected institutions evaluate
adjunct faculty in the classroom during their first semester and, subsequently, only
when a problem is perceived. It is recommended that evaluation be performed
regularly for all adjunct faculty to help ensure quality while providing the
intrinsic reward desired by many adjunct faculty. With only one department chair,
it has been difficult for the selected institutions to evaluate adjuncts regularly.
However, the use of faculty coordinators to evaluate adjuncts should make the
process realistic, even for large departments.

New adjuncts should be evaluated during each of their first two semesters
at the college. Evaluation for new adjuncts should be tied to the mentoring process.
A new adjunct should have the opportunity to observe a class taught by a mentor in
addition to being observed informally by his or her mentor. Following this informal
evaluation, the mentor will provide feedback intended to help prepare the new
adjunct for his or her classroom evaluation performed by the department chair or
faculty coordinator.

After this introductory period, adjuncts should be evaluated every other
semester until they reach a certain promotion level, such as “associate adjunct

professor.” Adjuncts at this level may choose to participate in optional classroom
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evaluations. Departmental adjunct awards based on student and classroom
evaluations may serve as an incentive for some adjuncts to participate in optional
evaluation, even after reaching a certain promotion level.

Union priorities. The final recommendation set forth in this study
encourages adjunct faculty unions to focus their priorities on eligibility
requirements. Adjunct unions with strict eligibility requirements may only provide
support for a limited number of adjunct faculty. Lack of eligibility among potential
members also limits union growth. Negotiations should focus on lowering the
requirements for eligibility. Additionally, unions should attempt to negotiate for
the right to maintain eligibility despite a short break in service. This would allow
adjuncts who experience burnout to rejuvenate themselves by spending one or two
semesters away from the college without fear of losing coverage by the adjunct
faculty union contract.

Recommendations for Dissemination of Findings

The findings from this study may inform practice at community colleges
across the nation, particularly large institutions with adjunct faculty of various
employment characteristics. First, the findings of this study will be shared with both
institutions selected for investigation. Second, presentations at state and national
conferences related to community college leadership are other possible forums to
disseminate findings. Finally, the researcher may pursue opportunities to publish
the findings of this study to journals and newspapers aimed at higher education and

community colleges.
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Recommendations for Future Research

It is recommended that studies be performed to explore further the impact of
employment characteristics and teaching discipline on adjunct faculty burnout.
Specifically, freelancers are of particular interest since they report the highest levels of
burnout. Combining data across multiple institutions may help to support the
tfindings of this study that suggest freelancers are the most likely group of adjuncts to
experience burnout. A similar approach may be taken for adjuncts in transfer
disciplines and new adjunct faculty, for whom evidence suggests burnout to be a
problem as well.

Of the four adjunct categories defined by Gappa and Leslie (1993), aspiring
academics are the greatest in number. Therefore, burnout among this group has the
potential to impact negatively community colleges. While quantitative evidence
suggests relatively low levels of burnout among aspiring academics, qualitative
evidence implies that these adjuncts may experience frustration or cynicism when
they are unable to secure a full-time faculty position. Therefore, the potential exists
for aspiring academics to experience burnout. Feelings of burnout may compel them
to leave the college or reconsider their aspirations for full-time employment.
Therefore, the burnout scores for aspiring academics may not reflect truly the burnout
experience for these adjuncts. To explore this proposed phenomenon further, a
longitudinal study is recommended. At an initial time, a sample of aspiring academics
should be identified using a survey instrument that gauges their interest in
becoming a full-time faculty member. Over a two or three year period, these

adjuncts should be tracked to determine whether they have become full-time, still



362

hold interest in becoming full-time, have transitioned to another adjunct group, or
left the college. Doing so may help to confirm or reject the possibility that aspiring
academics evolve into freelancers after experiencing burnout due to their inability to
earn a full-time faculty position.

