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Abstract of Dissertation 

A Multiple Case Study Discovering Part-Time Faculties‘ Perceptions of Their 

Professional Needs, Working Conditions, Social Network, and Satisfaction at Three 

Community Colleges  

 

 This study employed a multiple case study design to evaluate the perspectives of 

part-time faculties at three community colleges in the Northeast. The purpose of this 

study was to discover how needs, working conditions, and social networks influence the 

part-time faculties‘ job satisfaction. Maslow (1954), Bourdieu (1986), and Herzberg, 

Mausner, & Snyderman (1959) and Herzberg (1966) provided the theoretical framework 

for discovering the perceptions of community college part-time faculties regarding their 

job satisfaction.  

The three central questions that guided the study were: 

1. How do part-time faculty members describe their professional needs and 

working conditions at the community college?  

2. How do part-time faculty members describe their social network at the 

community college?  

3. How do part-time faculty members describe their job satisfaction at the 

community college and what is its relationship to their professional needs, 

working conditions, and access to social networks? 

 The key conclusions drawn from the study showed part-time faculties‘ working 

conditions were less than optimal and their needs often went unmet. In addition, many of 

the faculty explained that they often felt ―rootless‖ in their experiences at the community 

college. Yet, despite their experiences, almost all felt highly satisfied with their work 
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largely because of their interactions with students, which led to greater commitment to 

the college.  

Moreover, the three major findings across the cases suggested first, that while the 

part-time faculties described their working conditions as frustrating, they expressed that 

they were still highly satisfied. Second, in alignment with Herzberg et. al. (1959), the 

findings revealed the work itself was a greater factor for job satisfaction than any of the 

extrinsic factors that might cause dissatisfaction. Third, access to social network 

opportunities was tied to the participants‘ satisfaction in accordance with Bourdieu‘s 

theory regarding the importance of social networks for status attainment and job mobility. 

Ultimately, these findings suggested that while the uproar over the inexcusable working 

conditions part-time faculty often find themselves in is justified, it is not cause to accuse 

the part-time faculty of being party to bringing about the demise of the professoriate or 

the quality of teaching in higher education. 
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Chapter I: Introduction 

Overview 

This study examined some of the critical issues regarding the increased use of 

part-time faculties in higher education. This study also discovered how their needs, their 

working conditions (focusing on nine facets—pay, promotion, supervision, benefits, 

rewards, operating procedures, co-workers, nature of work, and communication), and 

access to the social networks established at the college influence part-time faculties‘ job 

satisfaction. Through a review of pertinent literature, the study illustrated how the part-

time faculties‘ needs, their working conditions, and social network as well as their 

satisfaction may influence higher education currently and in the future. 

Emergence of Part-Time Faculties in Higher Education 

Faculty emerged as a profession in the United States, as did many other 

professions, in the last decades of the nineteenth century. With the introduction of the 

doctorate as a badge of scholarship in the 1880s and 1890s, institutions began to establish 

a hierarchy of instructors and professors (Rudolph, 1990). Since the last decades of the 

twentieth century, we have witnessed a fundamental restructuring of many professions. 

Part of the restructuring of the academy included the emergence of part-time, adjunct, 

and contingent faculties. Part-time faculty is generally defined as persons employed by a 

college or university, usually to teach, in positions that carry few, if any, elements of 

compensation, benefits, or status enjoyed by regular faculty members (Langanberg, 

1998). For the purpose of consistency in this study, I used the term part-time faculty 

throughout to encompass all adjunct, contingent, and part-time faculty members 

(American Association of University Professors [AAUP], 2006). 
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Currently, the academic profession is undergoing more restructuring. ―Over the 

past twenty-five years, U.S. colleges and universities have substantially increased their 

reliance on part-time and adjunct faculty instruction‖ (Reichard, 1997, p. 1). The terms 

and positions of faculties‘ professional labor (contracts or bargaining agreements) are 

being renegotiated as administrators seek to reform, reinvent, re-engineer, redesign, or 

reorganize colleges and universities (Rhoades, 1998). ―In one generation, the percentage 

of teaching done by part-timers has doubled‖ (Nelson, 1999, p. 30). By 1992, part-time 

instructors had gone from 20% of the faculty to more than 40% of the academic 

workforce (Gappa & Leslie, 1993, 1996; Leslie, 1998b). ―The percentage of part-time 

faculty has fluctuated considerably over time, declining from 35% of all faculty in 1960-

61 to 22% during the 1970s, then rising to 42% by 1992‖ (Toutkoushian & Bellas, 2003, 

p. 173). From 1987 to 1998, the presence of part-time faculty increased by almost 10% 

alone (American Federation of Teachers [AFT], 2001).  

Although part-time faculties are often used to benefit both the school and the 

faculty members, this increase gives the impression that this professional restructuring is 

an increased emphasis on efficiency and generating revenues. A move by administrators 

to substitute part-time faculty for the majority of full-time faculties has been a 

controversial practice in higher education (Rhoades, 1998; Toutkoushian & Bellas, 

2003). As a result of this increased use of part-time faculties, many educational agencies, 

such as the National Education Association (NEA), the American Association of 

University Professors (AAUP), the American Association of State Colleges and 

Universities (AASC&U), and the American Federation of Teachers (AFT), have 

cautioned higher education administrators of the potential adverse effects that their 
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institutions may face (Naquin, 2001). Due to increased costs and other financial 

constraints, many administrators in America‘s colleges and universities have felt the need 

to impose great changes to the structure of the professoriate (National Education 

Association [NEA], 1998). Of these changes, the NEA described, ―The misuse and abuse 

of part-time faculty is one of the most serious problems confronting American higher 

education‖ (p. 27). Most of the literature centers on research done at community colleges 

because of their large percentages of part-time faculties. However, there is little research 

that examines the real needs of part-time faculties and whether or not there are 

community colleges that successfully meet those needs. As stated in the seminal study 

conducted by Valadez and Antony (2001) on part-time faculty job satisfaction: 

Little is known about who part-time faculty members are, although some 

anecdotal evidence has shown that they receive inadequate pay with few or no 

benefits; and, as for part-time faculty members‘ job satisfaction and commitment, 

however, there is virtually no literature (p. 99).  

This study employed a multiple case study design to evaluate the perspectives of 

part-time faculties at three community colleges in the Northeast that meet the needs of 

their large populations of part-time faculties and retain and hire them as full-time 

faculties.  

Purpose of the Study 

 The purpose of this multiple case study was to discover how needs, working 

conditions, and social networks influence the part-time faculties‘ job satisfaction in order 

to help identify areas where change may be necessary. This study sought to describe and 
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reveal part-time faculties‘ experiences to better understand their feelings and perceptions 

about working part-time in the community college environment. 

Research Questions 

1. How do part-time faculty members describe their professional needs and 

working conditions at the community college?  

2. How do part-time faculty members describe their social network at the 

community college?  

3. How do part-time faculty members describe their job satisfaction at the 

community college and what is its relationship to their professional needs, 

working conditions, and access to social networks? 

Significance of the Study 

 A multiple case study of part-time faculties‘ professional needs, working 

conditions, and adequate social network at three community colleges is important for 

several reasons: (1) the relative lack of job rights for part-time faculty and their 

subordinate position, as defined in workforce matters suggests that this ―growing 

category of faculty is less professionalized than full-timers‖ (Lyons, 2007; Rhoades, 

1996, p. 652), thus the study discovered whether or not there needs to be a change in how 

this population is perceived by community college leadership; (2) the study examined the 

part-time faculties‘ perceptions of the policies and procedures utilized at these 

community colleges, which can then possibly be used as a tool to encourage equitable 

treatment of part-time faculty throughout higher education; and (3) this study sought to 

provide a voice that will give meaning to a population of faculty, which according to the 

literature is largely overused, underpaid, and underserved (American Association of 
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University Professors [AAUP], 1997, 2006; AFT, 2010; Banachowski, 1997; Lurie, 

2003; Lyons, 2007; McArthur, 1999; Miller, 2001; NEA, 2001; Rasell & Appelbaum, 

1998; Tirelli, 1997).  

 Conversely, Valadez and Antony, in their 2001 report regarding the 1992-1993 

National Study of Post-Secondary Faculty (NSOPF) data sets, presented a viewpoint of 

part-time faculty that was different than those presented in most of the literature. They 

found that the majority of part-time faculty at both two-year and four-year institutions 

were not frustrated academics ―largely disenchanted with their roles‖ as the literature 

suggests (Valadez & Antony, 2001, p. 107). They concluded that most part-time faculty 

members are fully engaged in their work and satisfied. However, they also noted, it is 

important not to overlook the finding that ―two-year college part-time faculty members 

would leave their current positions for better-paying jobs, benefits, and job security‖ 

(Valadez & Antony, 2001, p. 107).  

Lastly, a 2010 study by the AFT, corroborated by work by Lyons (2007), suggests 

that community colleges need to continue to work toward fostering a deeper 

understanding of their part-time faculties‘ job satisfaction and the strategies that will 

improve the working conditions, job satisfaction, and commitment of part-time faculty 

members. Moreover, this study is a significant addition to the literature because 

according to the AFT (2010) study regarding part-time faculty, research on this topic ―has 

tended to be spotty‖ (p. 3). My study contributes to the literature regarding that deeper 

understanding by discovering how part-time faculty members describe their professional 

needs, working conditions, and social networks and how they influence their job 

satisfaction. 
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Statement of the Problem 

Faculty are the pivotal resource around which higher education revolves. The role 

of faculty is to determine curriculum content, student performance standards, and the 

quality of students‘ preparation for careers (American Association of University 

Professors [AAUP], 1997). Faculty members perform research and development work, 

which can advance the country‘s technological, sociological, and economic well-being. 

Through their public service activities, they also contribute to the public good. For these 

reasons, it is essential to understand who they are and what they do (U.S. Department of 

Education [DOE], 1994).  

Between 1970 and 2001, the number of faculty members in American higher 

education institutions increased from approximately 474,000 to 1.11 million. While this 

explosion in population is noteworthy, more importantly shown by this increase is the 

proliferation of part-time faculty. In the early 1970s, the majority of the faculties were 

full-time. However, by 2001, the number of part-time faculty increased by 376% to 

almost half of the entire faculty population. This rate is ―more than five times as fast as 

the rate of increase for full-time faculty‖ (Schuster & Finkelstein, 2006, p. 40). Figure 1 

also shows that from 1990-2003, nontraditional faculty numbers have increased at a 

much faster rate than tenured positions (NEA, 2005). Lastly, according to AFT 2010 

study on part-time faculty, ―altogether, part-time/adjunct faculty members are 47 percent 

of all faculty. . .with part-time faculty representing nearly 70 percent of the instructional 

workforce at community colleges‖ (p. 3). 
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Figure 1. Change in the share of faculty members by academic rank 1990–2003.  

While the greater part of the part-time populace is currently centered at two-year 

colleges (40.6%), there is still a significant amount of part-time faculty at universities as 

well (20.7%) (Schuster & Finkelstein, 2006). Similarly, from a sample of 1,070 

postsecondary institutions across the United States, the National Center for Education 

Statistics (NCES) found in a 2004 survey that at public doctoral institutions (170 

respondents), part-time faculties comprise 12% of the faculty positions and that they 

constitute 8% of faculty members at private not-for-profit doctoral institutions (90 

respondents) (Nevill & Bradburn, 2006, p. 9). These may not appear to be significant 

numbers of part-time faculty at research and doctoral universities on the surface, but they 

do cause some concern, especially when considering the constant upward surges in 

tuition at these schools. The considerable increase in contingent faculties at all types of 

higher education institutions has called for further research regarding this population. The 

restructuring of academic appointments that has followed the surge of part-time faculty 
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has caused quite a stir in higher education. As a result of this restructuring, Johnson 

(2003) states: 

A majority of those who now teach in the nation‘s colleges and universities are 

paid poorly, have little or no job security, few or no retirement or health benefits, 

only the weakest of free-speech protections, and no long-term relationship or 

commitment to a [higher education] community or permanent faculty (p. 61). 

Most researchers have sought answers to the questions regarding the long-term 

implications of this new ―contingent‖ academic workforce that appears, at present, to be 

central to most of America‘s higher education institutions (Biles & Tuckman, 1986; 

Gappa & Leslie, 1993; Schuster & Finkelstein, 2006; Tuckman, 1978). Likewise, this 

study will examine the part-time faculties‘ professional needs and the working conditions 

and social network that they experience at community colleges and how they relate to 

their job satisfaction. It is hoped that this study‘s findings are very relevant to future 

policy decisions and the treatment of part-time faculties and their integration into the 

culture of community colleges and four-year universities. 

 Part-time faculties at community colleges have been studied quite often in the past 

few years, largely to explore their characteristics and the challenges they pose to higher 

education. They have not, however, often been studied with regards to their own needs, 

their perceptions of their working conditions and access to social networks and how each 

of these factors influence their job satisfaction. Many of the studies have relied on survey 

findings and have not utilized more qualitative measures to examine and describe the 

experiences of the community college part-time faculty through their own voices. This 

study offers both a review of the literature and rich, thick descriptive findings solicited 
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from the part-time faculties at three community colleges in the Northeast. To the body of 

literature, this study adds significant discovery in three areas: (1) the professional needs 

of part-time faculty in their own words; (2) the description of the part-time faculty‘s job 

satisfaction in a region where there have been several conferences, workshops, and state 

initiatives to address the issues regarding the overuse of part-time faculty at the 

community colleges; and (3) the possible influence that professional needs, working 

conditions, and social network have on part-time faculty members‘ job satisfaction. 

Theoretical Frameworks 

This multiple case study used the work of Maslow (1954), Bourdieu (1986), and 

Herzberg et al. (1959) and Herzberg (1966), to set the stage for discovering the 

perceptions, feelings, and thoughts of community college part-time faculties regarding 

their job satisfaction. This study was guided by Maslow‘s (1954) hierarchy of needs that 

classifies human needs into five categories: physiological; security; belongingness; 

esteem; and self-actualization. Maslow (1954) hypothesized that self-actualization would 

only be possible if the other basic needs in the hierarchy had been met. Thus, if either of 

the basic needs were not met, then the worker would not be satisfied.  

Additionally, according to Bourdieu (1986), social networks provide the 

community members social capital, which allows them credibility in that community. 

Furthermore, if one is a recognized as a member of this community, then he or she has a 

certain status. Thus, if one is not given access to the network, then he or she will not have 

any capital, or will lose access to the equality and success afforded to other members of 

the network.  
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Also, Herzberg et al. (1959) and Herzberg (1966), seminal researchers in the field, 

identified a two-dimensional model of job satisfaction—job satisfaction consisted of 

motivating factors (intrinsic) and hygiene (extrinsic) factors. According to Herzberg‘s 

theory (as cited in Flowers, 2005), motivating factors are most responsible for job 

satisfaction, while hygiene factors are most responsible for job dissatisfaction. Using 

Herzberg‘s theory regarding job satisfaction allowed me to explore the central idea that if 

part-time faculty members are sufficiently motivated, have their professional needs met, 

and are well connected to the institution, then these faculty members may perceive that 

they are an effective and useful part of academia. Also, the study explored part-time 

faculties‘ feelings and perceptions about their role and value within their institutions.  

 These theoretical frameworks align with one another, my research questions, and 

research design as they work to reveal the experiences of the part-time faculties‘ at three 

community colleges. For the purposes of this study, I aligned Maslow‘s (1954) hierarchy 

of needs and Bourdieu‘s (1986) theory of social network with Herzberg‘s (1966) job 

satisfaction theory. If part-time faculties‘ professional needs are not met, especially in 

connection with their working conditions, in accordance with Maslow‘s (1954) theory, 

they may not reach self-actualization. Similarly, if they do not have access to social 

networks, according to Bourdieu (1986), then they may not feel valued by, or connected 

to the college community. Thus, the theoretical frameworks provide an overarching 

perspective to study the influence that needs, working conditions, and social network 

have on part-time faculties‘ job satisfaction.  

 Advocacy/participatory paradigm is considered as the most appropriate paradigm 

for this research study because of its potential to generate greater understanding of the 



 11 

part-time faculties’ experiences at community colleges. Additionally, the aforementioned 

paradigm of inquiry engendered a better appreciation of how part-time faculty perceive 

their contribution within their institution and the potential barriers to job satisfaction. 

Therefore, it is with these approaches that I used to examine the needs, the working 

conditions, and social network of the part-time faculties at the three community colleges 

to reveal their job satisfaction. 

Research Methodology 

With case study methodology, the researcher ―explores a program, an event, an 

activity, a process, or one or more individuals‖ (Creswell, 2003, p. 15). Case study 

research is also the in-depth investigation of a phenomenon in its natural setting from the 

perspective of those who are involved in the phenomenon (Stake, 1995; Yin, 2003). 

Additionally, case studies are preferred when ―how‖ and ―why‖ questions are to be posed 

(Yin, 2003). Case studies arise out of the desire to understand complex social 

phenomenon, such as the experiences of part-time faculties. Finally, the case study 

method allowed me to retain the holistic and meaningful characteristics of real-life 

events, such as management and worker relationships, without having to rely on false 

constructs outside of the participants‘ workplaces. A key concern was to understand the 

part-time faculties‘ experiences from their perspectives and not mine (Merriam, 1998). 

As such, I used a multiple case study design where other nested cases may emerge. Three 

community colleges in the Northeast were examined. It was conceivable that within this 

case study, there were other case studies embedded and revealed, as I was able to 

interview part-time faculties from several different community colleges and departments 

at the institutions, which showed differences and similarities and common themes. This 
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study focused on the colleges‘ liberal arts, allied health/nursing, and social sciences 

divisions. According to the literature, these departments usually hire the greatest 

percentages of part-time faculties (Rhoades, 1996). Because of the different missions of 

each division, my intentions were to examine potentially differing contexts and 

perspectives on the topic (Yin, 2003). In addition to semi-structured interviews with part-

time faculty members, I performed site visitations and observations and examined 

relevant documents, such as participants‘ resumes, key system-wide emails, invitations to 

professional development opportunities, and faculty handbooks and public records from 

each division of the case study. 

Definition of Terms 

 Before the research questions were to be investigated, I defined several terms that 

were frequently used in this study. These definitions are a guide to a fuller understanding 

of each term‘s reference within the context of this study. As do most researchers, I 

compared and contrasted the findings to those from previous research studies. I also used 

the following key definitions as found in other literature relevant to this case study: 

Adjunct faculty. Adjunct faculty consists of persons whose primary professional 

employment lies outside of the college or university. Their appointments within the 

university permit them to contribute their knowledge and skills to enhance its academic 

programs and the work of its regular faculty in the canonical functions of teaching, 

research, and professional service (Langanberg, 1998). The term Contingent Faculty 

includes part-time faculty, full-time non-tenure track faculty, graduate student employees, 

and post-doctoral fellows and is usually utilized at universities (Curtis & Jacobe, 2006). 

Part-time faculty. Those faculty members who teach less than a full-time load at any 
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college or university (Biles & Tuckman, 1986). Similarly, Part-time faculty are generally 

defined as persons employed by a college or university, usually to teach, in positions that 

carry few, if any, elements of compensation, benefits, or status enjoyed by regular faculty 

members (Langanberg, 1998). For the sake of continuity and simplicity, I used the term 

part-time faculty to represent the population at the three community colleges for this 

study. 

Associate/Associate’s. The institutions that were used for this study are classified 

as public, two-year Associate‘s, single campuses. According to the degree data, these 

institutions awarded associate‘s degrees but no bachelor‘s degrees, indicates the 2005 

Carnegie classification code of an institution, which includes most community colleges 

(The Carnegie Classification of Institutions of Higher Education, 2005). Additionally, 

Carnegie classifies whether an institution is operated by publicly elected or appointed 

officials (Public Institution), or by privately elected or appointed officials and derives its 

major source of funds from private sources (Private Not-for-Profit Institution).  

Job Satisfaction. Job satisfaction refers to the fulfillment or gratification one 

feels from one‘s professional environment (Tack & Patitu, 1992). Spector (1997) refers to 

job satisfaction as ―a cluster of evaluative feelings of the job‖ (p. 57) that focus on nine 

facets: pay, promotion, supervision, benefits, rewards, operating procedures, co-workers, 

nature of work, and communication. 

Organizational Climate. Organizational climate affects job satisfaction in that a 

positive environment frequently relates to high motivation, job satisfaction, and improved 

work performance (Tack & Patitu, 1992). 
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Social Network. Social network is defined as initial positions in the social 

hierarchies or organizations as well as the extensity of social ties within those 

organizations or communities (Lin, 1999).  

Delimitations and Limitations of the Study 

Delimitations. Delimitations narrow the focus of the study (Creswell, 2003).  

As such, the scope of this study focused on a central phenomenon that may affect part-

time faculties—job satisfaction. In attempts to describe the perceptions of part-time 

faculties, members of this group was interviewed and observed at three Northeastern 

community colleges. Community colleges will be selected because of the numbers of 

part-time faculties employed and the reputation each has with their part-time faculties and 

for their convenience to my home and workplace.  

Interviewing part-time faculties in two disciplinary divisions—liberal arts, and 

social science—further narrowed the study in order to explore any distinctions amongst 

part-time faculties according to subjects taught, their perceptions of the fields, and the 

professional opportunities available in those fields. 

Limitations. The following limitations point to possible weaknesses of the  

study (Creswell, 2003). The participants in this study were limited to part-time faculty 

members at three of the twelve community colleges in the state system. Although this 

system serves nearly 100,000 students annually and employs thousands of part-time 

faculty members, this study was limited to the three community colleges with the most 

diverse populations. Each college represents one of the broad service areas of the state (a) 

urban, (b) suburban, and (c) rural. 
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These community college sites are located in the Northeast and have existed since 

the 1960s. Because the research design examined only the job satisfaction of the part-

time faculties from these three purposively chosen community colleges, the findings were 

not generalizable to the satisfaction of part-time faculties at other public community 

colleges in the state, region, or nation. In addition, I am aware that a qualitative study is 

subject to interpretation by its nature (Stake, 1995). Finally, the findings of this study 

were not generalizable to a larger population due to the small sample size (17 

participants).  

Summary 

 This chapter provided an overview of the study to include the emergence of part-

time faculty, purpose of the study, statement of the problem, significance of the study, 

paradigm of inquiry, theoretical frameworks, research methodology, definition of terms, 

delimitations and limitations, and literature gap. The evidence available suggests that 

there is a need to study the relationship that part-time faculties‘ needs, working 

conditions, and social networks have with their job satisfaction. With the increased use of 

part-time faculty s in the academic workforce, it is apparent that further research needs to 

be done describing their experiences and their perceptions of their working conditions, 

links to, and status in academia. The study examined the part-time faculties‘ perspectives 

on the issue and discusses how their professional needs, working conditions, and access 

to social networks in higher education may be related to their job satisfaction. 
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Chapter II: Literature Review 

Introduction 

The purpose of this literature review was to investigate, examine, and review the 

pertinent literature associated with the topic of part-time faculties at higher education 

institutions and their experiences. The review of the literature begins with historical 

overviews of the community college and part-time faculty and then describes the 

characteristics of part-time faculty. This section is followed by a general description of 

the working conditions of most part-time faculties and higher education‘s expectations of 

them. Finally, the chapter presents a critique of relevant and seminal research studies 

related to the issues surrounding the increased use of part-time faculties.  

Historical Overview of the Community College 

From the 1920s through the 1940s, American higher education experienced vast 

expansion. Many colleges and universities enjoyed resurrection, revitalization, and 

energizing due to certain families‘ philanthropic gestures. Emory University in Georgia 

prospered greatly due in large part to the industrial fortunes collected by Coca-Cola. 

Similarly, Duke University in North Carolina benefited immensely from the wealth 

generated by tobacco farming in the state (Thelin, 2004). During the same period, 

America saw the development of its own ―indigenous institution, the two-year junior 

college‖ (p. 206). In its infancy, ―The two-year junior college was envisioned as a vehicle 

for setting the first two years of undergraduate study apart from upper-division study and 

graduate programs‖ (p. 250). The community college‘s mission evolved through a period 

from 1900 to the mid 1980s (Deegan & Tillery, 1991). Cross (1991) suggested, ―It is not 

easy to define the purpose and mission of community colleges today‖ (p. 34), not nearly 
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as easy as it was during ―the expansion of educational opportunity and the diversification 

of educational offerings commissioned by President Truman‖ (Lazerson, 1987, p. 134). 

During this time, ―community colleges were in agreement on a common purpose and a 

national mission to open doors of higher education to previously underserved segments of 

the population‖ (Cross, 1991, p. 34).  

Today, however, the community college is in transition, yet is still often referred 

to as the gateway to higher education (Conner & Griffith, 1994; Shaw, Valadez, & 

Rhoads, 1999). With its open access policies, community colleges have rapidly become 

the destination of choice for a variety of students, including those who are multi-cultural, 

multi-ethnic, multi-lingual, new immigrant, first-generation college-bound, under-

prepared and under-served, adult and high school age, as well as students with multiple 

visible and invisible disabilities. For example, 46% of all African-American students, 

55% of all Hispanic students, 46% of all Asian/Pacific Islander students, and 55% of all 

Native American students in higher education enroll in community colleges (American 

Association of Community Colleges, 2005b).  

Enrollment data for community colleges by gender indicates that 58% of the 

students are female and 42% of the students are male, and the average student age is 29 

years (American Association of Community Colleges, 2005b). Since 1901, at least 100 

million people have attended community colleges (American Association of Community 

Colleges, 2005b). Currently, community colleges enroll approximately 10.4 million 

students, which include ―44% of all U.S. undergraduates and 46% of all first-time 

freshmen‖ (Phillipe & Gonzalez, 2005, p. 19; Phillipe & Patton, 1999). The use of part-

time faculties has steadily increased at community colleges with the hopes of maintaining 
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this access to higher education for many students who otherwise would not be able to 

attend college. Part-time faculty members have long been part of the community 

college‘s cultural fabric. They are ―typically hired because they possess technical skills 

and knowledge that are beneficial to students. Their expertise and workplace experiences 

help keep curricula fresh‖ (American Association of Community Colleges, 2005a). 

Historical Overview of Part-Time Faculty 

During the course of the past 30 years, higher education in America has 

experienced a great shift in the positions of faculties at many colleges and universities 

(Curtis & Jacobe, 2006). From 1975 to 2003, full-time tenured and full-time tenure track 

positions have decreased from 56.8% to 35.1%. Conversely, during the same time period, 

part-time faculty positions have increased from 30.2% to 46.3% at all degree-granting 

institutions (Forrest, Fahimi, & Bradburn, 2005). This ―seismic shift,‖ as labeled by 

Schuster and Finkelstein (2006), has been cause for concern, as the majority of new hires 

for faculty are now off the tenure track at most higher education institutions. As stated by 

Gary Rhoades (1998):  

The increased use of part-time faculty is ironic given current criticism of full-

timers. If many full-time faculty are not in their offices on Fridays, part-timers do 

not even have offices. If full-time faculty do not spend enough time with their 

students outside of class and office hours, part-timers may not have defined duties 

outside of classroom teaching and office hours. If full-time faculty do not care 

enough about the quality of their teaching, part-timers may not have their teaching 

evaluated by their peers (p. 132). 
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According to the 2004 U.S. Department of Education‘s Integrated Postsecondary 

Education Data System  Fall Staff Survey, part-time and full-time non-tenure track 

appointments account for two-thirds of all faculties employed in 2003 (Forrest et al., 

2005). Yet, the central problem does not necessarily lie in who holds these positions. 

―The problem lies in the nature of contingent work, its lack of support structures, and the 

constraints on academic freedom for faculty in these positions‖ (Curtis & Jacobe, 2006, 

p. 6). This problem constitutes the necessity for further study of the nature of these 

working conditions and their influence on part-time faculties‘ job satisfaction in order to 

better establish the needs of part-time faculties and the policies necessary to ensure their 

satisfaction at higher education institutions. 

Increased Use of Part-Time Faculty 

There are two reasons for the growing trend of increased use of part-time faculty 

in higher education. The rise in doctoral degrees granted is one reason for the increase in 

the applicant pool for faculty positions, especially in the humanities or liberal arts fields 

(Leslie, 1998a). Second, the increasing enrollment and numbers of program offerings in 

community colleges appears to be one of the most important factors in increasing the use 

of part-time and adjunct faculties (Leslie, 1998a). From 1970 to 1995, the number of 

faculty members at two-year institutions grew by 210%, compared to 69% at four-year 

institutions (Schneider, 1998). By 1992, as many as 60% to 80% of teaching faculties at 

community colleges were part-time, which is up from 50% nearly 20 years ago (Slingo, 

1998). In addition to the aforementioned factors, many campuses were faced with a 

national economic recession, prospective retirements of large cohorts of senior faculty 

members in a short period of time, the wearing out of infrastructures, and a host of other 
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problems that caused an upswing in the use of part-time faculty in the 1990s (Gappa & 

Leslie, 1993). Part-time faculty members are generally hired because they can 

supplement, complement, and enrich the opportunities universities can offer their 

students through their regular faculties. They are employed because they enable the 

university to respond to short-term fluctuations in student demand, or to persistent 

student demand in circumstances of severe financial exigency (Langanberg, 1998).  

The larger issue is those colleges and universities that hire part-time and adjunct 

faculties merely to contain costs. During uncertain and unstable times of funding, public 

and private colleges have begun to adopt mechanisms similar to corporate America in 

order to relieve themselves of financial burden. Higher education has implemented an 

―increased flexibility in the management of work roles, a two-tiered work force, and a de-

skilling or degradation of labor‖ (Tirelli, 1997, p. 78). The greatest vehicle for 

exploitation is positioned in the cost containment issues (Brown & Gamber, 2002) 

surrounding part-time faculty. Colleges and universities are venturing into new territory 

as a way to ensure profitability, and part-time faculties help some schools achieve their 

educational goals by providing both fiscal prudence and flexibility in scheduling (Leslie, 

Kellams, & Gunne, 1982). As such, the system leaves workers with low status, no 

benefits, and little job security. There is no real plan to treat part-time faculty fairly, and 

this creates even more hostility between faculty and administrators, and draws a larger 

schism between part-timers and full-timers. What needs to be done is an assessment of 

the long-term costs to the academy and the professoriate. The apparent and short-term 

incentives for employing part-time faculty are obviously strong, but critics contend that 
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the costs of employing such a large percentage of faculty members on a part-time basis 

far outweigh any benefits (Banachowski, 1997).  

In addition, many times, part-time faculty and administrators work under the 

guise that part-time faculty add a great deal to the departments in which they teach. They 

bring practical experience and expertise to colleges and universities that full-time 

scholars may not necessarily exhibit or have access to (Banachowski, 1997). Yet, in a 

study completed by the Modern Language Association (MLA) in 1999, in English and 

foreign language departments at 1,346 U.S. and Canadian institutions where the 

doctorate, the Master‘s, the bachelor‘s, or the associate‘s was the highest degree awarded, 

the percentage of undergraduate sections taught by part-time faculties was 54%, 38%, 

28%, and 47%, respectively (Laurence, 2001). From this data, it can be concluded that 

many of these part-time instructors do not necessarily bring any additional practical 

experiences to their respective departments and classrooms. However, it can also be 

determined that part-time faculties are more highly educated than most assume in 

previous studies (Gappa & Leslie, 1993). These findings present a need for the current 

study, because previous studies are lacking a connection between part-time faculties‘ 

professional needs, working conditions, access to social network, and job satisfaction. 

Characteristics of Part-Time Faculty 

According to Leslie (1998a), 52% of part-time faculties report that they prefer 

teaching part-time, while 43% reported that they were teaching part-time because full-

time jobs were not available. Approximately 35% to 38% of all faculty members are now 

teaching 20% to 50% of all undergraduate sections part-time in colleges and universities. 

They remain a largely unrecognized, under-rewarded and invisible part of the academic 
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profession (Gappa & Leslie, 1993; Nutting, 2003). Part-time faculties are not only 

increasing in numbers, but they are growing angry and dissatisfied, which leads them on 

occasion to seek remedies for their exploitive working conditions through unionization or 

other sources of redress (Gappa & Leslie, 1993). This portion of the study provides a 

review of the critical components necessary to examine part-time faculties and changing 

trends in higher education. The critical components in this discussion consist of the 

characteristics of part-time faculty, with a comparison between part-time and full-time 

faculties, what is expected of part-time faculties, their working conditions and the 

influence those working conditions have on job satisfaction. In addition, I considered 

several of the seminal studies regarding the quandary created by the increased use of part-

time faculty. 

Women and minorities represent disproportionately larger percentages of part-

time faculties compared to their full-time counterparts. Women typically represent a 

small percentage of the faculty cohort, hold lower professorial ranks, work in part-time 

rather than full-time positions, represent disciplines typically considered reserved for 

females, work in less prestigious institutions, and are not tenured (Tack & Patitu, 1992). 

Women hold 39% of all faculty positions; 33% of full-time positions, but 47% of part-

time positions. Accordingly, although only 35% of male faculty members hold part-time 

appointments, 49% of female faculty members do (AAUP, 1997).  

As of 1993, 64% of community college faculty members hold part-time 

appointments. The following data illuminate the magnitude of and urgency surrounding 

part-time faculties in American colleges and universities. Twenty-nine percent of the 

faculties at four-year institutions hold part-time appointments, but the number of graduate 
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assistants (200,000) at four-year institutions outnumbered the part-time faculty positions 

(180,000) (AAUP, 1997). As reported in 2001, 68% of community college faculties were 

part-time, 41% at four-year private schools and 27% at public four-year schools (Miller, 

2001). In community colleges, part-time faculty were found in almost all disciplines and 

programs. However, at four-year institutions, part-time faculties were found most often in 

fine arts, education, and humanities and they frequently teach lower division core courses 

(Gappa & Leslie, 1993; Tirelli, 1997). This is evidence that despite being superbly 

qualified, part-time faculty face disparities in their working conditions as compared to 

full-time faculty members. These disparities represent a significant component of the 

critical aspects of this study.  

Part-time faculty members have enormously varied backgrounds and life 

situations. They need more flexible employment options, rewards, incentives, and 

recognition for their work. Some depend on their part-time teaching as their major source 

of income, but others are primarily committed to other professional careers in which they 

are well compensated. Many part-time faculty members aspire to academic careers, but 

others have no interest in them at all (Gappa & Leslie, 1996). Gappa and Leslie use 

Tuckman‘s (1978) taxonomy research of part-time faculty based on their reasons for 

choosing part-time employment to classify them into seven categories: (a) semi-retireds, 

(b) graduate students, (c) hopeful full-timers, (d) full-mooners (those who work outside 

their full-time jobs), (e) home workers (those who are often stay-at-home parents who 

like to stay current in their professional fields), (f) part-mooners (those who work 

additional part-time jobs), and (g) part-unknowners.  
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Gappa and Leslie (1996) went further to broaden and update those typologies to 

four loose categories: (a) career-enders; (b) specialists, experts, and professionals; 

(c) aspiring academics; and (d) freelancers (Gappa & Leslie, 1996; Tuckman, 1978). 

Each category is defined as: 

Career-enders (Tuckman‘s semi-retireds) are those who are fully retired and those 

who are in transition from well-established careers (mostly outside of higher 

education) to a pre-retired or retired status in which part-time teaching plays a 

significant role. The specialist, expert, or professional (Tuckman‘s full-mooner) 

comes to higher education from a wide range of fields and careers and teaches for 

the love of it rather than because of a need for income. Aspiring academics 

(Tuckman‘s hopeful full-timers) do not necessarily want to teach full-time but 

want to be fully, participating, recognized, and rewarded members of the faculty 

with a status at least similar to that currently associated with the tenure-track or 

tenured faculty. Freelancers (Tuckman‘s part-unknowners, part-mooners, and 

home workers combined) are part-time faculty in higher education by choice; they 

are not aspiring academics (Biles & Tuckman, 1986, p. 11; Gappa & Leslie, 

1996). 

Comparison of part-time and full-time faculties. Part-time and full-time  

faculty members have similar lifestyles. In particular, most have families, middle-class 

incomes, and meaningful, well-paying full-time jobs (Leslie, 1998a). Professionally, 

there are differences, though. Most part-time faculty members hold Master‘s degrees or 

less, and only about 15% hold doctorates. Also, nearly half of all women faculty 

members are part-time, whereas close to two-thirds of male faculty members are full-time 
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(Leslie, 1998a). The reason for the division between the two distinct groups of faculty 

members is that one appears to sustain the other. The low costs and heavy undergraduate 

teaching loads of the part-time faculty help make possible the continuation of a tenure 

system that protects the jobs and perquisites of the full-time faculty (Gappa & Leslie, 

1993). Thus, the working conditions that part-time faculty members are forced to work 

under actually allow full-time faculty members to lead more prosperous and successful 

professional lives. 

 Adjusting for instruction time, a full-time faculty member typically receives 

$4,000 per course compared to $1,500 for the part-time college teacher. With a typical 

pay rate of $2,000 to $3,000 per course, part-time instructors are still paid well below a 

pro-rata figure calculated from even a low-ranking full-time faculty member‘s 

compensation (Miller, 2001). Only 17% of part-time faculty receive health insurance 

benefits, compared with 97% of full-time faculty. Additionally, 20% of part-time faculty 

have an employer that contributes to their pension, compared with 93% of full-time 

faculty (Rasell & Appelbaum, 1998). Another major difference is that full-time faculty 

members enjoy job security, while part-time faculty do not. Age difference is an 

additional factor. The largest portion of part-time faculties (22.4%) falls between the ages 

of 35 and 39, and the largest portion of full-time faculties (18.9%) falls between the ages 

of 45 and 49 (Robinson & Lee, 1996). The data show just cause for concern because 

without the expectation of equitable pay, healthcare insurance, and supplementary 

income that goes toward a retirement fund, this population of thirty-somethings may be 

facing a grim future. The lack of security may also be influential with regards to job 

satisfaction and, possibly, performance. 



 26 

Expectations of part-time faculty. A great divide exists between the  

perceptions of the full-time faculty, the part-time and adjunct faculties and college and 

university administrators (Banachowski, 1997; Gappa & Leslie, 1993). Because a smaller 

number of part-time faculty hold doctoral degrees, full-time faculty members often 

believe that part-time faculty are watering down the quality of academic instruction. 

Administrators and full-time faculty members feel that part-time faculty should be 

banished to the lower-level courses like basic composition 1 and 2, or developmental 

math 1 and 2, etc. Many full-time faculty members do not have the time or the desire to 

teach these courses; consequently, they feel that those with less expertise will suffice. 

Part-time faculty, however, appear to exhibit professional attitudes similar to full-time 

faculty members (Banachowski, 1997). Yet, as reported in the NEA Update (2001):  

Part-timers worked an average of 14 hours per week and were responsible for an 

average of two classes and eight credit hours per term, while those teaching full-

time worked 46 hours per week and averaged three classes and 11 credit hours. 

Also part-timers taught 51 students per class, while full-timers taught 90. Lastly, 

part-timers were roughly half as likely as their full-time counterparts to complete 

publications and other works—35 percent compared with 67 percent (NEA 

Update, 2001, p. 1). 

The data presented suggests that full-time faculty members‘ beliefs that part-time faculty 

members should not hold any authority on campus are justified, and part-time faculty 

should relinquish any governing power that has been given to them by administrators. If, 

on average, these are the duties and responsibilities taken on and completed by part-time 

and adjunct faculty members, then it also seems to show that they would only deserve to 
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earn the one-fourth to one-third of the full-time faculty members‘ salaries that they earn. 

Unfortunately, it is reported that part-time faculties are often seen as cheap labor because 

most institutions do not provide any fringe benefits (McArthur, 1999). This attitude 

should certainly be cause for concern when academic integrity is questioned. If 

administrators and full-time faculty members expect less from part-time faculty, this may 

be exactly what they receive. Part-time faculty may perceive that because the school does 

not make any long-range commitment to them, they, in turn, do not have to make a full-

time commitment to the school or its students. 

Issues Surrounding Part-Time Faculty and Job Satisfaction 

Part-time faculty and working conditions. The most frequently mentioned  

complaint from part-time and adjunct faculties is the working conditions. Many part-time 

faculty members are not included in departmental meetings and do not serve on 

committees. They often lack office space, clerical assistance, and technological resources. 

In addition, they are not offered adequate compensation and benefits and timely 

notification of teaching opportunities. Lastly, part-time faculty members receive very 

little consideration for permanent appointment when an opportunity arises, because 

holding a part-time appointment is often seen as a negative (Haeger, 1998). Similarly, 

AAUP (1997) found that these faculty members often work in the following substandard 

conditions: (a) the lack of offices, telephones, or remuneration for office hours; (b) less 

access to computer resources and clerical support; (c) fewer opportunities to receive 

regular evaluation and feedback from professional colleagues or to interact with 

colleagues; (d) do not serve on committees, participate in faculty governance, attend 

professional conferences, or engage in research; and (e) a lack job security and, 
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frequently, the of lack adequate notice of employment, class assignments, or professional 

expectations. These working conditions are evidence of just how dire the circumstances 

are that surround part-time faculty members. 

The literature suggests that many part-time faculty members are underpaid. Most 

receive few, if any, medical or fringe benefits. Most teach only introductory or lower-

division courses. In addition, part-time faculty are subjected to low pay, meager benefits, 

constant job insecurity, and are denied basic professional rights. Yet, the vast majority of 

part-time instructors teach with great distinction and makes enormous contributions to the 

institutions in which they serve (AFT, 2001). The litany of problems continues to include 

(a) appallingly low pay and no benefits, especially medical coverage and retirement 

funds; (b) ineligibility for research grants or money for professional development 

opportunities and organizational conferences; and (c) inferior or no office space, little or 

no clerical assistance, lack of computers, e-mail addresses, voicemail; and (d) sometimes 

no library access (Lurie, 2003). Teaching is not easy under these circumstances. 

Scholarly research is nearly impossible; self-esteem runs low; and financial survival 

becomes difficult (Lurie, 2003). While the literature indicates that pay equity is a major 

problem, the additional inequities are just as disconcerting.  

The exploitative conditions that part-time faculties work under have caused great 

concern from professional organizations, such as the National Education Association, the 

American Association for University Professors, and the American Federation of 

Teachers (Toutkoushian & Bellas, 2003). Although part-time faculty tend to be qualified 

for their teaching positions and somewhat oriented to policies and procedures at many 

colleges and universities, it can be argued that part-timers, more often than full-timers, 
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are not well-linked to their students, colleagues, and institutions (Gappa & Leslie, 1993, 

McGuire, 1993; Schuetz, 2002). Many of the part-time faculty members‘ circumstances 

further support the need for a study that describes their plight through the lens of 

Herzberg‘s (1966) and Maslow‘s (1954) satisfaction and needs theories and Bourdieu‘s 

(1963) social capital theory. 

Part-time faculties’ needs. According to Liu and Zhang (2007), most full- 

time tenured and tenure-track faculty and top administrators at higher education 

institutions ‖receive high wages, good working conditions, employment stability, job 

security, due process in the administration of work rules, and opportunities for 

advancement‖ (p. 5). Yet, those employees who work on the periphery, part-time faculty 

members, tend to have ―low wages, less favorable working conditions, considerable 

variability in employment, and little opportunity to advance‖ (Liu & Zhang, 2007, p. 5). 

This dichotomy between the full-time and part-time workers has led researchers to try to 

determine how these differences might affect the productivity of the workplace. The 

literature regarding the overuse of part-time faculty has generated similar concerns. As 

mentioned in the previous section, most of the research focuses on the influence these 

working conditions have on the quality of teaching in higher education institutions. What 

these conditions have not seemed to move researchers to examine is the needs of the part-

time faculty. 

It is evident that the reorganization of faculties is being driven by administrative 

and institutional responses to financial exigency, market pressures and opportunities, 

which often lead to the increased use of part-time and adjunct faculties (Rhoades, 1998). 

The increased use of part-time faculties due to financial crisis at higher education 
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institutions also increases the likelihood that part-time faculty will be exploited, and their 

personal and professional needs will not be met. To this end, I utilized needs theories, 

represented by Herzberg (1966), Herzberg et al. (1959), and Maslow (1954), as a lens to 

examine part-time faculties‘ job satisfaction. Needs theories suggest that part-time faculty 

are motivated by internal and external needs, and higher education administrators have to 

learn to identify those needs directly to structure work to fit the prevailing needs of part-

time faculty members. This supports the need for further study into how part-time faculty 

perceive their working conditions in higher education, and their impressions regarding 

their social network at their respective institution, and how these elements influence their 

own job satisfaction. 

 Maslow (1954) proposed that when a person‘s needs are not met, then he or she 

would suffer dissatisfaction. Because of less than favorable working conditions, low 

wages, lack of job security, and little recognition, it appears that the part-time faculties at 

community colleges may report low levels of satisfaction in accordance with Maslow‘s 

(1954) hypothesis. In his model basic, low-level needs such as physiological 

requirements and safety must be satisfied before higher-level needs such as self-

fulfillment are pursued. In this hierarchical model, when a need is mostly satisfied it no 

longer motivates and the next higher need takes its place. Although Maslow‘s (1954) 

hierarchy of needs is based on personal needs and not necessarily based solely on 

professional needs, I have tailored it in connection with the professional needs of part-

time faculty in Figure 2. Maslow‘s (1954) basic physiological needs to sustain life such 

as air, water, nourishment, shelter, and sleep become basic work needs such as space, 

compensation, and resources. According to Maslow's theory (1954), higher needs such as 
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social needs and esteem are not usually felt until one has met the needs basic to one's 

body functioning properly, or in my study‘s case, to one‘s workspace functioning 

properly. Accordingly, if a person feels that he or she (or his or her work) is in harm's 

way, higher needs will not receive much attention. 

 
Figure 2. Part-Time Faculty‘s Needs. Adapted from ―Motivation and personality,” by A. 

H. Maslow. Copyright 1954 by Harper & Row of New York.  
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 In respect to part-time faculty, my adaptation of Maslow‘s Hierarchy of Needs 

(1954) would include as basic needs for work survival, those professional needs that 

should be met in order for them to achieve and sustain satisfaction at the higher levels. 

Water, food, and shelter, which are all required for the basic survival of humankind, have 

been modified to fit the items necessary for the part-time faculty member to ―survive‖ or 

perform at work, such as shelter (office and classroom space), adequate pay and benefits, 

and resources (access to technology). Once these basic work needs are met, in accordance 

with the literature (AAUP, 1997; Banachowski, 1997; Gappa & Leslie, 1993; Miller, 

2001; Nutting, 2003; Rasell & Appelbaum, 1998), then part-time faculty would be able to 

focus on higher-level needs such as security, belongingness, and esteem in order to 

achieve job satisfaction. 

Similarly, Rosser and Townsend (2006) found that certain factors related to work-

life, such as administrative support and facilities, technical support, and professional 

development opportunities had a positive influence on the overall job satisfaction of 

community college faculty. Rosser and Townsend (2006):  

Support the previous work of Herzberg et al. (1959) and Herzberg (1966) [and 

Maslow (1954)] in that those intrinsic factors or motivators relating to one‘s job 

content and the extrinsic factors or demotivators relating to the situation in which 

one works have a positive influence on faculty members‘ overall satisfaction‖ (p. 

141).  

Although they found that there were ―no significant differences between full-time and 

part-time faculty members‘ perceptions of work-life and job satisfaction, full-time faculty 

were less likely to leave‖ (Rosser & Townsend, 2006, p. 137) their college for another 
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position. These results, although positive for the most part, support the value of further 

study regarding the needs of part-time faculty and the relationship they have with their 

job satisfaction. 

Divisions between part-time and full-time faculties. The academic  

profession has slowly but inexorably become bifurcated into two faculties—the tenured 

haves and the temporary, part-time have-nots (Gappa & Leslie, 1993). Seventy five 

percent of all faculties do not have tenure, and 49% of full-time faculty members do not 

hold tenure (Rhoades, 1998). This segmentation creates a great divide between 

colleagues that can not only create issues regarding equity, organizational commitment, 

and salary differences, but can also create hard feelings between groups of professionals 

who should be considering themselves colleagues, mentors, peers, and possibly friends. It 

is this faculty bifurcation that will damage the general principles of the community and 

the quality of education (Gappa & Leslie, 1993; Tirelli, 1997). If there is no equity 

between the two groups, the higher education institutions that over-employ part-time 

faculty and other contingent faculty members will create an environment that is not 

conducive to collegiality, collaborative research, mentoring, or quality teaching and 

learning.  

A lack of clear, efficient, and effective hiring and management policies often 

causes an uneasy relationship between full-timers and part-timers. Such policies must 

reflect the institution‘s needs due to financial exigency as well as the part-time faculty 

members' need for stability and security without ignoring the requirements for fairness 

and equity for all faculty members (Biles & Tuckman, 1986). In addition, the 

encouragement of these uneasy relationships between part-timers and full-timers creates a 
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disturbing social climate and culture throughout the organization (Gappa & Leslie, 1993). 

Johnson (2003) suggests:  

At a minimum, the social gulf between full-time, tenured or tenure-track faculty 

and part-time faculty means that the former—who have considerable power 

within their institutions—are simply unaware of the working lives of their less 

fortunate colleagues. On the other hand, many of those on the winning end of the 

academic class divide know that some of the benefits of their position are made 

possible by the hard and poorly paid labor of others (p. 78).  

Unfortunately, neither of these scenarios encourages solidarity between the two groups.  

Part-time faculty and job satisfaction. Part-time faculty job satisfaction is  

critical to the review of the literature. Higher education faculty members have not been 

―immune to the trend toward low paying, part-time, and temporary work‖ (Tirelli, 1997, 

p. 76). Some faculty members teach part-time by choice. These individuals include: (a) 

parents, largely mothers, who care for children; (b) those who have retired from another 

position; and (c) those who freelance in academia but do not aspire to be academics. 

However, there are those who do not teach part-time by choice (Miller, 2001). Some part-

time faculty members teach at more than one institution in order to earn a modicum of 

what their full-time counterparts earn. Most of these part-time instructors are aspiring 

academics in desperate need of full-time positions, so they work part-time at these 

institutions with the often ―false hope that if they are in the right place at the right time, 

they will acquire the job‖ (Biles & Tuckman, 1986, p. 11; Gappa & Leslie, 1996; 

Valadez & Antony, 2001). These part-time faculty members are the ones most often 

exploited by higher education administrators desiring to maintain flexibility and cost 
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effectiveness. This population lends itself to the growing concern presented in the 

literature regarding the increased use of part-time faculty. It was my aim to discern how 

these part-time faculty members describe their working conditions and how those 

conditions influence their satisfaction. 

 Herzberg et al. (1959), and Herzberg (1966) asserted that achievement, 

recognition, the attraction of work, responsibility, and advancement foster job 

satisfaction. In order to facilitate job satisfaction, full-time faculty members and higher 

education administrators need to provide opportunities for part-time faculty members to 

(a) carry substantial responsibility, (b) grow professionally and be recognized for that 

growth, and (c) increase job security and academic freedom. In addition, Herzberg 

acknowledges that perceptions of autonomy and decision-making also contribute to 

satisfaction. Lastly, Herzberg noted that demographic characteristics, such as income, 

security, and status, also influence part-time faculty members‘ perceptions and job 

satisfaction. 

According to Herzberg et al. (1959), and Herzberg (1966), typically there are five 

motivating (intrinsic) factors that determine job satisfaction: achievements, recognition, 

the work itself, responsibility, and advancement. In addition, there are five hygiene 

(extrinsic) factors that work to cause dissatisfaction: company policy, supervision, 

interpersonal relationships with peers, working conditions, and salary. Both sets of 

factors are thought to be associated in some way with levels of motivation, levels of 

satisfaction, levels of commitment to the institution, and levels of performance. 

Motivating factors tend to inspire higher performance and commitment in workers, while 
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hygiene factors tend to discourage dissatisfaction, which in a sense may result in higher 

levels of performance and commitment, but may not necessarily increase motivation.  

Herzberg‘s theory (Herzberg, Mausner, & Snyderman, 1959; Herzberg, 1966) 

allows for four specific scenarios to describe the employees work environment 

demonstrated in Figure 3: 

1. High Hygiene + High Motivation: The ideal situation where employees are 

highly motivated and have few complaints. 

2. High Hygiene + Low Motivation: Employees have few complaints but are not 

highly motivated. The job is perceived as a paycheck. 

3. Low Hygiene + High Motivation: Employees are motivated but have a lot of 

complaints. A situation where the job is exciting and challenging but salaries 

and work conditions are not up to par. 

4. Low Hygiene + Low Motivation: Unmotivated employees with lots of 

complaints. 

I created a matrix to demonstrate the Herzberg‘s (1966) two-factor theory as chronicled 

with the participants at the institutions used in this study. This was the overarching theory 

that typified the findings of this study.  
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Figure 3. Employees attitudes toward their work environment. Adapted from ―Work and 

the Nature of Man,‖ by F. Herzberg. Copyright 1966 by World of New York. 

 

Part-time faculty and social network. Bourdieu‘s (1986) social capital  

theory has been essential in the role status plays in achievement (McDonough, 1997). 

Status is defined as ―a social collective that generates or utilizes distinctive cultural traits 

and styles as a means to monopolize social and economic resources‖ (p. 9). These traits 

and styles, or characteristics of the social network, help to shape the members‘ goals, 

attitudes, and perceptions. With these perceptions and attitudes, members of the 

organization or network are then able to assess their peers‘ chances for mobility. If part-

time faculty members are not members of these networks, then there is very little chance 

of their mobility or status attainment within the organization. This theory explores the 

idea that there is a connection between social network, status attainment, and job 

satisfaction. Thus, used this theory as a lens through which to view the participants‘ 

perceptions of their working conditions and their social networks. 
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The social networks create a competitive edge known as social, or cultural, 

capital. Social capital is the collection of resources linked to a network of relationships of 

acquaintance and recognition at an institution (Bourdieu, 1986). Bourdieu (1986) used 

the concept of social capital to show how some people of privilege managed to gain 

access to powerful positions through their social connections. Bourdieu (1986) also 

shows how it can be used to create inequality. The level of cohesion of a group also 

affects its social capital. Social capital is about the value of social networks, bonding 

similar people and bridging between diverse people, with norms of reciprocity. Social 

capital is fundamentally about how people interact with each other (Dekker & Uslaner 

2001). 

In this study, a significant portion of the part-time faculty members‘ satisfaction is 

presumably based on how well they are networked into the fabric of their institutions. 

This networking includes not only salary and benefits, but it also includes mobility and 

security. During their study of mobility between part-time and full-time faculty 

appointments, Schuster and Finkelstein (2006) found that the vast majority (61.2%) of the 

Master‘s-degree and/or doctorate-degree-holding part-time faculty members live an 

―exclusive pattern of part-time employment‖ (p. 212). Apparently, they seem to move 

from one part-time position to another part-time position, with very little chance at full-

time academic employment. Conversely, the Schuster and Finkelstein study shows that 

most of the full-time faculty members (nearly 80%) experience a ―pattern of only full-

time experience‖ (p. 213), and fewer than 20% of all current full-timers actually report 

any part-time positions in their academic experience. Therefore, it is fair to assume that it 

is very difficult to move from part-time to full-time appointments, whether one aspires to 
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or not. Because of this unwritten rule, this study is driven by the advocacy/participatory 

knowledge claim in order to examine how this apparent lack of mobility influences the 

part-time faculty member‘s levels of satisfaction. 

Part-time faculty and social capital. Social capital is a metaphor for  

competitive edge. Because of the bifurcation of full-timers and part-timers, part-time 

faculty members are not always valued as vital and necessary parts of the organization 

and, thus, are not viewed as social capital. In theory, society is a market of people 

exchanging goods (academic, cultural, economic, political, or social) in the course of 

pursuing their interests. Inequality exists in the market when certain individuals do better 

in the sense of receiving higher returns for their efforts (Burt, 2000, p. 347).  

Extending Burt‘s theory to higher education institutions, I found in the literature 

that part-time faculty members do not often receive equitable compensation for their 

goods and services when compared to their full-time counterparts. Also, because part-

time faculty members are not included in many of the college‘s academic and cultural 

events, such as full membership to faculty senates or on governance committees and 

departmental and curricular meetings, they are not fully integrated into the social 

structure (Bourdieu, 1986) of the college. Similarly, according to Coleman (1990), social 

capital as a result of being a valued part of the social structure of an organization 

produces a great advantage over those members who are not part of the culture of the 

organization. Coleman further explains that social capital is the product of resources that 

accrue to an individual who possesses a social network of relationships of mutual 

acquaintance, recognition, and value. Social capital refers to ―features of social 

organization, such as trust, norms, and networks that can improve the efficiency of 
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society by facilitating coordinated action‖ (Burt, 2000, p. 348). Without these features of 

social organization being made available to them, part-time faculty members run the risk 

of not ever being valued as effective and prominent members of the organizational 

culture.  

If part-time faculty members are not recognized as efficient and productive parts 

of higher institutions, they will never be allowed to attain better status  in the college 

(Lin, 1999). Seminal studies conducted by Granovetter (1974) and Blau and Duncan 

(1967) state that status attainment can be traced to social network analysis (as cited in 

Lin, 1999). Lin goes further to explain that those who have interpersonal channels seem 

to land more satisfactory positions in their organizations. Lin also claims, ―It is 

conceivable that social groups (gender, race [status]) have different access to social 

capital because of their advantaged or disadvantaged structural positions and social 

networks‖ (p. 483). Using this research as a guide, I found that part-time faculty members 

are at a disadvantage because they are not often involved in the culture or social network 

of the higher education institution. Nutting (2003) suggests that: 

Seldom do full-time faculty or administrators mentor part-timers, observe them 

regularly, or evaluate their work. When mentoring is neglected, excellent teachers 

get no recognition and substandard teachers get no direction. Many part-timers 

cannot secure letters of evaluation and letters of support for other job applications 

because no one knows them or their work (p. 36). 

This disadvantaged position and lack of mobility may further lead to job dissatisfaction 

with the part-time faculty‘s perceived working conditions. Thus, social network was one 

of the foci of my study. If part-time faculty are not included in social networks at their 
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respective community colleges, it is more likely that they will not create the relationships 

with colleagues and other sources that help with professional opportunities and mobility. 

If there are no social networks, those part-time faculty members who are aspiring 

academics will find it very difficult to move into full-time faculty positions when they do 

become available at their institutions. If part-time faculty members are not linked to 

strong social networks, they will not ―have a clear picture of the teaching, research, and 

service components of the performance required of them to be able to negotiate the 

academic career path successfully‖ (Clark, 1998, p. 5). 

Legal Issues Surrounding Part-Time Faculty 

In a recent article in The Chronicle of Higher Education, White (2005) espoused 

that one of the major legal issues that will keep colleges and universities busy over the 

next six to ten years will fall under the category of ―changing notions of faculty tenure 

and rank‖ (p. 5). Under this label falls the plight of part-time faculties. Because 

financially leaner days are ahead for many higher education institutions, new challenges 

to faculty employment will increasingly appear. White claims that actions such as 

―layoffs, buyout planning, program discontinuations, fractious collective bargaining 

negotiations, and the predictable increase in employment-related grievances and 

lawsuits‖ (p. 5) will be inescapable for higher education administrators and campus 

counsel. In addition, campus lawyers will be called upon to help administrators create 

and/or update policies regarding the status of the newly formed, increasingly large pool 

of professionals who do not hold full-time, tenure-track ranking. These faculty members 

will have to somehow be included in the mainstream of colleges and universities in order 

for the schools to continue to be successful in their mission and vision, or to eventually 
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reach overall success. In order to respond effectively to issues regarding equal protection, 

contractual rights and responsibilities, computing pro rata pay, and the status of collective 

bargaining units, administrators should understand the differences in legal status of part-

time and full-time faculty members at their institutions (Kaplan & Lee, 1995). 

―The dilemma of part-time faculty leads to what should be considered a violation 

of due process rights‖ (Duncan, 1999, p. 1). Limited legal remedies are available to them. 

Part-time faculty members often face problems due to the lack of due process through 

collective bargaining and contractual agreements. Part-time faculty members are akin to 

indentured servants. According to Duncan (1999): 

They cannot say or do much about their plight. If they try to seek redress, they 

will not be rehired. . . . They lack appeal rights. . . . There is little collective 

bargaining, and often they are not included in bargaining units. A contract may 

exist, but it is purely at the discretion of the college or university (p. 2). 

However, in some instances, the courts can hold some relief for part-time faculty. First, 

of course, the relief hinges on whether or not the institution is public or private. The 

Fourteenth Amendment may provide some protection, and some part-timers may be 

covered through collective bargaining (Duncan, 1999). 

The more recent and more aggressive movement to protect the rights of part-time 

faculty members is to organize and fight for equitable treatment through collective 

bargaining. From 2003 to 2005 alone, there were reports that: (a) Teaching assistants at 

New York University resorted to going on strike; (b) The American Federation for 

Teachers drafted reports in order to advocate for part-time faculty; and (c) Union leaders 

at the University of Cincinnati organized a campaign in the hopes of getting union-
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authorized cards signed by the school‘s part-timers (Smallwood, 2003, 2005). Perhaps 

even more drastically, in 2000, 650 full-time, tenured and tenure-track faculty members 

at Eastern Michigan University hit the picket lines over the issue of increased use of part-

time lecturers. The union maintained that between 1996-97 and 1998-99, the number of 

spaces for tenured and tenure-track faculty teaching full-time equivalency decreased by 

6%, but the spaces for part-time lecturers increased by 12% (Leatherman, 2000). Yet, 

with all of the protest, the use of part-time faculties at most schools is amplified year after 

year; and, at most schools, the conditions are less than standard or equitable for the part-

time faculty. 

 In some cases, part-time faculty members are fully included in the full-time 

faculty members‘ bargaining unit. In 1971, the National Labor Relations Board (NLRB) 

settled the issue of whether or not part-time faculty members could be part of the 

employee unit. However, during that same period, the NLRB refused to find that part-

time faculty members should be included with full-time faculty members as an 

appropriate bargaining unit (Duncan, 1999). In some state labor boards, at least nine, 

part-time faculty members are partially included. Usually, in a fashion similar to the 

University of Massachusetts, in order to be eligible for membership, part-time faculty 

members have to have taught at least one course at the school for three consecutive 

semesters. This act establishes that they share a ―community of interest with the 

remainder of the faculty‖ (p. 25). In some schools, such as New York University and 

Manchester Community College (CT), part-time faculty members are encouraged to 

participate in faculty governance activities. Lastly, at some colleges and universities, 
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because they were excluded from bargaining units with full-timers, part-time faculty 

members have been urged to create their own separate bargaining units. 

 Even with the inclusion in or the creation of separate bargaining units, part-time 

faculty members still face an uphill battle when fighting for equitable conditions and 

treatment. A bargaining unit does not always secure part-time faculty members‘ holds on 

their positions, especially at schools that would rather hire all new part-time faculty than 

offer more pay or greater benefits to the re-hires. For similar reasons, it is also extremely 

dangerous to strike or walk out. The above-mentioned legal cases provide insight into the 

challenges part-time faculty members often face regarding their rights and employment 

status. 

Assessment of Part-Time Faculty Studies 

The problems with the increased use of part-time and adjunct faculties do not only 

lie with the quality of their instruction, but more often with why they are hired in the first 

place and the climate that their conditions create. The conditions they are forced to work 

under and the attitudes toward them at the academic institutions that employ them are 

major concerns. Using part-time faculties as a cost-containment issue (Brown & Gamber, 

2002) instead of serving some academic purpose may be one of the negative influences 

on quality and satisfaction because it seems to breed the very exploitative working 

conditions that cause concern throughout the literature. According to the literature, when 

part-time faculty are hired, the assumption is made that they will work for low pay even 

though they may be the best-qualified candidates. Because of this assumption, high 

quality educational results are less likely.  
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Additionally, part-time faculty members often powerfully resent the inequities 

they endure, and this inequitable treatment can affect their morale and commitment. 

Lastly, part-time faculty members clearly cannot be expected to develop their skills and 

expertise unless institutions make serious investments in the infrastructure that enables 

them to grow and improve (Leslie, 1998a). Questions of excellence cannot be separated 

from issues of equity (Giroux, 2002). As such, the issues of equity permeate academe. A 

gap in the literature is the lack of attention to part-time faculty members‘ equity to their 

full-time counterparts in four-year institutions and how these negative working conditions 

influence job satisfaction. Furthermore, there is virtually no literature regarding part-

timers‘ job satisfaction in general (Valadez & Antony, 2001).  

The literature does suggest, however, that colleges and universities need to follow 

the direction of Bates College in the late 1990s (Tobin, 2002). Over the course of two 

years, division chairs and deans of faculties interviewed all part-time faculty members 

and department chairs to ascertain the policies and procedures that needed to be created 

or clarified in order to treat the part-time faculty equitably. Bates College found that it 

had to re-evaluate why they hired part-time faculty members and how negative work 

conditions, such as low pay and disengaged faculty, might affect the college. The 

administrators discovered that despite the financial implications, there was ―a connection 

between better pay and treatment for part-time faculty and the school‘s mission to 

provide the best possible learning environment and individual attention to the students‖ 

(p. 24). Bates College shows that part-time faculty members can be embraced by the 

college community and treated equitably if they put forth the effort and the finances. 

Higher education administrators and full-time faculty members must be willing to 
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evaluate their practices and their intentions when hiring part-time faculty members in 

order to ensure fairness, consistency, and respect. The results of the Bates College study 

validate the need for further study to show how job satisfaction is influenced by part-time 

faculty members‘ working conditions. Administrators and full-time faculty members 

should use the results to improve working conditions in order to ensure a higher level of 

job satisfaction, which, in turn, has been shown to increase commitment and quality. 

Additionally, a seminal study conducted by Valadez and Antony (2001) examined 

the perceptions of part-time faculty members as frustrated academics and explored the 

satisfaction and commitment levels that part-time faculty have regarding their working 

conditions. The working conditions explored were the part-time faculty members‘ 

professional roles, responsibilities, and rewards. The researchers drew their data from the 

1993 National Study of Post-Secondary Faculty (NSOPF) sponsored by the U.S. 

Department of Education‘s National Center for Education Statistics (NCES). During their 

study, Valadez and Antony noticed that most of the literature focuses on part-time 

faculties at community colleges, which confirms the need for further study on part-time 

faculties at four-year institutions. The researchers used data on four college part-time 

faculties for comparison. Their findings show overwhelmingly, ―If part-timers had to do 

it all over again, they would still choose an academic career‖ (Valadez & Antony, 2001, 

p. 103). Unfortunately, from these results, the researchers could not discern that the part-

time faculty would want to pursue academic careers under their current conditions, 

especially with part-time status. Yet, they could claim that their experiences have not 

dissuaded them from wanting to continue in academia. 
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Valadez and Antony (2001) cited several factors that would influence part-time 

faculties‘ satisfaction criteria and their intent to leave their current jobs. Part-time faculty 

members at community colleges tended to focus on ―salary, benefits, security, tenure, 

opportunities for advancement, greater opportunities to teach, good instructional 

facilities, and greater opportunities for administrative responsibilities‖ as factors that 

would influence their satisfaction and intent to leave (p. 104). Part-time faculty at four-

year institutions had a tendency to cite ―good research facilities and greater opportunity 

to conduct research as factors that would influence their satisfaction and intent to leave‖ 

(p. 105). These findings show that part-time faculties at two-year colleges and at four-

year institutions place emphasis on different issues that impact and influence their 

satisfaction. These differences show the need for more study on satisfaction criteria that 

need to be considered in both types of institutions. Perhaps two-year colleges have 

identified more factors that are more conducive to satisfaction according to their teaching 

mission. On the other hand, four-year institutions tend to focus on research missions. In 

addition, faculty teaching in different departments will more than likely have different 

perspectives, according to field of study and the departmental mission. 

In another study utilizing data from the NSOPF, Anderson (2002) provides a 

report on the types of faculty in the Academy and the characteristics of adjunct faculty 

members referred to in this article as nontraditional faculty. The emergence of part-time 

faculties as reported in previous studies (Leslie & Gappa, 2002; Ronco & Cahill, 2004; 

Schuster & Finkelstein, 2006) has been on the rise for the past two decades (Anderson, 

2002), and this growth is estimated to be approximately 79% ,or 400,000, since 1981 

(Anderson, 2002; Ronco & Cahill, 2004). This report reviewed the existing data on the 
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various types of faculty found in higher education, giving close examination of part-time, 

―nontraditional‖ and full-time, non-tenure-track faculties. Data sets from the U.S. 

Department of Education, the National Center for Education, the Integrated 

Postsecondary Education Data System (IPEDS), and the National Study of Postsecondary 

Faculty (NSOPF) were used.  

The use of nontraditional faculties, even with this surge in growth, has not gone 

without doubt and concern over their effectiveness and scrutiny by full-time faculty 

members and others in the professoriate (Anderson, 2002; Ronco & Cahill, 2004). 

Nontraditional faculties provide benefits to higher education: (a) cost-savings due to low 

salaries, (b) flexibility to offer more courses based on changing enrollments, and 

(c) small class sizes for lower-level undergraduate courses can be offered (Anderson, 

2002, Chronister & Baldwin, 2001; Gappa & Leslie, 1993; Ronco & Cahill, 2004).  

Moreover, Anderson (2002) suggests that nontraditional faculties are most 

effective in teaching specific courses and students at various types of institutions. As 

such, nontraditional faculties are more visible at public research, public doctoral, public 

comprehensive, and two-year colleges and universities (Anderson 2002). This surge in 

the use of part-time faculties is prevalent in fine arts, social sciences, and health sciences 

fields, with the mindset that part-time faculty bring a wealth of experience as 

practitioners to the classroom (Anderson, 2002).  

Workload, income, productivity, and benefits were examined. The study‘s 

findings show that part-time faculty earn less, but the workloads differ slightly between 

full-time and part-time faculties where both teach, advise students, and hold office hours. 

Nontraditional faculties tend to work at other institutions to supplement their incomes at 
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―74%‖ (Anderson, 2002, p. 19). Interestingly, productivity for nontraditional faculties is 

just as published as tenured faculties. Anderson suggests that working part-time allows 

faculty members to do more research. The report indicates that nontraditional faculty 

members earn less than full-time faculty members at ―an average of $2,200 per course . . 

.where full-time [faculty members] earn about $5,300 per course‖ (p. 19). Finally, 

benefits and professional development support for nontraditional and full-time faculties 

showed differences. Without a doubt, ―99% of institutions provided medical insurance or 

care to full-time faculty, and only 36% provided similar benefits to part-time faculty‖ 

(p. 20). About 8% of part-time faculty members received support for professional 

development and travel versus full-time faculty members at 33% (p. 22).  

Results show that nontraditional faculties had several characteristics. 

Nontraditional faculty members mainly had Master‘s degrees, were younger, and were 

most likely to be female (Anderson, 2002). Nontraditional faculty members, according to 

the report, earned substantially less money that full-time faculty members and received 

even less in terms of health benefits and monetary support for professional development 

travel. Surprisingly, nontraditional and full-time faculties shared their similar levels of 

job satisfaction regardless of pay and benefits disparities (Anderson, 2002). With this 

said, the question becomes, are nontraditional faculty members being ―exploited‖ 

(Anderson, 2002). While this report substantiates the disparities in benefits and privileges 

of employment for nontraditional faculty members and their tenured peers, this study did 

not address the issue of exploitation or social networks of part-time faculty. This case 

study offers a discussion on the social networks of part-time faculty and whether they 

perceive any type of marginalization.  
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The concern regarding part-time faculty in the classroom and their effects on 

students has historically been an issue of controversy. To this end, Ronco and Cahill‘s 

(2004) quantitative study examined the relationship between student outcomes and the 

level of exposure to types of university instructors. Their study, Does It Matter Who’s in 

the Classroom?: Effect of Instructor Type on Student Retention, Achievement and 

Satisfaction, looked at the perceptions of part-time faculty and the quality of education 

they bring to the classroom. Questions arise with their involvement and commitment to 

the mission and vision of the college.  

 Background of the study indicates that part-time faculties generally have long or 

short-term assignments and are paid on a contract basis, which is oftentimes outside the 

full-time faculties‘ wage and compensation (Ronco & Cahill, 2004). Part-time faculty, as 

indicated in previous studies (Rhoades, 1996), are left out of the AAUP contract 

negotiations and are not afforded the same benefits and privileges as full-time faculty 

members. Such benefits as ―comparable salaries, benefits, support services, office space, 

or job security‖ (p. 3) may result in their lack of a social network and a sense of 

belonging. 

In addition, part-time faculty comprise a poignant percentage of the university 

workforce at ―44% of the instructional faculty . . . and deliver about 40% of the 

instruction‖ (p. 2). Previous studies (Anderson, 2002) show growth in the hiring of part-

time faculty as part of the professoriate since the early 1980s (Ronco & Cahill, 2004). As 

such, the study, using information presented from Florida Atlantic University, showed 

that 31% part-time faculty and 18% graduate teaching assistants (GTA) made up the 
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workforce, with GTAs teaching in the Arts and Letters and Sciences; and, by year two of 

the study, 25% of the workforce were part-time faculty and 9% were GTAs.  

Moreover, the steady growth of part-time faculty in the professoriate can be 

credited to the decreasing state funding for higher education in the 1990s (Gappa, 2000). 

It is believed that part-time faculty can be secured at a less expensive rate, teaching the 

same courses as full-time faculty members; and these ―cost-cutting measures help keep 

lower-level undergraduate courses at a reasonable size‖ (p. 79). By employing this hiring 

practice, colleges and universities are able to manage the kinds of courses with changing 

enrollments. 

In review of the methodology, Ronco and Cahill (2004) made use of data of 3,787 

students enrolled in the fall of 2000 and 2001 utilizing logistic regression. They examined 

six variables related to student outcomes and instruction. Student outcome variables used 

were freshman and sophomore years specifically examining retention, academic 

achievement, and student ratings of instructors. The three types of instructors examined 

were full-time faculties, part-time faculties, and graduate teaching assistants. Findings 

suggest that there was little to support the notion that the type of instructor had any far-

reaching affect on student outcomes. Specifically, the issue of retention and academic 

achievement may more importantly be affected by the students‘ backgrounds and 

educational experiences, and the students‘ ratings of classroom instruction had a vast 

range based on the colleges. In fact, ―adjuncts rarely showed any statistically significant 

differences in their comparisons to other types of instructor types‖ (p. 18). While this 

study illuminates the substantial presence of part-time faculty in the Academy and the 

ongoing issue of their usefulness, this study lacks the voice of the critical stakeholders—
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the part-time faculty members. This supported the need for me to conduct a case study to 

hear part-time faculty‘s perceptions of their contributions to higher education and the role 

that they play at their respective institutions.  

Similarly, Stack‘s (2000) study explored the issue of part-time faculties‘ impact 

on quality instruction. The study‘s focus was on the relationship between part-time versus 

full-time status and student evaluation of teaching (SET). Stack examined a neglected 

area of research—faculty members‘ perceived status or role at the higher education 

institution. The key issue was faculty status and instructional excellence. He also 

determined that the SETs have become an institutionalized part of higher education and 

are widely used in academic personnel decision-making, which may possibly affect the 

part-time faculties‘ job security and mobility. 

 Stack‘s (2000) study was an analysis of criminal justice classes. The data were 

taken from archival records of a criminal justice department at a Midwestern urban 

university. The data were taken from the winter term of 1996 to the fall term of 1998. 

Complete data were available from 175 of the 189 classes taught during this time frame. 

The method of analysis used was multiple regression analysis.   

 After controlling for the other variables, Stack (2000) found that part-time 

faculties received higher SET scores than part-time faculties. The researcher does 

conclude that his results should be taken with caution, however, because the measure of 

teacher effectiveness is a perceptual one, not an objective one. Still, the SETs were 

significantly higher for part-time faculties than full-time faculties, and this relationship 

was maintained after the controls were introduced as well.  
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 The generalizability of the study‘s findings is questionable, because Stack (2000) 

was not truly able to determine why the scores were higher, even after many possible 

covariates were ruled out. There still may be many more that he was not able to discern 

and control for, including motivation and satisfaction levels and personality differences, 

to say the least. 

 In another study of faculty in the community college, McArthur (1999) analyzed 

the grades submitted over three semesters by six full-time and twelve part-time faculties 

at a New Jersey community college. The researcher examined the impact of part-time and 

full-time faculties on academic integrity. He focused on grades and attempted to 

determine if there was a significance difference in the grading patterns between part-time 

and full-time faculties. 

Using chi-square analysis, it was determined that the student was more likely to 

get an A from a part-time instructor than from a full-time professor. Twenty two percent 

of the grades submitted by full-time faculty members were A‘s, while 42% submitted by 

the part-time faculty members were A‘s (McArthur, 1999). While this phenomenon could 

not be fully explained by the researcher, the study demonstrated that there might be a 

grading trend among the two faculty groups. There is the possibility that part-time faculty 

members are more concerned with the students‘ perceptions of them than full-time 

faculty members; thus, they give more generous grades. The researcher concluded that 

there is definitely a need for further research.  

The two aforementioned studies show that there appears to be little agreement 

over whether or not faculty status actually influences quality instruction. Because both 

studies are quantitative in nature, the researchers did not have the opportunity to examine 
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the phenomenon that may explain the differences in grading trends or student evaluation 

scores. Although the two aforementioned studies do not address the proposed study 

directly, they serve to further illuminate the controversies and concerns that are attached 

to the increasing population of part-time faculty and their possible impact on the integrity 

of academia. The findings discussed in these two studies support the importance of 

completing the proposed study in order to discover the relationship between part-time 

faculty members‘ needs, working conditions, and social network and their levels of 

satisfaction, because the literature presented has often loosely connected part-time 

faculty‘s instructional practices with their satisfaction levels (Schuetz, 2002).  

In another study exploring the impact that part-time faculty have on quality 

instruction, Umbach (2007) uses social exchange theory as a conceptual framework to 

study contingent faculty. He proposes that faculty will ―exhibit a greater commitment to 

an organization when they feel supported and rewarded‖ (Umbach, 2007, p. 93). Using a 

sample from the Faculty Survey of Student Engagement, which included over 17,000 

faculty members from 130 institutions, Umbach (2007) found that part-time status was 

negatively related with job performance. Part-time faculty appeared to challenge their 

students less than their full-time counterparts. In addition, they spent less time preparing 

for class and interacting with students than tenured and tenure-track faculty.  

Umbach‘s (2007) study showed that ―contingent faculty are likely to reciprocate 

the support they receive from colleges and universities‖ (p. 98). There is the possibility 

that if their needs are not met, their working conditions are exploitative, and they lack 

access to social networks, then part-time faculties may display a lack of commitment to 
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their institutions. This possible lack of commitment reinforces the need for the proposed 

study to discover and examine the needs of the part-time faculty at these institutions. 

In a survey to determine whether or not part-time faculty at a Washington 

community college desired to be full-time, Jacoby (2005) found that the majority, 55.4%, 

of the part-time faculty was not satisfied with its part-time status. In addition to the 

findings showing that the majority of contingent faculty in this case study desire to be 

full-time tenure-track faculty, they also show that nearly a third of the respondents are 

discouraged by the fact that most of them will not secure the full-time positions. 

This study, although limited to one community college in a suburban district, 

presents findings that are contradictory to those found throughout the literature. Gappa 

and Leslie (1993) purport that less than one-fourth of the part-time faculties are aspiring 

academics hopelessly searching for full-time tenure-track positions. This contradiction 

further supports the necessity for the proposed study to reveal the needs of the part-time 

faculty at three community colleges in three different areas. 

A seminal case study conducted at a multi-campus community college in the 

Southwest investigated the policies, opinions, and practices of academic administrators 

regarding the use of part-time faculties (Wagoner, Metcalfe, & Olaore, 2005). The 

researchers‘ purpose was to understand how these factors contribute to the school‘s 

academic climate. The study examined how the four cultures (traditional, service, 

hierarchical, and business) interact from the functional perspective to allow the college to 

fulfill its mission and, from the interpretive perspective, to define an overarching culture. 

In addition, the researchers studied how the interests of administrators are oriented to 
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each of the cultures and how upper-level leadership is served, or threatened, by part-time 

faculties. 

The three highest levels of administrators were selected for semi-structured 

interviews to understand how each college‘s leaders understand and define the use of 

part-time faculty members. Additionally, the researchers observed facilities and 

performed document analysis of part-time faculty handbooks. Evidence showed that each 

of the four cultures of community colleges was present at the college. Traditionalists 

tended to focus on matters of quality when discussing part-time faculty ; participants 

would frequently contradict themselves; adherents of the service culture saw the potential 

for part-time faculty to undermine the school‘s mission to serve the community; largely 

because of their low wages; adherents of the hierarchical culture saw the potential of part-

time faculty to be positive additions to the campus, but they also made it clear that they 

require a great deal of supervision and direction and never fully support the mission of 

the college; and lastly, proponents of the business culture saw part-time faculty as 

dispensable (Wagoner et al., 2005).  

 Wagoner, Metcalfe and Olaore (2005) found a new and important way to examine 

the issue of increased use of part-time faculties. In other articles on this subject, 

researchers have only outlined the use of the part-time faculty without attempting to 

understand or analyze the global environment from which it rises. This study shows how 

and why senior-level community college administrators are willing to exploit the part-

time faculty for their own agendas, which is compatible with the general labor trends of 

globalization and outsourcing. Consequently, this study confirms the need for further 
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exploration of these working conditions and how they influence the job satisfaction of 

part-time faculties. 

 In a recent study for the Alfred P. Sloan Foundation, University of Michigan‘s 

Center for the Education of Women (CEW) reported that most full-time and part-time 

non-tenure track (NTT) faculty studied were by and large satisfied with their positions 

(Bergom & Waltman, 2009). The study focused on ascertaining perceptions regarding the 

most effective approaches on the non-tenure track career path for all constituents. 

 The researchers conducted 24 ninety-minute focus groups with NTT faculty at 

twelve research universities across the United States. The sample comprised of 343 NTT 

faculty members across disciplines, whose primary function was to teach. These focus 

groups yielded nine themes: lack of security; supportive policies and practices; love of 

teaching; flexibility and personal life; respect and inclusion; professional growth 

opportunities; importance of Chair; unionization; and specific concerns of NTT research 

faculty. These themes revealed that while some NTT faculty members enjoyed their 

status for certain reasons, such as flexibility, others had major concerns with the lack of 

respect and inclusion and professional growth opportunities at their institution. Yet, in 

sum, the majority of those faculty members studied ―showed dedication and a strong 

sense of pride in their contributions to their institutions and to students‘ educations‖ 

(Bergom & Waltman, 2009, p. 3).  

While the CEW study found that a large number of their participants were 

satisfied with teaching off the tenure track, they did not appear to take into great 

consideration that the vast majority of those studied held full-time positions in 

administrative roles, which could possibly account for their satisfaction. In addition, the 
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researchers noted that part-time faculty participation in the study was low so they may 

not have been able to present the complete outlook of those who make up the majority of 

faculty who teach at most of America‘s colleges and universities. Thus, the study, while 

rich with data regarding the conditions and satisfaction of NTT faculty, does not fully 

elucidate the voice of part-time faculty members at the higher education institutions 

studied. 

Finally, in the most recent study conducted by Hart Research Associates for the 

American Federation of Teachers  (2010), the researchers found that job satisfaction is 

relatively high for most part-time faculty members. Also, part-time faculty at two-year 

colleges were just as satisfied as those who teach at four-year institutions.  

The AFT study found that among the 500 participants, half of those who 

responded preferred to teach part-time, while the other half wished for full-time positions. 

The data showed that ―those who prefer a full-time position are younger and have less 

seniority than those who prefer a part-time position‖ (AFT, 2010, p. 8). Those part-time 

faculty who were looking for full-time jobs were less satisfied than those who were 

happy only teaching part-time. Faculty were more satisfied with some conditions, such as 

―academic freedom, class sizes, workload, evaluation procedures, and communication 

and support from their administration‖ (AFT, 2010, p. 11). Faculty were less satisfied 

with the following conditions: ―job security; salary; pension and retirement benefits; 

health insurance costs and benefits; and opportunities to obtain full-time permanent 

positions at their institution‖ (AFT, 2010, p. 12).  

The researchers concluded that regardless of the working conditions, the faculty 

members‘ level of satisfaction remained relatively high across the board at each of 
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different types of institutions, across gender, across the races, and across the field of 

study with only minor variation. ―The majority (57 percent) of faculty say they teach 

because they ‗enjoy teaching, and compensation is not a major consideration‘‖ (AFT, 

2010, p. 9).  

The AFT study illuminated a significant amount of information regarding the 

part-time faculty members‘ demographics, working conditions, expectations and feelings 

of satisfaction. The study also revealed that there were differences in feelings within the 

subgroups of the adjunct population. In addition, the survey results showed where the 

part-time faculty felt the institutions could improve the overall job conditions. However, 

the study stopped short at making connections between the conditions and why the part-

time faculty surveyed feel that they do not have equal access to full-time positions. It also 

does not fully describe the conditions that may cause this lack of opportunities. 

Therefore, there is definitely just cause for further research into the needs and conditions 

of adjunct faculty, their descriptions of their social network opportunities, and the part 

each of these plays in their job satisfaction. 

Summary 

The literature reviewed indicates there are highly favorable thoughts in higher 

education regarding the increased use of part-time faculties. Except for a few studies, 

there appears to be little research to support the general claims of either the advocates for 

the increased use of part-time faculties or their opponents. However, according to 

Rhoades (1998), the growing number of part-time faculties presents several challenges to 

the academic profession. These challenges include job security and job satisfaction. Just 

as physicians have progressed from being independent practitioners to salaried employees 
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of large organizations (Health Maintenance Organizations [HMOs]) run by 

administrators interested in efficiency and revenue as in quality health care, so, too, has 

the way of the American professoriate (Rhoades, 1998). Due to increased costs and other 

financial constraints, many administrators in America‘s colleges and universities have 

had to impose great changes to the professoriate. The possibility of these changes being 

detrimental to higher education depends on the levels of satisfaction experienced by part-

time faculties.  

In some of the literature, part-time faculty members have been described as 

frustrated academics who are working for abysmal pay and very few benefits (Valadez & 

Antony, 2001). The literature suggests that because of part-time faculty‘s unsatisfactory 

working conditions, little is known, other than anecdotal evidence, as to whether or not 

they are satisfied and committed to the institutions that they serve. In addition, 

researchers have repeated in most of the studies that ―the data and research on part-

time/adjunct faculty members tended to be pretty spotty‖ at best (AFT, 2010, p. 3). To 

this end, I examined the influence that needs, social networks, and working conditions, 

especially job security and job mobility (which includes legal implications, access to full-

time positions if so desired, and salary and benefits), have on part-time faculties‘ job 

satisfaction. 

This chapter provided a review of relevant literature, including an overview of the 

community college and the major characteristics of a part-time faculty. It also presented a 

variety of studies and literature, which discussed the impact of the increased use of part-

time faculties and why it was necessary for me to complete the current study. Although 

the literature shows that much attention has been paid to the study of community college 
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faculties, not much attention has been paid to studying their job satisfaction. 

Additionally, with the exception of the Valadez and Antony (2001), the Jacoby (2005), 

and the AFT (2010) studies, the studies and literature mentioned in this dissertation does 

not focus on what needs should be met in order for part-time faculties to be satisfied. A 

case study employing semi-structured interviews with key participants allowed me to 

discover the information necessary to be able to contribute to the literature regarding the 

experiences of part-time faculty at community colleges. Chapter III discusses the research 

methodology used to conduct the study and collect and analyze the pertinent data. 
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Chapter III: Methodology 

Introduction 

 This chapter describes the design of the research, the data collection methods, and 

the data analysis procedures. In order to cover these areas, the following sections are 

included: (a) Research Design; (b) Data Collection Methods; (c) Data Collection Sites; 

(d) Participant Selection; (e) Sampling; (f) Data Recording Procedures; (g) Data 

Analysis; (h) Validity and Reliability; and (i) Subjectivity Statement. In addition, I 

provide an overview of the methods that will be used to study the needs, working 

conditions and social network of part-time faculties and how they influence their job 

satisfaction. Finally, I show why and how the proposed research will offer the 

participants a voice to express their opinions about possible changes necessary in the use 

of part-time faculties in community colleges. 

The purpose of this multiple case study was to discover how professional needs, 

working conditions, and social networks relate to the part-time faculties‘ job satisfaction 

in order to help identify areas where change may be necessary. This study sought to 

describe and reveal part-time faculties‘ experiences to better understand their feelings and 

perceptions about working part-time in the community college environment. The study 

was guided by three central research questions: 

1. How do part-time faculty members describe their professional needs and 

working conditions at the community college?  

2. How do part-time faculty members describe their social network at the 

community college?  
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3. How do part-time faculty members describe their job satisfaction at the 

community college and what is its relationship to their professional needs, 

working conditions, and access to social networks? 

In an attempt to describe the perceptions and experiences of part-time faculty members 

regarding job satisfaction, I conducted interviews with key participants and document 

reviews at three community colleges in the Northeast.  

Research Design 

 Yin (2003) defines research design as ―a logical plan for getting from here to 

there, from an initial set of questions to some set of answers or conclusions‖ and 

recommendations (p. 20). My rationale for using a multiple case study design arose out of 

my need to study a complex social situation such as part-time faculty members‘ needs, 

working conditions and social network at community colleges. In order to engage in 

empowering conversations with part-time faculty members, I ―focused on helping 

individuals free themselves from constraints found in the media, in language, in work 

procedures, in the relationships of power in educational settings, and in unjust structures 

that limit self-development and self-determination‖ (Creswell, 2003, p. 11). In order to 

focus on perceptions of part-time faculty, I used qualitative case study as the strategy of 

inquiry.   

For this study, the units of analysis are two levels: first, each of the three 

community colleges and second, the 17 part-time faculty members within the three 

community colleges in a Community College system in the Northeast. For the purposes 

of this study, the three community college sites chosen are classified as urban, suburban, 

and rural.  
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These case studies, ―explored in depth a program, an event, an activity, a process 

or one or more individuals‖ (Creswell, 2003, p. 15). The use of case study design allowed 

me ―to retain the meaningful characteristics of real-life events‖ (Yin, 2003, p. 2), which is 

necessary in order to explore the perceptions and experiences of a disenfranchised 

population. Case study research is the in-depth investigation of a phenomenon in its 

natural setting from the perspective of those who are involved in the phenomenon (Stake, 

1995; Yin, 2003). Additionally, case studies are preferred when how and why questions 

are to be posed (Yin, 2003). Lastly, the case study method allowed me to retain the 

meaningful characteristics of real-life events, needs, working conditions, and social 

network of the participants‘ workplaces. The key concern in this study was to understand 

and reveal part-time faculties‘ experiences from their perspectives, not the researcher‘s 

(Merriam, 1998). 

Data Collection Methods 

Data collection included 17 part-time faculty members who are employed at three 

public community colleges. There were six part-time faculty members from the suburban 

college, six from the urban college, and five from the rural college and they represented 

the following divisions: liberal arts; social sciences; and allied health/nursing. The faculty 

members were chosen randomly from the selected divisions from each school‘s catalog. 

Data collection methods for this study included in-depth individual face-to-face 

interviews of approximately 45 minutes in length, supported by reviews of documents 

provided to part-time faculty members by their institutions. Semi-structured questions 

were used to ascertain interview data during the study. The data collection method 

allowed me to collect participant meanings in a non-threatening manner and focus on the 
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phenomena of part-time faculty members‘ job satisfaction based on their needs, working 

conditions, and social network.  

Interview questions were the source of the part-time faculty members‘ reflections, 

experiences, and social understandings regarding their needs, working conditions, and 

social network. Using open-ended and semi-structured interview questions, I asked 

participants about their perceptions surrounding the issues of job satisfaction (Appendix 

A). The interviews began approximately in August 2008 and ended in December 2009. 

Table 1 provides a visual matrix of the interview questions and the alignment with the 

central research questions: 

Table 1 

Case Study Data Collection and Analyses Matrix 

Research Questions  

(What do I want to know?) 

Methods/Sources 

(How will the data be collected?) 

Theory Connections 

Main Research Question 1: 

How do part-time faculty 

members describe their needs 

and working conditions at the 

community college? 

Interview questions 1a, b, c, 

d, e, f, g, h, and i; plus 

curriculum vitae and 

departmental data or policy 

handbook 

Needs Theory 

(Maslow, 1954) 

Main Research Question 2: 

How do part-time faculty 

members describe their social 

network at the community 

college? 

Interview questions 2a, b, c, 

d, and e; and document 

review 

Social Network 

Theory (Bourdieu, 

1986) 

Main Research Question 3: 

How do part-time faculty 

members describe their job 

satisfaction at the community 

college and what is its 

relationship to their 

professional needs, working 

conditions, and access to 

social networks? 

Interview questions 3a, b, c, 

d, e, and f 

Needs Theory, 

Social Network 

Theory, and Job 

Satisfaction Theory 

(Herzberg, 1966) 
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As is typical in case study research, an examination of relevant documents and 

public university records were reviewed (Yin, 2003). For this study, I reviewed part-time 

faculty job vacancy notices, job descriptions, generic part-time faculty contracts, e-mail 

correspondence, flyers for professional opportunities, and correspondence regarding 

professional opportunities and departmental meetings. I also obtained and reviewed each 

participant‘s resume (curriculum vitae) and faculty policy handbooks for additional 

analysis. Follow-up interviews were arranged by phone and by e-mail, if necessary, for 

the convenience of the participants to clarify answers or for me to obtain additional 

information.  

For this study, the interviews were conducted on-site within the community 

college setting. Among the options were participants‘ general offices, campus libraries, or 

other areas where participants felt safe and comfortable to interview freely. During the 

semi-structured interviews, I observed and noted voice and non-verbal communication, 

such as facial expressions, vocal tone, and body language of the participants.  

Because of my previous experience as a part-time faculty member, I was able to 

create a trusting relationship with the participants. A trusting relationship fostered a better 

understanding of the experiences and phenomenon being explored, allowing for greater 

access to the richness of the participants‘ experiences (Merriam, 1998). In addition, I 

asked participants to sign a Participant Release Agreement (Appendix B) for permission 

to digitally record the interview by explaining that the purpose of the recording is to 

capture the participants‘ responses in a more accurate manner. Throughout the data 

collection process, human subjects were protected, and no participants will be coerced 

into participation unwillingly or to the detriment of their careers. The community 
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colleges and participants will each be given a pseudonym to protect their confidentiality. 

As such, part-time faculty participants are referred to as ―P‖ and assigned a subscript 

number as an identifier (e.g., P17).  

Data Collection Sites 

I used a multiple case study design that allowed me to examine the experiences of 

part-time faculties at three public two-year, community colleges in the Northeast. I 

selected these three community colleges for several reasons: (1) their convenience; (2) 

these colleges are the most populous in the system; (3) they employ the largest numbers 

of part-time faculty in the system; (4) they represent three different population types in 

the state‘s system—urban, suburban, and rural. In addition, I chose these community 

colleges purposefully to explore similarities and differences that may be raised at these 

institutions.  

Community colleges were selected because of the increasing use of part-time 

instructors, which brings into question whether ―greater use of part-time faculty 

undermines or contributes to teaching effectiveness and student learning‖ (Schuetz, 2002, 

p. 39). I focused on three college divisions: liberal arts, business and technology, and 

social sciences. These three areas are where institutions use the highest numbers of part-

time and contingent faculty members (DOE, National Center for Education Statistics 

[NCES], 2002; Schuster & Finkelstein, 2006). Additionally, nearly 60% of faculty 

working in the humanities departments were part-time because there were no full-time 

positions available (DOE, NCES, 2002). Because of the different populations, missions, 

and constituencies at this type of institution, my intentions are to find comparative and 

contrasting results in each division and in each college with other findings in the 
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literature (Yin, 2003). This study had the potential to reveal possible ―nested‖ mini-case 

studies where the three different divisions at each institution may have shown differences 

in the manner in which part-time faculty members are hired, the availability of college 

resources, and the likelihood for advancement to full-time positions (Patton, 2002, p. 

297). 

The sites selected for this study were based on their Carnegie Classification 

(2005) for two-year, public Associate‘s granting institutions in the Northeast. The 

colleges were given a pseudonym to maintain confidentiality and referred to as City 

Community College (CCC), Rural Community College (RCC) and Suburban Community 

College (SCC), each representing the characteristics of a city, rural, or suburban college.  

Participant Selection 

 The participants were chosen carefully and purposively in order to better 

comprehend the phenomenon of part-time faculties‘ job satisfaction at three community 

colleges in the Northeast. The participants from each school were in the liberal arts 

division; the social sciences division; and from the allied health/ nursing division totaling 

17 participants across the three institutions. These fields were selected because the 

literature suggests that the largest percentages of part-time faculty are employed in these 

program areas (Schuster & Finkelstein, 2006). The selection of faculty from different 

divisions allowed me to explore whether the perceptions of the part-time faculty members 

are similar, regardless of their professional fields.  