This findings of this study implied that the risk factors for adjunct burnout
may differ between small and large departments or institutions. However, since this
study included only two institutions categorized as very large by the Carnegie
Foundation for the Advancement of Teaching (2011), the implications for small
institutions and departments warrant further treatment. Therefore, the
manifestation of burnout and prevention strategies should be investigated at smaller
institutions —in terms of total faculty and also adjunct to full-time faculty ratio — to
explore the impact of institution size on the phenomenon of adjunct burnout.

Finally, evaluations of successful programs aimed at supporting adjunct
faculty should be performed. Such programs include orientation, mentoring, and
evaluation for adjunct faculty. Program evaluation enables the researcher to “judge
the effectiveness of particular . . . practices or innovations” (Leedy & Ormrod, 2010,
p- 137). Considering the costs associated with some initiatives that provide support
for adjunct faculty, community college leaders should gauge the effectiveness of

such initiatives prior to implementation at their own institutions.
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Appendix A
Part II of the Adjunct Faculty Survey Instrument

How would you describe the category or classification of the course(s) you
typically teach?

Transfer education (liberal arts, sciences, etc.)

Career/technical education

Developmental education

Non-credit/community education

My primary role within the institution is not in a teaching capacity

o a0 o

How would you describe the meeting format of the course(s) you typically
teach?

a. Face-to-face

b. Online/distance learning

c. N/A

Overall, how many years of experience do you have as an adjunct faculty
member in all community colleges for whom you have worked?

Less than one year

1 year

2 years

3 years

4 years

5 or more years

mo AN oD

How many years of experience do you have as an adjunct faculty member in
this specific community college?
a. Less than one year

b. 1year

c. 2years

d. 3years

e. 4years

t. 5 or more years

Have you been employed previously as a full-time employee in a career/field
other than postsecondary education?

a. Yes

b. No

If you answered yes to the previous question, are you officially retired from
your previous full-time position or planning to be retired in the next year?
a. Yes
b. No
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Do you currently hold full-time or primary employment elsewhere?
a. Yes
b. No

Do you aspire to become a full-time faculty member at this or another
community college?

a. Yes

b. No

If you would be interested in participating in a face-to-face interview
concerning job burnout among adjunct faculty, please provide your name and

contact information below.

Name:

Institution:

Email:

Phone:
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Appendix B
Email Invitation to Complete Adjunct Faculty Survey
Dear [institution] Adjunct Faculty Member:

The purpose of this communication is to request your participation in a brief online
survey focusing on job burnout among adjunct faculty in Illinois community
colleges. This survey is part of research being conducted by Michael Bates, a
doctoral student in community college leadership at National-Louis University in
Chicago. As part of his dissertation research, he is investigating issues facing
adjunct faculty and also potential strategies employed by both institutions and
adjunct faculty themselves for recognizing and preventing job burnout.

It should only take about 15 minutes to complete the survey available at the
following link:

[link to survey]

Please note that participant identification and survey responses will be kept
confidential (unless you self-identify at the end of the survey). Further, all survey
responses (including demographic information) will be reported as aggregate data
only to help ensure your anonymity. Submitting the survey indicates that you have
given your consent voluntarily to participate.

Thank you for taking the time to assist in this research. If you have questions about
the study or would like a summary of the survey results, please contact the
researcher as indicated below.



375

Appendix C
Expert Panel Review and Pilot Recommendations

Expert Panel Review Recommendations

Four expert reviewers were asked to provide their recommendations for improving
the quantitative survey instrument and the qualitative semi-structured interview
questions to be used for data collection. The reviewers were comprised of the
tollowing individuals: (a) the Director of Institutional Research at Feynman
Community College , (b) the Department Chair of Developmental Education at
Feynman Community College, (c) the Assistant Dean of Science, Business, and
Computer Technology at Feynman Community College, and (d) an adjunct faculty
member from a community college not included in this study.

Quantitative Data Collection

No changes to Part I of the data collection survey instrument were recommended.
The following recommendations pertaining to the survey cover letter and Part II of
the survey instrument were incorporated in the final data collection instrument:

Cover Letter. Change wording from “I am interested in the issues facing
adjunct faculty and potential institutional strategies for
improving job-related satisfaction” to “I am interested in the
issues facing adjunct faculty and potential strategies employed
by both institutions and adjuncts themselves for recognizing
and preventing job burnout.”

Survey, Part II. Question #1 Clarify the four discipline categories since
some adjuncts might not be familiar with
this terminology.

Qualitative Data Collection

All Questions Clarify whether adjunct faculty
interviewees are responding from their own
personal point of view or that of adjunct
faculty in general.

Questions #1-3 Change language to be less technical so that
it may be more easily understood by
interviewees.

Question #7 Adjunct faculty interviewees are unlikely to
be able to elaborate on the relationship
between discipline and job-related
attitudes.
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Questions #15-20  Questions may be somewhat leading.

Pilot Study Recommendations

Prior to the pilot study, revisions were made to the survey instrument and interview
questions based on the expert panel review recommendations. Five adjunct faculty
were asked to complete the electronic survey as part of the pilot study. Their
feedback was collected regarding the clarity of the cover letter that accompanies the
survey and the survey questions. Revisions to the survey were made based on their
feedback. Additionally, pilot interviews were conducted with an adjunct faculty
member and a department chair from Feynman Community College. Their feedback
and responses were used to revise the interview questions. None of the pilot
participants were included as participants in the actual study.

Quantitative Data Collection

No changes to Part I of the data collection survey instrument were recommended.

The following recommendations related to the survey cover letter and Part II of the

survey instrument were incorporated in the final data collection instrument:

Cover Letter. Reduce the use of the term “burnout” as it carries a negative
connotation and may affect negatively the accuracy of the

responses.

Qualitative Data Collection

Question # 5 Clarify what is meant by external roles.

Questions #8-9 Differentiate between challenges inside and
outside of the classroom.

Questions # 16,18  Simplify wording.
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Semi-Structured Interview Questions

Research Questions Original Interview Revised Interview Final Interview

Questions Reviewed by Questions Used in the Questions
Panel of Experts Pilot Study Incorporating Panel

and Pilot Input

1. To what extent 1) How do physicaland | 1) What does teacher 1) How would you
are the emotional burnout mean for define job
dimensions of exhaustion manifest you? burnout?
burnout present themselves among
among adjunct adjunct faculty? 2) How does burnout 2) How do adjunct
faculty? manifest itself in faculty

2) Howdo adjunct faculty? experience
depersonalization burnout?
and cynicism 3) Please describe a
manifest themselves time when you have | 3) Faculty only:
among adjunct experienced feelings Please describe a
faculty? of burnout. time when you

have experienced

3) How does inefficacy feelings of
manifest itself burnout.
among adjunct
faculty?

2. How isburnout | 4) How does the desire 4) What characteristics | 4) Faculty only:
experienced to achieve full-time or traits of adjunct Why did you
across multiple faculty status affect faculty members decide to teach at
categories of job-related attitudes contribute to the community
adjunct faculty? of adjunct faculty? feelings of burnout? college?

5) How does additional | 5) How do adjunct 5) What traits of
full-time faculty members’ adjunct faculty
employment affect ambitions or members
job-related attitudes external roles contribute to
of adjunct faculty? contribute to feelings of stress

feelings of burnout? and burnout?

6) Does the retired
status of some
adjunct faculty
influence their job-
related attitudes?

- If “yes,” how?