Sampling 

I used purposive sampling which allowed me to select a case that revealed the 

phenomenon about part-time faculty job satisfaction (Denzin & Lincoln, 2000; 
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Silverman, 2005). Purposive sampling was used because I deliberately selected part-time 

faculty members from specific divisions in order to comprehend the phenomenon and 

because of my prior knowledge about the population and personal judgment in selecting 

an appropriate group of participants for the study (Creswell, 2003, 2005; Fraenkel & 

Wallen, 2005).  

Second, convenience sampling was used, as there was a specific group of part-

time faculty members available for identification via each college‘s catalog, which lists 

the names of part-time faculty in a directory in the back. I contacted the part-time faculty 

members by telephone and emailed them to request their participation and provided them 

with the Letter to Participants introducing the study (Appendix C). I subsequently asked 

for their permission by asking all participants to sign Consent Forms (Appendix D) which 

allowed me to interview them for the study. Finally, each community college and 

division was treated as separate and unique, but I treated the data collected as a window 

of opportunity to reveal part-time faculties‘ perceptions about their job satisfaction. 

Data Recording Procedures 

 A small digital recorder was used to capture the verbal portions of the interviews 

to ensure quality of the recording (Creswell, 1998). Notes were also taken in detailed 

memo format to record the non-verbal reactions during the interviews (Appendix E), as 

participants often reveal stories beyond the words available. For example, if a participant 

winced or shirked down in the seat in response to a question, the facial expression may 

suggest an adverse reaction to the topic or an adverse experience. 

First, note-taking of key words and gestures compelled me to concentrate on the 

participants more closely and be more observant of the participants‘ non-verbal responses 
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(Merriam, 1998). Second, recording the interviews whenever possible allowed me to 

record every word, as shorthand cannot account for laughter and pauses in the dialogue. 

All recordings were transcribed using a transcription service, which was held to the 

strictest confidentiality standards. The tapes were housed in a safe location in a locked 

filing cabinet, and the computer used was password protected. After the study was 

completed, I destroyed all recordings in order to ensure confidentiality. 

Data Analysis and Reporting 

Data analysis in case study allowed me to represent the discovery of meaning 

regarding the participants‘ job satisfaction. It also required developing categories and 

making comparisons and contrasts (Creswell, 2003). After collecting the data, I 

accurately transcribed field notes and interview scripts, carefully sorted and coded the 

data by forming categories and cluster topics to effectively portray the stories of the 

participants. I examined the data for emerging themes, patterns, comparisons, and 

emotions by looking through the lens of Herzberg‘s (1966) two-dimensional model of job 

satisfaction.  

From the document reviews (Appendix F) and transcripts of the interviews, 

triangulation techniques was used, employing protocols that enable member checking of 

the descriptive data where detailed descriptions that emerged from the data collected at 

the three colleges (Creswell, 1998, 2003; Merriam, 1998; Stake, 1995; Yin, 2003). Once 

the interviews were completed, data from the interviews was transcribed, and open-

coding techniques were employed to identify themes and organize the data accordingly. 

As such, for this study, data analysis began immediately after the first interview. 

This approach to data analysis allowed me to begin transcribing and reviewing the 
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participants‘ interview while the details are still current in my mind. I then started 

identifying quotes and writing and organizing memos into a coding journal in order to 

best manage in-depth data and analysis from subsequent participant interviews, and 

institutional document reviews. 

Creswell‘s (2003) six steps for qualitative data analyses and interpretation was 

used: (a) organize and prepare data for analysis; (b) read through all of the data; (c) begin 

detailed analysis with coding process; (d) use a traditional coding process by hand to 

generate a description of setting or people as well as categories or themes for analysis; (e) 

advance how the description and themes were represented in the qualitative narrative; and 

(f) interpret the meaning of the data (pp. 191-195). Finally, I established a data file for 

each college, each participant, and participant‘s transcript to organize and prepare data 

for analysis.  

Multiple case studies, such as in this, can contained both individual cases and 

cross case analysis (Yin, 2003). As such, there are ―two stages of analysis—within case 

analysis and the cross case analysis‖ (Merriam, 1998, p. 194). Within case analysis 

allowed me to treat each case individually and cross case analysis allowed me to build 

abstractions and explanations across cases (Merriam, 1998; Yin, 2003). For this study, I 

used a multiple case report which allowed me to present multiple narratives about each of 

the three community colleges. A section of the reporting consists of the cross case 

analysis and results (Yin, 2003).  

Validity and Reliability 

To validate the accuracy of the findings, the participants reviewed the interview 

reports and transcriptions to ensure accuracy (Yin, 2003). These multiple methods of data 
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collection utilized triangulation of findings in order to be sure that my findings and 

conclusions are valid and reliable (Merriam, 1998; Stake, 1995; Yin, 2003).  

Additionally, throughout the study, member checks were used in order to 

guarantee that valid conclusions are drawn from the data (Merriam, 1998). The data and 

my interpretations were given back to the participants for their feedback. Each of the 

participants was able to review their responses and make changes wherever necessary. 

The participants were then able to discuss the responses and my interpretations of the 

responses. Finally, my external auditors (dissertation committee chair and other 

committee members) reviewed interview data and preliminary coding, themes, 

categories, and interpretations (Creswell, 2003; Merriam, 1998).  

Subjectivity Statement 

 A subjectivity statement allowed me to reflect on my understanding about the 

phenomenon and the interpretation of the (Peshkin, 2000). During this reflective process, 

I ―bracketed‖ (Creswell, 2003, p. 15) my own experiences in order to fully understand the 

experiences of the participants in the study. As a part-time faculty member at a 

community college, I experienced many inequities in pay, teaching assignments, and the 

disillusionment in hopes to become employed full-time. As such, I experienced job 

dissatisfaction and worked in unacceptable working conditions. Therefore, I monitored 

my personal feelings in relation to the feelings expressed by the participants in the study. 

I was sure to separate personal feelings from my work as a researcher, and through 

journal writing, I was able to accomplish this. With the aforementioned being said, my 

familiarity as a part-timer was beneficial to the study because of my understanding and 

empathy with the participants‘ experiences.  
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Summary 

This chapter provided the critical components for conducting a qualitative case 

study. The following components provided are: (a) Research Design; (b) Data Collection 

Methods; (c) Data Collection Sites; (d) Participant Selection; (e) Sampling; (f) Data 

Recording Procedures; (g) Data Analysis; (h) Validity and Reliability; and (i) 

Subjectivity Statement. Case study research method enabled me to collect, analyze, and 

interpret the data regarding part-time faculties‘ needs, working conditions and social 

network and their influence on job satisfaction. The next chapter to follow is Chapter IV 

which presents the findings from the completed multiple case study. 
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Chapter IV: Findings 

Introduction 

 This chapter presents the findings from the completed multiple case study. The 

chapter is organized into four sections. Section one provides an overview of the purpose 

of the study, the three central research questions, and the data collection process. Section 

two shows an overview of the case study unit of analysis, demographic data on the case 

study participants, and the pseudonyms assigned to the community college sites and the 

participants. Section three is a summation of the content of the interviews with the 

participants and includes cross-case analysis. Lastly, section four consists of a review of 

the documents collected from the participants at each of the community college sites. 

Overview of Study and Data Collection Process 

The purpose of this multiple case study was to discover how professional needs, 

working conditions, and social networks relate to the part-time faculties‘ job satisfaction 

in order to help identify areas where change may be necessary. This study sought to 

describe and reveal part-time faculties‘ experiences to better understand their feelings and 

perceptions about working part-time in the community college environment. This study 

was guided by three central research questions: 

1. How do part-time faculty members describe their professional needs and 

working conditions at the community college?  

2. How do part-time faculty members describe their social network at the 

community college?  
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3. How do part-time faculty members describe their job satisfaction at the 

community college and what is its relationship to their professional needs, 

working conditions, and access to social networks? 

 I conducted semi-structured open-ended interviews (Appendix E) to discover how 

part-time faculty members‘ needs, working conditions, and social networks relate to their 

job satisfaction. The interview responses were divided into categories: (a) needs and 

working conditions; (b) part-time teaching; (c) social networking opportunities; (d) job 

satisfaction; and (e) current experiences at the community college. 

I explained to the participants the purpose and background of the study in the 

following manner: ―You are being asked to take part in this study because your personal 

experiences as a part-time faculty member at a community college make you a wonderful 

source of information. Your personal insights as a co-researcher will help me better 

understand part-time faculties‘ perceptions of their professional needs, working 

conditions, and social network and the influence these factors have on their job 

satisfaction. Your participation in this study adds to the current professional body of 

knowledge regarding this subject. This study is part of my doctoral program.‖ 

Additionally, I explained to the participants that their perceptions and feelings are 

important to this study as well as to research on community college part-time faculty 

members and that their participation could provide insight regarding the possible 

relationships between part-time faculties‘ professional needs, working conditions and 

social network opportunities and job satisfaction.  

 In order to establish rapport with the part-time members, I began by asking the 

participants to describe the work that they do at their community college. They were then 
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asked to share their curriculum vitae, faculty handbooks, emails, invitations, or personal 

requests to attend meetings or professional development opportunities with me for 

background information (Appendix F). Three of the participants shared their contract 

letters with me. The terms professional needs, working conditions, and social network 

were mentioned in the interviews, but I did not offer definitions. The participants were 

allowed to give meaning and characteristics to these terms in their own way. Finally, at 

the end of the interviews, each adjunct was asked to describe his or her role in the 

school‘s workforce. 

 I conducted reviews and analysis of documents that consisted of the following: 

emails from academic deans, division directors, department chairs, and adjunct mentors 

regarding meetings, workshops, and professional development opportunities; faculty 

handbooks; part-time faculty contracts; curriculum vitae; vacancy notices for part-time 

and full-time faculty positions; and job descriptions for part-time and full-time positions. 

These documents were reviewed and analyzed in order for me to ascertain a fuller and 

greater understanding of the part-time faculty members‘ experiences at each institution 

(Appendix F).  

 For this study, the data gathered consisted of 17 digitally and electronically taped 

interviews that resulted in approximately 300 pages of interview transcripts; several 

memos and several pages of field notes; and more than 50 pages of documents, including 

curriculum vitae, emails, and flyers. 

Overview of Case Study Unit of Analysis and Demographic Profiles 

 This multiple case study was comprised of three community colleges: one serving 

largely suburban towns; one serving a largely urban area; and one serving rural areas. 
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More specifically, the case study‘s unit of analysis was the faculty members within each 

of the three community colleges. Thus, a total of 17 part-time members participated in 

this study, six from the suburban community college, and six from the urban community 

college, and five from the rural community college. There are twelve community colleges 

in the state‘s system, and I chose the three that serve the most students, hire the most 

part-time faculty, and seem to represent different population types and needs. 

 The participants‘ backgrounds were varied for the most part; therefore, they 

would seem to represent wide-ranging points of view on the experiences of part-time 

faculty members in the state‘s community college system. These broad perspectives on 

job satisfaction and what influences it provided a deeper understanding of the feelings 

and perceptions of part-time faculty across the system. Table 2 displays the demographic 

data of each participant in this study as follows: 
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Table 2 

Case Study Participant Demographic Profile 

Institution 

Type Division Gender Ethnicity Age 

Years of 

Teaching 

at the 

College 

Full-

Time 

Job 

Teaching 

at Any 

Other 

Schools 

Suburban (P1) Liberal Arts Female Caucasian 25-29 4 No Yes 

Suburban (P2) Liberal Arts Female Caucasian 55-59 10 No No 

Suburban (P3) Social 

Sciences 

Female  Caucasian 40-44 6 Yes No 

Suburban (P4) Social 

Sciences 

Female African 

American 

50-54 10 Yes No 

Suburban (P5) Liberal Arts Female African 

American 

50-54 10 Yes No 

Suburban (P6) Social 

Sciences 

Male Caucasian 35-39 5 Yes No 

Urban (P1) Social 

Sciences 

Female African 

American 

40-44 4 Yes No 

Urban (P2) Liberal Arts Male Caucasian 40-44 5 No No 

Urban (P3) Liberal Arts Female Caucasian 60-64 6 No No 

Urban (P4) Liberal Arts Male Caucasian 50-54 2 No No 

Urban (P5) Social 

Sciences 

Female African 

American 

40-44 4 Yes No 

Urban (P6) Liberal Arts Male Caucasian 35-39 5 No Yes 

Rural (P1) Liberal Arts Female Caucasian 40-44 1 No Yes 

Rural (P2) Allied 

Health/ 

Nursing 

Female Caucasian 60-64 7 No No 

Rural (P3) Liberal Arts Male Caucasian 55-59 12 Yes No 

Rural (P4) Liberal Arts Female Caucasian 45-49 10 Yes No 

Rural (P5) Liberal Arts Male Caucasian 50-54 15 Yes No 

 

Case Study Synopsis 

The following synopsis provides highlights of the content and context of the 

participant interviews. In this study, the participants were part-time faculty members 

from three community colleges in the Northeast. I assigned each participant a pseudonym 
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to protect for anonymity. The part-time faculty members are referred to as ―P‖ and 

assigned a subscript number as an identifier (e.g., P1). Additionally, each community 

college is given a pseudonym as well: the suburban serving community was referred to as 

SCC; the urban school was referred to as UCC; and the rural community college was 

labeled RCC. Table 3 lists the SCC case study participant profile by site. 

I first presented the pertinent portions of the transcripts verbatim to describe the 

participants‘ experiences as part-time faculty members and to give them a clear voice in 

the research. I then interpreted the themes and meanings discovered in the participants‘ 

responses to the interview questions. Lastly, I provided statements that ―construct an 

overall description of the meaning and essence of the experience‖ (Creswell, 1998, p. 

150) of each of the part-time faculty members at each of the three community colleges 

studied. 

Table 3 

SCC Case Study Participant Profile by Site 

Division  Gender Ethnicity/Race Age 

Years of 

Teaching 

Highest 

Degree 

Attained 

Employment 

Status 

Liberal 

Arts 

Female Caucasian 25-30 4 Master‘s Aspiring 

Academic 

Liberal 

Arts 

Female Caucasian 55-60 10 Master‘s Career Ender 

Social 

Sciences 

Female Caucasian 40-45 6 Master‘s Professional/ 

Aspiring 

Academic 

Social 

Sciences 

Female African 

American 

50-55 10 Doctorate Professional 

Liberal 

Arts 

Female African 

American 

50-55 10 Doctorate Professional 

Social 

Sciences 

Male Caucasian 35-40 5 Master‘s Professional 
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Case Study: Suburban Community College (SCC) 

P1. P1 has taught in the Liberal Arts division at SCC for four years. She holds a 

Master‘s degree and has worked in the entertainment industry for a number of years 

before coming to higher education. She has been considering continuing on to a doctoral 

program in order to make herself more competitive for full-time teaching positions. She 

relayed to me her experiences, feelings, and personal reflections on teaching part-time at 

SCC and two other higher education institutions. 

On professional needs and working conditions. . .Being financially rewarded for what 

you do so that you can fulfill all of your other obligations, the benefits, can make you 

content. You don‘t have to worry about anything else. I think it‘s the atmosphere as well; 

it‘s who you are around and what you are doing and having good support that matter 

most. I think contentment depends on whatever resources are available to you that you 

need obviously to get the done right. I think development opportunities and having 

someone to sit down and talk with, especially as a part-timer, would be good. Definitely 

opportunities for advancement and support for that development.   

 

Having more contact with members of my department and the chair and other adjuncts 

would make more satisfied. I love the idea that they have workshops, but as an adjunct, I 

am always travelling to a school, teaching at a school, or preparing for school, so if they 

do those workshops online where you go and look at it and maybe answer a question 

online so if that there is still some interaction available to you. The weekends I spend 

grading and preparing for class. I spend my weekdays grading and preparing for class so I 

don‘t have the opportunity to hit the workshops when they have them. They have them at 

all the schools and I can never find the time. I think security is a big thing, knowing that 

you can have one or two courses, whatever it is, and at the same time would be fabulous, 

that would be great to create in my schedule. I already have good students. 

 

I have been working at MCC for the past four years and I have seen my department chair 

twice and maybe one other full-timer maybe once, no one else from the department. 

When I have contact with them it‘s through email, you know, about what I want to teach 

the next semester and when, so I think definitely more contact with them more often. It‘s 

easier at the university where I teach because as an adjunct your office is in the 

department so they‘re already around you and you can kind of chit chat with them if they 

are in the department or in the office, but here, it [the department office] is in another 

area so you don‘t really have any kind of interaction with them so that would be a big 

thing—having the support here. 
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Benefits and stability, just making sure it‘s the same classes would cause less 

dissatisfaction. I have the same classes for so long, and then they hire another full-timer, 

so I got knocked down to one and then back up to two for the next semester so it‘s like I 

just want stability so I don‘t have to try and figure anything out. I think again, resources 

available at your fingertips to get the job done would create a satisfying working 

environment. For instance, they have great technology in the classroom here. you don‘t 

usually have to worry about a thing, but cut to my class at University of Hartford 

where I have to bring my own laptop, there is no plug that is anywhere near the station to 

get it on the projector, so I have to bring an extension cord. There is no chalkboard, no 

whiteboard, so you know it just takes a lot longer. The same thing though with the 

instructions here to get things up and running, services and things from the library or 

whatever it is, having it all available to you is big. I think working conditions in terms of 

support can make your working conditions ten times better. And atmosphere. 

 

On teaching part-time. . . In all honesty, I am here because I fell into it. I went to school 

for TV and film. I worked in the major entertainment field for a while on a talk show and 

casting company in New York City and then I went to grad school when somebody told 

me you should go to grad school so you can have teaching to fall back on and you‘ll 

make more in the corporate world when you go. I said it‘s paid for I might as well do it 

so I went out to the Midwest. But then after I got out I tried to find a job and couldn‘t find 

anything for the longest time and I then got teaching jobs down here so I moved here. In 

all honesty, I tried to find a job in corporate America. I must have gone on several 

interviews every week over the summer. I got offers for three jobs, two of which the pay 

was insulting. One in which the pay was fabulous but they offered it two weeks after I 

started teaching and I can‘t cancel a class once I started, so I didn‘t take it, and it got to 

the point where I was applying for administrative assistant positions at a biotech place, 

anything so I could have it. So, I like teaching. I like the interaction with the students. I 

like watching them learn. I like the atmosphere. I like the schedule and the freedom to 

talk about anything and kind of explore. It‘s not what I thought I would be doing but I 

definitely like it. It‘s something I could do full-time. I obviously want to pursue it. I 

think. I plan to teach part-time as long as it takes me to get a full-time position. 

 

If I do continue here, I really hope that I‘m able to communicate more and interact more.  

They started, some of the adjuncts, started sending emails, which is nice, but I want 

interaction. I want to bounce ideas off of people, so I‘d really like to be more involved 

with the school to be honest with you as well, whether it‘s participating and advising or 

something, I like to be more involved. 

 

On social network opportunities. . . I think positive influences would be a full-time 

faculty member who has continually pushed me to submit papers, go on for my PhD. 

She‘s a big advocate for the PhD. I keep telling her that I don‘t know if I could do it, but 

she keeps pushing. Also, the secretary at Eastern, she actually recommended me to 

several positions and she just signed me up for an NCA reader for student scholarships or 

whatever, so she‘s always pushing me to get involved in the department and go to the 

family dinners and events. She is really big on connections. As far as negative, well 
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there‘s no contact anywhere. It‘s always strange when people will ask me oh do you 

know this professor. I don‘t know anyone at this school. I mean, I know a couple of 

adjuncts at the Tower, but they are in the sociology or the English department and they‘re 

very nice and we have a very close relationship but only 2 out of I can‘t even imagine. 

 

I‘ve done a lot of the department meetings, social outings and they‘re a great group, very 

welcoming and we do a lot of stuff like that. At Southern, I went out to dinner with 3 

other faculty members last night before class and chit-chatted with them; I will be 

probably submitting some papers and applying to some grad schools this semester. I think 

it would be huge to have someone to discuss my professional goals with at this college, 

for myself with my background and especially this summer being an eye-opener, when 

you know you‘ve done so much in my past. Regardless of school, I‘m capable of almost 

anything you put in front of me and I can‘t get a simple position as someone‘s secretary. 

So I think it‘s huge if this is my only option, teaching, is that the inevitable to go to grad 

school. I would love to be able to talk to somebody, you human resources is great to talk 

to about my professional development, but somebody in my area so that I can say where I 

can go, especially because my focus is interpersonal and intercultural communication it‘s 

not PR advertising where it‘s easily transferrable to a corporate job. What can I do with a 

degree in that, besides teach, or if I‘m going to teach, what are my options? I have friends 

with PhD‘s who can‘t find a job. I don‘t want to go to school for another 4 years and be 

in the same predicament, where I have to find all these different relationships all over 

again. So I would love to have somebody here and I think it would be very helpful, 

especially with the amount adjuncts that are here to talk to whether it is a mentor in each 

department or something. 

 

On inclusion, ability to contribute, and potential for full-time positions. . . I don‘t want to 

say that I was given the impression that I would get the job, but I was asked by the chair 

to apply and told that I have a good opportunity to get the position and so I did it twice 

and both times they said you‘re one of the final candidates, you‘re so great. Both times 

they went with someone who is substantially older, not necessarily who had been 

teaching as long. In one instance, the other person had a higher degree, which I totally 

understand, but I think that age is a huge factor in terms of getting full-time positions. I 

think they see my age as a negative. A lot of the other schools are really excited about 

having younger teachers so I think that is an issue but I really don‘t see that happening 

anytime soon. As for inclusion, I really see that as something that is not happening and 

contact doesn‘t really happen either so they kind of fail in those three things. They are 

nice people. I don‘t know if they are just pre-occupied or maybe it‘s because there are 

some many adjuncts and so little full-time faculty there, they kind of just stay to 

themselves, I don‘t know. 

 

On job satisfaction. . . Here, I think one of the biggest things is how you feel about your 

job, clearly since most of my day or class time is filled with the students that is really 

what makes the job positive or negative for me. I think I have really great students here. 

They talk about diversity here all the time, but for me it‘s the Interpersonal class 

especially. I do teach Public Speaking as well, but when I have the Interpersonal class, I 
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have students who are married, divorced, have children whether they are 40 and have a 

teenage child or 20 with a kid who is 4 having all the diversity with students from other 

countries and races, it helps so much when we are talking about romantic relationships, 

and relationships with families, friends. I think they have some much to add. I love that 

compared to all the other schools and most of my students are so receptive even in my 

Public Speaking class when its 8 clock in the morning, when I know they don‘t really 

want to be there and they are getting into it and they are trying, so the interaction comes 

in then. It‘s positive and that‘s my experience, positive. 

 

I like that I can create my own schedule, I don‘t know if that‘s really a part of the job 

description. I like that aspect. I don‘t obviously like the fact that I can‘t participant in the 

school as much and kind of give my personality with the department, which obviously 

when you are a full-time. You get to sit on committee and do advisement. I think you 

need to be integrated into the community and get to know people more, so you obviously 

don‘t feel like you have that happening. In terms of the job and being able to develop my 

own skills in the area, I don‘t have time to because being an adjunct, you have some 

much to worry about and all your time is spent on so many other things. You can‘t really 

focus on, if somebody comes asks you at the school, how come you haven‘t published 

anything in two years, and I said what time do I have to work on that, because day and 

night, I‘m working on this and when I get a vacation, I just want my brain to be on off for 

two weeks, so that‘s difficult and not that it is part of the job. Benefits would be good 

also. 

 

On current experiences at SCC. . . My status is easily replaceable. I think easily with one 

of the other schools, I think they depend on me more than this one does. I think they have 

a larger pool to pick from and I know that some of the other schools because maybe they 

have a faculty shortage or 4 or 5 adjuncts they really rely on you they really rely on you 

to take classes and they will kind of rearrange things and work to your schedule. I think 

that may be why they are so big on including you and getting on the staff. Back to the 

question, being easily replaceable and I don‘t want say unappreciated but sometimes I 

feel like well, we don‘t have it, so too bad regardless of how long you‘ve been teaching, 

your evaluations, whether positive or negative. It is sort of like we don‘t have time. We‘ll 

fit you in here, if you can‘t take it, well or oh well. 

 

I feel like a drone. That‘s the first thing that came to mind, or even a pawn on a chess 

table, you know they move to where they need to get things done, but if someone kills 

your pawn, you could move another one into that. That‘s a horrible analogy but, you 

know one of the things that I noticed is that this school has someone sit in on your class 

at least once every few semesters and the other schools don‘t do that, but in fact at the 

other schools I don‘t think I‘ve had anyone ever sit in on my classes. They stayed for 30 

minutes; they review it as yes it‘s satisfactory? You know there is nothing really there to 

help you out, so again it‘s just impersonal 
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Researcher’s interpretations and analysis. P1 recently completed her Master‘s  

degree. Although she has worked in the professional field that she teaches, she has found 

it difficult in more recent years to obtain a well-paying position in corporate America. 

She fell into teaching and it has sustained her livelihood although she has not been able to 

find a full-time position at a college or university. The participant finds this to be a factor 

for dissatisfaction. She has been encouraged by her department chair and a full-time 

faculty member to apply for positions when they do become available. But with no 

success, she finds herself at an impasse. She has been encouraged to complete a doctoral 

program, but because she feels she has no one to consistently guide her and mentor her, 

she is not sure that this is the only resolution to the problem. P1 feels as though she has 

very few ―opportunities for advancement, development, and support.‖ Thus, it is very 

difficult for her to make such a critical decision if she is not sure that there will be any 

real benefit to her personally or professionally. 

Additionally, P1 draws her satisfaction greatly from her interactions with her 

students. Her classes are full of positive energy and students from diverse backgrounds 

who participate actively and with enthusiasm. They ―are receptive and positive in at 8 

o‘clock in the morning.‖ She also likes that she ―can create her own schedule‖ around the 

classes she is assigned. Unfortunately, many of her professional needs are not met which 

causes her a great deal of dissatisfaction. Aside from the financial reward being low and 

the access to benefits being nearly non-existent, the lack of interaction, inclusion, and 

social networking opportunities cause P1 to express her feelings of dissatisfaction. She 

feels as though she is simply ―a drone or a pawn on a chess table‖ at SCC. She feels as 

though she is not included in the department, the division, or the college as a whole. She 
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also notes that she apparently does not have a real chance at a full-time position at the 

college when they do open. 

 The discussion regarding what could be done to increase satisfaction, P1 focused 

on having more contact with faculty, both full-time and part-time, in her department so 

that she could ―bounce ideas off one another.‖ She also thought that having some stability 

and security in her courses from semester to semester ―is a big thing. Knowing that you 

have one or two courses, whatever it is, and at the same time would be fabulous.‖ P1 

teaches at more than one school in order to increase her earnings, so having a definite 

schedule each semester would be comforting. P1 also states that she would like to 

participate in more activities on campus. Because she works at more than one campus, P1 

informs me that even if there are workshops or professional development opportunities 

presented to her, she cannot attend because she is ―always travelling to a school, teaching 

at a school, or preparing for school.‖ She would be more apt to attend a workshop, a 

discussion, or a learning opportunity if they were offered online. She believes that 

interaction, inclusion, and social networking are very important to job satisfaction as 

well. She would like to have someone to talk to about her future in higher education and 

any other potential fields. She believes that her age is an issue in her field, especially 

since she noticed that older persons were hired for two recent full-time positions that she 

applied for.  

Lastly, because she feels as though there has been no real effort on SCC‘s part to 

make her feel included or feel as though she can make a contribution to her department, 

division, or the college in general, P1 feels as though she is ―easily replaceable.‖ She does 

not feel appreciated at SCC. She perceives that she does not play a major part in the 
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college‘s workforce; she can either be there or not, and she would not be missed. This 

perception causes her dissatisfaction with her adjunct position at SCC but because she 

needs the income and she loves interacting with her student population, she takes the 

course that they offer her even if she has to change her schedule. Table 4 shows coding 

ascertained from SCC P1. 

Table 4 

 

Coding Ascertained from P1 (SCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

 Professional Needs and Working Conditions 

Positive attitude 

Financial reward 

Good support 

Resources 

Development Opportunities 

Someone to sit down and talk with 

More contact with department 

Always traveling, grading, or preparing 

Some interaction 

Can‘t make the workshops 

Lack of contact and support 

No chit-chat 

No stability 

No benefits 

Available resources 

Detailed instructions 

Support 

Atmosphere 

Fell into college teaching 

Like interaction with students 

Like the schedule 

Like freedom 

Want a full-time position 

Want to bounce ideas off of people 

Like to be more involved 

Schedule doesn‘t allow 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

 Social Network 

Push for PhD at another school 

Have interviewed for full-time positions 

No contact anywhere 

Good social network at another school but not here 

Would love to talk to someone about professional options 

Would love to have a mentor 

Age is a factor 

No inclusion 

No full-time job offers 

Job Satisfaction 

Great students here 

Diversity in the classes 

Students are positive 

Can create own schedule 

Need to be integrated into the community 

Can‘t participate 

Don‘t have time 

Can‘t focus on development 

Easily replaceable 

Unappreciated 

Include adjuncts more 

Giving resources online 

Office space near other colleagues 

Stuck in a corner 

Need to be making a difference 

Be more involved in the community 

A drone 

A pawn on a chess table 

Satisfactory review 

Just impersonal 

 

 

P2. P2 has taught in the Liberal Arts division at SCC for more than ten years.  

She holds a Master‘s degree and has owned her own business for a number of years 

before coming to higher education. Although she has interviewed for full-time teaching 

positions, she does not consider herself an aspiring academic. She is retired and quite 
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content with working as a part-time instructor for the next ten years or more. She relayed 

to me her experiences, feelings, and personal reflections on teaching part-time at SCC. 

On professional needs and working conditions. . . In order to feel contented in my job, I 

would require support when needed, decent pay, and recognition. My professional needs 

are sort of connected to my personal needs. I want to evolve and to learn from my 

students as well as my colleagues and my other professional need is to make a connection 

with my past experiences and knowledge of the present and the future.  

 

I would be more satisfied at MCC if the technology was more in synch with my own 

technology. I work on a Macintosh for 80% of my day, and the college uses PC and they 

are somewhat compatible, but they are not compatible enough in my opinion, so when I 

go in for a training and I do that sometimes, it‘s not always apples to apples. I just this 

week requested to the technology department asking if I could upload or download 

whichever, Skype on my PC in my computer in the classroom. I‘m teaching Introduction 

to Mass Communication. What Skype does is allow you to talk in real time to someone 

off campus. I‘m not sure if there is a camera on my computer in the classroom but I 

believe that even if there isn‘t one on my computer, that they will get the feed on their 

computer if they have a camera. I wanted to do a real time interview with a live person on 

a screen. I was told that it is not allowed because of security reasons. It was very 

disappointing. 

 

I need a clean space, organized clean and not messy and what I would like that I don‘t 

have is a space to store things so I wouldn‘t have to bring it in all the time, a locker if you 

will and it needs to be safe. I am really into safety.  

 

Incremental raises would be a good thing. Continuing to have the autonomy and ability to 

or not to be watched too closely, I mean nobody makes me jump through hoops or 

anything and I really appreciate that. I mean they can watch me all they want and no one 

is saying you must do this and so do it this way, this is the way we do it I mean I 

understand what the policies are and I‘m very happy to follow them but I don‘t need 

someone telling me or patting their hand on my head. 

 

On teaching part-time. . .  I came to teaching late. I call this my end career. It feels to me 

that everything that I have done has led me to this. I get a great deal of satisfaction from 

it, I enjoy working with young people, I enjoy expanding my mind, and I like being 

challenged and all of these happen. As a part-time faculty member, I‘m able to do other 

things. It is a very good fit for me. 

 

I plan to teach part-time until I can‘t, frankly, until I can‘t get there anymore. I don‘t 

really know in terms of a age, you know I‘ve seen people in their late 60‘s retiring, and 

I‘m in my close to middle 60‘s and have no interest in retiring. I would say at least 10 

years. As long as my brain is sharp, you know once my brain turns to mush and also I 

can‘t get there anymore then I‘ll stop doing it. I teach a class at night from 7-10 and I 
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suppose if my vision started to go and it‘s hard for me to drive night, I could see that as a 

factor. But for now I‘m fine. I plan to continue doing what I am doing and to know that 

every semester I will have two classes to teach and I would take three if they would allow 

it. 

 

On social network opportunities. . . Bob Kegan who hired me, he has been very 

influential and very supportive and he is also very responsive. If I have a question, 

concern, if I have an interest, you know whatever, he‘s been extremely responsive to 

whatever my questions that are asked. Another person is a colleague of mine, who 

actually recommended me for the position and she had been doing it first and she 

recommended me to it. She is a sounding board and just a good person for me to react 

with and to. The next person would be, Joanne Russell the division director and her 

predecessor as well, Mark Kozinski they were both also very positive in terms of if there 

is an issue, being able to talk to them. I don‘t have any negatives. 

 

I would say some of my relationships with my students have been important to my 

professional development because they really inspire me to keep doing it and to do it 

better. I can tell and I know it makes a difference and I know I can‘t every person in the 

room for whatever reason, but I am able to reach some of them, because at the end of the 

semester I ask the students to write a short paper on what they have gotten out of the class 

what they have learned. I can always tell from their responses that some of them have 

genuinely learned and grown. I also teach Public Speaking a really critical course and 

many people will walk out of the door, and I tell them this at the beginning that I want 

this to be their favorite course and for many of them they are petrified. Many say that it 

has been their favorite course and that means a lot to me. 

 

Well just this minute, just before this interview, I just signed up to go to an event and I 

normally don‘t go to seminars because I‘m just too busy, but there is a workshop that the 

public relation society is offering in a couple of weeks it‘s an all morning workshop and 

its entitled is engaging social media. It‘s not something I would‘ve normally thought to 

go to, however one of my courses this semester is introduction to mass communications 

and this is really about that and I am trying to get into the 21
st
 century. So I am inspired 

to for example enroll in a workshop that will give me more information. 

 

Well I think having someone to discuss my goals with is important actually. I recently 

started an email network for all of the adjuncts in the communication department because 

it‘s definitely weird that it has never been offered. I had a problem with a student, not a 

problem but a challenge. I wrote to them all and I said, ―What you would do‖. I found it 

very instructive to get a dialog going. I think it‘s crucial. I‘m actually going back to them 

to ask them about Skype and see if anyone has had any luck with it. I am new to this 

technology myself but again I had to do it partly because of my work and school and the 

other is for personal reasons as well. I found out about Skype through my niece who was 

in England and she said if you have Skype we could talk to each other and you can see 

the baby. That‘s how I was first motivated. Now I‘m talking to people all over the world. 
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It‘s a brilliant invention and it‘s free by the way. Informing my students about it is one 

thing but showing them is another. 

 

On inclusion, ability to contribute, and potential for full-time positions. . . I‘ve applied 

for a full-time position twice, but I have not received it. You know my attitude going in 

was, if it was meant to be, I‘ll get it. I was never terribly interested in it but Bob Kegan 

had urged me to apply and I could not refuse. Then when I didn‘t get it, I thought I really 

had a good chance at it the second time. A PhD got it. So the PhD trumped me. So that is 

the only thing I find extremely irritating, the academia. I find that, I‘m sure it‘s true at 

every school, the snobbery that is connected to academia that I find astonishing. I can 

understand it for certain formalities but I think sometime that there is a slavishness that 

comes with it, because I think that someone that is only in academia and hasn‘t ever 

actually done the real work, really isn‘t much better than the necessarily better than the 

person who doesn‘t necessarily have much of a degree but has actually been in the world 

doing the work. 

 

I make every effort to be connected. I get all the emails that everybody gets but I actually 

read them. Last May, I was talking to another adjunct and she and I decided to rent caps 

and gowns and march in the graduation, which neither of us had ever done, I‘ve e gone to 

graduation but never participated. I was really happy to have done that and the president 

kept pointing out that the students don‘t know who is full-time or an adjunct, and you 

know what he is right, but I going to show up because I have some students who are 

graduating and I wanted to be there and wish them good luck. So I‘ve done that and I 

have attended the Evening of Fine Wines for the last three years and neither me or my 

husband drink, but I did it to be supportive. I have gone to other events, the Walk and 

Roll or whatever they call that, I go to the farmers market, I do the bowl event, a couple 

of openings at the art gallery, films at the film festival. I can‘t be positive but I think that 

I am one of the only adjuncts to do that. You know I volunteered to help out at the talent 

show; I offered to be a judge at the talent show. I have a student who was speaking at 

Convocation, so I went to hear her. So I‘ve really done my best. I also have one student 

who I‘ve been a mentor to; you know it‘s not a part of any deal. She asked me and I said 

yes. You know there have been a couple of faculty teas and meetings and I just show up 

at things. I used to be an event planner and I did numerous events at the Wadsworth 

Athenaeum where thousands of people would attend and the reason I think I was so good 

at it was because I had gone to an event at the Athenaeum where I didn‘t know anyone 

and I remember walking in to the room with a thousand people and everyone knows each 

other and I don‘t know anyone. I am very aware of that feeling, so when I go to these 

events and at this point, I know a few faculty members, so I generally don‘t feel totally 

un-received. In fact, when the new president had an open house and invited anyone who 

wants to come in, I went and I met her and I liked her a lot actually. I was wondering how 

many adjuncts would bother to do this. When I got there, it was pretty late in the day and 

no one around the table was an adjunct but me. So do I feel welcomed; I mean I don‘t 

feel shunned. I‘m aware that the way they operate is that they do levitate to the people 

they know and I‘m aware of that and I don‘t feel slighted by that. I do my best to fit in the 

best I can wherever I go. The good news is that I don‘t feel obligated. 
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I do believe that a lot of it is the individual‘s responsibility and one of the reasons I 

wanted to reach out to the other adjuncts is to kind of encourage them and I realized some 

people may be teaching at 12 different places. You know I‘ve got a lot to do also but I 

think I am a little more flexible perhaps. I have my own business and I am a writer and I 

teach fitness classes also but they are kind of at the end of the day so it gives me a little 

time in the middle of the day; whereas, a lot people don‘t have that kind of luxury. In 

fact, today I was having a problem with the way one of my classes is listed on 

Blackboard so I‘ve been talking with a Sarah Tolbert and she‘s been great and when we 

talked today, she thanked me for not being upset or having a hissy fit, and I told her you 

know don‘t worry about it, we will work it out. I could tell she‘d been getting the riot act.  

 

On job satisfaction. . . I‘m very satisfied. I like the times of my classes, and I like my 

students, the subject matter. I teach a class that‘s new to me and I consider that a 

challenge and I have no complaints. I actually do not have to go to any meetings. I like 

that everything that I do is voluntary like when I went to the graduation. I remember full-

time faculty members saying to me that you don‘t have to be here but here you are. I 

think that if there is something to do, when you don‘t have to be somewhere, it‘s really 

nice, so I find that really satisfying. The work, I mean I spend an awful lot of time away 

from school doing work, I really do, I give a lot of time to it, but it‘s not full-time. I find 

that I am better off as a part-time worker, really. I do 12 things part-time and I think it‘s 

better suited to my personality. The only thing that isn‘t satisfying is that I don‘t get 

benefits, and I happily don‘t need them, but if I did, I couldn‘t do this. 

 

I think probably the most key to my satisfaction is a having students who are well-

behaved. I have mostly well-behaved students, but in a while I haven‘t. It really brings 

me down, it becomes difficult, and it saps my energy, although this is something that 

can‘t be guaranteed. I have students who want to be in the room and who are willing to, 

and I‘m not saying they have to agree with everything, they can certainly post objections 

and have contrary thoughts, that‘s fine but not to the point of being disruptive. So that 

would be the most important factor. 

 

On current experiences at SCC. . . Well I think to some extent I perceive myself as being 

invisible, which is fine with me. You know it‘s because I can materialize whatever I 

want. I think it is a magic act, now you see me, now you don‘t and I do love magic so. 

What would increase my satisfaction would be to give me more money, but you know 

that is always the case, but it‘s a small thing. Believe me; I‘m not motivated by the 

money, clearly. No one is motivated by money. But more money would be nice and 

actually having the option to at least to buy into the system, and I realize that this is much 

bigger than anybody but to get some kind of benefits, you know not really for me so 

much but I‘m sure that there are some part-timers who really need insurance and you 

have to work for the state for x number of hours to qualify. 

 

I play a vital role in the workforce at MCC, and I say that because, although it sounds a 

little tongue and cheek, but because I know that I am teaching students in a way that I 
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know they are not necessarily used to being taught. I am not so focused on the test; I‘m 

not so focused on the sort of parroting back to me. I am much more focused on teaching 

them something that is useful to them in the long term. I‘m very much focused on that. 

We use books, but the books are just a guide. I think that I play a very important part; I 

am giving them something that they may not be getting enough of. 

 

Researcher’s interpretations and analysis. P2 is not an aspiring academic as  

defined by Gappa and Leslie (1993). She enjoys her status as a part-time faculty member 

and states that it ―fits her personality.‖ She has owned her own business and retired from 

another full-time position in the private sector. Her satisfaction lies largely in her 

interaction with her students and the role she feels she plays in their education. She is not 

as concerned with the pay or benefits although she believes that those financial rewards 

would be nice, especially for other part-time faculty who need them more than she does.  

P2 requires support, recognition, continued autonomy, and sufficient technology 

in the classroom in order to remain content at SCC. The concerns that create 

dissatisfaction are few but they are focused largely on the college‘s inability to stay in 

synch with technology. She had a disappointing experience with trying to use Skype in 

her classroom during a demonstration with her students. But overall, she feels ―very 

satisfied.‖ 

P2 does not hesitate to create social networking opportunities for herself. 

Although she was encouraged to apply for full-time positions and did not get them when 

she really was not interested in obtaining them in the first place, she does not hold any 

grudges. She fully participates in campus programming and events that many part-time 

faculty members do not attend. She has been to many events, such as Commencement 

and Convocation where she was ―one of the only adjuncts‖ in attendance. She takes 

advantages of these kinds of opportunities even though she knows ―it‘s not a part of any 
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deal.‖ She states that she ―just shows up at things.‖ P2 does realize that this ability to 

simply show up is a luxury that many of her fellow part-time faculty members cannot 

afford. Her past career experiences have prepared for these kinds of actions as well as her 

personality. She is also fortunate enough to have a flexible schedule and lifestyle that 

allow her the freedom to be more active on campus. Because of her flexibility, she has 

reached out to many other part-time faculty members to help encourage them to become a 

more active and visible part of SCC. She started ―an email network for all of the adjuncts 

in the department because it‘s definitely weird that it has never been offered.‖ She has 

used the network to create discussion boards for important college and classroom 

concerns. She finds that these kinds of conversations and connections are crucial to 

adjunct faculty‘s experiences. 

During the discussion regarding what could be done at SCC to improve the 

participant‘s satisfaction, she stated that ―incremental raises would be good as well as 

continuing to have autonomy.‖ She has found that her supervisors and colleagues are 

very ―supportive, responsive, and positive.‖ She has not had many negative experiences 

and finds them all very ―easy to talk to.‖ She has no problem networking at SCC because 

she feels comfortable creating her own network and engaging with others even when she 

feels no more than ―not totally un-received.‖ Even though there may not be a grand 

invitation extended to her, she ―does not feel shunned or slighted‖ in any way. She does 

her ―best to fit in the best she can wherever she goes.‖ Table 5 shows coding ascertained 

from SCC P2. 
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Table 5 

 

Coding Ascertained from P2 (SCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Support 

Decent pay 

Recognition 

Want to evolve 

Learn from students and colleagues 

Make a connection with experience and knowledge 

Compatible technology 

Not allowed to use Skype because of security concerns 

Very disappointing 

Clean, safe, organized place to store things 

Everything has led me to teaching 

Able to do other things 

Satisfaction from working with young people 

Expanding my mind 

Being challenged 

Until I can‘t get there anymore 

Teach at least 2 or 3 classes each semester 

No official seniority 

I do a good job 

Get good reviews 

Anything is possible 

Incremental raises  

Autonomy 

Every 3 years or so I get observed 

 Social Network 

Very supportive 

Extremely responsive 

Very positive 

No negatives 

Students inspire me 

Students genuinely learn and grow 

Means a lot to me 

Signed up for a workshop 

Started an email network for adjuncts 

Get a dialogue going 

Never terribly interested in full-time 

PhD trumped me 

Snobbery connected to academia 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Slavishness 

Irritating 

Make every effort to be connected 

I want to be there for my students 

To be supportive  

Volunteer 

I just show up to things 

Don‘t feel shunned 

Don‘t feel slighted 

Fit in the best I can wherever I go 

I don‘t feel obligated 

Individual‘s responsibility 

Reach out to other adjuncts 

Kind of luxury 

Job Satisfaction 

Very satisfied 

I like my schedule 

I like my students 

Challenge 

I have no complaints 

Do not have to go to any meetings 

Everything is voluntary 

Really satisfying 

Better off as a part-timer 

I give a lot of time to it 

Invisible 

Magic 

More money  

Insurance 

Buy into the system 

Students who are well-behaved 

The most vital role 

Teaching something that is useful 

Play a very important part 

Giving them something they may not be getting enough of 

 

P3. P3 has taught in the Social Sciences division at SCC for six years. She holds 

a Master‘s degree and works as the Director of a non-profit psychiatric rehabilitation 

program. Although she has a satisfying full-time position, she does aspire to become a 

full-time faculty member. Unfortunately, she works in a small department on campus and 
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they don‘t often hire full-timers. She feels as though she would require a PhD to make 

her more competitive in the field of anthropology but she is a single parent and quite 

―tapped out right now.‖ She relayed to me her experiences, feelings, and personal 

reflections on teaching part-time at SCC. 

On professional needs and working conditions. . . One of the factors that would make me 

more contented and I‘m pretty contented at the moment it is more of an access to my 

department head on a face to face basis within the hours that I could do it, because I work 

full-time during the day. It‘s hard for me to meet with her in particular because she is a 

PhD in anthropology so anthropologists are few and far between so more interaction with 

her. 

 

At MCC some of my professional needs are the opportunity to have dialogue with other 

anthropologists first, and then secondarily other people in the social sciences to sort of 

get an understanding of how they approach they subject matter with students. With 

unique student population and I‘m sure every college is different, you know our 

demographics change over time and we‘re getting a lot more younger people, we‘re 

getting 17 year olds and even the night classes which tend to have the older students, this 

semester in particular, out or 42 students, I‘m going to say 35 are in the 17 to 21 range, 

which is good, but young. 

There is a lot of courseware that I could take out there for free, at the school. There is a 

program called Center for Teaching, and they have multi-day programs done in Madison, 

where you can go, you know, learn how to teach better. The only thing is all of the stuff 

is during the day, so what ends up happening is I have to take vacation time, and you 

know what happens with kids, you have to take vacation when they have vacation, and 

don‘t get a chance to avail myself to that. There are some part-time adjuncts that you are 

probably aware who may be retired and are teaching part-time and the ones I know are 

pretty busy during the day, whether they are teaching other courses at other schools so 

even having a distance learning class for people like myself who could log in a 11pm at 

night and learn better techniques at teaching. You know I just came into it, and I‘m not a 

natural teacher. I did some training at Bell Labs in New Jersey, I did some training for 

them, so I‘m kind of good at that, but there is that population issue of 17-21 year olds, so 

what are the best techniques for teaching. They tend to hire people with Masters Degrees, 

and think, okay, you have a Master‘s in anthropology, and ok you‘re good. 

 

In addition, maybe some kind of monthly or quarterly dinner with other department 

members in particular the full-time faculty because my goal frankly, I would love to 

teach full-time. I don‘t know what it would be like to teach four courses instead of one, 

probably a lot more hectic, but I would really love to, and that would be my dream job - 

to go full-time. 
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On teaching part-time. . . I love students, I love my students. They are the coolest people 

and I love the subject matter. I always get that back you know when you see the 

evaluations every year. It always comes through that I really like the subject. I think in 

anthropology, even after all of these years I‘ve been doing it, it‘s just fascinating to me 

and it‘s one of those fields where there‘s a lot of debate. For instance, we just finished 

discussing anthropologists working in the military because just in the last 2 years. The 

military, I think the Department of the Army came up with the human terrain specialist, 

this is what they call it, so they imbedded a couple of people in teams in Iraq and teams in 

Afghanistan, anthropologists to work with the population to see what their needs are 

because the US military wants to be seen as more of a peacekeeper role than we are a 

fighting people. So there is this huge debate and we have a very clear code of ethics and 

whether by its very nature and the debate and you know we do applied anthropology and 

this is what would you do if you worked for the us military and there is obviously other 

jobs as well but because that‘s very real, we are in the war now. There are some 

anthropologists imbedded. The first two, unfortunately, were killed. Yes, it‘s really sad 

when you take a person like me who‘s like la la la and you stick them in Iraq. I‘ll be 

dead. You know in three months, I‘ll be dead. You are talking to people and you are 

setting yourself up and you don‘t even know it. So there is a question of whether 

anthropologists are putting themselves in harm‘s way in the military zone, so those kind 

of debates are always going on in the field and I find that fascinating and I think it could 

do a lot of good or who knows, maybe an anthropologist came with the waterboarding 

techniques that they used in questioning. Who knows or probably a psychologist but, 

your research and your brain can be used for ill will. So I love the subject matter and the 

age group, because I don‘t interact with that age group, you know I don‘t know people in 

that age group and they are all so fresh. You know the world is really exciting to them. I 

think it‘s really cool. I would teach part-time until I drop dead, or forever. That‘s my 

retirement plan. 