3. Does the nature 7) Are the job-related 6) Are the job-related 6) Do the
of the attitudes of adjunct attitudes of adjunct challenges facing
curriculum faculty influenced by faculty influenced adjunct faculty
taught by the curriculum they by the curriculum relate to the
adjunct faculty teach? they teach? nature of the
influence the - If “yes,” which - If “yes,” which courses or to the
presence of the curriculum yields curriculum yields general subject
dimensions of the most positive the most positive area they teach?
burnout? If so, job-related job-related - If“yes”, how?
how? attitudes — attitudes —

transfer, technical, transfer, technical,
developmental, or developmental, or
community community




378

Research Questions

Original Interview

Revised Interview

Final Interview

Questions Reviewed by Questions Used in the Questions
Panel of Experts Pilot Study Incorporating Panel
and Pilot Input
education? education?
- Please explain - Please explain
why. why.
- If “yes,” which - If “yes,” which

curriculum yields
the most negative
job-related
attitudes —
transfer, technical,
developmental, or

curriculum yields
the most negative
job-related
attitudes —
transfer, technical,
developmental, or

community community
education? education?
- Please explain - Please explain
why. why.
4. To what extent 8) Do you consider the 7) How are adjunct 7) How are adjunct
are the risk physical or faculty viewed by faculty viewed

factors for
burnout, as
identified by
Maslach and
Leiter (2008),
present in the
selected
community
colleges?

emotional workload
placed on adjunct
faculty to be
excessive at times?

- If “yes,” in what
ways might the
workload be
excessive?

9) In what ways do
issues of control or
access to resources
impact the ability of
adjunct faculty to
perform job duties or
achieve personal
goals?

10) What forms of
reward or
recognition are given
to adjunct faculty?

11) How is a sense of
community or
support fostered for
adjunct faculty?

12) What issues related
to fairness do
adjunct faculty face?

13) In what ways might
personal aspirations
of adjunct faculty

full-time faculty
members and other
staff?

8) What problems
related to
employment do
adjunct faculty face?

9) What problems
related to
instruction do
adjunct faculty face?

10) What, if any, issues
related to fairness
do adjunct faculty
face?

11) Are there any other
factors that cause
stress or burnout
among adjunct
faculty that we have
not yet discussed?

- If “yes,” please

describe these
factors.

by full-time
faculty
members?

8) How are adjunct
faculty viewed
by the

administration?

9) What challenges
related to
instruction do
adjunct faculty
face?

10) What challenges
outside of the
classroom do
adjunct faculty
face?

11) How would you
describe the role
of adjunct faculty
in decision
making at the
college?

12) What forms of
reward or
recognition are
offered to
adjunct faculty?

13) Please describe
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Research Questions

Original Interview

Revised Interview

Final Interview

Questions Reviewed by Questions Used in the Questions
Panel of Experts Pilot Study Incorporating Panel
and Pilot Input

conflict with the
values or culture of
the institution?

any other factors
that cause stress
or burnout
among adjunct
faculty that we
have not yet
discussed.

5. What impact do
adjunct faculty
unions have on
addressing the
underlying
causes of
burnout among
adjunct faculty?

14) How does the union
help to address
issues related to
workload?

15) How does the union
help to address
issues related to
resources and
control?

16) How does the union
help to address
issues related to
reward and
recognition?

17) How does the union
help to promote a
sense of community
and support?

18) How does the union
help to maintain
fairness?

19) When the values or
goals of adjunct
faculty conflict with
the values of the
institution, how does
the union provide
support for adjunct
faculty?

12) Are you a member
of the adjunct
faculty union?

- If “yes,” are you

an active member?

13) What is your
perception of the
effectiveness of the
adjunct faculty
union?

14) How does the union
help to provide
support for adjunct
faculty?

15) Is there anything
else that the adjunct
faculty union does
that helps adjunct
faculty prevent
stress and burnout?

14) Faculty only:
Areyou a
member of the
adjunct faculty
union?

- If “yes,” are

you an active
member?

15) Does the union
provide support
for adjunct
faculty?

- If “yes,” what

forms does the
support take?

16) What is your
perception of the
effectiveness of
the adjunct
faculty union?