 

My goal is to keep it known to my present department head and the other anthropologists 

that I am very interested in working full-time and if there is ever an opportunity to apply, 

I will. I have been working at different colleges and universities in the Connecticut area 

to see if can get in, but the thing is a lot of private schools you need a PhD, which I don‘t 

have and it also shuts you out of the university system as well. 

 

On social network opportunities. . . Social networking in a professional sense is probably 

Dean Savage for making those larger groups available to all of us. I distinctly remember 

meeting Boyd, the other anthropologist who is an adjunct and I had never met him. I 

always knew that there was another person in anthropology and he was from the military 

and he was bald, you know my students would tell me that, and stuff like he was a 

younger guy who got in the military young and just retired and he is just teaching part-

time. I crossed him at an adjunct faculty dinner and that was the first time I got to meet 

and talk with him and you know when you talk to other people in your profession, you 

get excited and plus you can pass along stuff like, you can look at this website, stuff that I 

wouldn‘t ordinarily know or I would have to fare it out on my own. I do a lot of research 

to create my course. I would take key pass, because I don‘t like key pass, there are too 
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low level, I think students are way more capable and I would rather push them, so I create 

all my own stuff, but having another anthropologist around and honestly, I could email 

Boyd and say you know, what do you think about this? You know check out this website 

is whatever and he will get back to me. 

 

At MCC definitely my department head Jean Wynn has been the most important to my 

professional development. She‘s a PhD anthropologist. When I‘ve asked her for things or 

tips or even last year, she even told me I could take the book, because I never really liked 

the book that we had, plus it was $125.00 and I thought, Oh my God! We actually found 

a better book, I think so, and it was $60.00 bucks, so you know you can take your own 

book and create it how you want it. She gave me a lot of latitude when I went to the 

hybrid thing, because she‘s not a computer person and I thought oh no, she‘s not going to 

go for this, but I can see up the road that from a skills stand point for myself I wanted to 

learn it and I wanted to use it. She has been really the most helpful. I don‘t communicate 

with the New School. I went to the New School for Social Research for my Master‘s and 

I don‘t communicate with anybody there and I don‘t go to any of their faculty functions 

or alumni stuff. There is really no connection there. 

 

Well she was the one who encouraged me to look elsewhere for another book so that 

encouraged me to interact with publishers, get a couple of books and read them and see 

what I like the best and she gave me complete latitude which I love. She didn‘t and she 

doesn‘t micro-manage at all and the one good thing at MCC is that they have a very 

visible distance learning department. Bonnie Riedinger runs it and she is always throwing 

classes and I can get out here and there. You know if they are early in the morning, I will 

come in early, come into work late or something for those distance learning classes, so 

that has helped a tremendous amount. Out of the central office, she‘s a really good 

teacher and you know, I‘ll go and there will be 3 people, where are all the adjuncts and 

faculty? Where are the majority of the people who are teaching? Where are they? I don‘t 

get it. 

 

If I had someone that had a specific amount of time, a month or something like that 

where I could share my goals to teach at the community college to them, you know is 

there a process besides looking on the internet or doing a search every once and a while 

for positions is there a process that I could go, because I would jump at one, so having a 

mentor that or ideally another anthropologist or just even somebody who knows the 

college system and is a good teacher and would be willing to give up you know an hour 

at the end of the day once in a while, or I can make an appointment with, this is your 

mentor and leave it up to me to make that appointment and have an agenda that I want to 

go over. 

 

No, I have never had anything like that at MCC, but I could call Jean and make an 

appointment with her but we‘re closeted in this one little department in social sciences 

and she‘s teaching 4 or 5 classes and I don‘t want to go and take up any of her time that 

she needs. There is another guy Steven Straight and he is obviously a really good teacher. 

He and I would go to sit down and shoot the breeze. Yes, sometimes, outside of the 
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department is good too. I see Steven, in the elevator sometimes. Yes, he has a great 

personality and he is a straight shooter. 

 

On inclusion, ability to contribute, and potential for full-time positions. . . Inclusion, they 

do tend to include, clearly but again it‘s the time constraints that if you work fulltime you 

know the possibility of inclusion you know like in the 2020 process or any kind of 

academic departmental meeting and I know that we have been asked when Marsha ran 

the department you know to come to departmental meetings and you were welcome at 

any time. 

 

Definitely, I have had the ability to contribute to the department. You know, if some 

survey comes along and even connecting with you, and I always like to do that stuff 

because I like to help. There was a process that the Center for Teaching was doing I think 

last year where they wanted you to share a unique teaching strategy you may have had, 

like I‘m willing to try out different stuff sometimes and then pleasantly surprised if it 

works and I can pull it off. I did one thing one year which involved actually creating 

something physical as a piece of the culture around the people who were in Hurricane 

Katrina, so I tried to put it in a setting that‘s imminent and current and it was at the time 

of Katrina and I said to them that now this is going to be a part of these people‘s culture 

and their way of being and their way of life forevermore. Can you make me something 

that would demonstrate what might have occurred, what people might have started 

focusing on like housing, and where I am going to get milk, I lost all of my pets, you 

know all that sort of stuff? People came up with some good stuff. I took them to the Mill 

Store across the street from MCC with a budget of $3 bucks each, so that was fun so I put 

that one in, but who would think you can make physical project in anthropology class, 

but it was how culture is visual and can be represented in a physical way. 

 

As for full-time positions, I look on the internet but I think MCC hired only six faculty 

last year and one in anthropology. I think because it is a small department, there is only a 

small chance for me here.  

 

On job satisfaction. . . I live it. I‘m just really satisfied. I wish I had more time to be more 

organized. That‘s the one thing; I wish I had more time to put more thought into what I‘m 

doing. I don‘t feel like I have enough time and you know there is the assessment process, 

where you have to do assessments; you have to grade them and the mechanics of it. I 

would be very happy not to do any assessment, you know just have 75% of the grade be 

discussion, your midterm and the final. 

 

I just really like the teaching and the money. I like getting a paycheck. Probably the lack 

of privacy is dissatisfying. Being an adjunct, you know having a door that I can close, a 

place I can leave my books. You know you want your students to understand your 

personality and you don‘t have a way to let them know what that is. With anthropology I 

don‘t know if it‘s more of an issue, but there are certain expectations they have, sort of 

mystical stuff and I don‘t have a way to express that. You know if I could decorate the 

classroom that would be very cool. Jean is very much more in the medical piece of 
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anthropology and the evolution and that‘s all her stuff and she‘s got a box of skulls and 

stuff in her office. So if could make the classroom my own, that would be great. 

 

On current experiences at SCC. . . I think we‘re valued as part-timers. At some basic 

level, folks realize, whomever the administration, we‘re teaching their kids and you know 

we need to be good and be rewarded for that at some level and included and yeah I think 

we‘re equally well-respected, even if not a little bit more, because we‘re perceived as a 

non-state employee and in a lot of agencies, there is a far amount of deadwood and I 

think at the college-level, that‘s the thing. But I haven‘t run into any cause I don‘t really 

interact with the full-timers but I‘m sure occurs as well, so I‘m not complacent. I think 

adjunct faculty are always proving themselves every semester. 

 

I have a pretty critical role, not myself in particular, but adjuncts in general in that we‘re 

teaching a lot of students at the school and the quality of our teaching and the knowledge 

around our subject matters is pretty critical because we‘re giving good education. You are 

getting a lesser education here than at UConn. Students don‘t think that; you have a lot of 

really good teachers at MCC. We are going to challenge you, help you be responsible, 

and schedule yourself. Sometimes‘ I give the calendar lecture about the day-timer which 

is now my Blackberry. I tell them to get one. It‘s going to be your life, if you‘re going to 

be in a professional life. You have to schedule your time, figure out where you‘re going 

to be, and do what you need to prepare ahead of time 

 

Researcher’s interpretations and analysis. P3 is an aspiring academic as  

defined by Gappa and Leslie (1993). She enjoys her status as a part-time faculty member 

it is her ―dream to become a full-timer.‖ She has worked in her field full-time so she feels 

she has a lot to offer to her students outside of simply knowledge from textbooks. She 

would, however, appreciate a great deal more training in pedagogy and teaching methods 

because she does not have that much experience with traditional-aged students. Her 

satisfaction lies largely in her interaction with her students and the role she feels she 

plays in their education. She appreciates her paycheck and loves teaching.  

P3 requires support, time for organization, private office space, and connection to 

other anthropologists to remain satisfied at SCC. The concerns that create dissatisfaction 

are few but they are focused largely on the college‘s inability to offer part-time faculty a 
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private space to offer the students a peak into her true ―personality‖ as an anthropologist. 

But overall, she is ―really satisfied.‖ 

P3 has been able to create, somewhat, social networking opportunities for herself. 

She has reached out to her department chair, the IT Director, another adjunct, and a full-

time faculty member in another department, and she has been well-received. She has 

been able to discuss matters of pedagogy and experiential learning activities in order to 

improve her teaching skills. She has found these conversations very critical to her 

professional development. She wishes that SCC would offer these kinds of opportunities 

officially ―at least once a month.‖  

During the discussion regarding what could be done at SCC to improve the 

participant‘s satisfaction, she stated that ―private office space with a lock and key‖ would 

be beneficial. Also, a ―mentor within the system who could give me the ins and outs‖ 

would be positive and supportive. She has recommended to other part-time faculty to join 

the union as well. She stated, ―You want the benefits of being in a union, not that I am 

pro-union, it‘s a nice benefit that people may not tell you about.‖ She feels that she has 

made good connections at SCC, but she would like to make them more frequently and 

would hope that the college would create a more official network for part-time faculty 

that has events and activities or even ―simple conversations once a month.‖ Her greatest 

factor for satisfaction though is ―connecting with my students and contributing in a real 

way to creating critical thinkers.‖ Table 6 shows coding ascertained from SCC P3. 
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Table 6 

 

Coding Ascertained from P3 (SCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Pretty contented 

More access to department head 

Work full-time 

More interaction 

Dialogue 

Interaction with students 

More support for the students 

Feel personally responsible 

Most programs are during the day 

Pretty busy during the day 

Not a natural teacher 

Would like training on the best techniques for teaching 

Monthly or quarterly dinner 

Would love to teach full-time 

My dream job 

Great technology 

Great infrastructure 

Beautiful campus and buildings 

Need more privacy 

Small office space with a door 

End up doing a lot of work when my son gets in bed 

Like to bounce ideas off somebody 

I love students 

I love the subject matter 

Plan to teach part-time forever 

Interested in teaching full-time 

Need a PhD 

I am kind of tapped out 

Need to include part-timers in everything 

Have to sneak off of work or take vacation time 

 Social Network 

Dean 

Part-timer 

Pass along ideas 

Adjunct faculty dinner 

Department head 

Gave me a lot of latitude 

Most helpful 

Encouragement 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Latitude 

Does not micromanage 

Very visible 

Tremendous amount of help 

Bring students into the field 

Would jump at the idea 

Mentoring would be ideal 

Could call and make an appointment 

See in the elevator 

Do tend to include 

Time constraints 

Contributed a new hybrid course 

I like to help 

Textbook choices 

Small chance  

Small department 

Job Satisfaction 

I live it 

Really satisfied 

Wish I had more time 

Better assess 

Like teaching 

Like getting a paycheck 

Don‘t like the lack of privacy 

Make the class your own 

We are valued 

Equally well-respected 

Private office space with a lock and key 

A mentor 

Connecting to students 

Contributing in a real way 

Creating critical thinkers 

Critical role 

Depth and breadth of knowledge 

 

P4. P4 has taught in the Social Sciences division at SCC for more than ten years.  

She holds a doctorate degree, teaches full-time at SCC and has tenure. She has expressed 

that her full-time position is rather satisfying, but she does feel as though she has not 
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been allowed to ―work to her full potential‖ as part of the faculty workforce. Her 

experiences, feelings, and personal reflections on teaching part-time at SCC are as 

follows: 

On professional needs and working conditions. . . I guess less bureaucracy and more 

support for faculty teaching ideas would make me more contented. If I did not have the 

bureaucracy, I would be allowed to teach what I like and be myself without thoughts of 

repercussions. What I have always needed as a PT faculty member was more support for 

departmental initiatives. If not, one does not feel valued. Support for assistance with 

service learning, which is a very important teaching tool for me, has not been readily 

available at all times on this campus. I would be extremely disappointed if I did not have 

my needs met to get support for service learning.  

 

In addition, I would be more satisfied if there were less pressure put on all faculty 

members. This would free them up for more creative and intellectual pursuits. Many 

times, I feel we are burdened with useless and time-consuming meetings that seem to 

produce very little. Faculty, both full-time and part-time, could be using that time more 

effectively discussing pedagogy, current practices in their respective fields, and creating 

social networks with one another and other practitioners. 

 

On teaching part-time. . . I absolutely love teaching! I enjoy discovering and designing 

creative ways of dealing with student who others think of as ―throwaways‖. I feel as 

though I am empowering the students and helping them to construct a new way of 

thinking and a new way of living. Similarly, I would hope that the school feels that its 

part-time staff is more than ―throwaways‖ as well. Part-timers are often the backbone of 

the organization at most community colleges. I plan to teach here indefinitely. I would 

certainly enjoy the possibilities of continuing with my present teaching methods and 

student outreach. Ultimately, being able to keep reaching my students is what will keep 

me at this school. 

 

On social network opportunities. . . I was positively influenced by a former division 

director and department head. Since then, I have not had much support or guidance from 

any other administrators or colleagues in my department. My previous division director 

cared about my professional growth and looked out for me. That support has diminished 

as we have had four different directors in recent years so there has been a lack of 

continuity in the administration of the department. That lack of a connection has been 

negative in terms of professional direction for the department in general and more 

specifically for the faculty members. 

 

In the past, I was always able to bounce ideas off of my division director for promotion 

applications and professional development. That sounding board has been missing in 

more recent years. I also think that having that guide or mentor is more valuable than we 

may give credit. They have already been through the ropes and can give you, especially a 
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junior or part-time faculty member, helpful, constructive, and positive feedback when it 

comes to problems or issues they have already experienced. This kind of relationship is 

very necessary for almost any faculty member. 

 

On inclusion, ability to contribute, and potential for full-time positions. . . Most times, I 

feel included on a larger scale in the college community, but there are times when I hear 

of things impacting my department/division through the grapevine and this is very 

frustrating. Communication is not consistent, which is probably one of my biggest 

complaints.  

 

On current experiences at SCC. . . I enjoy my job and I feel rewarded by what I do with 

students; the pay is not what keeps me here, but the students. My ability to keep creating 

unconventional ways to reach the most at-risk students is most satisfying. However, 

being burdened with useless and time-wasting meetings is not what we need as faculty, 

full-timers or part-timers. I do find that it is difficult for me to separate my full-time from 

my part-time status, so I think my status has no real impact on my job satisfaction. While 

I feel no difference between part-timers and full-timers, I think that true part-time faculty 

may feel like outsiders. It is interesting to see both sides, working both sides of the house 

so to speak allows you to see what the part-timers may be complaining about. It is really 

amazing that while I feel very much a part of the College most times, as soon as I go to 

the other side and teach part-time, it‘s like my other self does not exist. I also feel this is 

not only a part-time faculty problem at this school. There are many times when I do not 

feel completed included in my full-time position as well. 

 

What is most important in job satisfaction is the same for both part-timers and full-timers. 

We all need acknowledgement, the ability to reorganize, and appreciation. I really think I 

play a vital role; one which students seek out. So I have never fully felt diminished as a 

part-timer. But, when I am on the part-time side, I never feel like I am able to or even 

encouraged to work to my full potential! 

 

Researcher’s interpretations and analysis. P4 is a Professional as defined by  

Gappa and Leslie (1993). For the most part, she enjoys her status as a part-time faculty 

member in addition to her full-time position because she ―loves to teach.‖ She has 

worked both inside higher education and outside of the college‘s walls in her field full-

time so she feels she has a lot to offer to her students. She would, however, appreciate a 

great deal more support from her colleagues and the administration at the school for her 

service learning projects. She feels that they are an excellent teaching tool and are 

conducive to reaching students in ways that textbooks may not. She works with students 
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that others term as ―throwaways‖ and she would appreciate more assistance with her 

methods for outreach to the students and the community. Her satisfaction lies greatly in 

her empowerment of her students and the role she feels she plays not only in their 

education but also in their life skills development. She appreciates her paycheck and 

loves teaching.  

P4 requires more support, less pressure, and less bureaucracy at SCC. The factors 

that cause dissatisfaction are the demands placed on all faculty such as meetings that are 

long and often fruitless, lack of support for initiatives, and the pressure to produce. 

However, overall, she ―enjoys the job and feels rewarded.‖ 

Previously in her career at SCC, P4 was able to foster a social networking 

opportunity for herself. She was able to ―bounce off ideas‖ with her division director. 

Since then, unfortunately, she has found very few opportunities for connection in her 

division. There has been a ―lack of continuity‖ due to numerous replacements at the 

director-level position. She finds that lack of stability ―frustrating,‖ and it also causes 

―inconsistency in communication‖ throughout the department and division.  

On the subject of what could be done at SCC to improve her satisfaction, P4 stated 

that the college does not utilize her ―to my full potential.‖ She feels that the college could 

do more to acknowledge and appreciate its workforce. She also believes that ―mentors are 

valuable and knowledgeable having already been through the ropes.‖ While she doesn‘t 

always feel like an outsider, she imagines that ―true part-time faculty may‖ and this kind 

of guide or support may be helpful to all faculty, especially part-timers. Her greatest 

cause for satisfaction is not necessarily her connection with her colleagues; she is most 
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contented in knowing that she is ―creating unconventional ways to reach the most at-risk 

students‖ at the College. Table 7 shows coding ascertained from SCC P4. 

Table 7 

 

Coding Ascertained from P4 (SCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Less bureaucracy 

More support 

Service 

Pressure 

Demands 

Love of teaching 

Creative 

Inspirational 

Throwaways 

Indefinite 

Teaching 

Outreach 

 Social Network 

Positive 

Division director 

Negative 

Administration 

Cared 

Professional growth 

Looked out for me 

Unable 

Lack of continuity 

Professional direction 

Bounced ideas off her 

Mentors 

Valuable 

Knowledgeable 

Been through the ropes 

The grapevine 

Very frustrating 

Not consistent 

 Job Satisfaction 

Enjoy my job 

Feel rewarded 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Students 

Creating 

Unconventional ways 

At-risk students 

Burdened 

Useless 

Time-wasting 

Difficult to separate 

No impact 

No difference 

True part-timers 

Outsiders 

Acknowledgement 

Reorganization 

Appreciation 

A vital role 

Students seek out 

Not to full potential 

 

P5. P5 has taught in the Liberal Arts division at SCC for more than ten years.  

She holds a doctorate degree and teaches full-time at SCC. She started at SCC as a part-

timer and has now secured a full-time position there. She continues to teach as an adjunct 

as well. Overall, she feels very satisfied with her teaching experiences at SCC. Her 

experiences at SCC are revealed in the following text: 

On professional needs and working conditions. . . I am content when I have the necessary 

materials required for my students‘ success and when I have the support of my peers. 

Professionally, I need to be respected and I need to know my job description. There are times 

when I am not quite sure what is expected, and I don‘t like feeling forced into doing 

something just because someone else thinks I should. I am most content, however, having the 

necessary materials and support for the courses I teach and also having the cooperation of 

peers.  

 

On teaching part-time. . . The need for making extra money and the desire to teach both 

factor into my happiness, but you know the money could never be a motivating factor. The 

pay is not that great! But, for as long as I can teach high quality courses, I will. It is all about 

the students for me. My goal is to reach as many students as possible. I think it has been a 
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journey of great personal satisfaction to work at the community college level. These are some 

of the best students and we have a pretty darn good cadre of PT teachers who obviously 

would never do this only for the money. Our satisfaction comes for the faces that we see 

daily and the minds we hopefully touch.  

 

What keeps me here is the availability of quality courses, the ability to teach in my field, and 

the ability to teach at the times that are most convenient for me. Another aspect is the 

response from students and advice from supervisors, which have both influenced me and my 

professional growth positively. 

 

On social network opportunities. . . The response from students has been the most 

influential in my professional growth because that is who I am here to serve. It has made me 

a better teacher. If the students let me know what they are interested in and what methods did 

not work, I adjust my mode of presentation and try to find information that is more relevant 

to them. Having someone to discuss my professional goals with here at the college, mainly 

my supervisors, also helps me to develop new ideas and perspectives. I am presently part-

time faculty turned full-time. I felt connected as a part-timer because I was always invited to 

participate in all activities on campus. I am very satisfied with my job. But, it was not an easy 

journey to get to a full-time position. There were times when I thought it would never 

happen. Many of us interview time after time, year after year, and nothing. Then, BINGO! 

 

On inclusion, ability to contribute, and potential for full-time positions. . . I have always 

felt connected and still do. As a part-timer, I always felt that I had the opportunity to 

contribute to the department. I was asked to attend meetings and functions and 

sometimes, I did go to them; those invitations are still offered to me as a full-timer too. I 

feel I am included and I did have the potential for a full-time position. I got it! I don‘t feel 

like I am treated differently because I am an adjunct in addition to my full-time position 

here at MCC. I think I am valued for both. 

 

On job satisfaction. . . As a part-time faculty member, and a full-timer, dealing with the 

students is most satisfying, going to meetings is not. They seem to be a waste of time and not 

substantial. If the meetings helped us specifically with ways to better reach our students and 

to feel more empowered as faculty and staff, then I would not mind going. In addition, I 

would certainly enjoy more professional freedom but the most satisfying aspect of my job is 

reaching the students. 
 

On current experiences at SCC. . . I help support the students and my peers when needed. 

These are my greatest rewards and are the times I feel most satisfied.    

 

Researcher’s interpretations and analysis. P5 is also a full mooner as defined by 

Gappa and Leslie (1993). For the most part, she enjoys her status as a part-time faculty 

member in addition to her full-time position because she ―wants to reach the most 

students.‖ She is very satisfied with her experiences at SCC, and she bases most of that 
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satisfaction on her interactions with her students. She has created a social network with 

her supervisors and her teaching colleagues, but at times, she is not sure what is expected 

of her as an adjunct. She would appreciate a clearer job description and more respect.  

The most satisfying aspect of her job is ―dealing with the students.‖ She feels that 

the students are the main reason she is at the College. While she appreciates the advice 

and guidance she receives from her supervisors and colleagues, she finds the feedback 

she gets from the students most influential for her professional growth and development. 

Knowing what works best for her students directly from her students has made her a 

―better teacher.‖ She also states that being able to talk and network with her colleagues 

has helped her ―develop new ideas and perspectives‖ in the classroom and at the College. 

In addition, she appreciates the fact that the networking has helped her to move from 

having only a part-time teaching position to now having the ability to both teach part-

time and enjoy the stability of a full-time position. With these positions, she is able to 

fulfill both her ―need for making extra money and desire to teach.‖  

P5 requires the necessary materials, support, and cooperation from her peers in 

order to make her feel content at SCC. She apparently has those because she feels ―very 

satisfied‖. Yet, she states that there are a few areas that cause dissatisfaction. She believes 

that ―going to meetings‖ and ―feeling forced into doing something just because someone 

else thinks I should‖ are factors for frustration. A clearer job description would resolve 

the latter of the two issues. Nevertheless, overall, she is ―very satisfied with my job.‖ 

Table 8 shows coding ascertained from SCC P5. 
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Table 8 

 

Coding Ascertained from P5 (SCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Necessary materials 

Support 

To be respected 

My job description 

What is expected 

Feeling forced 

Support 

Cooperation 

Extra money 

Desire to teach 

Quality 

Social Network 

Response  

Students 

Advice 

Supervisors 

Students most influential 

Here to serve 

A better teacher 

Adjust 

Relevant 

Develop new ideas and perspectives 

Connected 

Invited 

Participate 

Job Satisfaction 

Very satisfied 

Dealing with the students 

Meetings 

More freedom 

Reaching students 

Help 

Support 

Students 

My peers 
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P6. P6 has taught in the Social Sciences division at SCC for nearly 5 years.  

He holds a Master‘s degree and a full-team position in research at SCC. In addition to his 

full-time administrative position, he continues to teach as an adjunct as well. Overall, he 

feels he ―was never completely happy‖ with his teaching experiences at SCC. His 

perceptions on his teaching experiences at SCC are discovered in the following: 

On professional needs and working conditions. . . First and foremost, I like the 

interaction with students, and it‘s nice getting $500 twice a month! I would like more 

guidance with curriculum such as suggestions on pedagogy and learning activities that 

have proven effective. In addition, meeting with a full-time mentor that would assist with 

curriculum development would be great, but the fact is that teaching is very hard work. I 

would be more satisfied being a more confident instructor and knowing that I was 

reaching students and helping them develop. 

 

I think the full-timer who managed my area was pro-active in trying to share ideas and 

learning goals. So, I have never attributed any frustration or dissatisfaction on my part to 

the professional needs MCC was falling short on. With that said, however, my 

satisfaction is based on motivated students, a handful of students who like to discuss 

ideas related to the class, a stock of effective lesson plans, and access to appropriate 

technology. Most times, I had some of those factors. 
 

On teaching part-time. . . My motivations for teaching part-time include wanting to: (1) 

better understand the student experience, particularly the under-prepared student; (2) 

better understand the faculty experience, including lesson planning, interaction with 

students, interaction with administration, and the issues associated with learning 

outcomes; and (3) the paycheck. I do not plan to teach as a part-timer after this term. The 

demands of my full-time job and family have made it too difficult to adequately prepare 

lessons. Teaching is hard work! I want serve the college community at my primary 

position within the administration. I‘m not sure if I‘ll return to teaching part-time. 

Teaching is hard work!  

 

As a part-time instructor, the conditions that would keep me teaching, I‘d have to weigh 

the convenience of location vs. wages. As a full-time staffer, maintaining a collegial 

relationship with faculty, staff and management is what keeps me here. Also, I‘m a local, 

so I don‘t plan to move to a different college or university unless I have to.  
 

On social network opportunities. . . Several faculty members have been very supportive 

of me. James Gentile organized a group that wrote and shared journal entries about 

teaching. Stacy Giguere has provided direction for curriculum development. Several 

faculty and staff members were guest speakers in my classroom as well. The dean Alice 

Savage was very supportive. Others have mentioned, for them just in passing, but in a 
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way that was meaningful to me, how much they appreciated staff members teaching and 

thereby understanding their role at the college. My development of a social network 

related to teaching was in many ways related to the social network I cultivated in my full-

time job here at MCC.  

 

The support from my colleagues made me want to work hard at my teaching, but also, it 

helped me realize that I couldn‘t do it right, and in a way that would make me proud of 

myself, with my current responsibilities. It is very fulfilling to have someone recognize 

your work and provide help when it‘s needed. Most of the time, however, I felt as if I was 

inadequate as a teacher relative to the mentors I respected the most. 

 

On inclusion, ability to contribute, and potential for full-time positions. . . I am not 

interested in a full-time teaching position; I don‘t want to work that hard! I did feel 

connected to the other instructors in my discipline, however, as we would meet at least 

once per semester, and informally throughout. 

 

On job satisfaction. . . I was never completely happy as an instructor. The long hours of 

preparation, the inevitable conflict with some students, the way promising students would 

disappear throughout the semester, the lesson that didn‘t go as well as hoped, or didn‘t 

engage the students. All that really wore on me. I think these are all more related to my 

personal needs and expectations, rather than anything the college didn‘t provide in terms 

of professional development or support. 

 

Yet, I liked working with students, the broadened perspective it provided for my day-job, 

and the pay-check!   

 

On current experiences at SCC. . . I always felt valued by the full-timers in my discipline, 

and would hope others feel that same sense of encouragement and belonging. Although 

not all might agree, I think a more standardized curriculum would benefit part-time 

instructors. It certainly would have helped me! What I found most satisfying though was 

the interaction with students. Having a class be well received by the students was 

priceless! 

 

Ultimately, I know that part-time instructors provide over 60% of the student-teacher in-

class contact. I would like to think that part-timers are allowed input on curriculum 

development, but that full-timers are the ones who actually make the curriculum 

decisions.   
 

Researcher’s interpretations and analysis. P6 is also a full mooner as defined by  

Gappa and Leslie (1993). For the most part, he never completely enjoyed his status as a 

part-time faculty member but not because he felt any disservice at the hands of the 

College. He is very satisfied with his experiences with his students and his colleagues at 
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SCC, but he does feel as though more could have been done to help him become a ―more 

confident instructor‖. He would have liked to have met with a ―full-time mentor that 

would assist with curriculum development‖. But more so, he came to the realization that 

―teaching is hard work.‖ Although he had very supportive colleagues and a well-

developed social network at SCC, working as a part-time instructor ―really wore on me.‖ 

P6 found the part-time teaching position satisfying because he ―liked working 

with students‖, it ―broadened his perspective‖ for his full-time position, and it provided 

him with ―$500 twice a month.‖ His reasons for dissatisfaction are largely personal and 

have little to do with the school‘s provisions or lack thereof. He often felt ―as if I were 

inadequate as a teacher relative to the mentors I respected the most.‖  

He felt it was ―fulfilling to have someone recognize your work and provide help 

when it‘s needed‖ so he rarely ever seemed to be struggling to find a network of peers to 

support him or his ideas. As a matter of fact, the support that he received ―helped me 

realize that I couldn‘t do it right and in a way that would make me proud of myself.‖ 

Thus, he has decided not to continue teaching at SCC because of his family obligations 

and his current full-time job responsibilities. Table 9 shows coding ascertained from SCC 

P6. 
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Table 9 

 

Coding Ascertained from P6 (SCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

 Professional Needs and Working Conditions 

Interaction with students 

$500 twice a month 

Guidance 

Effective 

Full-time mentor 

Assist 

Development 

Hard work 

More Confident 

Reaching students 

Helping them develop 

Managed 

Pro-active 

Share ideas 

Never attributed 

Falling short 

Motivated students 

Effective lesson plans 

Access 

Better understand 

Under-prepared student 

Faculty experience 

Issues 

Paycheck 

Not teaching 

Demands 

Full-time job 

Family 

Difficult 

Hard work 

Serve college community 

Hard work 

Convenience of location 

Wages 

Collegial relationships 

Social Network 

Very supportive 

Shared 

Direction 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

 Meaningful to me 

Understanding their role 

Cultivated 

Important 

Work hard 

Couldn‘t do it right 

Proud of myself 

Responsibilities 

Recognize 

Provide help 

Inadequate 

Respected 

Don‘t want to work that hard 

Feel connected 

Job Satisfaction 

Never completely happy 

Long hours  

Inevitable conflict 

Students disappear 

Didn‘t go as well 

Didn‘t engage 

Really wore on me 

Personal needs 

Expectations 

Professional development 

Liked working with students 

Broadened perspective 

Paycheck 

Felt valued 

Encouragement 

Belonging 

Standardized curriculum 

Interaction with students 

Well received 

60% 

Allowed input 

Curriculum decisions 
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Suburban Community College (SCC) Case Study Synthesis 

 Overall, the six part-timers who participated in the Suburban Community College 

(SCC) case reported similar experiences during their tenure at the institution. For the 

most part, they perceive that they play ―a vital role in the school‘s workforce.‖ However, 

there were some instances when they each felt ―invisible,‖ ―easily replaceable,‖ ―not 

completely included,‖ and ―not able to live up to their full potential.‖ It was at those 

times that each of the participants focused on their reason for choosing teaching as a 

profession. Each of the six participants shared that what they found most satisfying in 

their work is the interaction with students. P6 explained, ―Having a class be well-received 

by the students was priceless!‖ Four of the five other participants had comparable 

feelings. P1 said, ―Although I fell into teaching, I like it. I like the interaction with 

students. I like watching them learn.‖ Similarly, P3 shared, ―I love my students. They are 

the coolest people. I like connecting with my students and contributing in a real way to 

creating critical thinkers.‖ P4 also stated, ―I enjoy my job and I feel rewarded by what I 

do with my students. The pay is not what keeps me here, but the students. My ability to 

reach the most at-risk students is most satisfying.‖ Lastly, in the same vein, P5 declared 

that ―it is all about the students. What keeps me here is the response from students. The 

most satisfying aspect of my job is reaching the students.‖ 

 In addition to sharing similar stories about their interactions and connections with 

students and the impact those interactions and connections have on their job satisfaction, 

the participants offered several parallel perceptions regarding what causes contention and 

dissatisfaction in their positions as part-timers at SCC. Each of the six participants 

mentioned having more contact with members of the department and division and with 



 118 

other part-time faculty would make them more satisfied. This lack of social network was 

most contentious to half of the participants. Those three participants who were not as 

concerned about access to social networks already held full-time positions or were retired 

from full-time positions. The three participants who were greatly dissatisfied by the lack 

of inclusion were largely concerned because they felt they had no one to discuss future 

professional opportunities and possibilities with. P1 wishes she had someone to ask, 

―What can I do with a degree in that, besides teach, or if I‘m going to teach, what are my 

options?‖ She also feels that because of the lack of inclusion or connection to the 

department and to the college, she is not able to contribute to the department in any 

substantial way, and thus, has not been offered either of the full-time teaching positions 

that have come available since she has been teaching at SCC. On the other hand, P2, who 

teaches in the same division as P1, explains that she has not hesitated to make ―every 

effort to be connected.‖ She is able to ―actually read all the emails that everyone gets and 

attend many of the meetings and events that they are inviting us to.‖ She also adds that as 

a business owner, ―I think I am a little more flexible perhaps, whereas, a lot of people 

don‘t have that kind of luxury.‖ P3 and P4 both felt that although they have the ability to 

contribute and seemingly the potential for full-time positions, they still would like to have 

someone to ask, ―What do you think about this?‖ They would feel more content if they 

had more ―support or guidance‖ in regards to their professional growth. As for P5 and P6, 

both felt well-connected as part-timers. P5, who is a part-timer recently turned full-timer, 

felt that ―having someone to discuss my professional goals with here at the college, 

mainly my supervisors, also helps me to develop new ideas and perspectives.‖ Similarly, 
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P6 found ―it is very fulfilling to have someone recognize your work and provide help 

when it‘s needed.‖ 

Key Themes and Participant Perceptions for SCC 

 The reflections of the six participants‘ experiences, ideas, and perceptions in 

reference to the research questions led to the discovery of similar themes regarding the 

possible impact that professional needs, working conditions, and social network may 

have on their levels of job satisfaction. The first theme was the nature of the work which 

was a phrase used by one of the participants to explain her perceptions of the working 

conditions that many part-timers are expected to work under. The second theme, making 

connections, was gleaned from the responses of nearly all of the participants when 

explaining the importance of access to social networks at the institution. The third theme 

reflected in the participants‘ responses was how you feel about the job. Again, this phrase 

was taken directly from a comment made during one of the interviews when a participant 

explained that job satisfaction is often the individual‘s responsibility and not necessarily 

the institution‘s concern.  

Theme 1: The nature of the work. The theme of the nature of the work as an  

explanation of the participants understanding of their working conditions emerged 

through the analysis of the data collected for this case. Each of the part-time members at 

SCC felt that the conditions that they work in were to be expected. They had no high 

hopes of greater pay, more benefits, greater security or stability in their positions at the 

college. They each offered that they would certainly be more content in their work if they 

had access to all of these aspects in their part-time positions. P1 felt that ―being 

financially rewarded for what you do so that you can fulfill all of your other obligations 
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can make you content.‖ Also, ―benefits and stability would cause less dissatisfaction.‖ 

But she contended those conditions and unmet needs would not deter her from continuing 

in her part-time work at SCC. Similarly, P2 ―needs the technology in the classroom to be 

more in synch with her own technology, a clean space to store things, incremental raises, 

and continued autonomy‖ to make her more satisfied, but even without these needs ever 

being met, she still plans to teach part-time until she can‘t get to the school anymore. P3, 

despite her need for the school to offer more pedagogical programming ―during the times 

when part-timers can actually be on campus,‖ she plans to continue teaching part-time 

until she can obtain a full-time teaching position or until she ―drops dead.‖ P4 would 

appreciate less bureaucracy and more support for part-time faculty members‘ teaching 

ideas in order to feel more content with her position. She said that she would also like to 

be allowed to teach ―what I like and be myself without thoughts of repercussions.‖ P5 

shared that she would be more content when she has all of the ―necessary materials 

required for my students‘ success and when I have the support of my peers.‖ P6 explained 

that he often had access to all factors that caused him great satisfaction and his supervisor 

was pro-active toward the part-time faculty members in his department. He found his 

working conditions to be fine and his professional needs to be met for the most part. He 

proclaimed, ―First and foremost, I like the interaction with students, and it‘s nice getting 

$500 twice a month!‖ With that said, he still would have liked more guidance on 

curriculum and pedagogy from the faculty in his department. 

 Each of the six participants was content with their working conditions and 

professional needs in large part although they weren‘t fully satisfied. The participants 

often went without their desires being completely fulfilled, but they were not deterred 
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from teaching semester after semester at SCC. Only one of the six participants resigned 

his part-time teaching position because he never felt he could ―do it right in a way that 

would make me feel proud of myself.‖ 

Theme 2: Making connections. When speaking about social networking  

opportunities at SCC, most of the participants felt that they were connected to the 

school‘s professional community in some small way, but not always to their satisfaction 

or their advantage. P1 felt that she needed more interaction with her colleagues and her 

supervisor. She wanted to ―bounce ideas off of people and be more involved with the 

school in participating in decision-making and advising or something.‖ She has often 

participated in social outings and department meeting but she would rather have a mentor 

or a colleague who will help address many of her long term concerns and goals regarding 

higher education. P2, on the other hand, felt that her department chair was very supportive 

of her professional goals and responsive to her concerns. She has also found several 

colleagues at SCC who are ―sounding boards‖ for her many ideas, questions, and 

concerns. She has been encouraged to attend several workshops, seminars, and other 

professional development opportunities by her circle of colleagues. She was persuaded to 

apply for full-time teaching positions at SCC, and although, she was never hired, she was 

inspired by the support and the confidence her colleagues had in her. She feels 

―welcomed and motivated to participate‖ on every level at SCC, but she does understand 

that it is the ―individual‘s responsibility to make every effort to be connected.‖ P3 seemed 

to understand this individual responsibility as well when referencing her feelings toward 

access to social networking opportunities. She stated, ―They do tend to include, clearly, 

but again, it‘s the time constraints‖ that actually affect the possibility of feeling and being 
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included at SCC. She felt that she had the ability to contribute to the department, but she 

also knows that the department is so small that there is only a ―small chance for me here.‖ 

P4 stated that the lack of continuity on her department has caused a severe diminution in 

support and guidance for faculty, part-time and full-time. She purported, ―That lack of 

connection has been a negative in terms of professional direction for the department in 

general and more specifically for the faculty members.‖ She also stated that this has not 

often been the case at SCC. Lately, she described that there has been a high turnover rate 

in the division director‘s position, but before that she was ―always able to bounce ideas 

off of my division director for professional development. That sounding board has been 

missing in more recent years.‖ P5, conversely, felt as though she has always been 

connected. She was often asked to attend meetings and functions and to participate in all 

activities on campus. She knows that she has potential for full-time positions because she 

was one of the lucky ones who transitioned to full-time teaching at SCC after being a 

part-timer. She stated though, ―But it was not an easy journey to get a full-time position. 

Many of us interview time after time, year after year, and nothing.‖ Similarly, P6 felt 

connected to the other faculty in his department. He also felt the support he received from 

his colleagues made him ―want to work hard at my teaching.‖ Yet, he considered that his 

―development of a social network related to teaching was in many ways related to the 

social network I cultivated in my full-time job.‖ 

 In all, the participants felt that they were connected to and included in a social 

network at SCC, even though some of the bonds were weaker than others. Most of the 

time, there was someone in their department or discipline to ―bounce ideas off of‖ and 

who encouraged them to attend department meetings, workshops, seminars, and other 
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professional development opportunities. Each participant recalled receiving invitations, 

whether in person or via email, regarding activities and events being promoted by the 

College and these at least made them feel connected in some way, no matter how minor. 

These seemingly small connections, such as email notices and conversations with 

colleagues in passing, let them know that they ―have someone recognize your work and 

provide help when it‘s needed‖ (P6).  

Theme 3: How you feel about the job. P1 stated passionately in her  

interview, ―I think one of the biggest things is how you feel about your job, clearly since 

most of my day is filled with students. That is really what makes the job positive or 

negative for me.‖ She further explained that she really has great students at SCC, so her 

experience is very positive. She enjoys the diversity of the student population and the fact 

that each student seems to have so much to add to the class. She shared, ―I love that, 

compared to all the other schools, most of my students are receptive, even at eight 

o‘clock in the morning. Yet she continued, ―I don‘t obviously like the fact that I can‘t 

participate in the school as much and kind of give my personality with the department, 

which obviously you can when you are full-time.‖ Similarly, P2 devoted her high 

satisfaction level to her interactions with her students as well. She said, ―I‘m very 

satisfied. I like the times of my classes, and I like my students.‖ She went further to 

explain that the most important factor to her satisfaction is her well-behaved students 

even though her work may be time-consuming most days. P3 expressed that she is ―just 

really satisfied.‖ She loves the teaching and she loves earning a paycheck. She does, 

however, feel that the lack of privacy caused by the lack of an office is dissatisfying. If 

she were to have an office, the students would better understand her personality because 
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she would be able to display some of her artifacts that she has collected in her work in the 

field. She also reflected on the fact that she never seems to have enough time to do any 

real ―assessment‖ of her work in the classroom. She felt, ―I wish I had more time to put 

more thought into what I‘m doing.‖ She would appreciate more time to contemplate 

pedagogy and curriculum by herself and with her colleagues to ensure student success. P4 

expressed that her satisfaction levels were also connected to her students. She added, ―I 

enjoy my job and I feel rewarded by what I do with my students. The pay is not what 

keeps me here, but the students.‖ She also shared that she has never felt fully diminished 

as a part-timer, but she has never felt encouraged to work up to her full potential either. 

In the same way, P5 articulated that dealing with her students is the key to satisfaction in 

her teaching position. In addition, she conveyed, ―I would certainly enjoy more 

professional freedom but the most satisfying aspect of my job is reaching the students.‖ 

She also felt that attending meetings seem to be a waste of time if they do not help faculty 

better reach the students or help faculty and staff feel more empowered in the position at 

the college. P6, who stated that he liked working with the students like the other 

participants at SCC, felt overall though that he was never ―completely happy‖ teaching. 

He contended that his dissatisfaction was based more on his ―own personal expectations 

of teaching rather than anything the college didn‘t provide in terms of professional 

development or support.‖ 

 All of the participants at SCC seemed to attach their feelings of satisfaction to 

their interactions with their students. The factors that caused dissatisfaction often fell in 

the category of unmet professional needs and working conditions. The lack of office 

space, privacy, and benefits and the lack of social network or professional development 
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opportunities seemed to cause some dissatisfaction, but for the most part the five 

participants who expressed high satisfaction appeared willing to work around the unmet 

needs in order to ensure the success of their students and to stay in a profession they feel 

so passionately about. Table 10 shows the UCC participant profile by site. 

Table 10 

UCC Case Study Participant Profile by Site 

Field of 

Study Gender Ethnicity/Race Age 

Years of 

Teaching 

Highest 

Degree 

Attained 

Employment 

Status 

Social 

Sciences 
Female 

African 

American 
40-45 4 Master‘s Professional 

Liberal 

Arts 
Male Caucasian 40-45 5 Master‘s Freelancer 

Liberal 

Arts 
Female Caucasian 60-65 6 Master‘s Career ender 

Liberal 

Arts 
Male Caucasian 50-55 2 Master‘s Freelancer 

Social 

Sciences 
Female 

African 

American 
40-45 4 Doctorate Professional 

Liberal 

Arts 
Male Caucasian 35-40 5 Master‘s 

Aspiring 

academic 

   

Case Study: Urban Community College (UCC) 

P1. P1 has taught in the Social Sciences division at UCC for four years. She  

holds a Master‘s degree and works as an administrator at the school full-time. She 

teaches as an adjunct at the school in order to ―make better connections with students.‖ 

She communicated to me her experiences, feelings, and personal reflections on teaching 

part-time at UCC in addition to her full-time responsibilities. 

On professional needs and working conditions. . . What would make me content in my 

position as an adjunct is access to professional development opportunities, time to 

dedicate to improving my teaching skills and reorganizing my lesson plans in order to 
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stay current in my field and with my students‘ needs, and the ability to escape the 

pressures of my full-time job and just do something for the love of it. I enjoy my time 

teaching and working directly with my students to better understand their needs. I like the 

personal connections I get to make in the classroom. I cannot do that in my office. I 

rather see students in my office even though I work at a college! My adjunct position 

gives me more satisfaction than my full-time position when it comes to students. I am 

pretty satisfied here. I have not felt dissatisfied with either of my positions. As long as I 

am given the tools and the time to do my work, then I feel valued. So far, I have been 

treated well in both positions. The only thing that makes me upset is the fact that the 

union will only let me teach one course a semester. I could handle more. I understand the 

policy and know why it was created but I think exceptions could be made based on 

student success, student evaluations, and teaching skills. I feel I could offer more if I was 

allowed to teach even one more course. 

 

On teaching part-time. . . I came to teaching as an escape from my other responsibilities 

as a full-time administrator. I work in a position full-time where I am making all kinds of 

decisions based on what we think students need to succeed. One day it dawned on me 

that I had not asked any students what they want. So, I decided to step into a classroom 

and ask. I wanted a different experience. I wanted to take a different direction than just 

the theoretical things I had been reading about student services. The students were 

certainly willing to share their ideas with me, even when it wasn‘t solicited! In the course 

that I teach, we talk a lot about student development so it works very well with my 

position in student services and the first year experience. I probably end up learning more 

than my students do each time I teach. I absolutely love that! And apparently, I am not 

doing to bad as a teacher either. I get good evaluations from the students and my 

colleagues all the time. 

 

I plan to teach forever because I love it. But I also appreciate and am grateful for my full-

time position. I am fortunate because they both work so well together. I look forward to 

continuing to do both each year. I plan to stay here at CCC for as long as they let me do 

both. I hope to advance in the administration and make more money but I also want to 

keep the connections I have with the students in the classroom. I would like to see more 

administrators be required to teach at least one course each year like they do at other 

colleges and universities, especially those of us in student affairs and student services. I 

think it would remind us of why we are really here. 

 

On social network opportunities. . . I have been very fortunate in my work as an adjunct. 

I have had the help of the department chair, the dean, and the faculty in the department to 

help me make a smooth transition from the office to the classroom. The dean of student 

affairs took me under her wing when I first started here a few years back and she was the 

one who persuaded me to follow-up on my desires to teach. She told me to work with the 

faculty in the department before stepping into the classroom so I could get a feel for the 

material and the pedagogy. I did a lot of reading up on student development and student 

learning methods before I walked into the department. I wanted to make sure I knew 

something about teaching the class even before I approached my teaching colleagues! 
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They welcomed me with warm hearts and open arms. I was very pleased because I was 

so nervous. I had never taught before and I did not want to come across as someone who 

was coming in on a whim to do the job that they all had been training for and doing well 

for many, many years. I was given a lot of encouragement and flexibility. I feel very 

good about my support system.  

 

On inclusion, ability to contribute, and potential for full-time positions. . . I feel well-

connected to the college community in both of my positions. As an adjunct, I have been 

allowed to contribute to the department and to use the information that I gather in my 

classroom to support my ideas in my ―day job.‖ I don‘t think I would ever want to, or 

would be able to, teach full-time but I really like having the ability to do it as a part-timer. 

Again, I feel that each administrator should be invited to teach a course at least once a 

year at this college. 

 

On job satisfaction. . . My feelings of satisfaction are good. I love teaching! I enjoy being 

in the classroom the most. This is where I get my satisfaction mostly. Unfortunately 

though, I don‘t always have the time to expand my knowledge and look for additional 

resources to improve my teaching methods because of my other responsibilities. This is 

the only part that causes me any possible dissatisfaction. I cannot fully commit my time 

and resources to teaching and to the students. The position that I have as an adjunct helps 

to bridge the gap on the academic side. I would encourage more to do this; it may be very 

helpful to the college. The most important factors for my satisfaction are helping to meet 

the students‘ needs and creating relationships with the students. 

 

On current experiences at UCC. . . I think I am a strong and important part of the 

college‘s community as an adjunct. I think I offer a unique perspective here at CCC. I am 

able to move between both sides of the college, academic-wise and student affairs-wise. I 

am fortunate to be allowed to have the experience but I believe that I am bringing a lot to 

the college as well. My experience as an adjunct has been almost all positive. I wish that 

all adjuncts can have these connections and as an administrator I know that they don‘t. I 

also wish that all administrators could have my experience as well. I have been able to 

enjoy, and endure, both sides of the house. And my teaching role certainly helps in my 

decision-making role. At least I hope it does! 

 

Researcher’s interpretations and analysis. P1 has been teaching as an adjunct  

for over five years, as well as working full-time in student affairs. She enjoys both 

positions and believes that they complement each other very well. She feels that all 

administrators should be required to teach as part-time faculty in order to have a better 

understanding of students‘ needs. According to P1, working on both sides of the house 

would help administrators ―make better connections to the students‖ and these 
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connections would help them ―better serve the student body.‖ She believes teaching 

offers her an insight and perspective that she did not have only as an administrator. Her 

teaching position also offers her ―an escape‖ from her ―day job.‖ She experiences a 

certain level of flexibility as an adjunct that she does not have as an administrator. The 

participant finds this flexibility to be a definite factor for satisfaction. She has constantly 

been encouraged by her department chair, her dean, and the full-time faculty in the 

department so she feels that she is ―well connected to the college community‖ and has a 

―very good support system.‖ Even though she is very satisfied as an adjunct, she does 

have a good understanding of the experiences of other part-time faculty at UCC, and she 

wishes they had experiences more similar to hers. She is fully aware that her experience 

is rather ―unique.‖ 

 Additionally, P1 draws her satisfaction greatly from her connections with her 

students. She feels that the relationships she has formed with her students offer her 

greater awareness for the policies she creates in her full-time position in student services. 

She believes that the decisions she makes now that she has been teaching for five years 

are much better aligned with the students‘ needs at the college. 

 Lastly, because she feels as though there has been great effort on UCC‘s part to 

make her feel included, she feels as though she can make a contribution to her 

department, division, and the college in general. P1 feels as though she is ―bridges the gap 

on the academic side of the house,‖ and for that unique perspective, she is appreciated 

and valued at UCC. She plans to teach at UCC forever, but she will also keep her full-

time position and try to maneuver her way up the administrative ladder. Table 11 shows 

coding ascertained from UCC P1.  
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Table 11 

 

Coding Ascertained from P1 (UCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Professional development  

Dedicate 

Good escape 

Work with students 

Understand their needs 

Pretty satisfied 

No dissatisfaction 

Restrictions from union 

Different direction 

Be in classroom 

Loves the experience 

Teach forever 

Advance in administration 

Make more money 

Social Network 

Department chair 

Dean 

Full-time faculty 

Mentoring 

Encouragement 

Flexibility 

Very good 

Support system 

Job Satisfaction 

Good 

Being in the classroom 

No time to expand 

Limited 

Other responsibilities 

Bridges the gap 

More flexibility 

Students‘ needs 

Relationships 

Positive 

Both sides of the house 

Decision-making role 
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P2. P2 has taught in the Liberal Arts division at UCC for more than five  

years. He holds a Master‘s degree and worked as a writer for a number of years before 

coming to higher education. He feels that writing is his true calling but enjoys teaching 

part-time. As a matter of fact, he is quite content with working as a part-time instructor 

indefinitely because the teaching offers him greater security than writing. He shared with 

me his personal reflections on teaching part-time at UCC. 

On professional needs and working conditions. . . Well, for starters, one of the reasons 

that I do teach is that I do love working with students. The job itself is very rewarding. 

Personally, it fits my personality in terms of teaching, in terms being in front of a class, 

being in discussion. And I love what I do, so it fits my personality. But also I write and I 

just finished a draft of a novel. I have been writing for the last 6 or 7 years and it‘s one of 

the only professions that I have come across that allows me to write and teach and make 

enough money to survive. So it sort of fuels the writing. Teaching and writing, the two go 

well together. So personally it not only fits me but it fits my long term. In terms of 

working conditions and contentment, I will say this, there are pluses and minuses at 

Capital. You know the nice thing at Capital is that they leave you alone, and once they 

see that you are confident and passionate they give you complete free range. They allow 

me to do whatever I want and it‘s almost like, compared to all people who have let them 

down and the people that back out, or the people who harass them, they see me as a 

breath of fresh air. In that sense, I love it here. Of course the downside to that is that there 

is always uncertainty. There‘s always, no matter what, a chance of a class being cancelled 

and financially, well don‘t get me wrong, I‘ve never been in a situation where I‘m like oh 

my god, I‘m going to have to move back in with my parents because all the classes are 

cancelled. It‘s always worked out, but you kind of have to take a risk. Otherwise, you‘ll 

lose sleep over it. Things may fall apart but even when they do fall apart something 

always opens up, so they always do take care of you. So I depend on those three I teach 

here. I also teach at another school. UConn is set. That‘s the positive at UConn. They 

give you a class and it‘s not going to be canceled. Here, it‘s a crap shoot with bigger 

classes but the schedules and things change. People forget and part of that is just having a 

lack of communication between departments and the administration and also because of 

the nature of the beast you‘re dealing with. On the other hand at UConn, there is 

certainty, but there is also a lot of politics that you have to get involved in if you‘re an 

adjunct at UCONN. You have to play the game, if they ask you to do something, you 

have to do it, and even if it‘s something you‘re not going to get paid for. And, also the 

pay is much better at UCONN. In terms of commitment, I wish there was some form of 

stability and I wish that the department chair would say, Ok unless you tell me otherwise, 

I am going to assume that every semester you want you a class from 10 to 11:15. I don‘t 

see why that couldn‘t be done; it seems like it would be less of headache for both parties. 

They don‘t have to wonder, and I don‘t have to wonder, but for some reason it never 
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happens. Actually, right now I trying to secure my English class and getting the run 

around, but I know I‘m going to have one. 

 

I would say, for the most part, the working conditions are good. I‘m not complaining. I 

love teaching here, but the two biggest things are the disconnect between what people say 

they want to do and really do. To me, that just really something I cannot tolerate. I don't 

have patience for it. People are just scattered, they talk in a segregated hurry and then 

they don‘t do anything about it and the students get frustrated. When you show up at a 

classroom and they know they only have 2 class periods to do research and the rest have 

to do it on their own, a half-in-hour of that first class period is spent finding a classroom 

big enough to hold them. Now I need to scheduled something for next week, next week 

comes and I‘m stuck in another classroom that‘s not big enough so that‘s the one thing, 

the disconnect. It‘s a sense of chaos. People talking and nothing happening. That doesn‘t 

happen at UConn. At UConn everything runs smoothly. There is some political aspects, 

they‘ll say, hey we want you to take part in a writing fellows program and you have to 

once a week go on line and take part in a discussion. So once a week I spend an hour 

reading comments on some topic. So it‘s an extra 15 hours per semester which doesn‘t 

make me or break me. Of course I rather not do it, but it‘s also nice knowing that hey, 

when the library people say you can go, you actually can go and everything is taken care 

of, and you actually have an extra twenty minutes. Other than that, it‘s great, the facilities 

are excellent, and the capabilities are excellent. 

 

On teaching part-time. . . Like I said, it started out, I asked myself, I need to make a 

living while I‘m writing, what can I possibly do, and I kind of fell into it. Once I started 

doing it, it was a certain rush that comes with teaching. When you love doing it, it doesn‘t 

feel like work. I don‘t mind reading their essays, I don‘t mind preparing classes, and I 

don‘t mind giving lectures. I like all that so it just fits me perfectly; it speaks to some part 

of me personally. There is a certain satisfaction, and that is the students and like I said it 

allows me to write. 

 

I could do it forever; they have approached me here several times essentially trying to 

apply for different full-time positions, that most people would give their right arm for, 

and every time I‘ve turned them down, just because I won‘t have time to write. I can‘t 

teach five classes and write. Not to mention that if I teach five, something would be lost. 

 

On social network opportunities. . . My mother, she teaches at UConn. She‘s a math 

professor and I‘ve stolen her philosophy of teaching and implemented it in my own way 

but, her emphasis on patience and compassion. The big thing that I learned about 

teaching here is that there are two mentalities: it‘s nice when things run efficiently, but 

you know ahead of time that it won‘t, once you let go of all that it‘s now stress. It‘s okay 

even when things go completely wrong in the classroom. Students are forgiving; they 

don‘t care. As long as you have that attitude, and a lot people here don‘t have that. There 

is a lot of tension, running around, etc. So I‘ve taken that whole approach from my mom, 

so that‘s allowed me to really enjoy teaching, because I don‘t get caught up. If the student 

has a viable excuse, I accept it, because I don‘t care, as long as the work gets turned in. 
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This philosophy doesn‘t work for other people, but I‘ve had other people sit in on my 

classes who were astonished by it. It‘s the atmosphere I have. It‘s like a carnival of 

thoughts. Students respect me. I never had any real issues. I have incredible participation 

and I get some really good work. In terms of people here that have influenced me, none. 

There has been a lot who have helped me out, that have seen my dilemma of trying to 

schedule. Jacqueline Phillips, down at the welcome center, she made sure I always had a 

class in the summer. She is a good friend of mine. Maria, the director of the writing 

center, she been a tremendous influence in a sense that she‘s always made sure that I 

have a class. So I seem to have fairy godmothers. They make sure that even when things 

go to shit, that I‘ll somehow survive. That‘s the one nice thing. 

 

On inclusion, ability to contribute, and potential for full-time positions. . . As far as full-

time positions, I turned it down and that‘s not going to change. In terms of connection, 

you get all the invites in the mailbox but you know, like I said, you have to go out of your 

way to meet people. Once you do, they are more than happy to talk to you, but the onus is 

on you. They won‘t come and seek you out, so in that sense it‘s very easy to feel isolated 

here and a lot of adjuncts do. I would say usually when I try something new or different; 

a lot of people are at it, so in that sense you are always exchanging ideas. Aside from 

that, nothing. 

 

On job satisfaction. . . Personally, it‘s just the students. I really enjoy my connection with 

them and you know, the students here are the answer to the reason why people teach. You 

know they don‘t have a sense of entitlement like a lot of students at UConn have. Life has 

beat them down, and now they are beating back, and I like that. I like the struggle. I‘ve 

been down and out in my life as well. There was a period in Colorado where I was nearly 

bankrupt and I was essentially living out of my car working as a freelance reporter. I 

know what it‘s like to have nothing. The point is that I‘ve experienced enough heartache 

and suffering to understand what they are going through. 

 

I am very satisfied with the students and as I mentioned before, my dissatisfaction is the 

instability in a sense that people are just ushered through the system. So those are really 

my only complaints, but in terms of the working conditions, it‘s really sad, this job really 

speaks through its students. So whatever is missing professionally through the school, the 

students make up. They completely do, if it wasn‘t for them, I would not do it. I love 

working with students. Definitely not in this for the money, you know.  

 

On current experiences at UCC. . . I think I play an important role at Capital; I think all 

adjuncts do, especially now when there won‘t be as many slots available because of the 

economic recession. Adjuncts are a very vital component. It is tough that so many of 

them have to juggle several part-time gigs to make a living, which makes their time here 

sparse and makes their time here really condensed, which takes away from the students. 

It‘s one of the things I should have mentioned earlier. It would be nice obviously if the 

pay was a little higher, that would allow us to only teach a certain number of classes. You 

know, I don‘t have a family, so I can get away with teaching three classes. If I had a 

family, I would probably have to teach more, and that‘s a problem. But I think part-timers 
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here are a very vital component, and I think the ones that are almost like regular part-

timers, they are as much the fabric to this community as the full-timers, maybe not in 

each other‘s eyes but definitely in the students‘ eyes. I guarantee you if I walk into the 

mall with a full-time English professor, I get just as many or twice as many ―hellos‖ and 

―how are yous?‖ as they will.  

 

Researcher’s Interpretations and Analysis. P2 is not an aspiring academic as  

defined by Gappa and Leslie (1993). He enjoys his status as a part-time faculty member 

and states that it ―fits my personality.‖ Teaching is one of his ―passions‖, in addition to 

his writing. He uses teaching to help foster his writing. He enjoys the autonomy and the 

free reign he has in his part-time teaching position, but he is disturbed by the lack of 

communication and the uncertainty and instability, which he knows is the ―nature of the 

beast.‖ When he compares his position at UCC with the other university where he teaches 

part-time, he notes that there are distinct differences. The pay is better at the university, 

there is greater stability, and the atmosphere is much better. He also mentions that at the 

other school he has to ―play politics,‖ but at times it is worth it in order to have ready 

access to the resources and materials necessary for his students. Unfortunately, at UCC, 

there is a great ―disconnect between what people say and what they do‖ so, often, he is 

very dissatisfied with the administrators at the school. He ultimately has to do everything 

himself in order to insure that his students‘ needs are met. 

 P2 requires support, more stability, and continued autonomy in order to remain 

content at UCC. Overall, he is satisfied, and he largely draws that satisfaction from his 

work with the students. He says ―the students make up for the losses.‖ He does not allow 

the ―minuses‖ of the job negatively influence his levels of satisfaction. He feels he is 

―respected, appreciated, and well-liked‖ by the students and by most of his colleagues 

and administrators. He would like a stronger connection between the ―administrators and 
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departments and the adjunct faculty‖ because most times, there is ―no one to answer 

questions.‖ He does feel connected to a few administrators who he refers to as his ―fairy 

godmothers.‖ They make sure that regardless as to what happens at UCC, ―I‘ll somehow 

survive.‖ 

 P2 recognizes that he and other part-time faculty ―are as much the fabric to this 

community as the full-timers especially in the students‘ eyes.‖ He feels that he and the 

other part-time faculty at UCC play a ―very vital component‖ at the school. During the 

discussion regarding what could be done at UCC to improve the participant‘s satisfaction, 

he suggested ―stability, stability, stability‖ would create a more satisfying atmosphere. He 

would prefer the department chairs simply email him with his desired course load instead 

of having to have ―ridiculous conversations‖ that are meaningless to him. He feels that 

they know what he requires in his schedule and they should be able to simply ―assume 

that every semester you want the same courses at the same times‖ and there will be fewer 

―headaches‖ for everyone involved. Table 12 shows coding ascertained from UCC P2. 

Table 12 

 

Coding Ascertained from P2 (UCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

 Professional Needs and Working Conditions 

Love students  

Rewarding 

Fits my personality 

Fuels my writing 

Teaching and writing go well together 

Free reign 

Breath of fresh air 

Uncertainty 

Crap shoot 

Lack of communication 

Limitations 

Stability 

Passionate 

Creative 

Reflective 

Pertinent 

Interesting 

Professional seminars 

Talk about issues 

Don‘t need the rest 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

 Stability 

Get stuck 

Not enough support 

Disconnect 

Sense of isolation 

Needs being served 

Tolerate 

Crap shoot 

Sense of chaos 

Scattered 

Runs smoothly 

Excellent facilities 

Excellent capabilities 

Make a living 

Allows me to write 

Forever 

Complex issues 

Understand 

Nearly bankrupt 

Heartache 

Suffering 

Social Network 

My mother 

Philosophy 

Patience 

Compassion 

Lot of tension 

Running around 

Carnival of thoughts 

Respect 

Fairy godmothers 

Somehow survive 

No stability 

No loyalty 

Nice 

Turned down offers 

Feel isolated 

Job Satisfaction 

Very satisfied 

Love working with students 

Not in this for the money 

Feel respected 

Appreciated 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

 Well-liked 

Don‘t feel slighted 

Stability 

Ridiculous conversations 

Connections 

Important 

Very vital component 

Juggle 

Sparse 

Condensed 

Fabric to this community 

In the students‘ eyes 

 

P3. P3 has taught in the Liberal Arts division at UCC for six years. She holds  

a Master‘s degree and has worked full-time in the television industry for most of her 

career. She came to higher education as a second career once her children were gone 

away to college. She does not aspire to become a full-time faculty member. She has been 

encouraged by several of her colleagues to earn a PhD and has considered it simply for 

the further study, but not necessarily to increase her chances for attaining a full-time 

teaching position. She has thought of it only for her own personal edification. She 

expressed to me her experiences, feelings, and personal reflections on teaching part-time 

at UCC. 

On professional needs and working conditions. . . What I need first and foremost is a 

little bit of space and some privacy in order to meet comfortably and effectively with my 

students. I wish I could close a door somewhere and talk with my students or my 

colleagues, for that matter, confidentially without being worried about who can hear me 

in the next cubicle. I would also like a secure place to hang my coat and hat so I don‘t 

have to haul them around with me the entire time I‘m in class or on campus.  

 

I would like to have more contact with a mentor or a supervisor who cares about all 

faculty and who makes a concerted effort to integrate the part-time faculty into the 

culture of the college. I feel fortunate to have that for the most part at Capital. I would 

also appreciate it if fellow full-time faculty equated us with them. Many times, I have felt 

that we are not equals. Not in the sense that we are not intellectuals, but in the sense that 
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we do not really do the same job. There are not many full-timers here who have reached 

out to me or extended a hand of welcome, and I‘ve been here quite a while now. Any 

relationships I have with full-timers, I have had to seek. Many times, they have come 

through my relationship with my department chair or through other adjuncts. They all 

seem to be collegial once introduced, but in general, they seem reluctant to approach the 

adjuncts. 

 

At Capital, the department chair is supportive and I appreciate this a great deal. The 

department has paid for me to attend seminars through professional development funds. I 

don‘t think I‘ve ever taught at a place that had professional development funds for 

adjuncts. So this is definitely a good thing at Capital. I‘ve taught at UHART for awhile 

now too, and the pay is extremely low and they do not have any kinds of perks for 

adjuncts at all. 

 

I‘ve also had the opportunity to work with the people in the IT department, and those 

interactions have been quite favorable. They have helped me access a variety of activities 

that seemingly enhance my lectures and are very interesting to me and my students. 

 

I would appreciate more access to other faculty and more money. If we could be paid for 

the hours actually worked, then I would be more content. I feel that we are looked at as 

simply additional manpower in the classrooms, not as full-fledged instructors who plan 

curriculum for each class, grade papers and tests for each student, and so on. But one 

thing is for sure, although the pay is not that great at Capital it is certainly better than the 

pay anywhere else! 

 

On teaching part-time. . . I come from working full-time in the television industry for 

many years. After retiring there, I felt that I needed to give back to the community in 

some way. My children are grown, so I wanted to do something substantial outside of the 

house. I had always had great mentors in college so I felt maybe I could do the same for 

other students in higher education. I figure I‘ll do this for another four or five years then 

retire, again. I like the feeling I get from making a difference in students‘ lives. I feel like 

I offer them something more than maybe the average scholarly faculty member. I have 

years of real life experience in some of the fields that they want to eventually work in. 

That does not mean I don‘t have difficult classroom issues though. Not all students are 

interested in my firsthand knowledge of some of the topics we discuss. Sometimes, I can 

feel when my stories are not going over well, and that bothers me of course. I need to see 

student interest in order to feel that I am accomplishing what I set out to accomplish. 

 

On social network opportunities. . . Only one or two of my colleagues have reached out 

to me at Capital. One is another adjunct, and the other is the chair of the department of 

course. They both try to communicate often with the adjuncts and bring us together for 

social events. The chair also tries to make us all feel good about teaching. He must 

recognize that there is an issue regarding our feelings toward one another. The full-time 

faculty and the part-time faculty, I mean. 
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Outside of Capital, I am a member of the AAUP advisory board at CCSU. We are a 

close-knit group of people who kind of commiserate. They are a good network of people, 

very supportive. At CCSU, adjuncts face many barriers to success, but Capital is much 

friendlier to adjuncts overall. It is not great here, but it is better than other places. 

  

On inclusion, ability to contribute, and potential for full-time positions. . . Because I have 

reached a different age and stage in my life, I am very self-actualized. I feel very included 

when it comes to the chair of the department. The president of the college also tries to 

reach out to the adjunct community as well. The whole community, not just from our 

department. Allowing us to be involved in the union is definitely a plus. I feel as though I 

can contribute to the department and the college whenever and however I see fit. I‘m 

pretty comfortable, and no one really holds me back. I could probably get a full-time 

position if I sought one, but as I said before, I am at a different place in my life now, and 

I am certainly not interested in a full-time teaching position. 

 

On job satisfaction. . . Overall, I am extremely happy. On a scale from one to five, I am 

probably at a four. My satisfaction has more to do with the students though. At times, 

however, I do wish there was more interest. I am happy that I have access to professional 

development funds at Capital. We do not get that at CCSU. I am happy working for the 

supervisor I have. He is very supportive and tries to include the adjuncts as much as 

possible in the department. I enjoy the student interaction and making a difference in the 

students‘ lives. What does cause me some dissatisfaction though is disinterested students. 

Sometimes I ask myself, could I have done this job ten years ago? Maybe, but this would 

have been extremely dissatisfying. I am happy to be part-time now nonetheless. 

  

On current experiences at UCC. . . I feel good about the job I do. I earn reasonable pay 

especially compared to what the universities pay in this area. There are many more 

unreasonable demands at the universities too. I am happier working at the community 

college. Most times, the student motivation is greater. I guess it is more the American 

Dream issue at the community college than at the university. There is also more money 

for faculty development at the community than at any of the universities where I‘ve 

taught. With that, I am still glad that this is not my sole income! 

 

I feel that the college ultimately understands that I am a faculty member who cares about 

her students‘ success. I am an experienced faculty member with a lot of knowledge to 

offer, which of course, meets the mission and goals of Capital Community College. 

 

Researcher’s interpretations and analysis. P3 is not an aspiring academic as  

defined by Gappa and Leslie (1993). Because she is at a certain ―age and stage‖ of her 

life, she is not in desperate pursuit of a full-time teaching position. She enjoys teaching 

and relishes the idea that she may be having a profound effect on young people‘s lives. 
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She comes to teaching after retiring from her full-time work in the television industry. 

This work, she believes, offers her, and her students, an advantage in the classroom. 

Whereas, other instructors may only share what is found in the textbook, she can present 

her students with many real life case studies from her work in the field.  

 When she compares her position at UCC with the other universities where she has 

taught part-time, she remarks that there are two distinct differences. The pay is better at 

UCC and the demands are not as unreasonable as those made at the universities. She also 

mentioned that there are not as many barriers for the part-time faculty to face at UCC as 

there are at some of the universities in the area. She has also been fortunate at UCC to be 

able to form relationships with her department chair and other part-time faculty in order 

to help foster good feelings about her teaching methods and techniques. Although these 

relationships were difficult to go about, she appreciates that they exist and that these 

colleagues have made a ―concerted effort to reach out to the adjuncts.‖ 

 In general, P3 requires office space, stronger ties to faculty and staff at the college, 

and more camaraderie and understanding between the full-time and part-time faculty in 

order to remain content at UCC. Overall, she is very satisfied, and she largely draws that 

satisfaction from his work with the students. She says ―I take pride in feeling that I make 

a difference in students‘ lives, which helps create a stronger sense of belongingness for 

me.‖ She does admit, however, that students‘ disinterest in class is also a key factor in 

causing her dissatisfaction as well. But those students who follow their ―American 

Dream‖ for success at the community college make up for those few who cause 

classroom issues. 
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 P3 feels very satisfied and very happy to be teaching at UCC. There are few 

factors that cause her dissatisfaction, but she does realize that this is largely because she 

is at a ―different place in her life.‖ She does not depend solely on her teaching positions 

for income because she is a consultant as well. She recognizes that if she had found 

herself teaching part-time ten years ago, she would not be satisfied. She stated, while the 

pay is reasonable, it does not cover ―the hours worked.‖ She felt as though part-time 

faculty are viewed as simply ―additional manpower in the classroom.‖ She did not feel as 

though they were valued highly by their full-time counterparts. Yet, she stated, ―I feel as 

though I am seen as a faculty member who cares with a lot of knowledge to offer.‖ With 

that statement, she feels as though she, in her teaching position at UCC, ―meets the 

mission and goals of the college.‖ Table 13 shows coding ascertained from UCC P3. 
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Table 13 

 

Coding Ascertained from P3 (UCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Space 

Mentor 

Cares about faculty 

Effort to integrate 

Supportive 

Professional development funds 

Access to other faculty 

Access to technology 

More money 

Paid for hours worked 

Good boss 

Not dissatisfied 

Opportunities are there 

A collegial group 

Self-satisfaction 

Maslow‘s hierarchy of needs 

Pride 

Make a difference 

Sense of belongingness 

Mentors 

Happy 

Don‘t want to teach full-time 

Retire 

Make a difference 

Students‘ lives 

Student interest 

Social Network 

Adjunct 

Reaches out 

Communicate 

Department chair 

Bring adjuncts together 

Helpful 

Encouraging 

AAUP advisory board 

Commiserate 

Close-knit 

Good network of people 

Many barriers 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Much friendlier 

President reaches out 

Involvement in the union 

Feel comfortable 

No one holds me back 

Job Satisfaction 

Different place in life 

Very self-actualized 

Extremely happy 

More to do with students 

Student interaction 

More student interest 

Happy to be part-time 

Ten years ago 

Dissatisfying 

More money 

Student motivation 

Feel good about the job I do 

Reasonable 

Not sole income 

Faculty member who cares 

Meet the mission and goals 

Experienced 

Lot of knowledge to offer 

 

 

P4. P4 has taught in the Liberal Arts division at UCC for more than two  

years. He holds a Master‘s degree and is not aspiring to hold a full-time teaching 

position. He has expressed that his major concern regarding his part-time position is the 

lack of equity in pay between the part-time faculty and the full-time faculty. His career 

hopes lie in attaining a full-time position at a non-profit organization where he is also 

working part-time. His experiences, feelings, and personal reflections on teaching part-

time at UCC are as follows: 

On professional needs and working conditions. . . Well, I think the thing that's basically 

going to permeate everything I say is the money. Okay. And I feel even strange saying 
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that, but everything really does grow out of that. And I don't mean to sound mercenary. 

I‘ve only been teaching Adjunct for four years, this is my second year here. I'm 

completing this week my second year here. Well, I'm very, I'm completely content in the 

teaching that I'm doing, in the students, in the support that I'm getting from the man who 

hired me who's the chairman of the department. He's just a great, great guy. He is also 

acutely aware of, I think, some of the short comings of the Adjunct system. You can, you 

know, he is. We, you know, when we talk, we don't get into it heavy, but he knows. And 

there's nothing he can do about it, but he is as supportive as he can be. But it would all 

have to come back to and I don't, and maybe other people are saying this is, every, I'm 

sure that every single adjunct is doing arithmetic in their head all the time. They are 

doing the arithmetic wondering, okay I'm putting X amount of hours into the actual class. 

All right. So that's clear. But how many hours am I putting into doing all this other work 

in terms of papers and correcting the tests and if I have to come in early, and all these 

kinds of things. Everyone is doing the arithmetic. And it comes down to and how much 

am I making an hour? That's exactly what it is. The other arithmetic that we're doing is, 

and I don't really don't know a lot of people here. But I have a lot of friends in the 

academic community all over the country who teach in four year schools. I know 

adjuncts that I, I just know a lot of people who teach. Most of the discussions I have on 

these issues are with them, not with anyone here. Because, you know, they're also my 

friends. So the other arithmetic we‘re doing, I know that I'm doing it. When I look at my 

good friend who‘s a 10 year professor at Franklin and Marshal in science, in the history 

of sciences and he's a renowned scholar in that. And I worked with him in this non-profit 

I'm involved with. And I see what he's making for teaching three courses. He also has 

other obligations on campus and I know that. And then I see the fraction that we're 

getting taught per course. It's not half, it's not. It's not half or anything; it may be 

something like a seventh. Oh what his course is worth. That's the kind of arithmetic that 

I'm doing and I know that a lot of others are doing it also. And it brings up, I'm sorry this 

may not even be answering the question I don't know, but, in terms of what adjuncts get 

paid, what I was paid up at the four year school, I'm getting paid better here. I was 

surprised by that. And this is one of the better paying places, when I look at other places. 

But I'd like to know who came up with that figure in the first place. So, but I'm thinking 

whoever came up with that figure to begin with, that a course should be worth 

approximately $3,000. When, you know, somewhere else the average course might be 

worth $15,000, or $20,000, or something like that. That's the arithmetic that's being done. 

So it all goes back to what you're asking, is I have to keep that in mind in terms of I'm 

here to teach. I'm always available for the students. I get all the paperwork back in time. I 

do all these kinds of things. But I know that that figure, it produces a certain amount of 

resentment and there are probably could be other things I could be doing. Not in terms of 

the class, or in terms of student interaction, just in terms of other things. But I'm not 

going to do anything extra. No one's asked me first of all. 

So in terms of professional needs, I don‘t think I have too many. I think the only thing I 

would like to do is maybe have more of a say in let's say order in terms of the DVDs that 

they order in library. No, I'm okay in terms of my needs. I don't feel that I'm, you know I 

basically fulfill my own needs in terms of, you know, so if they're on films of library, I 
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mean I did that. But at the other school too, if they weren't part of their collection. I had 

my list already done. And the money of course. 

On teaching part-time. . . I taught Adjunct at a four year school up in Massachusetts for a 

couple of years. And before that I was involved in the film business and various things, 

like the film industry is what I do. I mean I worked in L.A. and I worked in the business 

and it didn't really work out the way I thought they would long term, so I've gone on to 

other things. So that's what I teach to my students. It certainly isn‘t the money that 

brought me to teaching part-time. I came to teaching because people had asked me to 

lecture at schools before this. Because I had been in the business, I know a lot of friends 

in academia would say, hey Kev, come on in and, you know, talk to the students about 

your experiences. And I‘d just come give a talk, because teaching was never anything I‘d 

ever wanted to do. But it just wasn‘t on my agenda. But I enjoyed it and I also thought I 

had things to offer that I didn‘t see other professors offering. And someone, actually an 

old friend of mine, she was at this place called Curry College. That‘s expensive, I mean, 

not a great school, but anyway I liked the department and she was head of it and she was 

looking for to someone to fill in for someone for basic film appreciation class. The reason 

I did it was two reasons. It was to bring in a little extra money, okay. But I found that I 

enjoy doing the lectures when I was done. I found, oh I actually enjoyed it. People 

seemed to enjoy what I had to say. And I also thought I was bringing something different 

to it, to film and communication courses, just because of my background, which is why 

they asked me to talk anyway. So it was really, it was to make some extra money, and 

also it was more futuristic thing. Because at some point, I‘d be moving out of state. And 

at the time when I was teaching, I was also doing freelance and this has gone completely 

by the wayside. 

On social network opportunities. . . My department chairman supports everything I do. 

Gives me a huge amount of freedom. He has seen me teach. He couldn't be nicer. 

Whenever I need anything from him, advice, or maybe there's something in the system I 

don't, procedure in the system, I can get in touch with him and he's back to me. He is 

truly appreciative of my being here. He is one of the nicest people I've ever worked for 

anywhere. And our chairman, you know, lets us do that and lets me do that because he 

knows I know the material, and my evaluations are very high. He has seen me with 

students. So I'm confident that I'm doing good things.  

But no one has asked me to attend anything specifically like the social events that go on 

around here. And wonderful things that go on around here. I mean there's so much going 

on here. Our chairman has a kind of dinner event at the end of each semester he invites us 

all to. He‘s very sympathetic to our plight. Some people show up, and some don‘t. But 

you know, but he does that. And I thought that was, I thought that was nice. I mean he‘s 

done that. I guess he‘s probably done that all the time, because I was surprised when I 

finished the first semester and I got this invitation. I said oh wow. Because before that, 

the only time you really get to see other faculty is I know at the beginning of the semester 

there‘s an adjunct meeting, but that‘s for orientation. And a lot more people attend. But 

again, I think at the end of the semester it was a big, big meeting. I ended up meeting 
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someone there I knew from high school and from college. I go to the orientation, not 

because I don‘t understand stuff but because I want to see people, plus I want to make 

sure I‘m not missing anything. And I want to follow up because there‘s always some new 

development in terms of the administration for the website, or things like that. And things 

like, you know, I don‘t want to be left holding the bag. And I don‘t begrudge that. And 

when I get the schedule I plan around that. You know I want to be there. I consider that 

part of the job. So I would never think of missing that. That‘s just being responsible, you 

know. You can only cry so much about these things. There are certainly other things that 

are, that are made available here. There are so many social things here. But I basically 

feel like I‘m coming, I‘m doing my class. On Monday nights I feel like I‘m almost 

shutting the lights off at a place when I leave, you know. I don‘t know a lot of people 

here and I don‘t think I‘m ever going to get to know a lot of people here because I just 

can‘t afford to be here for long, you know. You know more than, maybe I could be doing 

more. But on the other hand, I mean I have my own life too, you know. You know, it 

would be different if I was full-time and sitting on committees. And I was really a part of 

the community. And so in some ways I don‘t really feel a part. And you know what, 

maybe a lot of it has to do with I teach a night class, and I teach an afternoon class. At 

least when I teach in an afternoon class, I feel like there are more students around. And 

sometimes I‘ll run into old students, and I‘ll talk for a while. So I will sometimes linger a 

little more after the afternoon class. 

On inclusion, ability to contribute, and potential for full-time positions. . . Inclusion, 

yeah. I mean yeah, yeah. It is a form of inclusion there. You know, in terms of, you're 

always invited to all of these things. I mean, not all things, I'm sure there's a lot of full-

time things, but you're always kept apprised of things. And Bob, and yet whenever the 

chairman sees me at anything, just say, like the orientation thing. Or we go out to dinner; 

he always says I'm so glad you came. You know, there's not this expectation because they 

know people are really busy. And a lot of times it's even, you know, worded that way. I 

know you're very busy, if you can make it. You're never penalized for not doing these 

things, as long as you do your job. But the chairman has always expressed gratitude to 

everyone. Gee I'm really glad you could make it. He knows how busy people are. And I 

think he knows it is the money. So he's always very, very grateful for that. So there is 

always this inclusion so I can't say that they're doing anything wrong about that. 

Look, if I was sending in all kinds of ideas to the chairman and, you know, I would do it. 

But, you know I'm a film teacher here. He teaches other things also. And I mean he's got, 

he's chairman of the whole communications department. So there are other things there. 

There's rhetoric, there's this. There's whatever those other courses are, in mass. I mean I 

know there's a number of other things. I wouldn't dream of contributing anything to 

those. I don't know what those people are doing. I'm in a very, very small circle area, 

maybe six or seven of us. Occasionally someone who has more of an interest than I do, 

someone did this recently, and sent out an email, another film teacher, probably recognize 

her face, don't know her name. Basically, she was asking us if we had, if any of us 

wanted to share our syllabuses with each other. She just wanted to know, just some 

feedback from other people. So I was glad to work with her. I sent her my syllabus and 
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then separately I shared the curriculum and then I made comments about my whole list 

and how students responded to them. You know, so, there are these opportunities. But if I 

heard about, probably if I had heard about you doing something, I would not have come 

forward and said you know I want to contact that person because I have something to say, 

you know. But if someone makes an overture like you did, like this other woman did, 

Like Bob did, I will always respond. But I'm not going to impose myself on it because I 

think also, to be serious there's only a few things that I think I can really speak to. And I 

feel completely qualified to talk about film classes. But I'm not going to overstep my 

bounds. 

As for teaching full-time here, well I don't know what the deal is here. The thing that's 

weird, is it's, you go to this faculty meeting. It‘s the orientation where I'm at. And they 

introduce us all around. And there's a guy there. And again, if I was around more, it'd be 

nice. I mean there's some really interesting people that I meet there. 

You know, you linger afterwards, but okay. There was a guy there, an older guy than me 

actually. And he's been an adjunct here for something like 18 years. Now I don't know if 

that's by choice. I don't know this guy. He teaches, it‘s a history thing. You know history 

is a big thing with me, history thing. And I'm thinking, if this is what he wants, that's a 

good thing. But if this isn't want he wants, this is terrible. Because, just from having my 

desk up there that one time when people would come up there, I lecture for 45 minutes. I 

basically lecture for two complete classes. The first one and the fourth one. And the rest 

of that is a 45 minute lecture and then a film. But these people are lecturing all the time.  

They're lecturing. These, you know, and because it was a history, you know, a young 

history professor who had the desk next to me, and she had students going in and out. 

And I'd hear her talking on the phone to her students, and this is American history which 

is the subject she teaches. And I'm thinking, God she's really stressed. So they're working 

harder than I am. I mean, they are. When you're teaching a history class or English 

classes and adjunct, you're doing more than I am. You are. And mine are taught one day a 

week. 

Thank God I don't have to do that. And I know people who do that. So, full-time, I don't 

think there's much of a chance here, because I think there's three or four adjunct film 

people there. I don't know what my chances would be. I think Bob knows my qualities 

and my associate. It's not necessary, you know, it's not necessarily something that I'm 

aspiring to here. On the other hand, as they say, it's nice to be asked. You know. Yeah. So 

what my chances are, I don't know. But I do know that I'm appreciated by my boss. And I 

think that were something to come up, and he could offer me something full-time, I think 

he would. 

On job satisfaction. . . In terms of the actual teaching itself, and the support that I get 

from my boss, who basically is my contact here. He's my contact here. There's not really 

anyone else. I mean I can say hi to the occasional person, but Bob is, you know, Bob is it. 

In terms of the support that I get from him, in terms of teaching, and I'm getting very high 

marks for the teacher evaluation. So, and the caliber of students, because you always 
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teach the best students. But then there are others who don't have those same abilities. But 

a lot of them are really trying, you know. And I really, Oh, and so in terms of my 

appreciation of the diversity of students here. All of this is very satisfying. I actually like 

the diversity of students here better than at Curry. Because there are students here who 

are just trying so hard. And their backgrounds are really, really quite moving, some of 

them. But they're with what they're holding down. And I'm fascinated by that. That's been 

a learning experience. I did not have that caliber up there. You know, most of them, you 

know they were young students there in teens. This is students who are different now. 

There are single parents here, you have some who first people in the family to be. A lot of 

military people, coming back from Iraq, from Afghanistan. They have the diversity. I‘ve 

from there to here where I have older students. Adults coming back. I have it all. That's 

really nice to see. Really, so I really like the diversity of students here. So that whole is 

completely, it's 10 minutes from the house. Complete, I mean, that's just completely 

satisfying. It's just that one other thing there in the back. 

That's the only one. Mostly two, it‘s the money thing and then kind of not having. . . 

Yeah, kind of not having a space to really feel is your own. Yes. Well, no, no, the money 

is the most important. The space is secondary. A distant second, but it's there. 

But you know what, I'm sorry, but I mean just in part. I mean, there's something cynical 

about that from a. . . I don't, it's just something cynical about it. Because, and I know 

they're crunching numbers too just as we are. I mean we're all crunching numbers and I'm 

saying, they were crunching numbers before the last two years when we have crunched 

numbers. You know so that, and I mean a lot of colleges are doing this. So, someone 

leaves, instead of hiring someone full-time, and they all do that. But it's also, do we want 

to hire someone full-time, or will we hire three people. . . Will we hire three people to 

teach three different courses, and pay $11,000 you know for three courses, instead of 

spending $50 - $60,000. They're crunching those numbers. And it's kind of cynical and I, 

and you can't help but feel resentful about that. And it‘s the same kind of culture, nothing 

to do with. . . It‘s the same kind of, it really is like a corporate culture. It's an outsourcing 

thing. Which I don't know when this happened in America, you know. But it has. . . Well 

it certainly has happened in, you know, in the last 12 years, maybe less. But everyone just 

outsources, outsourcing, outsourcing, no benefits. We can get them for lower money. I'm 

kind of used to it because I've been working freelance for many, many years. Basically, 

you know, most of my life and that was okay. But the people who were being laid off and 

then now will go to you and will outsource you, they're basically squeezing you for the 

same talent you had, but now only you're a freelance, and we're paying you less and 

everything. They have a hard time with it. I'm used to it. But there's something cynical 

about it. There's something cynical about having over 100 adjuncts. I think my nephew 

told me that at Thanksgiving, because he goes here. And I'm thinking, okay. So 90 

students sign up for my course. Not because of me, but because it‘s a film course. And 

mine is a little, turns out to be a little tougher than they bargained for. So anyway, and 

you just crunch the numbers and you think okay, how much money is that bringing in? 

It's what it's bringing in is $450, or $500 what would it be bringing in. It would be 

bringing in $45,000. So it'd bring in a little bit less than that. Out of which I get what 
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$3,500. Well, that's cynical to me. They are, it's just in your head. It's in your head all the 

time. And after a while you think, I don't even want to know what I'm making an hour. 

On current experiences at UCC. . . I perceive it as a part-time job actually. It is what it is. 

And that it's reflective of something larger going on there. This idea, in all corporations, 

in the government now. Everything, we can outsource everything. Although sometimes 

when you outsource, you pay people a bundle, you know. I mean obviously certain things 

that you. But, the idea that everything can be outsourced. And I mean in education for 

outsource and of no benefits. And you're, and what's the impact of that? Because I think it 

is in general keeping people from going the extra mile. From going the extra two miles. 

And I think they would do that. And it's kind of heartbreaking when you see the ones 

who are still going the extra mile. And I think in my class I am going the extra mile, 

believe me. 

Honestly, I'm just judging this by teacher evaluation, and I'm judging it just by comments 

that I get from my students who come up with things on the fly. And, one of my better 

students anyway. So it's like they have nothing to gain. And I will never see them, you 

know, I may see them in the hallway. And, hey, you know, no I know you, but forget 

their name. I mean seriously. And my eyesight isn't that good so, a lot of times, I'm just 

like walking down a tunnel. So, but I am constantly hearing. And this is part of the job 

satisfaction. Students saying this was not the class that I thought it was going to be, but 

better. I hear that a lot. Or this is really one of the best classes that I've had. I'm here to do 

this, here to teach to the best of my ability and doing it. So that's it. 

Researcher’s interpretations and analysis. P4 is not an aspiring academic as  

defined by Gappa and Leslie (1993). He enjoys his status as a part-time faculty member 

and states that he is more interested in finding a full-time position in the non-profit 

organization where he is also working part-time. He was introduced to teaching during 

his ―other career in the film industry.‖ He was often asked to be a guest lecturer in his 

friends‘ classrooms, and one day, because of a shortfall in the department, he was 

encouraged by a good friend to take over a course himself. He enjoys his part-time 

teaching position, but he is perturbed by the ―arithmetic.‖ He states throughout the 

interview that the pay issue is ―heavy.‖ He does not want to sound ―mercenary, but that‘s 

basically going to permeate everything I say is the money.‖ He is ―content in teaching, in 

the students, and in the support from the chairman of the department,‖ but he is not 
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satisfied with the pay. He emphasizes further, ―Everyone is doing the arithmetic 

wondering, how many hours am I putting into doing all this work and how much am I 

making an hour?‖ He also explains that in spite of his questions regarding the pay scale 

for part-time faculty, he has to remember why he teaches. He says ultimately, ―I‘m here 

to teach. I‘m always available for the students. I get all the paperwork done in time. I do 

all of these kinds of things.‖ He continues to explain though, ―I know there is a certain 

amount of resentment‖ when he considers the money he made before he came to higher 

education. That resentment dissuades him from ―doing anything extra.‖ 

Despite his concerns over money and the lack of a private space, P4 is largely 

satisfied. He draws his feelings from the actual teaching, his interactions with the 

students, and the support he gets from his supervisor. He explains, ―the diversity of the 

students here is unlike any other school where I‘ve taught. I always have the best students 

here and a lot of them are really trying.‖ In addition, he shares, ―I do know I am 

appreciated by my boss. And I think that were something to come up and he could offer 

me something full-time, I think he would.‖ P4 feels his experiences teaching part-time at 

UCC are no different than what is going on in the other industries in the country. He 

feels, ―I don‘t know when this happened in America, in the last 12 years everyone 

outsources, no benefits. We can get them for lower money. But there‘s something so 

cynical about having 100 adjuncts.‖ He continues further with the ―arithmetic‖ stating, 

―How much money is that bringing in? 90 students sign up for my course. It would be 

$500 each, bringing in $45, 000. Out of which I get $3500. It‘s all in your head all the 

time.‖ 
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 P4 perceives his adjunct position as a ―part-time job actually. It is what it is.‖ He 

thinks it is ―reflective of something larger going on there.‖ Yet, he is satisfied and would 

like to continue teaching at UCC. He requires only the continued support from his 

department chair and the relationships he is able to foster with his students. Overall, he is 

satisfied, and he largely draws that satisfaction from his work with the students. He says 

―the positive evaluations he gets from the students and the comments they make after the 

course is completed is part of the job satisfaction.‖ He does not allow the issues 

surrounding salary to completely destroy his levels of satisfaction. He feels he has been 

able to contribute to the college by working closely with his department chair and several 

colleagues in the department on curricular projects and he feels ―appreciated‖ by the 

students and by most of his colleagues and administrators. He would certainly like his 

pay to reflect that appreciation, but ultimately he finds solace in the fact that he is ―here 

to teach to the best of my ability and I am doing it, so that‘s it.‖ Table 14 shows coding 

ascertained from UCC P4. 

 

Table 14 

 

Coding Ascertained from P4 (UCC)   

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Money 

Mercenary 

Involved 

Supportive 

Freedom 

Shortcomings 

Appreciative 

Arithmetic 

All of the hours of work 

Fraction 

One-seventh 

Pay in mind 

Resentment 

Fulfill own needs 

Money always nice 

Physical space 

Demand is low 

Have your own space 

Feel better about your self 

Social Network 

Can talk to chair 

Out to dinner 

Aware of plight 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Incentives 
Outside the classroom 

If offered 

Good doing what I‘m doing 

No plans to leave 

Freedom 

Support 

Expectations 

Close to home 

Community 

Available 

Can‘t afford to be here 

Self-taught 

Informal 

Always invited 

Gratitude 

Not so much interest 

Not sure the deal 

Not much of a chance 

Not aspiring 

Job Satisfaction  

Teaching 

Support from boss 

Caliber of students 

Diversity 

Close to home 

Money 

Space 

It is what it is 

Cynical approach 

Outsourcing 

Impact 

Going the extra mile 

Bad road to go down 

Bad precedent 

Nickel and diming 

Money talks 

This is best class 

Class is more than expected 

Reaching a lot of students 

Getting their money‘s worth 
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P5. P5 has taught in the Social Sciences division at UCC for more five years.  

She holds a doctorate degree and teaches full-time outside of the college community. 

Overall, she feels that her work was meaningful at UCC, but she was never fully 

confident in her pedagogical skills because she was not able to take full advantage of the 

few professional development opportunities that the school offered the part-time faculty. 

Her experiences at UCC are revealed in the following text: 

On professional needs and working conditions. . . What I would appreciate as a part-

timer at Capital is access to resources like technology, textbooks, the organizational 

structure and the faculty advisors. I do wish I was able to take greater advantage of 

several of these resources. I also would feel more content if the school was consistent 

with things like computer access, especially remote access. As a part-timer, I do most of 

my work away from campus, and things are always offline or crashing so I can‘t get to 

my online resources. I think I would like more feedback from students as well as 

colleagues, just to make sure I‘m doing it right. Of course, more compensation would be 

good too. But mostly, I would like to know more readily that the students are learning 

and that I am using the appropriate methods for ensuring student success in the 

classroom.  

 

I would like to have an office where I can have conferences and conversations with my 

students but mostly, I would really like to have help in my teaching methods. Things like 

copy machines, computers, etc. are secondary to professional development opportunities, 

privacy, and fair compensation. 

 

On teaching part-time. . . Teaching part-time is a double-edged sword. I am able to be 

independent. The freedom and the choices I can make are great for me personally but on 

the other hand, there is very little oversight of adjuncts at Capital. I could be doing 

anything in the classroom and if the students don‘t know how to advocate for themselves, 

I could definitely be ruining their academic success, at least for one semester before 

anyone would notice. There is very little support here for pedagogy. I am never sure if 

my teaching methods are suitable for my students‘ learning styles and for engaging 

community college students in general. There is no immediate feedback from students of 

course, and I rarely hear anything from any faculty or administrators on campus. I come 

in, teach my classes, and go home. Because I don‘t have an office on campus, and classes 

are scheduled right on top of each other, my students have very little time with me. 

Because of my full-time position, I cannot be there physically during the day when many 

of them have other classes. And once I am on campus, I don‘t have a secure, private 

space to have serious conferences with them. I have tried to meet with students in the 

library or in the library, but neither is sufficient for any real tough talk when a student is 

flailing about.  
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I find that my work is perceived as meaningful to the college community and I am well-

respected and valued by my peers but I am never fully aware of the college‘s 

expectations. I know they feel that I am an asset to the college because of my full-time 

position in the field but what I don‘t know is how they think I am supposed to teach 

correctly without ever being taught or at least evaluated by the so-called experts. Simply 

because I have advanced quickly in my field, it doesn‘t mean that I am a great, or even, 

confident instructor. Sure, I can pass on my knowledge and my experiences in the field 

but am I sure the students are learning anything that will help them in their studies or 

even in their careers. I mean, I could re-write the Constitution but does that mean that I 

can teach students how to write? I would like to think that I contributing to the greater 

good of the community and that I am exposing students to an experience that they may 

not have had with any other academician on campus. I also encourage them to be active 

in the community merely with my presence in the classroom. 

 

Teaching part-time also helps me stay in the game. By reviewing, analyzing, and 

evaluating case studies with my students, I am constantly sharpening my own skills and 

remaining abreast of all sorts of new angles for interpretation. Overall, I enjoy teaching 

part-time but I am feeling more and more overwhelmed by the work and I find that it 

often competes with my full-time position. There is certainly more work than 

compensation. But as long as there is a need for me to teach at Capital and it fit my 

schedule, I plan to teach. The students themselves are enough to keep me coming back 

for more. I see myself in each of them. I come from a similar background and I feel 

obligated to see that they have access to their dreams and goals of higher education and 

beyond. Their dreams and goals are my inspiration for continuing to teach even if my 

needs go unmet. 

 

On social network opportunities. . . I have few relationships with anyone on campus. My 

professional network is outside of the teaching profession because my career is outside of 

higher education. I have been fortunate enough have found many mentors who were and 

are receptive to me and my goals. They mainly came from my same demographics, 

African American community, female, not wealthy, and just maybe first or second 

generation college-educated. They have been inspirational to me at different points in my 

life. Each of them have seen greatness in me at one time or another and offered me that 

extra boost to get through whatever obstacle was in the way. I like to hope that I offer 

that same kind of motivation to my students. The folks in my network have done what I 

hope to do some day, and I think I present that same kind of insight to my students‘ lives 

if just for a few hours each week. That is why I wanted to teach in an urban setting. I 

think most of us would never know what we are capable of if we don‘t have that kind of 

encouragement and support. That kind of networking and mentoring is a great component 

to individual and community success. I do wish I had that kind of support on campus to 

help with my teaching skills. I would feel more confident if I had an advisor who could 

share ideas about pedagogy and curriculum development with me. 
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On inclusion, ability to contribute, and potential for full-time positions. . . I feel that 

Capital has reached out to me and other adjuncts. We are invited to events and meetings 

on campus all of the time. There have been many opportunities that I have not been able 

to take advantage of. So the effort is there in general. The individual attention is not there 

so much though. I have such limited contact with anyone own campus, and that is partly 

due to my own behavior. I did not have the interest in any full-time positions so I have 

never felt the need to go out of my way to socialize or attend committee meetings. I 

would much more prefer meeting with a faculty advisor or adjunct mentor a few times 

each semester to sitting in 2 or 3 hour meetings discussing policies and procedures. 

 

On job satisfaction. . . I think my unmet needs have impacted my satisfaction. I often feel 

frustrated and inadequate as an instructor. The school has not offered me enough 

resources to cultivate my teaching skills. This has caused me great dissatisfaction. I often 

feel like I am temporary and that I am not going anywhere in this position so the college 

does not invest much in me. The lack of support and professional development 

opportunities are the most frustrating part of the position. 

 

On current experiences at UCC. . . Capital is a great place to work. I really love working 

with the students; they positively influence my satisfaction and happiness. I think that the 

experience teaching has been a good one overall and has added a great deal to my life 

personally and professionally. On the other hand, I do feel that I was a significant part of the 

workforce and the college community. I feel that I added to the diversity of the campus. I 

added the practitioner‘s perspective to my department with my good war stories from the 

field. I also feel that I do know a lot about my subject area, however, I never felt fully 

confident that I was imparting my knowledge to my students to any real measurable benefit 

for them. 

 

Researcher’s interpretations and analysis. P5 currently holds an executive-level  

position in an organization outside of the higher education community and she is not an 

aspiring academic as defined by Gappa and Leslie (1993). She felt that her part-time 

teaching position would ―allow her to give back to the community‖ that she herself is a 

member. She never had any intentions of attaining a full-time position teaching. Her 

professional goals were already met and she was encouraged by a mentor to reach out to 

students at UCC in the same way ―others had reached out‖ when she was a student. So 

her motives for teaching part-time were largely altruistic and not financial.  
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With that, she explains that she does ―wish that I had been able to take greater 

advantage of several of the school‘s resources.‖ In addition, she would have liked ―more 

feedback from her students as well as colleagues, just to make sure I‘m doing it right.‖ 

She adds, ―More compensation would be good too. But mostly, I would like to know 

more readily that the students are learning.‖ Her dissatisfaction at UCC lies mostly in her 

statement, ―Teaching part-time is a double-edged sword.‖ She found contentment in the 

independence and freedom she was allowed, but she also felt there was ―very little 

oversight of adjuncts.‖ She continues by stating frankly, ―I could be doing anything in the 

classroom and if the students don‘t advocate for themselves, I could definitely be ruining 

their academic success.‖ This lack of support was quite disconcerting to P5. She often felt 

―unsure of her teaching methods.‖ She states, ―There is no immediate feedback from the 

students and I rarely hear anything faculty or administrators on campus. I come in, teach 

my classes, and go home.‖ She often feels disconnected from the college community, 

especially since she doesn‘t ―have an office on campus‖ and her full-time position ―rarely 

allows me to be there physically during the day.‖  

 P5 perceives that her work is viewed as ―meaningful to the college.‖ She is ―well-

respected and valued‖ by her peers but she requires a greater understanding of the 

college‘s expectations of her. She feels, ―I am an asset to the college because of my full-

time position in the field, but what I don‘t know is how they think I am supposed to teach 

correctly without ever being taught or at least evaluated by the so-called experts.‖ This 

lack of support caused P5 to question her place at the college. She went further to share, 

―Simply because I have advanced quickly in my field, it doesn‘t mean that I am a great, 

or even, confident instructor. Sure, I can pass on my knowledge and my experiences in 
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the field but am I sure the students are learning anything that will help them in their 

studies or even in their careers? I mean, I could re-write the Constitution but does that 

mean that I can teach students how to write?‖ Her questions went unanswered as she 

rarely had an opportunity to cultivate relationships with anyone on campus. Her social 

and professional network ―is outside of the teaching profession because my career is 

outside of higher education.‖ Yet, she wished she had that ―kind of support on campus to 

help with my teaching skills.‖ She senses that ―I would feel more confident if I had an 

advisor who could share ideas about pedagogy and curriculum development with me.‖ 

 Ultimately, P5 perceives that her unmet needs have significantly ―impacted my 

satisfaction.‖ She often feels ―frustrated and inadequate as an instructor,‖ which of course 

causes her great dissatisfaction. She goes further to explain, ―I often feel like I am 

temporary and I am not going anywhere in this position so the college does not invest 

much in me. The lack of support and professional development opportunities are the most 

frustrating part of the position.‖ In spite of this frustration with her abilities as an 

instructor, P5 ―loves working with the students; they positively influence my satisfaction 

and happiness.‖ She feels that her teaching experience at UCC has been a ―good one 

overall and has added a great deal to my life personally and professionally.‖ With that 

said, she feels she had a lot to offer to the college and her students; however, she ―never 

felt fully confident that I was imparting my knowledge to my students to any real 

measurable benefit for them.‖ Table 15 shows coding ascertained from UCC P5.   
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Table 15 

 

Coding Ascertained from P5 (UCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Resources 

Access 

Technology 

Advisor 

Appropriate 

Support 

Feedback 

Compensation 

Belief 

Student learning 

Little oversight 

Double-edged sword 

Independent 

No communication 

Intellectual challenge 

Expectations 

Meaningful work 

Valued 

Respected 

Contribution 

Greater good 

Staying in the game 

Sharpening skills 

Community involvement 

Overwhelmed 

As long as there is a need 

Social Network 

Inspirational 

Receptive 

Mentoring 

Saw greatness in me 

Relationships 

Feedback 

Take an interest 

Greatly influence 

Capable 

Support 

Success 

Mentoring 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Advisor 
Aspirations 

Opportunities 

Invited 

Limited contact 

Behavior 

Included 

Interest 

Job Satisfaction 

Not enough resources 

More professional development 

Teaching 

A great place to work 

Like the students 

Happy 

Frustrated 

Inadequate 

Involved 

Community 

Temporary 

Not going anywhere 

Diversity 

Practitioner‘s perspective 

Subject area 

Teaching methods 

Good one overall 

Significant 

Good war stories 

Never felt fully confident 

Measurable benefit 

 

P6. P6 has taught in the Liberal Arts division at UCC for five years. He holds  

a Master‘s degree and has recently obtained a full-time teaching position at UCC. In 

addition to his full-time teaching position, he continues to teach as an adjunct as well. 

Overall, he feels he ―would have taught part-time for the rest of my life, if necessary‖ 

because of his wonderful experiences at UCC. His perceptions on his part-time teaching 

experiences at UCC are discovered in the following: 
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On professional needs and working conditions. . . Academic freedom is at the top of my 

list. And this freedom first translates to the use of materials: my ability to choose book-

length works and to share those works with students, providing my own bank of 

questions for the text, allowing the text to move students as it will. Second would be 

working with engaged colleagues—colleagues who love their responsibilities and enjoy 

working with students. 

 

If anything comes close to causing me any dissatisfaction—it would be a lack of 

consistent ―shop talk‖ with colleagues: a central location where a quick idea or 

perspective is shared, where a new handout or practice is discussed. Five minutes, no 

more. I do get this because I seek it. But any future dissatisfaction would be associated 

with a disconnection from my colleagues. As a part-timer, I craved this type of casual 

talk at the photocopier. 

 

I‘ll tell you what I have: engaged colleagues. Clean classrooms with consistently 

functioning technology—doc camera etc. Good photocopy support. Excellent 

administrative support. And probably most of all—bright-eyed students, students who are 

willing to be a part of the learning environment. So I am satisfied. 

 

I‘m not sure I ever want to be contented. But I am satisfied if my students seem to be 

headed in the right direction. Outside the classroom, I guess recognition is as important to 

me as the next guy or gal.  

 

On teaching part-time. . . I was working in physically challenging jobs—carpentry, tile 

work, jobs that kill your knees. I have also worked in corporate environments among the 

faceless corporate masses. The tough jobs that paid the bills required a return to the 

classroom, a return to something that mattered. Part-time work provides an escape from 

the mundane. Working with students, helping them with their writing, reading great 

books, was extra cash as well as nourishment for the soul.  

 

I would have taught part-time for the rest of my life, if necessary. I might have gone to 

another part of the country, perhaps, for full-time work. But as a part-timer, I was met 

with very friendly, helpful, engaged colleagues. Wanda Hayes knew me for only five 

minutes when she walked this part-timer from one end of the building all the way down 

to the photocopy room. She gave me the code to the room. Everyone at MCC was like 

this. I make sure I am like this—maintain the tradition. It comes down to recognition I 

guess. The department kept me as a part-timer because the department made me feel a 

part of what it was doing, what it was trying to accomplish as a community. 
 

On social network opportunities. . . I have maintained contact with two individuals at two 

different institutions—City College of San Francisco and Tunxis Community College. 

They are my older, wiser colleagues. They have influenced me mightily. At MCC, I 

believe my Division Director has probably had the greatest influence on me. She has 

provided guidance on all sorts of campus issues and classroom issues. She has been very 

accessible from the start. I have no negative influences. I flee from them. 
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I formed friendships with the two individuals mentioned above while we were part-

timers. They say the best bonds are formed in difficult situations—we talked a great deal 

about the hazards of the part-time playing field. We discussed great essayists while also 

discussing difficult pay schedules or commutes to other campuses. It was a sort of 

academic cauldron now that I look back. We were forced into narrow offices and 

succeeded. I identified them as ones to watch. They had difficult living situations and 

exhibited courage. I learned to do the same—probably from them.  

 

I‘ll take the colleague on the west coast. We discuss mostly his handful of hostile 

colleagues. I have not experienced any hostility at MCC so I guess it is mostly on his 

side: colleagues who hate their jobs, dislike their students. They seem to bog the system 

down, bog the spirit down.  

 

With my Division Director I have discussed mostly the appropriate mechanics of getting 

the job done. Once, I was approached by campus police regarding one of my students. 

They had a warrant for his arrest and they wanted to include me in the ―sting.‖ This made 

me extremely uncomfortable, and my Division Director helped guide me through this 

situation—such issues, she explained, were to be taken up with her, not the faculty. I 

asked her the other day if it is acceptable to take students out of the classroom on a 

particularly nice day. She explained the appropriate steps in this process.  

 

I believe my network of colleagues has made me feel a bit more secure in my teaching. I 

know that support is just a quick phone call or email away. I know that if I have a 

problem, I will be able to discuss it with them freely. And I guess this security transfers 

to the classroom—I feel secure in my position, my continuing decisions, and my students 

seem typically secure in their situation. 

 

One of the best instructors on the campus has been assigned as my mentor. I have on only 

a few occasions contacted him. He is official. The rest of the department is unofficial. I 

would say that somehow this department is one big mentoring unit. One of my best 

colleagues recently recommended a policy of no late papers, I tried it this summer 

session, and it has been transformative in my teaching life. Yet she is not an official 

mentor.  

 

My earliest official mentor, at Asnuntuck Community College, was extremely important, 

however. I adopted all his texts, his syllabus, his policies, his love for teaching. I‘m not 

sure I would be here had the Director up in Enfield failed to have this mentor contact me. 

He actually called me on the phone and we discussed the class I had been assigned.  

 

A network of colleagues provides essential information, obviously, but also a sort of 

essential connection: a type of window on the campus machine—or perhaps a sort of 

assigned seat at the game. Similarly, the mentor is a constant reminder of who we are, 

where we are, and what we are doing. Maybe the mentor is a sort of microcosm of the 

college campus—when I think of Asnuntuck, I really think of that old mentor first. 
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On inclusion, ability to contribute, and potential for full-time positions. . . I was warmly 

welcomed at MCC. I actually had the free time to sit in on department meetings. This 

made me feel connected. Had I been running off to another campus for another course, I 

may not have experienced such a connection as the department meeting afforded. I felt 

very welcomed as a part-timer. And I was very much aware of the possibilities for full-

time employment in the future.  

 

On job satisfaction. . . I have never been as happy as I am now. I have found a full-time 

position at my academic home. MCC has always felt like home. I am extremely satisfied 

with this job—I have been trained for this work and the campus supports me in this work. 

This job has widened my repertoire as both student and teacher; it has provided me with 

life-long friendships outside the classroom.  

 

In several part-time positions, I was paid late due to a screw up at payroll. This happens 

on the east coast as well as the west coast. I believe those late pay checks were 

responsible for the several near-divorce fights with my spouse. Those days were not 

satisfying. The crazy type of incognito freedom, jumping from campus to campus was a 

bit satisfying in those days. Yet, at times you feel like a traveling showman, I guess.  

 

What would make more satisfied as a part-timer now though? Hmm, more parties for 

part-timers. More money. But not in that order. 

 

On current experiences at UCC. . . The warmth MCC faculty showed me greatly 

contributed to my satisfaction while a part-timer. Just a friendly smile did wonders. It 

goes back to basic recognition—I felt part of something. 
 

As a satisfied participant, I believe I play an important role. Can an unsatisfied faculty 

member really take the time to welcome a new student lost on campus, direct that 

student, with a smile, to the registrar? How important is that brief interaction? And it 

must come out in class. My satisfaction creates engagement. 
 

I felt well utilized as a part-timer. I was regularly evaluated and invited to campus 

functions. Though I knew no other part-timers on this particular campus, I felt like I was 

part of the student-centered mechanism.  
 

Researcher’s interpretations and analysis. P6 was definitely an aspiring  

academic as defined by Gappa and Leslie (1993). He enjoyed his status as a part-time 

faculty member yet he was often striving for the definitive goal of teaching full-time at 

the college. He comes to higher education from a variety of careers, which all helped him 

to better appreciate his adjunct positions. He shares, ―I was working in physically 
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challenging jobs—carpentry, tile work, jobs that would kill your knees. I also worked in 

corporate environments among the faceless corporate masses.‖ He worked ―the tough 

jobs that paid the bills.‖ Those experiences in the ―real world‖ led him to long for the 

protective, comfortable hallowed halls of higher education. He ―required a return to the 

classroom, a return to something that mattered.‖ For P6, ―part-time work provides an 

escape from the mundane.‖ His appreciation for the part-time teaching positions he 

obtained finds its epicenter in contrast to the backbreaking labor and unfulfilling stints in 

cubicles he endured while finding his true calling. For P6, teaching, part-time or full-time, 

is ―nourishment for the soul.‖ 

P6 feels high levels of satisfaction mainly because he works with ―engaged 

colleagues, in clean classrooms with consistently function technology, and with bright-

eyed students, students who are willing to be a part of the learning environment.‖ If there 

were anything that would possibly impact his job satisfaction, he states it has been ―a lack 

of consistent shop talk with colleagues in a central location.‖ While he was a part-timer, 

he did not have an office space and was often teaching at times when full-timers were in 

meetings or gone for the day, he felt there was ―a disconnection from my colleagues. As a 

part-timer, I craved this type of casual talk at the photocopier.‖ 

P6 describes his experiences at UCC as mostly positive, fulfilling, and satisfying. 

He has formed friendships with colleagues and been surrounded by several mentors at the 

college. While a part-timer, he found that ―the best bonds are formed in difficult 

situations—we talked a great deal about the hazards of the part-time playing field.‖ Some 

of these situations included ―difficult pay schedules or commutes to other campuses.‖ 

Regardless of these conditions, he felt they were successful and ―exhibited courage‖ in 
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spite of the ―difficult living situations.‖ He believes that his network of colleagues is 

indispensable. They ―made me feel a bit more secure in my teaching. I know that support 

is just a quick phone call or email away. I know that if I have a problem, I will be able to 

discuss it with them freely. And I guess this security transfers to the classroom. I feel 

secure in my position, my continuing decisions, and my students seem typically secure in 

their situation.‖ As a part-timer, P6 felt welcomed and connected from the first day on 

campus when a full-timer walked him to the school‘s copy center and invited him to the 

department meeting. He was fortunate enough to have the free time to attend the 

meetings. His presence at these meetings helped him to further cultivate relationships 

with his colleagues and he was made ―very much aware of the possibilities for full-time 

employment in the future‖ through these relationships. He also notes that ―had I been 

running off to another campus for another course, I may not have experienced such a 

connection as the department meetings afforded.‖  

At UCC, P6 shares that the ―warmth faculty showed me greatly contributed to my 

satisfaction while a part-timer. Just a friendly smile did wonders. It goes back to basic 

recognition. I felt part of something.‖ He also believes that he plays a very important role 

as a part-timer, especially since his levels of satisfaction are so high. He questions, ―Can 

an unsatisfied faculty member really take the time to welcome a new student lost on 

campus, direct that student, with a smile, to the Registrar? How important is that brief 

interaction?‖ He goes further to explain, ―My satisfaction creates engagement in class.‖ 

Jokingly he shares, if there is anything else that would make him more satisfied in his 

part-time position, it would be ―more parties for part-timers and more money, but not in 

that order.‖ Table 16 shows coding ascertained from UCC P6.   
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Table 16 

 

Coding Ascertained from P6 (UCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Contented 

Satisfied 

Recognition 

Academic freedom 

Engaged colleagues 

Responsibilities 

Enjoy working with students 

Shop talk 

Central location 

Quick idea or perspective 

Five minutes 

Disconnection 

Casual talk 

Clean classrooms 

Functioning technology 

Support 

Bright-eyed students 

Willing  

Learning environment 

Challenging 

Faceless 

Escape from the mundane 

Helping 

Nourishment for the soul 

The rest of my life 

Helpful 

Engaged 

Maintain the tradition 

Recognition 

Feel a part of 

Social Network 

Contact 

Wiser 

Influenced me mightily 

Provided guidance 

Very accessible 

No negative influences 

Friendships 

Bonds 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Hazards 
Difficult pay 

Commutes 

Academic cauldron 

Narrow offices 

Succeeded 

Identified 

Ones to watch 

Courage 

Hostility 

Hate their jobs 

Dislike their students 

Bog the system down 

Bog the spirit down 

Mechanics 

Uncomfortable 

Acceptable 

More secure 

Support 

Freely 

Mentor 

One big mentoring unit 

Transformative 

Extremely important 

Love for teaching 

Essential 

Connection 

A type of window 

Assigned seat 

Microcosm 

Warmly welcomed 

Free time 

Connected 

Aware 

Job Satisfaction 

Never as happy as I am now 

Academic home 

Extremely satisfied 

Supports 

Widened my repertoire 

Lifelong friendships 

Late paychecks 

Incognito freedom 

Traveling showman 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Warmth 
Friendly smile 

Recognition 

Part of something 

More parties 

More money 

Freedom 

Recognition 

Support 

Important role 

Engagement 

Well-utilized 

Regularly evaluated 

Invited 

Part of 

Student-centered mechanism 

 

Urban Community College (UCC) Case Study Synthesis 

 The six part-time faculty members interviewed regarding their experiences at the 

Urban Community College (UCC) often described comparable understanding and 

perceptions of their work and their role at the institution. For the most part, they 

perceived that they make up an ―important component of the college‘s community.‖ Yet, 

they revealed that they understood the ―nature of the beast‖ that they were dealing with. 

Many times, they felt that they were ―not well connected,‖ were ―not well supported,‖ 

and many of their ―vital needs went unmet.‖ Even so, they were all able to draw the same 

conclusions–they are teaching for the love of it, not for the compensation or the 

recognition. Each of the participants stated that they teach simply to positively influence 

the students‘ lives in some way, no matter how small. They based their satisfaction 

greatly on the impact they felt they made on the students‘ lives and academic careers. 

Being a part of the ―American Dream‖ of many community college students was so 
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pertinent and gratifying that the part-time faculty members were often willing to forgo 

their own professional and personal concerns as long as they did not adversely affect the 

student population.  

P2 described her feelings, ―Personally, it‘s just the students. I really enjoy my 

connection with them, and you know, the students here are the answer to the reason why 

people teach.‖ She went further to share, ―So whatever is missing professionally through 

the school, the students make up. They completely do. If it wasn‘t for them, I would not 

do it. I love working with the students. Definitely not in it for the money, you know.‖ 

Similarly, P1 shared, ―The most important factors for my satisfaction are helping to meet 

the students‘ needs and creating relationships with the students.‖ Also P3 thought, ―On a 

scale from one to five, I am probably at a four. My satisfaction has more to do with the 

students though.‖ I like it. I like the interaction with students. I like watching them learn.‖ 

Likewise, P4 stated, ―The caliber of the students because you always teach the best 

students. . . a lot of them are really trying. . . and so in terms of my appreciation of the 

diversity of students here, all of this is very satisfying.‖ P5 revealed that even though 

there is ―certainly more work than compensation, the students themselves are enough to 

keep me coming back for more. . . Their dreams and goals are my inspiration for 

continuing to teach even if my needs go unmet.‖ Last of all, P6 affirmed that most of all, 

he has ―bright-eyed students who are willing to be a part of the learning environment, so I 

am satisfied.‖ For each participant, job satisfaction was tied largely to their interactions 

with their students. 

Additionally, the participants offered several comparable perceptions regarding 

what causes contention and dissatisfaction in their positions as part-time faculty at UCC. 
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Each of the six participants shared that more contact with members of the department and 

division and with other part-time faculty would make them more satisfied. Several of the 

participants found this lack of social network was most dissatisfying. Those who were not 

as concerned about access to social networks already held full-time positions or were 

retired from full-time positions. The other participants who were greatly dissatisfied by 

the lack of inclusion were largely concerned because they felt they had no one to provide 

them discourse regarding their professional and pedagogical concerns. P5 claimed 

vehemently that ―my unmet needs have impacted my satisfaction. I often feel frustrated 

and inadequate as an instructor.‖ This inadequacy is based largely on the fact that she has 

not received enough ―resources to cultivate my teaching skills.‖ She goes further to add, 

―The lack of support and professional development opportunities are the most frustrating 

part of the position.‖ Similarly, P6 shared, ―If anything came close to causing me 

dissatisfaction, it would be a lack of consistent ‗shop talk‘ with colleagues.‖ Because of 

the nature of part-time work and the times when he held classes, P6 rarely found the time 

or space to socializes with other faculty. He sometimes felt ―a disconnection from my 

colleagues. As a part-timer, I craved this type of casual talk at the photocopier.‖ P4 adds, 

―Whenever I need anything, I can get in touch with the department chairman. Other than 

that, no one has asked me to attend anything specifically. And wonderful things go on 

around here. He elaborates on the point, ―I feel like I‘m almost shutting the lights off at a 

place when I leave, you know. I don‘t know a lot of people here because I just can‘t 

afford to be here for long.‖ P3, who shared that ―only one or two of my colleagues have 

reached out to me,‖ mentioned that she has had to form her social network outside of the 

college‘s community. Apparently, she has noticed that there is ―an issue regarding our 
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feelings toward one another, the full-time faculty and part-time faculty, I mean.‖ She also 

perceived that the part-time faculty at UCC ―face many barriers to success.‖ P1 was the 

only part-time faculty member in the case who ―always felt well-connected to the college 

community.‖ She declared that she was ―very fortunate in my work as an adjunct. I had 

the help of the department chair, the dean, and the faculty in the department to help me 

make a smooth transition from the office to the classroom.‖ It appeared that her social 

network was created largely through her full-time position at UCC and was then 

solidified as she began to teach part-time for the school as well. Several members of her 

network were the ones who encouraged her to teach part-time, so she was brought to 

teaching part-time through her network, which, clearly, was already in place. Her 

network was secure before she began to teach part-time at UCC. As for P2, he has a social 

network outside of the college community. His mother is a full-time, tenured faculty 

member at a university in the region, so he is able to share his professional goals and 

concerns with her. He does mention that he appears to have ―fairy godmothers‖ on 

campus who seem to ―make sure that even when things go to shit, that I‘ll somehow 

survive. That‘s the one nice thing.‖  

Key Themes and Participant Perceptions for UCC 

 The reflections of the six participants‘ experiences, ideas, and perceptions in 

reference to the research questions led to the discovery of similar themes regarding the 

possible impact that professional needs, working conditions, and social network may 

have on their levels of job satisfaction. The first theme was the nature of the beast which 

was a phrase used by one of the participants to explain her perceptions of the working 

conditions that many part-time faculty are expected to work under. The second theme, the 
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college community, was gleaned from the responses of nearly all of the participants when 

explaining the importance of feeling a part of the community at the institution. The third 

theme reflected in the participants‘ responses was you can only cry so much about these 

things. Again, this phrase was taken directly from a comment made during one of the 

interviews when a participant explained that job satisfaction is often not impacted by the 

low points of the position.  

Theme 1: The nature of the beast. The theme of the nature of the beast as an  

explanation of the participants understanding of their working conditions emerged 

through the analysis of the data collected for this case. The part-time faculty at UCC felt 

that the conditions that they work in were to be expected by their population. They had 

no high hopes of greater pay, more benefits, more time on pedagogy, greater security or 

stability, or even a space of their own in their positions at the college. They each offered 

that they would certainly be more content in their work if they had access to all of these 

aspects in their part-time positions. P1 felt that ―greater access to professional 

opportunities, more time to dedicate to improving my teaching skills and reorganizing my 

lesson plans in order to stay current in my field and with my students‘ needs, and the 

ability to escape the pressures of my full-time job and just do something for the love of it 

would make me content more content as a part-timer.‖ obligations can you make you 

content.‖ She adds, ―As long as I am given the tolls and the time to do my work, then I 

feel valued.‖ With that said, she stated that she plans to teach part-time forever regardless 

of her needs being met fully, but she is ―grateful for my full-time position.‖ P2 stated very 

early in the interview that he loves working with the students at UCC and the job itself is 

very rewarding, but he went on to share that ―there are pluses and minuses.‖ He perceives 



 171 

that there is always uncertainty in the position as a part-timer. He stated, ―There is 

always, no matter what, a chance of a class being cancelled. . . You kind of have to take a 

risk. . . Things may fall apart.‖ Yet, regardless of these uncertain conditions, P2 claims he 

―could do it forever; they have approached me here several times essentially trying to 

apply for different full-time positions that most people would give their right arm for, and 

every time, I‘ve turned them down just because I won‘t have time to right.‖ He would be 

more satisfied if the school could manage to bridge the ―disconnect between what people 

say they want to do and what they really do.‖ For P2, closing this gap would cause less 

confusion and frustration and make him more content. P3 stated what she needs was ―a 

little bit of space and some privacy in order to meet comfortably and effectively with my 

students. I wish I could close a door somewhere and talk with my students or with my 

colleagues, for that matter, confidentially without being worried about who can hear me 

in the next cubicle.‖ She would also like ―to have more contact with a mentor or a 

supervisor who cares about all faculty and who makes a concerted effort to integrate the 

part-time faculty into the culture of the college.‖ Although she feels that she is a part of 

the community most of the time, she would feel more content ―if fellow full-time faculty 

equated us with them.‖ She goes further to share, ―Many times, I have felt that we are not 

equals. Not in the sense that we are not intellectuals, but in the sense that we do not really 

do the same job.‖ P3 added that in addition to more access to other faculty, she would 

greatly appreciate more money. She declared, ―If we could be paid for the hours actually 

worked, then I would be more content. I feel we are looked at as simply additional 

manpower in the classrooms, not as full-fledged instructors who plan curriculum for each 

class, grade papers and tests for each student, and so on.‖ Even with these needs not 
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being met, P3 feels ―good about the job I do.‖ She is simply ―glad this is not my sole 

income.‖ P4 had similar needs as P3. His needs revolved largely around the issue of 

money. He stated that he did not want to ―sound mercenary, but the thing that‘s basically 

going to permeate everything I say is money.‖ He went on to share, ―I‘m sure every 

single adjunct is doing arithmetic in their head all the time. They are doing the arithmetic 

wondering, okay, I‘m putting X amount of hours into the actual class. Alright. So that‘s 

clear. But how many hours am I putting into doing all this other work in terms of papers 

and correcting the tests and if I have to come in early, and all these kinds of things. . . 

how much am I making an hour?‖ In the end, he added, ―So 90 students sign up for the 

course at $500. It would be bringing in $45, 000. Out of which, I get $3500. Well that‘s 

cynical to me. And after a while you think, I don‘t even want to know what I‘m making 

an hour.‖ Despite his admittedly cynical outlook on the salary concerns, he continues to 

earn high evaluations and receive positive feedback from his students, so he feels he is 

―here to do this, here to teach to the best of my ability and I‘m doing it. So that‘s it.‖ P5 

stated that her needs involved better ―access to technology, textbooks, the organizational 

structure, and faculty advisors.‖ As a matter of fact, her dissatisfaction revolved largely 

around the lack of advice and camaraderie with other faculty. She would have liked more 

feedback from students and colleagues simply to make sure she was ―doing it right.‖ She 

added, ―Of course, more compensation would be good too. But I would like to know 

more readily that the students are learning and that I am using the appropriate methods 

for ensuring student success in the classroom.‖ She went further to share, ―Things like 

copy machines, computers, etc. are secondary to professional development opportunities, 

privacy to have conferences and conversations with my students, and fair compensation.‖ 
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Her unmet needs led her to determine that ―teaching part-time is a double-edged sword. I 

am able to be independent. The freedom and the choices I can make are great for me 

personally, but on the other hand, there is very little oversight of adjuncts.‖ She added an 

interesting result of this lack of oversight, ―I could be doing anything in the classroom 

and if the students don‘t know how to advocate for themselves, I could definitely be 

ruining their academic success at least for one semester before anyone would notice.‖ 

Even though she stated that these unmet needs have impacted her satisfaction and caused 

her great frustration, she thinks UCC is ―a great place to work.‖ P6 explained that he often 

had access to all factors that caused him great satisfaction such as ―academic freedom, 

clean classrooms with consistently functioning technology, excellent administrative 

support, and students who are willing to be a part of the learning environment.‖ However, 

he would have been more content had he more opportunities to talk with what he termed 

―engaged colleagues.‖ He wished he had ―a central location where a quick idea or 

perspective is shared, where a new handout or practice is discussed. As a part-timer, I 

craved this type of casual talk at the photocopier.‖ Yet, in the end, he proclaimed, ―I felt 

well-utilized as a part-timer. I was regularly evaluated and invited to campus functions. 

Though I knew no other part-time faculty on this particular campus, I felt like I was part 

of the student-centered mechanism.‖ 

 Each of the six participants felt content with their working conditions and 

professional needs for the most part although they weren‘t fully satisfied. The 

participants often went without their desires being completely fulfilled, but they were not 

deterred from teaching semester after semester at UCC. Each of them continues to teach 
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part-time even the P6 who fulfilled his goal of earning a full-time position at UCC where 

he had taught part-time for nearly five years. 

Theme 2: The college community. At UCC, most of the participants felt that  

they were connected to the school‘s professional community in some small way, but not 

always to their contentment or to their advantage. P1 was the exception. She felt very well 

connected to the college community and believed that this was at least partly due to her 

full-time administrative position on campus. She was encouraged to teach part-time by 

those who were tied into her network. She shared, ―The Dean of Student Affairs took me 

under her wing when I first started here a few years back and she was the one who 

persuaded me to follow up on my desires to teach.‖ The dean also encouraged her to 

strengthen her network by ―working with the faculty in the department before stepping 

into the classroom in order to get a feel for the material and the pedagogy.‖ P1 was able to 

approach her teaching colleagues because of she had already fostered many relationships 

during her full-time position on campus. P5, on the other hand, experienced the complete 

opposite. Although she has cultivated extremely strong network ties in her profession 

outside of the college community, she was never able to form relationships with any 

colleagues on campus. She felt, ―I do wish I had that kind of support on campus to help 

with my teaching skills. I would feel my confident if I had an advisor who could share 

ideas about pedagogy and curriculum development with me.‖ P5 thought that the lack of 

support was detrimental to her teaching career and her satisfaction levels, and thus 

detrimental to her students‘ learning experiences. P2 also felt the need to create his social 

network outside of the college community. He had available to him his mother who is a 

full-time university professor. Whenever he had professional concerns, he was always 
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able to discuss them with her. Also, he had no reason to connect to a network at UCC 

because he was not interested in teaching full-time as that would conflict with his writing 

career. Yet, he was happy for the ―fairy godmothers‖ he had on campus who always 

helped him navigate the many tense situations that have occurred during his tenure at 

UCC. P3 stated that only ―one or two of my colleagues have reached out to me.‖ She also 

noted that she and the department chair seemed to ―recognize that there is an issue 

regarding our feelings one another. The full-time and the part-time faculty.‖ She felt 

these hard feelings created a rift between the two sets of faculty that never seemed to be 

bridged and so part-time faculty were not allowed access to the social networks in the 

department. Thus, she, like P5 and P3, had to look elsewhere for a network. She was able 

to network with colleagues in professional groups such as the AAUP that were much 

more supportive of her than the full-time faculty at UCC. Although she did not feel she 

had strong ties to the college community, she stated, ―I am very self-actualized.‖ She felt 

that she had ―reached a different age and stage in my life,‖ so she was not necessarily 

concerned with fostering relationships with colleagues on campus if they were not 

reaching out to her. She also added, ―I am at a different place in my life now, and I am 

certainly not interested in a full-time teaching position.‖ P4 was not made to ―feel a part‖ 

of UCC. He was not asked ―to attend anything specifically like the social events that go 

on around here.‖ Yet, he felt that the department chair was ―very sympathetic to our 

plight. He is one of the nicest people I‘ve ever worked for anywhere.‖ The support and 

appreciation he receives from the department chair makes him feel ―confident that I‘m 

doing good things.‖ Yet, he felt fortunate that he was not aspiring to a full-time teaching 

position as he stated, ―I don‘t think there‘s much of a chance here. I don‘t know what my 
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chances would be. On the other hand, as they say, it‘s nice to be asked.‖ P6, conversely, 

felt as though his ―network of colleagues provides essential information, obviously, but 

also a sort of essential connection: a type of window on the campus machine—or perhaps 

a sort of assigned seat the game.‖ His network was made up of mentors, colleagues, and 

supervisors from each of the colleges where he has taught part-time over the years, 

including UCC. At UCC, he had mentors who called him to discuss the courses he was 

assigned to teach, who shared their teaching materials with him, and discussed classroom 

management policies with him as well. In addition, he had several colleagues to 

commiserate with when he began ―to feel like a traveling showman jumping from 

campus to campus.‖ P6 was ―warmly welcomed to sit in on department meetings. This 

made me feel connected.‖ Of course, he understands that once he settled in at UCC as a 

part-timer, he was able to attend these meetings because he was only teaching at the one 

school. He shared, ―Had I been running off to another campus for another course, I may 

not have experienced such a connection as the department meeting afforded.‖ 

 In sum, two of the participants felt connected to and included in a strong social 

network at UCC, one of whom already had her network formed through her full-time 

position at the college. The other four participants felt a bond to at least one colleague on 

campus even though some of the bonds were weaker than others. Most of the time, there 

was someone in their department or discipline who ―reached out‖ and who encouraged 

them to attend department meetings, workshops, seminars, and other professional 

development opportunities. Each participant recalled receiving invitations, whether in 

person or via email, regarding activities and events being promoted by the College and 

these at least made them feel connected in some way, no matter how small. Yet, at least 
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three of the participants from UCC felt as though they could only rely on their social 

network outside of the college for professional connections. Fortunately, those three 

participants had no aspirations for full-time teaching positions and had no cause for 

discussing their professional concerns with anyone on campus. The one participant who 

seemed very well connected to the social network at UCC was aspiring to a full-time 

teaching position, and he earned the position.  

Theme 3: You can only cry so much about these things. P1 shared  

zealously in her interview, ―I think I am a strong and important part of the college‘s 

community as an adjunct. My experience as an adjunct has been almost all positive. I 

wish that all adjuncts can have these connections and as an administrator, I know that 

they don‘t.‖ The only cause for dissatisfaction that P1 faces is the fact that she cannot 

―fully commit my time and resources to teaching and the students‖ because of her full-

time administrative position. She went further to add, ―My feelings of satisfaction are 

good. I love teaching. I enjoy being in the classroom the most. This is where I get my 

satisfaction mostly.‖ Similarly, P2 explained that his high satisfaction levels to his 

connections with his students and the important role he feels he plays as an adjunct at 

UCC. He said, ―Personally, it‘s just the students. I really enjoy my connection with them 

and you know, the students here are the answer to the reason why people teach.‖ He went 

further to share, ―But in terms of the working conditions, it‘s really sad, this job really 

speaks through its students. So whatever is missing professionally through the school, the 

students make up.‖ Likewise, P3 voiced, ―Overall, I am extremely happy. On a scale from 

one to five, I am probably at a four. My satisfaction has more to do with the students 

though.‖ She went on to add, ―I feel that the college ultimately understands that I am a 
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faculty member who cares about her students‘ success. I feel good about the job I do.‖ 

With that said, P3 also stated that she is ―still glad that this is not my sole income.‖ She 

loves her job as a part-timer but she is aware that money is an issue so she is simply 

grateful that as a retired professional, she does not need to be so concerned about trying 

to gather a sufficient salary. P4 articulated that ultimately, his satisfaction was also 

connected to his interactions with the students at UCC. He found the students at UCC to 

be unique when compared to the students at other institutions where he lectured while he 

was a professional in the film industry. He stated, ―A lot of them are really trying, you 

know. Oh, and in terms of my appreciation of the diversity of students here, all of this is 

satisfying. Complete, I mean, that‘s just completely satisfying.‖ The main factor he found 

dissatisfying was the issue regarding salary, but he was able to connect that issue with a 

much broader one. He said, in the long run, ―I perceive it as a part-time job actually. It is 

what it is. And that‘s reflective of something larger going on there. This idea, in all 

corporations, in the government now, everything, we can outsource everything. . . what‘s 

the impact of that?‖ He went further to express that this type of treatment of part-time 

faculty ―is in general keeping people from going the extra mile, from going the extra two 

miles.‖ In the same way, P5 articulated that dealing with her students is the key to 

satisfaction in her teaching position. In addition, she conveyed, ―I really love working 

with the students; they positively influence my satisfaction and happiness. I think that the 

experience teaching has been a good one overall and has added a great deal to my life 

personally and professionally.‖ She also noted that the happiness she felt because of the 

students outweighed her deep frustration over her unmet professional needs at UCC. 

Those unmet needs did, however, impact her satisfaction as well. She voiced, ―The 
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school has not offered me enough resources to cultivate my teaching skills. This has 

caused me great dissatisfaction. I often feel like I am temporary and that I am not going 

anywhere in this position so the college does not invest that much in me.‖ Yet, through 

these frustrations, she, like the other participants in this case, is able to see past them for 

the greater good of the students‘ success. Lastly, P6 appeared to be overwhelmingly 

satisfied. His satisfaction was attached to many more factors than the rest. Not only were 

his students causing him great satisfaction, but also his connections to his engaged 

colleagues and the support he received at UCC caused his to share that he has ―never 

been as happy as I am now.‖ He shared enthusiastically, ―I am extremely satisfied with 

this job—I have been trained for this work and the campus supports me in this work. This 

job has widened my repertoire as both student and teacher; it has provided me with 

lifelong friendships outside the classroom.‖ He also shared his very interesting 

philosophy on the role he plays at UCC, ―I believe I play an important role. Can an 

unsatisfied faculty member really take the time to welcome a new student lost on campus, 

direct that student, with a smile, to the registrar? How important is that brief interaction? 

And it must come out in class. My satisfaction creates engagement.‖ His philosophy, 

similarly to the others in the case, showed that he and other part-time faculty often think 

about their impact on the students and their impact of the college community as a whole. 

 All of the participants at UCC seemed to attach their feelings of satisfaction to 

their interactions with their students. The factors that caused dissatisfaction often fell 

under the category of unmet professional needs, undesirable working conditions, and the 

absence of connections at the college. The lack of a desirable salary and benefits and the 

lack of social network or professional development opportunities also seemed to cause 
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some dissatisfaction but for the most part, all of the participants expressed high 

satisfaction levels because of the students and they were willing to work around the 

unmet needs in order to ensure the success of their students and to stay in a profession 

they feel their role is so important to the greater good of the community. Table 17 shows 

RCC profile by site. 

Table 17 

RCC Case Study Profile by Site 

Division Gender 

Ethnicity/ 

Race Age 

Years of 

Teaching 

Highest 

Degree 

Attained 

Employment 

Status 

Liberal Arts Female Caucasian 40-45  1 Master‘s 
Aspiring 

Academic 

Allied Health/ 

Nursing 
Female Caucasian 60-65  7 Master‘s Career Ender 

Liberal Arts Male Caucasian  55-60 12 Doctorate Professional 

Liberal Arts Female Caucasian 45-50 10 Master‘s Professional 

Liberal Arts Male Caucasian 50-55 15 Doctorate 

Aspiring 

Academic/ 

Professional 

 

Case Study: Rural Community College (RCC) 

P1. P1 has taught in the Liberal Arts division at RCC for one year. She holds  

a Master‘s degree and taught full-time at the high school level before coming to the 

college. She left teaching full-time for a few years to stay at home with her young 

children. She is now back in the workforce in hopes of attaining a full-time position 

whenever one becomes available, so she is an aspiring academic in accordance with the 
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terms described by Gappa and Leslie (1993). She described to me her experiences, 

feelings, and personal reflections on teaching part-time at RCC: 

On professional needs and working conditions. . . Okay. Well, the first factor would be a 

feeling of competently carrying out the objectives of the department and the particular 

course. That would be the first thing. Knowing that there‘s a sense of doing what‘s 

expected. This I think—can I elaborate on this? This is I think particularly difficult for an 

adjunct because we tend not to either have the schedule or the as much exposure to the 

departmental goals, to the departmental outlines and in order to even get a sense, you 

really have to go the extra mile on your own. For example like I photocopied all the 

syllabuses for the developmental, like I went into the book and spent half an hour and 

pulled them out so I would have an idea of what the expectations were for each, because 

the goals are there but within those goals are some very specific textures level so 

knowing that you‘re doing a good job and doing you know within the department‘s 

expectation is one thing that‘s is meant. Another thing that makes me contented is the 

person-to-person connection with the students. 

 

Not just say professionally or student-teacher wise and certainly, that‘s a primary and that 

they‘re having success and are you able to see student‘s success but also that there is a 

human connection between the two. And the third would be a peer connection; 

connection to other, either it doesn‘t necessarily have to be in the department, but 

connected to people in my department, people in other departments. I run into a guy that I 

know that used to teach at Middlesex with my husband and I see him in the parking lot in 

the morning. I was so excited the first time I saw him I thought, Oh my gosh, a familiar 

face! I don‘t think I‘m all that unique in the teaching profession, but just to see somebody 

and a familiar face and I think for adjunct it‘s particularly difficult to make connections.   

 

Okay. I mean in terms of being a competent member of the profession, I feel that I need 

to be aware of current, not I think because I‘m in the English field, not just current trends 

but also current, updated on current literature. Also you know different ways to approach 

writing for my particular class developmental writing and what are some strategies. 

Having a, having a vast toolbox to deal with the variety of needs that are in my classroom 

and I would say knowing that there are resources at the school that are there to meet those 

needs. 

 

There‘s certainly the tutoring center, but there are also things as a professional faculty 

that the connections that we. . . and now just sitting in the fourth floor for my office 

hours, knowing this guy does history, this guy does film, I can get, I can go bounce 

something to Diane up there. I can bounce. . . and there‘s a psychology and a sociology, I 

can bounce ideas off them. 

 

So being able to also know what resources are there professionally amongst the other 

faculty. And I think that‘s a need as well. You know as I said, certainly to be up to date 

with what sort of resources are out there to help students and also to help me as a teacher.  
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I think another thing that‘s, is really important to me is my evaluation being evaluated 

this year. I think it‘s important. I think professionally it‘s important to every so often be 

evaluated. I think it really helps to wave the carrot a little bit and give you some ideas 

that you wouldn‘t necessarily have thought of. And also the freedom, like after I was 

evaluated, the evaluator had made a suggestion of something that would have added to 

the class and as much as I would love to do that, I didn‘t know if that was okay. So yeah I 

think every so often having someone come in and observe and give you feedback to say 

oh you could do this. 

 

On teaching part-time. . . What makes one, what makes me satisfied? I think physical 

environment is and I only say that because having been in a couple different schools, the 

feeling is different and my husband has actually taught, he‘s full-time at Middlesex but 

we‘ve talked about this a lot because he‘s also taught here and he‘s also done some 

classes at Eastern so there‘s a real, his feeling coming home from this big huge office that 

he has as an adjunct at Eastern 

 

Versus this cubicle he has as the head of a department at Middlesex where people can just 

walk in I think it speaks to how you‘re perceived as a professional and I think it also 

speaks to how the students are perceived too. And I think also going along with the 

environment is having the resources. I feel satisfied in my employment when I know that 

I am able to give the students as much as they need and so for example, having three 

hours two days a week to teach a writing class I think is phenomenal and also having 

computers in the classroom for that class where they can actually work and then while 

they, instead of being home and having a problem and sending me emails and me having 

to send, they can see I don‘t understand, how do I put this topic here so being able to 

respond to those needs. And I think that‘s the main thing here and anywhere is being able 

to because environment is really only different as between any other classroom is being 

able to respond to the students. I think something dissatisfying on the flip side of being 

observed and evaluated is having a sense of autonomy in the classroom as well. You 

know that your professionalism is trusted and valued. I‘ve been in a situation where it 

hasn‘t been so you know so being having been on the other side of that, and saying this 

isn‘t really what‘s expected as a professional.  

 

I would say one thing would just be and maybe it‘s not dissatisfaction but frustration is 

just not being and I think not being completely sure especially this being my first 

semester you know I look I just handed papers back today and the first set of papers, they 

had a lot of Fs and Ds and I used the same rubric this time and I‘m getting As and Bs and 

Cs and I feel like I‘m happy because I think they‘ve improved. I know they‘ve improved 

in their writing.   

 

But then I‘m saying, ―Is it too hard?‖ And then when I was observed, the person who 

observed me said how many are failing because over the piece of literature we‘re doing 

and like this suggestion one was is anybody passing this class. You know? And so I sent 

off something of what the breakdown was so I think part of it is just, it would just be so 

helpful to say okay in 066 here‘s just a folder this says this is what‘s considered a C 
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paper, this is an A paper, this is an F paper and 043 this is an A, this is a C, this is an F 

because to say that there‘s this test that they take to place in.  

 

And then I hear there was a new reader this summer so maybe this. . . so I‘m thinking I 

have two kids that maybe could go to one-on-one but it‘s my first semester and I don‘t 

know whether that really you know—photocopy my kids‘ papers today to see like so, 

that. So that whole sense of not being 100% sure again and it goes back to the first thing 

that I‘m meeting the needs of the department as the expectations there and I just really 

feel like it‘s fine and good to say we trust you. I trust myself too. I know that I‘m a good 

teacher but having, being this is my first semester here into this particular developmental 

writing program, you can give me a rubric like Ray gave me a rubric for 101. Well I‘m 

shooting my kids for that. I‘m shooting them for that but then how do I say they‘re not 

hitting it all. Obviously this isn‘t a 101 paper. This is two classes below that and am I 

grading them too hard. That‘s another thing. So that‘s, that is really, that‘s something 

that‘s frustrating and not what was the word, dissatisfied. 

 

I‘m not dissatisfied but it‘s frustrating. Everybody shows up on time and says, ―Oh we‘re 

so happy to be here. We live to read and write.‖ You know? I guess as an ideal world. 

The working conditions would be clean. I‘m like very well maintenance person. Having 

the resources, technologically, is very satisfying. I mean that‘s just I think one thing that 

would be I think this is probably something that everybody probably says.  

 

Also having, like I didn‘t know this room was here, but having some places to meet with 

students. Like I had a conference right after class and then at 11:35 the lunch bunch starts 

on the other side of the cubicle and I love being up there for lunch but if I don‘t. . . if I 

have students where like we can go, we can go to the other adjunct room but there‘s still 

three people in there. And so I especially if there was someone that is very distractible I 

think you know maybe having a quiet space to work with students who are, who are in 

need, so that would create a satisfying work environment. The fact that there‘s now a 

battery in the clock, the clock on the wall. That creates a satisfying work environment.  

 

Professionally I love to teach. It‘s in my blood and it has been since I was six years old. 

So I had school in my basement. My brother had to read and do math before he went to 

kindergarten. Had the neighborhood kids in. As soon as I learned the concept, I would 

pass it on to them. If I was ever asked, ―What are you going to be when you grow up?‖ 

―I‘m going to be a teacher.‖ So that‘s in my blood. It‘s totally in my blood so 

professionally, I mean definitely and to come back as a part-time faculty member, I 

taught at high school. I‘ve taught at college; I‘ve taught advanced kids. I‘ve taught at, I 

did supervision of student teachers at Eastern, so I‘ve had my foot in the educational door 

for a long time as mentor, teacher and everything like that to become a cooperating 

teacher so I‘ve had my feet in the profession and my heart in it for a long time. 

 

So professionally inasmuch as I actually thought about going back to teaching high 

school again but because I think maybe the only thing that came up I would do it, but I‘m 

so frustrated by the mastery test and the fact that curriculum is now about testing and not 
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about more Socratic exploration of ideas and thoughts and teaching kids how to think and 

I think there‘s aspect of the test that are great to evaluate but you know when I was first 

started up, the cap test was once per year, you need to have a cap-like assignment and 

then it was once a semester and then it was once a quarter and then it was every writing 

assignment you had to have a cap-test on it.   

 

And actually, I didn‘t have to change, but you had to justify everything on the test you 

know like if we read Night I had students doing a page of response and then a page of a 

pointed question but they weren‘t all the state test questions but they were responding to 

it, but you can kind of justify that. You don‘t have to change it, but you need to justify, 

justify. And everything got boiled down to test scores and it‘s just, it‘s not what I believe 

teaching is. So that, so that‘s the professionally why. And part-time is personally. It‘s 

part-time, two reasons because I have young kids at home but the other personal reason is 

that driven is actually the operative word there is that I thought my head was going to 

explode. I mean, I really I stopped teaching full-time 11 years ago. 

 

I plan to teach part-time until my son goes to first grade or kindergarten. If it‘s full day 

kindergarten it will be kindergarten. It would have to be in college. If I went back and 

taught high school, it would have to be part-time and I‘ll tell you mainly why. It‘s 

because I cannot sit through any more of those in-service things. I just you know what, 

life is too short. What does it say? I hope I die during in service because the transition 

between life and death will be so subtle. That‘s pretty much it. You wouldn‘t know. It‘s 

life; I‘m alive. Like I‘m alive; I‘m dead. Am I at the in-service or I‘m in Hades, I don‘t 

know. And also the politics of that. I know there‘s politics at the college level but there‘s 

also a sense there‘s much more of a sense of professionalism and having worked in the 

places I have part-time since I‘ve been out of high school teaching, I kind of feel like I 

don‘t necessarily want to go back to and I love the high school age student which is why 

what I do in the summer time but I‘m, I‘m in a different place.  

 

And I also like reading heavier duty stuff with even with the developmental kids, I‘m not 

watering it down. They‘re getting it. It takes a little bit longer and you may have to go 

around a little bit more and I can read something that has a bite to it. Just enough to make 

it fun. I would say my present goal, my practical goal, is to be teaching six credits here 

next semester. But my professional goal is to hone my skills in developmental writing 

and also hopefully I have the chance. . . I used to teach at Ram. I taught the public 

speaking course. So eventually, I would like to utilize my public speaking experience in 

teaching and also I have a BFA in drama from NYU. I‘d like to possibly also utilize those 

skills in doing something here, whether it be doing a play or teaching an acting class or 

something like that. So to develop my skills as a teacher, writing, literature, but also may 

be to be able to work in those other fields as well. It‘s kind of a double edge sword to be 

diverse that way because people like to put you into a box. One little category. Like I just 

have this. I don‘t also want to be like forever stuck in development writing adjunct. . . 

Not that—and I love my one course now. I can do this for three or four years and be 

ecstatic but also be able to utilize all of my talents.  
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Professional goals would be to continue to feel like I‘m able to bring the students further 

along in their growth as writers. Professional would also be having a growing feeling of 

connectedness to my colleagues. Personal goals would be you know that there would be 

enough teaching here that would constitute me paying a day care provider and the times 

would be you know times that I can utilize day care. 

 

On social network opportunities. . . Okay. Serendipity; John Morris, running into him in 

the parking lot. He‘s not exactly the kind of person that I would hang out with but just 

running into him and seeing him so that was my first social network before this interview. 

I was like entered. I emailed. I had stuff for Eastern and I emailed, I was going to email 

them before I went on vacation and Mark had taken stuff down to Middlesex that day and 

I emailed my resume on Wednesday. Rae called me on Thursday, interviewed Friday and 

by Friday afternoon, I had the job. It was bizarre, sort of manifestation thing. It was time 

for it to happen.   

 

And so he was my first connection and then it would be John Morris in the parking lot. 

And then I mean I would say you, in terms of you, I met you at that first meeting just, 

you said you were the mentor for the adjunct and I‘m like, ―Okay that‘s the person.‖ And 

then I was so happy because you came into classroom. I was like, ―Oh, it‘s a person who 

I can ask questions to,‖ so you know that was great. Had you not been there, would I 

have you know end up connecting with you? Maybe not. I‘m more, I think I‘m a little 

reticent to and then the other would be this. . . well Karina Finnegan who was the person 

who evaluated and since she did, we were going back and forth about when she could 

come in because she had papers and whatever. That exchange via email we created the 

beginnings of a relationship and it was kind of nice because we were able to, I was able 

to express some of my concerns or my thoughts and she was able to validate and affirm 

some of the things that I had been thinking about. So that was really nice, too. And then 

there‘s this group of people on the fourth floor who eat lunch together. And I told Karina, 

I‘ve been feeling like I‘m the kid at the top of the stairs at their parents‘ cocktail party, 

listening to them talk and they‘re so funny. It‘s so amusing and so I‘ve been sort of, and 

then every so often, I‘ll get brave and I‘ll just shoot a zinger right over the top of the 

cubicle and they‘ll say, ―Who‘s over there?‖ And I‘ll say, ―Oh, it‘s just an adjunct here.‖ 

So. . . a couple weeks ago, I think it was right after the election, I shot one over there and 

like you need to be over here. So I went over and got introduced to a bunch of people. 

 

So social network. . . so yeah and that would be, and that would be, I did actually try, I 

think, it was like reach out.  This was a weird thing that happened. I tried to reach out 

during banned books week. I was, I wanted to work to get something, like a poster of 

banned books so they could do a thing where students could say what banned book they 

like the best. So I emailed Rae. She sent it on to Allen at the Library. They have a 

librarian and then she apparently had portioned that job out to somebody else in the 

library and forgot the name. So she gave me that person‘s email. I emailed that person, 

this is my idea which you, you know, you can never get tone but it was like, it‘s all like 

over the top and I‘m like wow. At first I thought she was serious and I was like ―Oh that 

sounds really great.‖ And she‘s like, ―No, no, not really. You‘re in charge, you know. 
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Good luck with that.‖ Which is very bizarre and I was like, ―That‘s just weird.‖ I just 

kind backed off, but I didn‘t know if like I stepped on somebody‘s toes or if you know 

what, I was just excitable. That was really weird.  

 

Our students, my students, we had just done stuff on censorship and we‘d done a couple 

readings on it so we were really into it. We talked about banned books and such. So, 

here‘s this week coming up and I was like, ―Hey, we could do something cool.‖ Then it 

was just like this very bizarre exchange and I never got a reply after that and I was like 

you know like it was strange. I‘m like okay so just kind of backed off. 

 

Said you‘re in charge of this, you know. She said something like such and such is in 

charge of that this year and then I emailed the person that was supposedly in charge of it. 

Yeah. So I was like all right. I‘ll just back off. I‘m just not going to get involved. Don‘t 

want to get caught up in anything. And I hope it was meant to be like snarky, but it read 

that way so. . . And I never got a response to my response, like oh you know what kind, 

another so I just backed off. I‘m like okay. I‘ll just come in and out and do my thing. 

That‘s the other nice thing. You can sort of just skulk on and skulk off if you want.  

I would say the first one would be my choral teacher in high school because she would 

put her philosophies of education on the board at the beginning of the year. It had four 

main factors and the gist of them were every student can learn, it‘s the teacher just has to 

find the way for the student to learn. It‘s the student‘s job to trust the teacher and work 

with the teacher to help them find the best way. It was very student centered ideology and 

I think the fourth one was I love all my students and that‘s pretty much always been 

mine, and I actually put that in my philosophy of education when I started applying. You 

don‘t want me to love my students, then you don‘t want me to work. . . 

 

My supervising teacher when I did my student teaching was outstanding. I did that at 

Pratt High School in Meriden, an inner-city school. Again my students were very 

instructive to me as well. I can‘t really say my college, my master‘s classes necessarily. 

In my, since I‘ve been teaching professionally as a professional, I would say Paula 

Schwartz, who used to be the superintendent.  

 

But they were fantastic because they were the ultimate, their administrators, every single 

teacher in that building was observed at least three times a year. That‘s new teachers, 

teachers that have been teaching 20 years, 50, whatever. Every single educator was 

accountable and their—again, this goes to what we talked about, being observed and 

having someone raise that carrot a little bit, to give you something reach for instead of 

becoming complacent. Mary was my evaluator. Paula had come in also a different year 

and having people sit down and say this is what you‘re doing well. Keep doing this. This 

something you can work on. This is something you can work on. This is something you 

can change and here‘s the way you could do it. So they were, and they were just 

professional.  

 

They also believed in the students. They set the students up for success. They were about 

students which you so rarely see. They weren‘t about the budget. They weren‘t about the 
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outward appearance although it became a blue ribbon school. Paula did the applications, 

not because she tooted her own horn, but because she saw, you know there were really 

good things happening. And it was good morale for the faculty too. So they definitely 

were very influential, both of them.  

 

Ironically, when I was doing supervision of student teachers at Eastern, there was a 

student teacher who was like a horror show and he was actually very important to my 

professional development because, because he would say things to me like. . . I guess it 

was you know when you‘re dealing with high school kids, there‘s not really a question of 

authority, but he would, he‘s a college student, he‘s a senior in college or he might have 

been doing his masters actually. I think he was doing his masters and he had a horrible 

class and I‘m like ―Okay, well, like I‘m trying like these indicators, I think something. . . 

‖ And he goes, ―Why can‘t you just give me the benefit of the doubt?‖ And I‘m like, 

―That‘s not my job.‖ 

 

So that sort of challenging my authority which had never happened, but that was 

influential in my professional development as well. How do I assert myself in a way 

that‘s both assertive, supporting the college‘s expectations for this particular student, the 

State of Connecticut‘s expectations, but also how do I do that without discouraging him 

to the point where he wouldn‘t try. He was really narcissistic. He was quite a challenge. 

He really was quite a handful. And the other kids I had, they were fantastic. I got so 

excited. I just loved their teaching.   

 

Well do I have someone to discuss my professional goals with? I don‘t think formally I 

do. So again, there‘s these questions I don‘t know the answers to. So how would I feel, it 

would be nice to have someone but I think on the flip side of that and this is something 

I‘m, I‘m a little paranoid about, I think, it‘s not out of a neediness, like how am I doing, 

how am I doing? But how can I contribute to the success of the department? Any sort of 

paradigm that‘s set up for adjuncts that is supportive of that is great and I think it‘s 

challenging because again when I was at Eastern, we met, you know the first Monday of 

the month, all of the supervisors for student teachers met and we either looked something, 

out of our experience, we looked at a case study and so there was sense of we could 

bounce things off each other especially since the State instrument for evaluation keeps 

changing every year. So we could say okay this is the instrument they‘re using and we 

were actually evaluating one of the instruments.  So having adjunct time even where you 

could actually connect with other adjuncts to talk about issues. 

 

I just think that would be and it wouldn‘t. . . it could be informal. It could be the first 

Monday and sometimes it could be at noon and some months it could be at seven at night, 

whatever, like before the night classes, 6:30, sometimes it could be 8 a.m. or 7:30 

breakfast. Whatever. . . But, just to have that and also there even could be on blackboard, 

there could be just a list of the adjuncts that are teaching a particular semester so that 

adjuncts could email adjuncts. Hey is anybody teaching 066?   
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On inclusion, ability to contribute, and potential for full-time positions . . . Okay. Maybe 

in terms of inclusion, I think that I think that you can be as included or un-included as 

you want to be or you feel bold to be. I think the onus falls upon the adjunct completely 

pretty much. Although, I would say the orientation was really nice. That was really nice. I 

was happy to see some familiar faces there from my other walks of life so that was really 

heartening. Mary Ann Steiner who goes to my church, I ran into her the other day so I felt 

connected in terms of knowing that.  

 

I think there‘s an attempt to make the adjuncts feel included. I just think because once the 

semester sets off, everybody‘s got, I mean it‘s a lot of work you know to just keep. . . I 

mean I‘m teaching six credits, 22 kids. But if you‘re teaching 12 credits, or nine credits 

and you have 100 kids, I mean you know, that‘s like 110 kids in a year. It‘s a lot of 

paperwork. It‘s a lot of planning, meaningful lessons, backups if your computers aren‘t 

working. You know it‘s a lot. It‘s a lot. So you also don‘t want expect that the other 

faculty members are going to be like all trying to. . . you have to, I think you have to take 

the onus on yourself but I feel part of and I‘ve only been here for three months but I love 

it. I saw Kathy. She got on the elevator with me this morning, right after class and she 

goes ―You‘re always so happy when I see you.‖ I go, ―I like being here. It‘s nice.‖ The 

furniture‘s nice. You know? I live in a 200 year-old-house so I like this modernism, you 

know? Not so much dust. Nobody‘s pulling things off of shelves. You know?   

 

So in terms of being included, I think there‘s a real attempt initially to do that and I think 

it happens you know to the extent that people with the time that they have—  

Ability to contribute to your department—I mean I think in terms of being a good 

professor or instructor, whatever you call yourself, in that my students will go on and be 

successful in other courses. I think that‘s the best contribution that I can give. I don‘t 

really feel like I‘m called on to contribute although I did like doing, I went back up on the 

case study which again I can‘t get from home. It‘s really frustrating although I have my 

computer from home now so I‘m going to see if I can, it‘s got a ton of blocks or whatever 

because I, what I do for them but I might be able to get on. 

 

Yeah. I wanted to respond to the quandary about the student who‘s not doing well, sort of 

a serenity prayer approach. Because I have some students that if they were going to the 

counseling center, would be doing better. Because it was really structured and I was like 

okay that was a good, so I was kind of chewing on that. You don‘t want to give up. The 

other thing is you don‘t want to become co-dependent either.  

 

And then let‘s see and your ability for potential full-time position. I think I‘m qualified. I 

don‘t know if I would get pegged like oh that person should have a full-time position, I 

don‘t know if that happens here. Sometimes it‘s like, ―Oh that person is local, so they‘re 

not as exciting as a person coming from Pennsylvania.‖ I mean I‘ve seen it happen at my 

husband‘s job where they‘ll take someone from Washington State and even Mark if he 

just decides to go on and apply locally at a four year, which is a possibility, if there‘s, one 

school has a position open in his department and he‘s been asked to apply, but they take 
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people from outside the state the last four instructors and they only had, they had him for 

like one year to three years. They haven‘t had anybody stay. 

 

You know? And Mark‘s like, ―Look, I‘m here to stay. I‘m not going anywhere. We‘re 

not moving.‖ So but just that, I wonder when I think about full-time, I feel qualified 

certainly because I have a lot to offer, but I think as a full-time employee, I would offer, I 

would be willing to do so many things just because I do feel passionate about students, 

especially this population. That‘s another reason that I did not really want to go back, the 

principal at Ram‘s is wonderful and he keeps saying, ―I‘ve got a position for you.‖ But to 

be honest, there‘s really pretty much one kind of person now. There‘s different kids. I 

don‘t want to pigeon hole, but there‘s just not the diversity that I have here. I mean I have 

ten or 11 different countries represented. . . And the thoughts and ideas that they‘ve 

brought, talk about really instructing me, just enriches the discussion about any topic. 

And they have been so good about sharing their personal experiences and their cultures 

and so it enriches everybody‘s experience. So again not to say that if something came up 

that wasn't perfect at Ram, I might do work down the street, but I really like it here. I 

really like it here. I can‘t believe how much so basically. 

 

On job satisfaction. . . I‘m very happy. I can‘t believe I‘m so happy. I wake up at quarter 

to six to come to this job. That is unbelievable; I‘m not a morning person. I love driving 

here. I love walking in the doors. I love when I come to my classroom door and I see my 

students sitting there waiting. Now three or four will come in on an early bus. I‘m here at 

7:30 and they‘re here and I‘m like there they are. You know. My little United Nations 

and so I mean I just—I don‘t know if it‘s the course I‘m teaching or the. . . I said to 

Karina, ―I think I may have the best class that ever came to MCC.‖ I just love these guys. 

They just, they started out, and I thought they would never talk. And now they act like 

they all grew up together. I mean I‘m not kidding. They‘re like a family. They‘re great. 

They‘re awesome. So I mean, they‘re the main reason that I, and you know, and they 

want to do better. There‘s only one slug, only one and he even, he does nothing. He has 

handed in no papers. He doesn‘t even do the in-class writing. He leaves at three. But God 

bless him. He comes to class. He‘s failing. He‘s got like a 17. 

 

But, job satisfaction is very good. I‘m very happy. What elements of part-time are 

satisfying? My schedule, my time. Fantastic time frame. I love the 066 class. I love being 

able to focus on 22 students over six credits because there‘s also the socio-economic 

factor for me. Like I have to pay the babysitter; I have to get here.  

Having six credits here you know I could teach three at Eastern which is a little bit closer 

and but having six here, I wish I could get to nine here, but we can‘t, I guess. My 

husband had to do that for adjunct there. So that, right now, my time frame is really 

satisfying; the class I‘m assigned is satisfying; just engaging with people thinking about 

things is satisfying. Really, very satisfying. Being able to raise questions beyond 

questions that have answers is satisfying. Letting students, watching students chew on 

things that aren‘t black and white. So the curriculum, the book, being able to choose my 

book is satisfying. I said the technology is satisfying. The nice leather furniture. Just 

being able to put a YouTube video of Martin Luther King or Maya Angelou. 
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That is, the resources are satisfying. And I would say, not satisfying, I just think in 

general, space; having the space to move around; just the space to really. . . like the 

lockers, you can use them for a day. You know like if I could keep a locker here for like a 

week or if everybody had a locker, it would be so much, because I could leave certain 

things here. Like that packet that has Vista in it, instead of carrying the stuff that I don‘t, I 

need here but not there. Just not you know carrying all this crap. I have to get like a dolly. 

See if I get another semester and I‘ll make the investment, the investment. Cog in a 

wheel. Well I think I heard them say there‘s like 15 full-time faculty and like 65 adjuncts 

in the department so we‘re very important. I think that whereas I think full-time faculty 

get tapped out by administrative things sometimes, adjunct faculty are able to focus 

solely on the students and so I think that that‘s, I think that‘s a huge boost to the 

classroom and I think it also supports the full-time faculty if you have a lot of adjuncts. 

 

On current experiences at RCC. . . One other thing and I don‘t know if this relates to one 

of the questions, but Karina had mentioned something because she had taught I guess 

adjunct here for a while, she mentioned this and I hadn‘t thought about it until she 

mentioned it and I thought oh yeah that‘s kind of what it‘s like. You know the semester 

ends and it‘s like don‘t let the door hit you on the ass on the way out the door. Do you 

know what I mean? That‘s how I feel, but that whole like, the sense of being temporary, 

it‘s that whole you know, I did Kelly Services when I was in high school. Are you, if you 

don‘t get a teaching assignment next semester, are you no longer part-time? What do you 

put on your resume? What is your association with the college post-semester? You know 

in January, what do you do for work? Well last semester, I taught at MCC and I really 

don‘t know where I stand. And I would say knowing when you‘re going to get an 

assignment and knowing when you are not. Do I have to prep a class that I haven‘t taught 

before? How long do I have? Like I had about a week to prep my class. Thank God I 

taught, at Ram I taught a senior English seminar. 

 

I tried to get them to use the same books. She‘s like, ―Oh no. We read these books.‖ I‘m 

like wow, and actually I couldn‘t even get copies. I kept coming back to the department 

in the summer time. Nobody was here. So I ended up, I have a friend at Middlesex who is 

an English developmental writing teacher and she had a bunch of them on her shelf and 

she sent them and I had to, I could look at them and then Pierson finally sent me my own 

copy. Yes, it was kind of harrowing. Now that I had the books, I got a sense of it. That 

whole sort of sense of being temporary. That‘s a little shaky. You don‘t think about that 

until your semester‘s ending and you go. . . Yeah. So I go apply at McDonalds?  

 

And I think that‘s the thing too because if I wasn‘t going to have six credits here next 

semester, then I really need to pick up three somewhere else. I could go to Middlesex, but 

I need to know. I‘d rather work here. Parking is easier than Eastern. Yeah, parking‘s 

good. You can put that in. I thought about that. Of course I get here at 7:30, so I get my 

pick. 
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Researcher’s interpretations and analysis. P1 recently came back to teaching  

after staying at home with her young children. Although she taught for years at the high 

school, she is relatively new to higher education. She shared that teaching has always 

been her goal. When she was a child, she ―had school in her basement. My brother had to 

read and do math before he went to kindergarten. Had to have the neighborhood kids in. 

As soon I learned a concept, I had to teach it to them.‖ She left teaching at the high 

school level not only because she wanted to be at home full-time with her children, but 

also because she became so frustrated by ―the fact that the curriculum is now about 

testing and not about more Socratic exploration of ideas and thoughts.‖ She felt that she 

was and her students were being pigeonholed in that type of learning environment so she 

decided to explore the college community. 

Once at RCC, she found that she enjoyed being able to teach the ―heavier duty 

stuff without watering it down.‖ She prefers the academic freedom she has at the college 

instead of all of the politics she had to face at the high school. In addition, she does not 

always have to ―justify, justify‖ everything she chooses to utilize in the classroom. At the 

high school, she always thought her ―head was going to explode.‖ She plans to teach 

part-time at least until her youngest child goes to school full-time, and then she hopes to 

get a full-time teaching position at RCC. She knows she is qualified to teach full-time but 

she does not know her possibilities because she is a ―local.‖ She feels that most colleges 

tend to shy away from ―the local talent because they think they‘re not as exciting as a 

person coming from a different state or region.‖ She certainly has not been approached 

by anyone at RCC offering her a position or even encouraging her to apply when one 

comes available. She stated, ―I don‘t know if I would get pegged like oh that person 
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should get the job. I don‘t know if that happens here.‖ She described that she feels she 

has the ability to contribute to the department and she feels included in and connected to 

the department and the college community as a whole. She shared, ―In terms of being a 

good instructor, my students will go on and be successful in other courses. I think that‘s 

the best contribution I can give.‖ She stated further, ―I don‘t really feel like I am called 

on to contribute in any other way.‖ As for inclusion, she claimed ―I think that you can be 

as included or un-included as you want to be or you feel bold to be. I think the onus falls 

upon the adjunct completely, pretty much.‖ She acknowledged that the school attempts to 

make part-time faculty feel included though, but once the semester starts, ―it‘s a lot of 

work you know just to keep up teaching six credits. It happens to the extent that people 

with the time that they have can do it.‖  

Additionally, P1 said that although all of her needs are not fully met, her job 

satisfaction level is very good, and she is very happy at RCC. She said the factors that 

keep her satisfied are, ―my schedule, my time, the class I‘m assigned is satisfying, just 

engaging with people thinking about things, the curriculum, the book, and being able to 

choose my book is satisfying.‖ She also shared, ―the access to working technology is 

satisfying. That is, the resources are satisfying.‖ The factors that cause dissatisfaction are 

not as numerous, but they do have an impact on her feelings about being a part-timer at 

RCC. Not having ―a space to store my things is not satisfying. It makes me feel like a cog 

in a wheel.‖ In addition, she added, that at the end of the semester she and other part-time 

faculty feel as though the school is saying, ―Don‘t let the door hit you on the ass on the 

way out the door. It‘s the sense of being temporary that is dissatisfying.‖ She continues 

by saying, ―What is your association with the college post-semester? I don‘t really know 
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where I stand.‖ P1 finds this transitional period very frustrating. She wishes that she could 

know her teaching assignment much sooner so that she could better prepare for the 

semester and just to know that she does not have to ―go apply at McDonalds‖ would be 

refreshing. Table 18 shows coding ascertained from RCC P1.  

Table 18 

 

Coding Ascertained from P1 (RCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Competently carrying out objectives 

Expectations 

Difficult 

Human connection 

Pedagogical trends 

Strategies 

Vast toolbox 

Resources 

Up-to-date 

Evaluations 

You can do this 

Physical environment 

Perceived as professional 

Autonomy 

Trusted 

Valued 

Frustration 

Low maintenance 

Places to meet 

Easily distractible 

Clock on the wall 

Love teaching 

Since six years old 

Head was going to explode 

Can bring students along 

Connectedness to colleagues 

Enough to justify day care 

Social Network 

Serendipity 

Faculty parking lot 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Adjunct mentor 
Evaluator 

Relationship 

Email 

Instructive 

Believe in students 

Student-centered 

Good morale for faculty 

Challenge to authority 

Not formally 

Not from neediness 

Bounce ideas off one another 

Connecting 

Onus falls on adjunct 

Orientation 

Schedules are troubling 

Feel a part of the community 

Being a good instructor 

Accountability 

Qualified 

Stigma 

Too local 

Adjunct status 

A lot to offer 

Really like it here 

Job Satisfaction 

Very happy 

Can‘t believe I get paid to do this 

Not a morning person 

Best class ever 

Love the course 

Engaging 

Thinking 

Being able to choose 

Office space 

A room of one‘s own 

Valued 

Equal  

Professional 

No discrimination 

Good with students 

More social network opportunities 

Student success 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Very important role 
Can focus solely on teaching 

Temporary 

 

P2. P2 has taught in the Allied Health/Nursing division at RCC for seven years.  

She holds a Master‘s degree and has retired from a career in nursing. She teaches part-

time at the college and has no aspirations for a full-time position in the near future. One 

of the major inconsistencies she has encountered in higher education that she never 

encountered before in the workforce is a ―pronounced difference between a part-timer 

and a full-timer.‖ She perceives that part-time faculty are treated as though they should 

not be involved in certain activities and events on campus simply because they are part-

time. This discrepancy causes her some dissatisfaction. She shared the rest of her 

experiences, feelings, and personal reflections on teaching part-time at UCC: 

On professional needs and working conditions. . . I‘ve been having major hassles with 

the health insurance part of my job, so what would make me contented is for them to 

resolve the problems with the health insurance. Sometimes it‘s difficult being part-time to 

be kind of the odd one. . . all that we need to do in such a short amount of time because 

we‘re not there all the time. I don‘t know if that makes sense. Job responsibilities and 

preparation for, we have a lot of. . . I‘m in the nursing division, so we have a lot of 

laboratory classes we have to do, but it‘s hard as a part-timer. Sometimes you‘re getting 

there, and that day you have to be doing a class, and it‘s not as much time. The other 

problem we have is our IT department. Yeah, to give you an example, I did a class last 

night, and twice I had to call IT because it wouldn‘t hook up with the network, and he 

said it‘s been doing that because it was installed wrong, and we constantly have problems 

like that, that we have to call IT and get it fixed. It just takes a lot of time out of your day, 

you know. 

Sometimes, and I‘d never encountered this until I began teaching, but there‘s a big 

difference between a part-timer and a full-timer. And sometimes, you know, they kind of 

treat it like one of the full-timers will do certain things, and, ―You‘re part-time, so you‘re 

not involved with this.‖ A little bit of that, you know.  

Yeah. Because I think most of it goes with the territory, I think, and the college setting 

that if you‘re full-time, you have a lot more responsibilities, so you get involved with 
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more, and if you‘re part-time, sometimes you‘re not as involved with as much because 

you‘re part-time. So I guess it has to be that way, but I guess if we resolve the benefit 

issue, to have computers that work all the time. And I think that‘s it, because I am pretty 

satisfied there. I think those are the only areas that really I have big problems with. 

Sometimes there‘s things that I would like to be involved with.  

I wouldn‘t say that I can think of anything that causes me dissatisfaction. Do you mean 

like, being around colleagues that you can interact with, and have respect for each other, 

and being able to do some development of your own curriculum? Okay, so colleagues 

that I can interact with, having the chance to have some input in the curriculum. And for 

me to have the information that I need to interact with my students. I do a lot of clinical 

teaching, so I need to have the support from the college to have all the paperwork. I have 

to have someone like, if I was having problems that I can call, you know, the support 

from the college to do that part of the job. 

On teaching part-time. . . I wanted to. . . I was doing staff development in a long-term 

care facility, and I found that people didn‘t want. . . I had to do a lot teaching for 

requirements for the facility, and I found that a lot of people really weren‘t interested in 

learning. And at the community college, I find the students are very interested in 

learning. They want, from me, they want to become nurses, so they are very involved 

with their subjects, and they‘re very motivated to get through the program. So I guess that 

was my reason, you know, for wanting to make a switch and teach. I don‘t know if I‘ll 

ever be able to retire with the way the economy is. I really don‘t have any plans to retire. 

I plan to stay there. I like it, and it works out well.  

I don‘t know if I‘ll ever be able to retire with the way the economy is. I really don‘t have 

any plans to retire. I plan to stay there. I like it, and it works out well. Oh, no, I don‘t 

work there anymore. I only, I actually, I‘m adjunct for nursing at the college, and then I 

also do some classes for the continuing education division too. I have done some 

temporary full-time, and I like the part-time. I‘ve had some health issues, so it works out 

well for me. It‘s a good balance for my life. But sometimes, like this semester, I‘m full-

time clinical again. So sometimes I‘ll do some full-time for a while, but I don‘t see 

myself changing to the full-time. I like the part-time.  

If I could continue to have my supervisor. The director of the division is very supportive, 

and she, you know, fosters us to be creative, and have input into our jobs. She‘s just a 

great leader. I think that‘s one reason why, you know, that‘s one factor that makes me 

stay, and the fact that I feel like I can make an impact on my students. I‘m not sure I 

understand, you mean in my life, or in my job right now? Okay. Who has been 

instrumental in social networking?  

On social network opportunities. . . I would say that my boss, because he‘s very 

supportive of anything I do at the college, he has a laboratory teacher who I knew before 

I even took the job, who tends to get involved with everything and is very involved with 

different committees at the college, so she‘s very encouraging for social networking. 

Relationships with someone at the college? I think it goes back to when I was in college, 
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I had a chemical instructor, who was really a role model for me, and I really patterned 

how I teach like she does.  

When I came to the college, I was just working as an adjunct for nursing, but because I 

had this association with the lab professor, she was very familiar with the Continuing 

Education Department, so I do classes for them, I do a whole number of classes for them, 

now, that‘s a very different, population than I teach for my regular jobs, and I‘ve 

continued to branch out with that, so I think just having that network has re I think it‘s 

always beneficial to talk about your goals, and I think you can become stagnant if you‘re 

just doing the same thing all the time.  

I think that would be beneficial. He really helped me to do different kinds of teaching too.  

On inclusion, ability to contribute to you department, and potential for full-time 

positions. . . Well, you know, we‘re almost a little separate, because I am in the nursing 

division. The rest of the college for part-time faculty, they, a lot of them will have a full-

time job, and teach at night, and you know, teach- I think they have a max that they can 

teach as a part-timer, I‘m not sure what the number is. For us, our positions are eighteen 

hours a week. Yeah, so we generally have two full days of either lab or clinical, and then 

we have a meeting or two every week or two at the college. Because we are at the 

hospital facilities part of the time, too, we‘re not always at the college.  

On job satisfaction. . . And for me to have the information that I need to interact with my 

students. I do a lot of clinical teaching, so I need to have the support from the college to 

have all the paperwork. I have to have someone like, if I was having problems that I can 

call, you know, the support from the college to do that part of the job. I do a lot. Even 

though I‘m part-time, I tend to be there more hours than part-time. And I tend to, if I see 

things that can be changed, I‘ll redo it and give it to the course leader. Or, I can make a 

lot of contributions.  

They‘re always trying to get me to go full-time. It‘s a constant thing. I‘m very satisfied. I 

enjoy my job. I think I get a lot of satisfaction from what I do; from the students. I think 

I‘m respected among my peers. Interacting with the students, interacting with my 

colleagues. I think it gets back to an original thing I was saying, is sometimes I wish I 

could be a little more involved, but as a part-timer, you can‘t. I guess if I didn‘t think it 

was important, I wouldn‘t be as satisfied, but I think that our part-time positions are very 

important, so I do think it‘s satisfying. I don‘t know. They try to include part-timers as 

much as they can. My division, we‘re much more involved than the college as a whole. 

Some things that they‘ve started to do have helped. They had this crazy thing that they 

used to do where they would take our email addresses out every year. And so now, 

they‘ve been, for me anyway, they kept my address, and that‘s been very helpful. And 

they‘ve started to do more like, orientation, and I‘m on a board at the college for adjunct 

faculty, and we talked about having a little bit of a social, and the orientation was nice, 

because you always learn a lot, even though you‘ve been at the college seven years. It‘s 

nice to have something that you can go to and feel more part of the whole college as a 

whole. 
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On current experiences at RCC. . . Probably having a boss that is supportive, that 

encourages me, and appreciates what I do. Also a boss that will allow me to be creative, 

you know, and give input, and take input, and also the fact that you know, if my students 

are interested in learning. I guess that bothers me when people aren‘t interested in 

learning.  

Yes, I‘ve been a full-timer before. I think I‘ll give you an example of that. One of the 

courses I was in, you know, we always get the feedback from the students, and one of the 

things the students said was some of them had had, for their clinical rotations they‘d had 

part-timers, a number of rotations in a row. They wanted to make sure they got full-

timers too. And when that came up in a meeting, I went to the course leader, and I said, ―I 

find that very offensive,‖ because if you‘re saying that. . . because clinically, we do the 

same job. 

Sometimes there‘s a little bit of an attitude like that. No, I mean because I think some of 

it is, like my boss explained, ―You know, the full-timers are there all the time, you know, 

they see the students that they advise. They‘re much more involved because they‘re doing 

lectures.‖ And you know, I think sometimes that if I wanted to do that much involvement, 

I would be full-time. 

But, yeah, it‘s not enough that I feel like, ―Oh, I‘m really dissatisfied,‖ but I just speak up 

when I can to. . . I tend to be someone who speaks up for the adjuncts. 

Full-timers do the lectures, but clinically, we all have, you know, full-timers and part-

timers have the same clinical job. And I said, you know, ―It should be the same. I don‘t 

see why the students are saying that. And if there is a difference between how we‘re 

teaching, it should be resolved then. We should all be doing the same kind of thing, 

giving them the same kind of experience.‖ So sometimes it gets to be kind of that, that 

we, you know, ―Well, you‘re just a part-timer,‖ you know, ―Well, we have to make sure 

we have some full-timers, not just all adjuncts, and. . . ‖ 

Researcher’s interpretations and analysis. P2 retired from a full-time nursing  

position and decided to give back to the community by teaching and directing laboratory 

preparations part-time at RCC. Her greatest concerns come from the fact that she has 

often major hassles with seemingly small issues. She attributes this to her status as a part-

timer. She stated, ―Sometimes it‘s difficult being part-time to be the kind of the odd one. . 

. all that we need to do in such a short amount of time because we‘re not there all the 

time.‖ She gave an example regarding the technical difficulties she frequently has in one 

of her classes. She shared, ―I did a class last night and twice I had to call IT because it 
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wouldn‘t hook up with the network, and he said it was installed wrong. We constantly 

have problems like that. It just takes a lot of time out of your day.‖ She feels, with the 

incidents such as the aforementioned, that part-time faculty are viewed differently at 

RCC. She voiced the opinion, ―I think most of it goes with the territory. You‘re full-time, 

you have more responsibilities, so you get more involved, and if you‘re part-time, 

sometimes you are viewed as not as involved. So I guess it has to be that way.‖ Although 

she feels that there is a divide between the two groups of faculty and the school‘s 

perceptions of each group, she still is ―pretty satisfied here.‖ 

At RCC, P2 does a lot of clinical teaching, so she would be more content in her 

position if she could get ―more support from the college to have all the paperwork.‖ In 

addition, she would like to have more interaction with her colleagues and the opportunity 

to add some input in curricular decisions. She would also prefer to have the appropriate 

information necessary for more effective interactions with her students. She greatly 

enjoys working with the community college students. While she was working full-time in 

the administration of a long-term care facility, she found that her co-workers were not 

that interested in learning, which was difficult because she had to do ―a lot of teaching for 

requirements for the facility.‖ These courses sparked her interest in teaching as a 

profession and working at RCC was a perfect fit. She appreciates the students here 

because ―they want from me; they want to become nurses. They are so very involved 

with their subjects, and they‘re highly motivated to get through the program.‖ These 

experiences with the students at RCC motivated P2 ―to make a switch and teach.‖ But she 

must admit that she prefers the part-time to any full-time work. She voiced, ―I have done 
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some full-time temporary work, and I like the part-time. I‘ve had some health issues, so it 

works out well for me. I don‘t see myself changing to the full-time.‖ 

In addition to the motivated students at RCC, P2 has had very satisfying 

experiences with her supervisor. ―The director is very supportive, and she fosters us to be 

creative and have input into our jobs. She‘s just a great leader.‖ Also, she feels ―just 

having that network is always beneficial to talk to about your goals because I think you 

become stagnant if you‘re just doing the same thing all the time.‖ Although she has a 

significant connection to the school through her students and her division director, she 

still states, ―We‘re almost a little separate. But they may be because we are at the hospital 

facilities part of the time, too. We‘re not always at the college.‖ She stated further, ―I can 

make a lot of contributions and they‘re always trying to get me to go full-time.‖ She 

appreciates that they value her work and her effort, but she is ―very satisfied‖ with her 

job as a part-timer. She goes on to share, ―I get a lot of my satisfaction from what I do, 

from the students. I‘m respected among my peers. I love interacting with the students, 

with my colleagues.‖ However, she would like to be more involved on campus but she 

accepts that ―as a part-timer, you can‘t.‖ She explained though, ―They try to include part-

timers as much as they can,‖ which she finds gratifying. The department has started a 

more in-depth orientation for the part-time faculty and the college initiated an advisory 

board for the adjunct faculty, which P2 is a part of. She declared, ―It‘s nice to have 

something you can go to and feel more a part of the college as a whole.‖  

P2 also said that although all of her needs are not fully met, her job satisfaction 

levels are high, and she is very happy teaching part-time at RCC. Most important to her is 

that she has a boss who is ―supportive, that encourages me, and appreciates what I do.‖ 
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She said the factors that keep her satisfied are, ―being allowed to be creative, you know, 

give input and take input, and also the fact that my students are interested in learning.‖ 

On the other hand, she is not happy with the attitudes she is faced with sometimes from 

students and colleagues regarding the part-time status. In one experience she shares, ‗We 

always get feedback from students and one of the things they said was some of them for 

their clinical rotations had part-timers for a number of rotations in a row. They wanted 

full-timers. In a board meeting, I said that I found that very offensive because clinically, 

we all do the same job.‖ She goes further to state that she has been on the receiving end 

of this attitude sometimes expressed by full-time colleagues as well. She claimed, 

―Sometimes it gets to be kind of that, ‗Well you‘re just a part-timer. We have to make 

sure we have some full-timers, not just all adjuncts.‘‖ She hears those comments often 

but not so much that she feels like, ―Oh, I‘m really dissatisfied.‖ Instead, she uses these 

kinds of teachable moments to ―speak up for the adjuncts.‖ She simply explains, ―We all 

have the same clinical job, and we should be giving the students the same meaningful 

experience.‖ Table 19 displays coding ascertained from RCC P2. 

Table 19 

 

Coding Ascertained from P2 (RCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Health insurance issues 

Responsibilities 

Preparation 

IT issues 

Big difference between part-timers and full-timers 

Resolve benefits issues 

Computers that work 

Being around colleagues 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Developing curriculum 
Interact with students 

Support 

Want to learn 

Motivated 

Don‘t have any plans 

Temporary full-time 

Clinical 

Social Network 

Allows input 

Great leader 

Very encouraging 

Always beneficial 

Can become stagnant 

A little separated 

Try to include adjuncts 

Different contracting 

Contribute a lot 

Always trying 

Work closely with course leaders 

Advisory board for adjuncts 

Job Satisfaction 

Very satisfied 

Respected among peer 

Interacting with students 

Interacting with colleagues 

Very important 

Try to include adjuncts 

Kept on email 

More orientations 

Supportive 

Creative 

Interested students 

Offensive 

Same job 

Not as vital 

Speak up for adjuncts 
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P3. P3 has taught in the Liberal Arts division at RCC for twelve years. He  

holds a doctorate and teaches full-time at the school as well. In addition, he has held 

several administrative positions at the school and acted as faculty advisor to the part-time 

faculty in his department while he was chair. Most recently, he worked with the part-time 

faculty in his department as one of the key administrators of the Title III grant that the 

institution received in order to better serve the part-time faculty at RCC. In addition to his 

full-time teaching position, he teaches part-time at the college too. He detailed his 

multiple roles and varied experiences, feelings, and personal reflections on teaching part-

time at RCC: 

On professional needs and working conditions. . . I think that the things that would make 

them contented speaking for myself along with the adjuncts would be feeling as if. . . 

well, first of all I think they would all like to be better paid. I think that‘s congenital. 

They‘re not paid enough. And the second thing is I think that this connection with the 

institution is something they very much value. I know I did because I didn‘t have it when 

I started in adjunct. We were between department chairs. I just sort of slipped in there 

because I knew the president  

I think also a sense that they‘re at least valued enough so there‘s a place for them 

physically, and I have to say this in the past ten years there both has been and has not 

been a place for them physically because when I was in the dean‘s office we had one 

office, faculty office, set aside for adjuncts. It had a computer. It had telephones, two 

telephones. Then we lost that. I argued against losing it, but we lost it because they 

needed the space for a full-time faculty office. But then this year because we‘ve had some 

construction and stuff out there and we‘ve been able to move some things around. 

There‘s a rather large office off the cafeteria that is for adjunct faculty and they can meet 

students there, they can make calls, there‘s a phone there. There‘s a computer. So they 

finally got this back. Then there was a year or two I think when actually there was an 

office available, but nobody knew it. It was a building that is no longer here, Fisher Hall 

which is where the library is now. 

That got knocked down and that was a former bank building and what I said about is 

Fisher Hall as an educational building is a great bank building. It just didn‘t fit, and there 

was some space on the second floor there, but very few people ever made it up there to 

do anything. But now. . . This is right off the café and I do know that people are using it. 

You can tell this is sort of a sore point, a sticking point with some people because one 
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adjunct used to have office hours in the cafeteria. What he did, he had office hours 12 to 

12:45 Tuesday and Thursday and it was rankled a bit, I‘m sure.  

They need to be in contact with the institution. They need to know what the institution is 

doing. They need to know what the priorities are, need to be integrated into the operation 

of the institution, academically certainly, and that‘s something that the round tables have 

been good for. I think that we‘ve begun to see a coming together, and I think that most of 

the adjuncts value that. I‘m not sure that all of them do because some of them like some 

of the adjuncts who teach comp they‘ve been teaching composition part-time here for 18-

20 years. They‘re high school teachers. They‘re retired.  

I think that there has been a bit of a jolt for them actually to see what‘s expected of them 

in the portfolio. But I think that once that understanding is there, they‘re the better for it. I 

think they would acknowledge that. We‘re talking to each other and we‘re coming up 

with sort of a commonly understood set of standards for what to expect. So I think that‘s 

it basically. Professionally you can‘t get away from the need to actually know the people 

that are here all the time.  

I think if I felt valued and in concrete ways. They don‘t have to carry a lot of money. I 

think the recognition was a real morale booster, and I think it‘s also a morale booster 

every year the president has a reception sort of like once a year with adjunct faculty and 

gives out little certificates, awards, to adjunct faculty who have contributed beyond the 

call of duty to the livelihood of the college, and I recommended two of our part-time 

instructors in history in the past five years and each one of them got the award and the 

sort of things they did.  

We had a faculty member who long term as I say more than two weeks medical problem 

and so needed to make the transition shortly after the start of the semester and they 

approached her about filling in for the rest of the semester and she said yes and she 

adjusted her schedule. She juggled and everything. You recognize that sort of thing and 

the other one with another adjunct who teaches philosophy they developed our force and 

they teach it and that‘s what he received recognition for, and I think that‘s the other thing. 

I think that. . . I know Ron was really satisfied. He saw a course, he put it together. We 

had to work with him to get it through the approval process because he‘s never done it 

before, but it‘s up and running and he‘s teaching it and I know that he feels very good 

about that.  

I think that the professional needs that were not being met and are still not being met in 

their entirety, but all that stuff, the very concrete stuff. I need a place to be, and I think 

that when they didn‘t have that that probably created some. . . Well, you‘re not 

connected. I don‘t have any place to be so I leave. I‘ll meet with the students in the 

cafeteria, but. . .And I think that I don‘t hear them complain about salary. I don‘t hear 

that. I think that things that would have left them. . . have left them dissatisfied in the 

past. . . I think we‘re dealing with some of this stuff was like for instance there was really 

no job security if you‘re a part-time faculty member and now there is. Now there‘s a. . . 

there is language in the contract that acknowledges experience. In other words, I think the 
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way it works is if someone has taught here more than and you can‘t bump that person for 

somebody who‘s brand new. Which you can. . .  

Yeah. What you can do is you can offer them a class at anytime you want to. They don‘t 

get to say no I won‘t teach here, but I‘ll teach here. But there is this part-time lecturer 

provision in the contract that says seniority has numbers on me.  

All kinds of stuff. I think again being visible, being known. Known that you can talk too. 

People that are here all the time. Training, we have scads of technology. Every room has 

something in it and many rooms have everything in it. That‘s what that one did. We all 

got computers and the classrooms got ramped up with technology. So we got the DVD; 

we got the PC; we got machines that will do anything for you. We‘ve even got document 

cameras, and the thing is you need to know how to use it, and so what our media 

instruction support people have done is they‘ve offered workshops every semester for 

faculty to come in. Actually specifically for part-time faculty.  

So they have organized part-time faculty sessions. I think that‘s helped a lot. It‘s nice to. . 

. the technology is really wonderful, but if I know how to do a DVD, that‘s great. If I 

know how to get to the net, that‘s fine, but maybe I don‘t know how to use the document 

camera. So we‘ve. . . that I think is something that is valued and other stuff. Again, a 

place to call your own. Your own space. At least share it with other people who are 

adjuncts. I think that those are. . . the training is important and the continuing 

conversation is important.  

On teaching part-time. . . Well, I can tell you what did it for me when I did become a 

part-time faculty member. That was 12 years ago. I wanted to come to work here full-

time. That‘s why. At the time I was. . . well, my original career, this is a second career for 

me, my original career was in newspapers, and I was editor of a paper and we got new 

owners and they wanted to suck the place dry and I didn‘t. So I quit and I got a job 

quickly enough at another paper. I didn‘t have any contacts when I left because I‘d been 

around a lot and I got to know some people and I figured I be able to land somewhere, 

and I chose Manchester actually because that‘s a fun paper and that also meant a 

commute and that also meant. . .  

I don‘t do as well when I work and live in different places and I remember when I quit 

my job with the press the publisher was actually a good friend he was not the reason and 

asked me what I. . . he was afraid I was going to go work for the Courant and the new 

ownership would get all pissed off and fire him for that. I‘d been to the Courant once I‘m 

not going to go back there. I had enough of that place the first time through. But we were 

talking one evening and he said what do you want to do. I said I want to go work at the 

college. That‘s the first time I said it out loud and two and a half years later I did come to 

work here full-time in administration.  

But I took the job, well Catherine called me and asked me if I wanted to teach a couple 

sessions part-time and I said yeah because it was a way to get in the door, and I got to 
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know Catherine. I surprised myself when I said yeah, I really do want to do that. So the 

reason I became part-time faculty here is because I wanted to come work here full-time.  

I‘m teaching part-time until I retire. I‘ll always teach a course because I get paid as an 

adjunct. It‘s not that much, but I like to teach and so I will always teach as many courses 

as it is possible for me to teach. 

What I want to do in higher education is pretty much exactly what I‘m doing now. I don‘t 

have a desire to be a department chair. I thought at some point I‘d like to be a dean, I 

don‘t want that anymore. I‘ve seen what deans do. God bless them. I want to be useful to 

the community, that overall community. I like certain non-classroom functions. I‘m 

chairing the program review for liberal arts and sciences degree program and I like that 

sort of thing and I was, ten years ago, 1998 that‘s when it started, I was the chair for the 

steering committee and actually I just stopped being an adjunct faculty member, well, I‘m 

still an adjunct, but I just moved into administration full-time just a few months before.  

Catherine had something to do and I do like that because it‘s interesting to see what we‘re 

doing and I think that‘s something to go back to the adjuncts. When I was the chair for 

the steering committee I was very directed. I went to individual adjuncts and said I really 

like you if you can serve on this particular standard committee and I don‘t think anybody 

said no and I knew who they were and I knew what they would be able to contribute and 

it didn‘t turn out to be. We probably had eight or nine adjunct faculty participating in that 

process and it was good work. So I like that and it‘s interesting. I think for the adjuncts 

who went through it, it was eye opening for them as well because they got to see stuff 

that they didn‘t know. We have excellent people. There are stronger and weaker ones, but 

on balance our adjuncts are, I would say, as accomplished as our full-time faculty.  

On social network opportunities. . . Well, the person who was absolutely most influential 

when I was an adjunct and adjunct alone is the person who was the chair of our 

Humanities Department at that time, Colleen Keyes. She‘s now the dean of academic 

affairs. And Colleen was always available. Colleen was always willing to intervene on 

behalf of anyone who needed an intervention. I think that that was. . . she‘s the one who 

did the nuts and bolts work on making sure that faculty, adjunct faculty, got walked 

around, saw where everything was, even if she didn‘t do it herself she would ask 

someone to do it.  

In fact that was one of the things I found myself doing even after I moved over to faculty. 

I was sort of the designated tour giver point of contact person for the adjuncts, the new 

ones. But she, Colleen, was vital. The other person and this is for me. I don‘t know what 

is true with the others. She‘s always available for me. That to a certain extent is because 

we have a history. I‘d say that. The other. . . We have full-time faculty who really, really 

enjoy the thinking part of the job if you will and I think that we have many adjunct, 

particularly the younger ones who are very much drawn to that sort of thing. Terry, who‘s 

full-time now, but an adjunct before is one of the two who made the transition in English.  
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He once said to me he said you know what‘s nice about working here? You‘re working 

with really smart people. I think Terry was one of those who hung around and 

participated in discussions and went to meetings and stuff and I think full-time colleagues 

can help in a lot of ways for people like that, people who are drawn to the life of the mind 

and you don‘t have to be drawn to the life of the mind to be a successful community 

college teacher. You need to know your job, need to know your craft. You can be very 

much focused on that, but a lot of our adjuncts as I said I think is probably true for most 

of the younger ones, they like that brain stuff.  

And let‘s see. I‘ve had a half an hour conversation with a couple of our adjuncts a few 

weeks ago basically on the subject do we describe the last eight years of unmitigated 

disaster or an unparalleled disaster. It was fun for them. It was fun for me too.  

I think that they for those adjunct faculty who want that stimulation where they‘re going 

to get it is from their colleagues, the full-time colleagues. It‘s going to be non-

institutional sort of setting.  

Well again I have to say my relationship with Colleen, and she was when I was an 

adjunct and have been since I moved over full-time. She has been a benefactor in many 

ways. She just has been and the nicest thing she ever did for me was kick me out of her 

office. She didn‘t actually kick me out, but the way I was able to make the transition into 

a full-time position in administration it was during the last gloomy times for the budget 

and the deans and the president had a retreat and talked about what do we want to do to 

preserve. . . okay first of all what‘s the purpose of the college and how can we preserve 

that in the difficult times and very creative solution.  

What they did is they approached four of us who were in administration and asked us if 

we would like to move to faculty and every one of us said yes. Tell me. . . you‘re a 

faculty member, you know that don‘t you. She said you can keep the job you‘ve got as 

assistant dean but I thank you, that‘s good.  

Well because of her I had studied as an adjunct during the time I was an adjunct because 

of the way she organized sort of we didn‘t call it training, but that‘s what it was, really 

very little time to feel like I gotten up to speed. She‘s very focused. She has stuff she 

gives you and when she was actually Division Director for Humanities it encompassed a 

whole bunch of disciplines, but she had her handout, she had her package, she sat with 

you and talked to you and she made sure pretty quickly that you knew more than just 

what a syllabus was. She was indispensible. She was perfect choice for dean when that 

position became open.  

I think the greatest benefit is again is a sense of connection. It‘s an opportunity to 

demonstrate that you know what you‘re doing. In fact, we question how does that 

happen? It happens more often than not actually. We have department chairs who are 

dedicated to making sure that adjuncts get seen, get assessed, get evaluated. In fact, the 

contract specifies that adjunct faculty have to be evaluated and that evaluation specified 

by contract is pretty specific. There‘s a student evaluation component in every adjunct 
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class every semester. For full-time faculty it‘s every semester until you get tenure and 

then it‘s every three years. But adjuncts are evaluated every semester by students.  

There‘s this horrible form that doesn‘t get at anything that matters, but it was the system 

they negotiated with the union. But that‘s done and then on an annual basis there is an 

observation. It‘s not by the chair usually and sometimes it isn‘t by the chair because the 

chair would have a whole bunch of stuff to do. But a senior faculty member and we 

actually go in and we sit through a class and take notes, and then assuming that the 

department chair didn‘t do the in class observation, the faculty member passes the 

document along to the department chair. We have an assignment, pass it on, and then the 

department chair meets with the adjunct faculty member and talks about it and the 

department chair has to deal with that part of the review process that assesses the faculty 

member‘s contribution, non classroom contribution, to the college.  

So they. . . the model is administered a little differently because you‘re dealing with part-

time instead of full-time but that‘s essentially the same model for full-time faculty. Like I 

said we. . . untenured full-time faculty are evaluated every semester in the classroom, 

student evaluations. Now they don‘t get an annual observation. I think that‘s every three 

years and then the department chair meets with the full-time faculty member and what 

comes with that is sort of a professional development for the next three years and sort of 

a mini thing is what happens with the adjuncts. It‘s not as formalized as. . . at least at the 

end of the professional development plan, but the department chair talks to the faculty, 

the part-time faculty member, about what you want to do, how are things going, what 

would you be interested in doing if opportunity presented itself. So they do. . . there is a 

process that does attempt to get them evaluated and assessed on an appropriate basis. 

On inclusion, ability to contribute and potential for full-time positions. . . My sense is 

that in part because of Title III, in part because of the construction that made space 

available, I think our adjuncts probably feel more connected now than they have in the 

recent past. I really do. I think that. . . I think the round tables speak very much to the 

ability to contribute, and I do think that adjuncts are aware that if they‘re interested, a lot 

of them aren‘t interested in becoming full-time, but if they‘re interested, they‘re interest 

will be honored. I‘ve served on several search committees looking for faculty positions 

and it was always sort of. . . always has been an assumption of mine that if an adjunct 

faculty member applies for a full-time job, an adjunct faculty member gets to meet with 

the committee. Now beyond that is the next step if you‘re an adjunct that we‘ll pass your 

name along to the president, no, we don‘t do that, but I have felt very strongly that our 

adjunct faculty who want to make the transition we owe them the opportunity to present 

themselves. So we get an application. . . to me I look through the applications to try to 

weed the pool out, but if it was an adjunct faculty member I just put it to one side, yes, I 

think we need to talk to this person. That doesn‘t. . . it happens often enough that part-

time becomes full-time that they know that that is a possibility. 

On job satisfaction. . . Well, I‘m very satisfied and I do think that the adjunct faculty with 

whom I come into contact on a regular basis they‘re not jaded, they‘re not cynical. They. 



 209 

. . it‘s not like let‘s see how little I can do to get this pittance that they‘re going to pay me. 

They do more than they would need to do in order to get the salary and once again, I 

think that. . . I can‘t tell you how much how I think we all so much enjoy on the history 

side the opportunities to get together. We‘re friends and that‘s why we go to lunch 

together. It‘s tough to organize during the year because we have one adjunct who teaches 

high school history and he can‘t come to lunch during the year.  

We have a guy, John, who teaches at Fairfield Prep which is a ways. . . and every chance 

we get he drives up. I think it‘s just. . . I think that the existence of sort of an inclusive 

sense among the three of us that the department chair teaches history and social sciences 

and other multiple disciplines and then Rafael Fierro teaches history and I think that it‘s 

been fun to make it a point to get with the adjuncts and I don‘t see that. . . I don‘t see 

anything changing on our end once Title III goes away. We‘ll still go to lunch. We‘ll still 

get together. We‘ll still talk. We‘ll still be on the same list serve, all that stuff and I 

wouldn‘t be surprised if they didn‘t say we‘ll be willing to come up, come here for free 

for the round tables. I wouldn‘t be surprised if they say yeah, I‘d be delighted to do that. I 

wouldn‘t feel good about asking them to. That again that is the big thing. So much of 

what has happened in the past five years with regard to adjunct relations has been driven 

by Title III. I just hope it doesn‘t go away.  

I think that the most satisfying stuff for an adjunct is the opportunity in the first place is 

to be in the classroom at a different level and to feel as if you can. . . because many of us 

who are adjuncts have high school experience and to feel as if there is something to the 

life of the mind to which you can have access. My impression is not a lot of that happens 

in secondary education. I think that‘s very much an environment in which the teacher 

training rules apply. We learn about course management and stuff like that, but my 

impression is there‘s not much an extended conversation about issues that transcend the 

profession and the second part, how did it read? 

I think the not satisfying, the first one is even if space is available you don‘t get a chance 

to see your students as much as somebody who is full-time. They do remain something of 

an enigma to you. An example, the dean sent out an email to everybody, full-time and 

part-time, last week reminding everyone that essentially for security reasons everybody 

has to be gone by 10:15 at night. She said I‘m fully aware that our evening classes don‘t 

end until after 9:30 and recognizing that doesn‘t give a lot of time if you‘re a part-time 

faculty member for contact and she said so if you really feel the need to have contact that 

goes beyond that time, and obviously what happened is the security found people doing 

stuff at 10:15, Colleen was as polite as could be and said if you plan to be here after 

10:15 just let the information desk know so they can relay the information to the security 

guards. But that‘s the other thing.  

One night a week I‘m an adjunct. The class is over at 9:35. I‘ve probably worked all day, 

I know my students have. I can see them sort of hitting the wall the last half an hour of 

the class because I‘m hitting the wall and you‘re not at your best at that time whereas if 
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you‘re full-time, people can come by during the day. I think that‘s the biggest thing, 

you‘re contact with the students is attenuated. There‘s no doubt about it.  

I think that the key thing and it‘s the key thing, it‘s the first thing I think in any satisfying 

work environment is you feel as if you‘re valued. People care enough about what I do to 

invite me to be part of the overall effort. Even beyond salary a sense of I belong here and 

they know that is the first thing that you have to cite for job satisfaction and again you 

can‘t say pay. You can‘t do that. So it has to be a sense that I belong here and I‘m valued 

for what I do. And I have to say this too. When an issue does come up and I‘m thinking 

particularly in this case, in student discipline situations, plagiarism, cheating, disruptive 

behavior in the classroom, that okay, I know who to go to which is the dean of students 

and the dean of students will act on my request for action even though I am not full-time 

and I might not be known to him. He will treat my situation with the respect that it 

deserves.  

If I‘ve got a student problem, I go to Kurt Peters and ask him to do a certain thing and he 

will do it. I think that. . . I don‘t know. . . I haven‘t heard an adjunct faculty member say I 

felt like the institution was reluctant to take action on this serious issue of classroom 

protocol just because I was. . . .everybody. . . you grumble. Three or four years ago I had 

a rather grievous case of cheating and I had to think a lot about what I wanted to ask Kurt 

to do and I talked with him, I said, ―Can I have him kicked out of school?‖ And he said, 

―Yeah, do you want to?‖ I said, ―No, I just wanted to find out if I could.‖ So it‘s not that 

they always say yes, of course we will do everything that you want. But if I‘m reasonable 

my request will be honored. 

I think that the college has done a pretty good job in the last year or so in dealing with, 

maybe for the past three or four years, in dealing with the sort of more obvious 

impediments to job satisfaction. There is a room now. We do have the reception. We do 

have the round tables. I think if I were to say and viewing this from sort of many 

perspectives now I would have to say that I think that what‘s going to be vital in the next 

few years is being able to maintain the contacts in the established undiminished even in 

the face of tough budgetary times because that‘s. . . there‘s been a lot of energy generated 

in what we‘ve been able to do in Title 3 and if it stops because the money runs out that 

could be a big blow to morale because suddenly you were valued when we had 1.8 

million dollars, but not so much now. I think that the college has done a lot in the past 

few years, past five years, and what would I think turn that positive experience sour is if 

it stops now because the money is running out.  

A sense of belonging obviously. The confidence that I will be able to take risks in doing 

what I do in the classroom knowing that if it didn‘t go the way I hoped it would well 

okay, that‘s fine. The support when I do something different and unconventional. That 

can be something as simple as. . . I have a great idea, one of our adjuncts just mentioned 

to me in conversation composition and in Comp II, we don‘t have a timed in class writing 

assignment because the purpose of Comp II is to develop research skills and link research 

skills to rhetoric and argument. Composition is a more of a critical thinking critical 
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writing course focus assignments and we do have built into Composition an in class 

component, writing component, and we do because the purpose of Composition is to 

prepare students to do this sort of essay work they will have to do later and that means 

you‘re going to have to take tests in the classroom, essay tests in the classroom, so we 

threw that in and I thought what a wonderful idea.  

One of our part-time faculty members happened to mention one day that she had to get 

some blue books because she was giving an in class writing assignment and I said, ―Blue 

books in the classroom.‖ Yeah, but the essays they‘re going to have to write in class, 

they‘re going to have to write in blue books and I saw that one and now my Comp 

students when they have their in class assignments they use blue books because that‘s the 

way they‘re going to have to think if they take. . . It‘s so obvious because I teach history 

and I always take blue books there, but I never sort of brought those two together until 

she pointed out that she did that. What a great idea, the ability to be creative and 

unconventional. 

On current experiences at RCC. . . I think that the primary overwhelming function that 

our adjuncts fulfill is obviously in the classroom. Yes, adjuncts are involved in other 

things, but the basic way that they all touch the college is through classroom instruction. I 

think that that‘s the most useful role. It‘s an obvious one, the most useful role they serve, 

and other stuff of secondary importance, but you can be involved in course development, 

not so much in program development because that‘s. . . but in course development and 

participating in co-curricular activities like we every fall says we have to, it‘s a great 

idea, we have Constitution Day and basically the three of us organize it and it‘s usually a 

panel of some sort and most years we have had one adjunct faculty member on the panel 

because he moves in that direction, he likes that sort of thing.  

Certainly I‘ve never hesitated to ask an adjunct to participate in one of the events that 

I‘ve sponsored if I thought they were useful. So that‘s there too, but I think the big thing 

is you need to be in the classroom and it sounds not contradictory, yeah I guess it is 

contradictory or paradoxical or something for me to say we should value the contribution 

of our adjunct faculty, we should value them for the work they do, for the people they are 

and at the same time we shouldn‘t have so many of them. I hope one doesn‘t take away 

from the other. It‘s just that that full-time faculty to student ratio is vital. It absolutely is 

and it especially shows up in places like writing.  

I would say the need is less acute in occupational programs because in occupational 

programs the people that come in and teach are the people that do this stuff. We got a 

prison warden who teaches corrections. And that‘s a perspective that you can‘t get unless 

you‘re in the correctional system, like that, but in the core liberal arts disciplines. That‘s 

where we really do need to beef up our full-time quota. NEASC slapped us with that ten 

years ago and actually as I came to realize there are things that you want the outside team 

to find when they come here. You can drop little bread crumbs that take them toward the 

problem because maybe the document they prepare will help you to go up a critical 

match for a solution.  
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So ten years ago they pointed out that we had a disproportional number of part-time 

faculty, and I think that‘s still true. Of course, on the other hand we have the full-timers 

too. We can get the competent part-timers who want to be full-time down here on a 

regular basis. It‘s a reward to them too. It sort of bothers me when I say things like we 

have too many adjuncts. I‘m not saying they‘re bad teachers. It‘s just institutionally you 

need to be here and it‘s hard for an adjunct faculty member to be here if they don‘t have 

an office.  

Researcher’s interpretations and analysis. P3 brings a unique perspective to the  

case. He worked as a part-timer at the college and with the encouragement of his dean he 

moved to a full-time administrative position. As an administrator, he worked with adjunct 

on their issues and concerns and he has a much more intimate experience with part-time 

faculty on campus due to his previous work as an adjunct. His full-time position came at 

a time where the numbers of part-time faculty began to outnumber full-time faculty. As 

such, he was called to create an environment where full-time faculty, part-time faculty, 

and administrators were to be provided a forum for deliberative dialogues between the 

constituencies at the college. 

With this, P3 was able to offer his perspective through two lenses, one as a part-

time faculty member and the other as working with and supervising many part-time 

faculty members. Now he is a full-time professor and a part-time faculty member. He has 

gone full circle in his journey in academia, as he has been a part-time faculty member, a 

full-time faculty member and an administrator. He oversees grants and ensures that the 

administering of the grants is in compliance with regulations.  

P3 stated that initially being a part-time faculty member caused him great 

dissatisfaction. He felt he was never paid enough, and he never felt he was well-

connected to the institution; however, he was able to exercise his social network through 

his ties with the President of the College. He also sensed as a part-time faculty member 
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that he was not valued due to his lack of physical space, which at that time was an 

important characteristic for many part-time faculty members. This is revealed when he 

said: 

―. . . I was in the dean‘s office we had one office, faculty office, set aside for 

adjuncts. It had a computer. It had telephones, two telephones. Then we lost that. I 

argued against losing it, but we lost it because they needed the space for a full-

time faculty office.‖ 

In addition to needing physical space, there was a greater need to be in contact 

with the institution. Part-time faculty needed to know what the institution was doing in 

order to be fully integrated into the college community. What the college did do to 

increase community ties and job satisfaction was having an adjunct faculty dinner at the 

end of every semester where awards of recognition was given to those part-time faculty 

who contribute beyond the call of duty. He found this type of event to be a great morale 

booster at RCC.  

As an adjunct supervisor, P3 found many of the same concerns that he 

experienced during as tenure as an adjunct. Most time the complaints were not about 

money, but about job security, and that they were not many conversations and 

relationships with their full-time colleagues. This appears to mean that it would have 

been much more beneficial to be able to have relationships with full-time faculty to 

discuss classroom issues, their goals, be up to date in their field rather than complain 

about salary and physical space. This was very poignantly said by P3, ―I think the greatest 

benefit is again is a sense of connection. It‘s an opportunity to demonstrate that you know 

what you‘re doing.‖  
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Overall as an adjunct, P3 both in the past and currently, he stated that his is very 

satisfied and like many adjunct on campus, he is not jaded nor was he syndical. The most 

satisfying aspect for an adjunct is to be in the classroom and to make an impression on 

college students. Ultimately P3 said, ―. . . I think that the most satisfying stuff for an 

adjunct is the opportunity in the first place is to be in the classroom‖. P3 also expressed 

his feelings when he said,  

―. . .I think that the key thing and it‘s the key thing, it‘s the first thing I think in 

any satisfying work environment is you feel as if you‘re valued. People care 

enough about what I do to invite me to be part of the overall effort. . . ‖  

P3 at the RCC did feel that part-time faculty played a vital role in the class and the 

college community, but that there appeared to be too many part-time faculty members 

and could not do what was required of full-time faculty. Their responsibilities were solely 

in the class and he did not feel that this was necessarily a good thing. While he felt that he 

and other part-time faculty played a vital role, the overwhelming numbers of part-time 

faculty compared to full-time faculty does present an issue at the RCC. On the one hand, 

he believed part-time faculty are important, but if there are too many of them, then 

unfortunately part-time faculty are not able to participate in the institution in a more 

comprehensive manner, thus creating ―a gap‖ in the institution between the role faculty 

actually play in the college culture. Table 20 displays coding ascertained from RCC P3. 
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Table 20 

Coding Ascertained from P3 (RCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Connected 

Better Paid 

A Place for them Physically 

Then we lost that 

They needed space for full-timer 

Valued 

Space is a sticking point with some people  

They need to be in contact with the institution  

really satisfied  

Professional needs that were not being met and are still not being met in their 

entirety  

Language in the contract that acknowledges experience 

want to be useful to the community  

They have organized part-time faculty sessions. I think that‘s helped a lot. 

Technology is really wonderful 

Again, a place to call your own  

This is a second career for me 

I want to go work at the college  

Teach a couple sessions part-time 

I‘m teaching part-time until I retire 

I‘ll always teach a course because I get paid as an adjunct 

It‘s not that much, but I like to teach  

It was a way to get in the door 

I‘ll always teach a course because I get paid as an adjunct  

Service 

Social Network   

Unmitigated disaster or an unparalleled disaster 

It was fun for them. It was fun for me too. 

Connection 

Relationship  

Creative solution 

She has been a benefactor in many ways  

Mentor 

Professional Development Plan 

Willing to intervene on behalf of anyone 

Full-time colleagues can help 

Now they don‘t get an annual observation 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Title III  

Adjuncts probably feel more connected 

Round tables 

Interested in becoming full-time 

Transition  

Pass your name along to the president 

It happens often enough that part-time becomes full-time that they know that that 

is a possibility 

Application  

Job Satisfaction 

Very satisfied 

Not jaded; not cynical  

to be in the classroom 

Space 

A sense of belonging obviously 

Creative and unconventional 

Classroom instruction; in the classroom 

Useful role they serve 

Course development and participating in co-curricular activities 

Participation  

Contradictory or paradoxical 

We really do need to beef up our full-time quota  

Drop little bread crumbs 

Disproportional number of part-time faculty 

Reward 

 

P4. P4 has taught in the Liberal Arts division at RCC for ten years before she  

obtained a full-time teaching position there. She holds a Master‘s degree and she 

continues to teach as an adjunct each semester and in the summers at RCC. She taught 

part-time during the years when her children were very young. She established an 

excellent rapport at RCC and she deepened her repertoire of teaching materials and 

methods while she waited for the right time to apply for a full-time position. That time 

came approximately one year ago, and she was fortunate enough to be successful in her 

attempts. However, this was not the first time she tried for a full-time position at RCC; 
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this was her fourth time through the entire process. She detailed her experiences, feelings, 

and personal reflections on teaching part-time at RCC: 

On professional needs and working conditions. . . As a part-time faculty member, a sense 

of solidarity with full-time instructors was important to me; I wanted to feel that my work 

was valued by the institution. Gestures at the beginning and end of the semester were 

meaningful also—a welcome letter and a thank-you note—so that there was not this 

existential feeling that what I did was unnoticed or unimportant. Support from my mentor 

or department head at crucial moments (during a plagiarism dispute with a student, for 

instance) always made me feel validated, and happy overall to work at MCC. 

 

My needs included respect for my degree and personal teaching ability, regardless of my 

part-time status; on rare occasions, I felt that adjuncts were looked upon by some 

individuals as a collective ―necessary evil‖, even though some of us were giving a great 

deal of time, devotion, and professionalism to our students and classrooms. 

Communication and amenities, such as handbooks and email, convinced me that I had an 

identity within the department as well as the college. 

 

An attempt to meet the social and professional needs of part-timers was made in the guise 

of an Adjunct Dinner, which turned out to be a glorified picnic—complete with paper 

plates and plastic cutlery. The same menu was offered two years in a row, with no 

vegetarian/fish option, in spite of the fact that the event was held during Lent. If a gesture 

is going to be made, it should be made sincerely and thoroughly. Other functions boasted 

china, elegantly appointed tables and eclectic menus; this was noticed by those adjuncts 

in attendance. Since that time, improvements have been made and adjunct events of this 

kind are better attended, as they send a much more genuine message of appreciation. 

For the classroom: an instructor station in good working order; adequate lighting; 

comfortable temperature; enough desks/chairs in decent repair. For Adjunct offices/work 

space: a clean, bright area; furniture comparable to that used by full-time faculty, 

matching and in good repair; bulletin boards, trash cans, a coat rack; access to computers 

and printers. 

 

After graduate school, I became a tutor at MCC during the evening hours, so I could 

remain at home with my children during the day. I enjoyed my interactions with the 

students and felt that the mission of community college was a worthy one. These 

particular students seemed to need and appreciate their instructors and support staff in a 

way that they did not at the private college where I had previously been an adjunct. 

Hearing stories of their personal and educational struggles inspired me to assist them as 

much as I could. When the department chair overheard one of my sessions and 

recommended that I apply for a class, I was ready to revisit the challenges presented by 

the classroom because of the nature of these students. 

 

On teaching part-time . . . Because I felt valued by my mentor and was offered 

opportunities for development/teaching a variety of courses, I planned to teach 
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indefinitely. I was also made welcome at meetings and campus-wide functions; even 

though I felt shy about attending, it meant a great deal to me to be invited and encouraged 

to become part of the fabric of the college. At one point, the salary was inadequate to 

meet my needs and I considered leaving, but my mentor helped me to find an additional 

program within the college to supplement my income. That effort to assist and retain me 

as a professional was invaluable to me on several levels, and will never be forgotten. This 

show of support made me redouble my own efforts for MCC in return. 

 

On social network opportunities. . . The role of social networking may be more or less 

important, depending upon the individual; on the whole, however, I found that being able 

to interact in a meaningful way with my colleagues added to my quality of life and job 

satisfaction. While some people have multiple commitments and seem content to come 

and go with no strings attached, I believe that most people desire a feeling of camaraderie 

and ―connectedness‖. It is difficult when, at semester‘s end, one‘s schedule changes and 

there is no longer a crossing of paths with other instructors whom one has grown to know 

and respect. For this reason, social functions at several points in the academic year serve 

as a touchstone for those part-timers who wish to reconnect and exchange strategies with 

others. One can feel quite cut off without those opportunities; I know I did as an adjunct, 

feeling lonely and isolated at times. This directly affected how I felt about my work and 

my worth. My mentor and previous department head, James Gentile; other adjuncts I 

knew who became full-time and encouraged me to do the same. My mentor and 

department chair has been the most important to my development, providing me with 

information of a regular basis; being accessible at all times; responding promptly to all 

communications; issuing invitations to various functions; and helping me to craft an 

overall plan to maximize my ability to be valuable and productive within the college.  

 

At semester‘s end, I would occasionally feel an extreme sense of let-down and futility 

because the class came to an abrupt halt after week of work; there was no sense of 

closure or congratulation for a job well done—it was simply and suddenly over. 

Discussing this feeling or having a debriefing session during which I could air my 

grievances or discuss my triumphs was necessary to my well-being and continued 

motivation. He was always ready to give a sympathetic word, a card, or an email; no 

matter how busy he was, he would always check in. It didn‘t matter that sometimes this 

overture as brief—it was enough that he acknowledged my efforts. Because of this 

sustained validation and the collaborative crafting of a professional plan, I was able to 

broaden and develop my skills in different programs and aspects of teaching (transitions, 

adult education, developmental students). Over a period of years, he made me ready to 

teach full-time by ensuring my continued growth and informed choices within the 

institution. 

 

At first, I as rather offended by the word ―mentor‖; I had an M.A., as did many of the 

full-time faculty when I started at MCC, and felt that this was a belittling situation. 

However, I soon learned what an invaluable asset a mentor can be, both as a part-timer 

and as a member of full-time faculty. It is not meant to be patronizing, but rather to 
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provide a resource and companionship for the ―new‖ instructor. I cannot now imagine 

professional life without a mentor. 

 

On inclusion, ability to contribute and potential for full-time positions. . . My classroom 

experience lent me many experiences and insights that proved to be valuable to the 

department; it only took a show of courage on my part to offer to share what I learned 

and receptivity on the part of the faculty. Adjuncts have limitless potential to contribute 

and to become productive full-time members of the college community, but they must 

have the confidence to come forward and attend various events, while the established 

instructors must be willing to make a welcome for them.  

 

On job satisfaction. . . I enjoyed the flexibility of schedule and the lack of incessant 

meetings, but this also lead to a feeling of rootlessness. My mentor was superlative in 

terms of guiding and validating me, and this made me want to do my utmost; however, 

those few individuals who snubbed me had great power to damage my self-esteem and 

make me feel that I did not count in the system. Seeing my progress with students did a 

great deal to counteract that damage, but I felt that my efforts often went unseen. 

Offering seminars and functions on a level with those offered to other groups and full-

time teachers would go a long way to redressing the imbalance sensed by part-timers. 

Appreciation and respect from students and colleagues; response from others in moments 

of concern; inclusion. As an adjunct, I felt that I pulled my weight with the best of them 

in terms of teaching quality in the classroom; I felt that I was doing the same job as a full-

timer, but for fewer hours a week. 

 

On current experiences at RCC. . . I did not feel that my opinions were solicited in the 

larger context of the college. My mentor was always asking for feedback and 

encouraging me to attend/speak at meetings, but I thought that this was kindness at first, 

or a gentle, token suggestion. I have seen changes in recent years, with more strenuous 

efforts to solicit feedback from adjuncts. This was not always the case. 

 

Researcher’s interpretations and analysis. P4 came to RCC after being a stay at  

home mom for ten years and worked as a tutor. She became an adjunct as a mechanism to 

get back into gainful professional employment. She enjoyed the flexibility of part-time 

teaching, but this also led to her feelings of frustration. This was very clearly stated when 

she said, 

―. . . I enjoyed the flexibility of schedule and the lack of incessant meetings, but 

this also lead to a feeling of rootlessness. My mentor was superlative in terms of 

guiding and validating me, and this made me want to do my utmost; however, 

those few individuals who snubbed me had great power to damage my self-esteem 

and make me feel that I did not count in the system‖.  
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Her feelings suggest that she felt like a ―second class citizen.‖ She wanted to feel her 

work was valued by the institution. P4 longed for greater respect for her teaching abilities 

regardless of her part-time status. She discussed her status as something negative adjunct 

when she said: 

I felt that adjuncts were looked upon by some individuals as a collective 

‗necessary evil‘, even though some of us were giving a great deal of time, 

devotion, and professionalism to our students and classrooms. 

 

The support from her mentor and the department head that created a feeling of 

―camaraderie and connectedness‖ and this connection helped her to deal with the feelings 

of isolation encouraged her professional development which ultimately increased her 

levels of job satisfaction. Meetings with her mentor and department chair assisted her to 

craft a significant professional development plan and informed her of opportunities on 

campus. These supports helped her to gain insight and recognize her potential to 

contribute to the college was limitless and allowed her to participate in many events on 

campus. Once P4 began to attend campus-wide functions, she was able to create more 

inner confidence as an adjunct. The small amount of networking and ability to be part of 

the larger faculty group appears to have helped her to feel validated and to demonstrate 

her abilities. This in all greatly improved her job satisfaction.  

 With that said, still at semester‘s end, P4 displayed reservations about her 

happiness when she said: 

At semester‘s end, I would occasionally feel an extreme sense of let-down and 

futility because the class came to an abrupt halt after week of work; there was no 

sense of closure or congratulation for a job well done—it was simply and 

suddenly over. 
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P4 would have probably appreciated some type of closure with the college 

recognizing her work and the work of others with some type of program, dinner or 

meeting to discuss what worked, what did not and provide adjunct faculty with the 

opportunity to discuss their successes, failures and most of all their triumphs. This would 

have been an opportunity to help cultivate the relationships between fulltime faculty and 

part-time faculty with their shared experiences and the ability to look to the future of the 

next semester in a positive way. A culminating activity or program would have been a 

much better way to end the semester and provide P4 with a sense of looking to the new 

semester with hope and excitement. Table 21 displays coding ascertained from RCC P4. 

Table 21 

Coding Ascertained from P4 (RCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Sense of solidarity with full-time instructors was important to me 

Feel that my work was valued by the institution 

A welcome letter and a thank-you note 

Support from my mentor  

Respect  

―Necessary evil‖ 

Valued 

Communication  

Amenities 

Social and professional needs of part-timers 

Flexibility 

Struggles inspired me 

I planned to teach indefinitely 

Encouraged to become part of the fabric of the college 

The salary was inadequate 

I considered leaving 

To supplement my income 

Retain me as a professional was invaluable to me on several levels 

Social Network 

Interact in a meaningful way with my colleagues added to my quality of life and 

job satisfaction 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

The role of social networking may be more or less important  
Desire a feeling of camaraderie and ―connectedness 

Social functions 

Feel quite cut off 

Feeling lonely and isolated 

Feel an extreme sense of let-down and futility 

No sense of closure or congratulation for a job well done 

Acknowledgement 

Companionship for the ―new‖ instructor 

Mentor 

Experiences and insights 

Value 

Feedback and encouraging me 

Mentor 

Limitless potential to contribute 

Confidence 

Welcoming 

Job Satisfaction 

Flexibility of schedule 

Incessant meetings 

Self-esteem 

Efforts often went unseen 

Imbalance sensed by part-timers 

Appreciation  

Respect 

Inclusion 

Teaching quality 

Did not feel that my opinions were solicited in the larger context of the college 

Encouragement 

Kindness 

Token suggestion 

Solicit feedback 

 

P5. P5 taught part-time in the Liberal Arts division at RCC for four years  

before he was offered a full-time teaching position. During that time, he also taught at 

several other colleges. He was an aspiring academic (Gappa & Leslie, 1996) but because 

of family obligations, he did not have a set timeline for when he would try to achieve his 

ultimate goals. He holds a doctorate and he continues to teach as an adjunct each 
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semester. He also is a member of an advisory committee for part-time faculty at the 

college. He has worked at RCC for nearly 15 years and has always been involved in the 

―care for adjuncts, in one form or another.‖ He described to me his experiences, feelings, 

and personal reflections on teaching part-time at RCC: 

On professional needs and working conditions. . . Some freedom in terms of syllabus 

development, book selection, assignment design. This would be linked to a desire to do 

something creative. Also, a schedule that complements my professional or personal 

obligations and other teaching commitments. Definitely an opportunity to interact with 

FT and PT faculty. I would hope for some connection to campus (from an office and 

desk, to orientation programs, etc.) and to other faculty both part-time and full-time. A 

sense that what I was doing was ―meaningful,‖ that it was impacting my students‘ lives 

positively. A clear understanding of the curriculum and outcomes.  

 

For example, as a part-timer, I entered teaching a course very similar to courses I had 

taught elsewhere. It was modal, and then I was asked to shift to a reading-writing model. 

There was a meeting explaining this shift but further guidance and model assignments 

would have been helpful at that time. On the other hand, there was always an orientation 

program that reviewed my responsibilities to the college. I would have appreciated an 

opportunity to discuss what was happening in my classroom, especially with other part-

timers. 

 

On teaching part-time. . . I came to teaching part-time because of family responsibilities 

(my mother was ill at the time). I planned to build a resume for eventual full-time 

employment. I attempted to teach at several schools to diversify my resume. Because of 

family responsibilities, I did not have to set a deadline for full-time employment. My 

mother actually died when I secured full-time employment. I did not think I would be 

satisfied teaching at a community college, but I was at this one and was eager to secure a 

full-time position here. 

 

On social network opportunities. . . The chairs and the division director at the time were 

very supportive. They were very interested in my aspirations and often offered me 

excellent advice, both professional and personal. The faculty member who visited my 

class and evaluated my performance became my full-time contact for all of my concerns 

regarding scheduling, pedagogy, and other critical classroom issues. The part-time 

faculty committee which was co-chaired by a full-timer and a part-timer was a very good 

forum for discussing all of our concerns, good, bad, and ugly! I made quite a few 

connections to colleagues, part-time as well as full-time through my work on this 

committee. As an adjunct, I was a co-chair of the committee. This really engaged me in 

the college. They offered workshops I could attend, and it allowed me to work with part-

timers beyond my discipline. There were several part-timers in my department with 

whom I shared lessons, discussed my class, and talked about what it meant to be an 
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adjunct at Tunxis. The division secretary was also wonderfully supportive. She answered 

all types of questions and was helpful with all kinds of paperwork, including contracts 

and book order requests just to name a few. 

 

The chair of the department always planned an orientation program that clearly explained 

everything that I was responsible for doing. This really allowed for a smooth transition 

each semester. 

 

We did not have mentors, though Michael DiRaimo was always very supportive when I 

saw him. I think there would have been many advantages to having had a mentor, such as 

reviewing my assignments and grading, discovering ideas for classes, learning what 

someone else was doing, and confiding in concerning classroom issues. 

 

On inclusion, ability to contribute, and potential for full-time positions. . . There were 

orientation events each semester and part-time dinners each semester. I was always 

welcome to department meetings, which I attended. There were professional development 

events. There was a Part-time Committee. I was encouraged by other faculty members, 

the chair, and by the division director to seek full-time employment here. 

 

On job satisfaction. . . Very High! I enjoyed the classes, the students, the progress I felt 

they made as writers, my colleagues (especially part-time), and the campus itself.  

The only real minus was the uncertainty whether I‘d get a course the following semester. 

And of course, the lack of any benefits 

 

On current experiences at RCC. . . I felt respected, the Part-time Committee especially 

contributed to that feeling. It would have been more satisfying if the college had 

established some sort of a mentoring program. I mostly enjoyed working with the 

students, and creating classes that challenged them and made them better writers and 

readers. 

I almost always felt valued—though I very much felt connected to my department and 

division and perhaps less to the entire college. For example, when I taught at the Hartford 

College for Women, I attended faculty meetings chaired by the President and even met 

with her each semester to discuss my work there. I never had that same connection to the 

college community and the administration at Tunxis. 

Researcher’s interpretations and analysis. P5 came to part-time teaching at a  

time in his life when he had family obligations that discouraged him from wanting to 

teach full-time. He worked rather for the love of teaching and to build his resume in 

preparation for the time when he would be able to achieve his goal of becoming a full-

time faculty member. At first, he had no real intention of teaching full-time at the 
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community college level. He planned on working at possibly a small, four-year liberal 

arts college in the region. He shared, ―I did not think I would be satisfied teaching at a 

community college, but I was at this one and was eager to secure a full-time position 

here.‖ Fortunately, he grew to enjoy working with the community college student 

population and he met many colleagues he grew to respect, value and care for, so when a 

position became available, and after a great deal of encouragement from his network of 

colleagues, he applied and got the job. While he was an adjunct, he was highly satisfied, 

and this satisfaction also played a significant part in him applying for a full-time position 

at RCC. He stated, ―I enjoyed the classes, the students, the progress I felt they made as 

writers, my colleagues (especially part-time), and the campus itself.‖  

While teaching part-time at RCC, P5 found that many of his professional needs 

were readily met and only a few were not. These unmet needs fell under the category of 

mentoring and modeling. He gave the following example to illuminate his point: ―As a 

part-timer, I entered teaching a course very similar to courses I had taught elsewhere. It 

was modal, and then I was asked to shift to a reading-writing model. There was a meeting 

explaining this shift but further guidance and model assignments would have been helpful 

at that time.‖ He stated that this type of glitch was few and far between at RCC. Most 

times, he felt very well connected to the college community and closely tied to a network 

of colleagues with whom he could discuss nearly all of his professional concerns. He 

voiced, ―The chairs and the division director at the time were very supportive. They were 

very interested in my aspirations and often offered me excellent advice, both professional 

and personal.‖ In addition, he shared, ―The faculty member who visited my class and 

evaluated my performance became my full-time contact for all of my concerns regarding 



 226 

scheduling, pedagogy, and other critical classroom issues.‖ He was also made to feel 

valued by the college‘s community because of the existence of the part-time committee. 

P5 detailed the experience: 

The part-time faculty committee, which was co-chaired by a full-timer and a part-

timer, was a very good forum for discussing all of our concerns, good, bad, and 

ugly! I made quite a few connections to colleagues, part-time as well as full-time, 

through my work on this committee. As an adjunct, I was a co-chair of the 

committee. This really engaged me in the college. They offered workshops I 

could attend, and it allowed me to work with part-timers beyond my discipline. 

 

The connections P5 made through his work on the committee positively impacted his 

satisfaction levels at RCC. Because of these connections, he was strongly encouraged to 

apply for an available position at the school, a school he would not have thought of 

teaching at full-time if it were not for these experiences.  

Overall, P5 explained that his experiences were extremely positive but there were 

a few areas of concern. He did find that the uncertainty surrounding his future schedules 

and the lack of benefits caused him dismay, especially noting his family responsibilities 

and other teaching commitments. Also, he did not feel as connected to the college 

community as a whole as he did to his department and division. He explained, ―I very 

much felt connected to my department and division and perhaps less to the entire college. 

For example, when I taught at the Hartford College for Women, I attended faculty 

meetings chaired by the President and even met with her each semester to discuss my 

work there. I never had that same connection to the college community and the 

administration at Tunxis.‖ In comparison to other places where he taught, he did not feel 

as tied into the overall college culture at RCC as and adjunct. Yet he still felt respected 
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and valued and as though he played a significant role in the department, the division, and 

certainly in the classroom. Table 22 displays coding ascertained from RCC P5. 

Table 22 

 

Coding Ascertained from P5 (RCC) 

On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Professional Needs and Working Conditions 

Freedom 

Development 

Creative 

Complements 

Obligations 

Opportunity to interact 

Connection to campus 

What I was doing was meaningful 

Impacting students‘ lives positively 

Clear understanding 

Guidance 

Model assignments 

Orientation 

Responsibilities 

Connection to other faculty 

Family responsibilities 

Build a resume 

Eager 

Secure 

Social Network 

Department chairs 

Division directors 

Evaluator 

Part-time faculty committee 

Part-time faculty members 

Secretary 

Supportive 

Shared 

Discussed 

Engaged 

Smooth transition 

Mentors 

Advantages 

Reviewing 
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On Professional Needs and Working Conditions, Social Network, and Job Satisfaction 

Discovering 
Learning 

Confiding 

Part-time dinners 

Welcome 

Department meetings 

Encouraged 

Job Satisfaction 

Very high 

Enjoyed 

Classes 

Students 

Colleagues 

Campus 

Uncertainty 

Lack of any benefits 

Respected 

Contributed 

Mentoring program 

Working with the students 

Valued 

Connected 

Good with students 

More social network opportunities 

Student success 

Very important role 

Can focus solely on teaching 

Temporary 

Rural Community College (RCC) Case Study Synthesis 

 Overall, the five part-time faculty members who participated in the Rural 

Community College (RCC) case reported similar experiences during their tenure at the 

institution. For the most part, they perceive that part-time faculty are ―very important‖ to 

RCC‘s vitality. However, there were several instances when they each felt marginalized. 

For example, P1 explained that once when she attempted to garner support from the 

librarian at RCC for a project on banned books she had created for her students. She 
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found the experience ―really weird.‖ No one in the library ever replied to her requests for 

a visit or for help with research on the topic, so she ―just kind of backed off.‖ She felt that 

it was easier to simply back away and do her best to explain the project and the work to 

her students than to ―get caught up in anything.‖ She mentioned that this was one of the 

good things about being part-time, ―You can sort of skulk on and skulk off if you want.‖ 

One can be as involved as he or she wants, or not, and no one will notice.  

Each of the five participants shared that what they found most satisfying in their 

work is the interaction with students and the connections they were able to make with 

several of their colleagues. P5 explained, ―I mostly enjoyed working with the students, 

and creating classes that challenged them and made them better writers and readers.‖ In 

addition, P4 shared, ―Seeing my progress with students did a great deal to counteract that 

damage. . . ‖ She, as did the other four participants, often focused on her successes in the 

classroom with students‘ achievement in order to make up for the lack of recognition for 

her hard work from the college community as a whole. The other participants had similar 

feelings. P3 said, ―I think the most satisfying stuff. . . is an opportunity to be in the 

classroom. . . and to feel as if there is something to the life of the mind to which you can 

have access.‖ Most of the part-time faculty felt as though there greatest purpose is to 

teach and to play a significant role in the students‘ lives and their overall success, 

academically and personally. Similarly, P2 shared, ―I find that the students at the 

community are very interested in learning. They are very involved with their subjects, 

and they‘re very motivated to get through the program.‖ To P2, the students‘ attitudes 

toward learning create a very satisfying environment and are the main factor that makes 
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her want to continue teaching at RCC. P1 also stated, ―The person-to-person connection 

with the students is what makes me the most contented.‖ 

 In addition to sharing similar stories about their interactions with students and the 

impact those interactions have on their job satisfaction, the participants offered several 

comparable perceptions regarding what causes frustration and dissatisfaction in their 

positions as part-time faculty at RCC. All five participants revealed having more contact 

with members of the department and division and with other part-time faculty would 

make them more satisfied. This lack of social network was most antagonistic to all of the 

participants. P1 described an incident when she first began teaching at RCC, she could not 

decide whether or not her expectations were too high for her students actual capabilities, 

so she attempted to work with a colleague on the matter. She explained: 

I am not completely sure especially since this is my first year. I handed back 

papers to students and there were a lot of Ds and Fs. And then I went to the full-

time faculty member who observed my class and asked for some advice. She 

simply said, ‗How many are you failing?‘ It just would have been more helpful 

for her to say, ‗Here is the rubric we use and these are the kinds of assignments 

we expect. Here‘s a folder that shows this is what a C paper looks like and this is 

what an A paper is, and this is an F paper.‘ It is just so frustrating to not be 100% 

sure and then to not be able to reach out to someone who will make you feel 

better. 

 

Likewise, P2 found that in her experiences at RCC, she noticed that there was a rift 

between the two populations—full-time and part-time faculty. She concluded that ―Most 

of it goes with the territory.‖ She continued to state, ―We‘re almost separate. . . We‘re not 

always at the college.‖ Although she feels that she is respected by her peers, she has 

realized that ―there‘s a big difference between a part-timer and a full-timer‖ and she has 

been made acutely aware of this differences on several occasions. She often speaks up for 

part-time faculty and attends committee meetings when possible. There have been times 
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during these meetings when she has come face-to-face with colleagues who have 

exhibited a certain attitude toward the part-time faculty when they say, ―Well, you‘re just 

a part-timer.‖ This attitude toward part-time faculty at RCC does not cause her 

dissatisfaction. Instead, it makes her voice her opinions even louder, more clearly, and 

more often. P3 stated in a similar fashion that part-time faculty need to feel valued, 

respected, and included in order to feel fully satisfied and self-actualized. He stated, 

―They need to be in contact with the institution. They need to know what the institution is 

doing. They need to know what the priorities are, need to be integrated into the operation 

of the institution, academically certainly, and that‘s something that the round table 

discussions have been good for.‖ He further explained that the efforts that RCC is making 

in order to make the part-time faculty members feel more included are valuable but they 

are not enough. There needs to be more done to make the part-time faculty feel valued 

―in concrete ways.‖ P4 also noted, ―I found that being able to interact in a meaningful 

way with my colleagues added to my quality of life and job satisfaction. This directly 

affected how I felt about my work