6. What 20) What strategies do 16) Describe the things 17) What strategies
institutional adjunct faculty that adjunct faculty do adjunct
strategies are employ to increase do to feel energized, faculty employ
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Research Questions

Original Interview
Questions Reviewed by
Panel of Experts

Revised Interview
Questions Used in the
Pilot Study

Final Interview
Questions
Incorporating Panel
and Pilot Input

employed to
address the
dimensions of
burnout among
adjunct faculty?

their own energy,
involvement, and
efficacy?

21) To what extent are
these strategies
effective?

22) What strategies do
administrators
employ to promote
energy,
involvement, and
efficacy among
adjunct faculty?

23) To what extent are
these strategies
effective?

involved, and
effective.

17) What qualities are
present in an
effective and content
adjunct faculty
member?

18) What strategies do
college
administrators
employ to promote
energy,
involvement, and a
sense of
accomplishment
among adjunct
faculty?

19) Are there other
strategies, not
currently
implemented, which
may help prevent or
address adjunct
faculty burnout?

to prevent
stress and
burnout?

18) What
institutional
strategies are
employed to
prevent stress
and burnout?

19

~

If you could
improve one
aspect of how
the college
provides
support for
adjunct faculty,
what would it
be?

20) Can you think
of any other
strategies that
could be used
to address
adjunct faculty
burnout?
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Appendix D
Participant Informed Consent

Thank you for agreeing to participate in this study that will take place from October
2010 to June 2011. This form outlines the purposes of the study and provides a
description of your involvement and rights as a participant.

I consent to participate in a research project conducted by Michael A. Bates, a
doctoral student at National-Louis University located in Chicago, Illinois.

I understand that this study is entitled Investigating Adjunct Faculty Burnout and
Prevention Strategies in Illinois Community Colleges. The purpose of this study is
to investigate the nature of burnout among adjunct faculty employed in Illinois
community colleges. This study intends to provide insight into the ways that
burnout manifests itself within and affects this unique group of faculty.
Furthermore, this study seeks to elicit institutional strategies that address adjunct
faculty burnout.

I understand that my participation will consist of one interview lasting 1 — 2 hours in
length with a possible second, follow-up interview lasting 1 - 2 hours in length. I
understand that I will receive a copy of my transcribed interview at which time I
may clarify information.

I understand that my participation is voluntary and can be discontinued at any time
without prejudice until the completion of the dissertation.

I understand that only the researcher, Michael A. Bates, will have access to a secured
file cabinet in which will be kept all transcripts, taped recordings, and field notes
from the interview(s) in which I participated.

I understand that the results of this study may be published or otherwise reported to
scientific bodies, but my identity will in no way be revealed.

I understand that in the event I have questions or require additional information I
may contact the researcher:

Researcher: Michael Bates
Email address: XXXX@XXXX.edu

If I have any concerns or questions before or during participation that have not been
addressed by the researcher, I understand that I may contact the researcher’s
primary advisor and dissertation chair:

Chair: Dr. Martin Parks
Address: National Louis University, 122 South
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Michigan Avenue, Chicago, IL 60603
Email address: martin.parks@nl.edu

Participant’s Signature: Date:

Researcher’s Signature: Date:




383

Appendix E

Confidentiality Agreement for Data Transcriptionist

This confidentiality form articulates the agreement made between Michael Bates, the
researcher, and transcriptionist.

I understand and acknowledge that by transcribing the audio files provided to me
by Michael Bates, that I will be exposed to confidential information about the
research study and the research participants. In providing transcription services, at
no time will I reveal or discuss any of the information of which I have been exposed.
In addition, at no time will I maintain copies of the electronic or paper documents
generated. Further, upon completing each transcription, I agree to provide the
electronic and paper documents to the researcher:

I understand that breach of this agreement as described above could result in
personal and professional harm to the research participants for which I will be held

legally responsible.

Transcriptionist’s Name (please print):

Transcriptionist’s Signature: Date:

Researcher’s Signature: Date:




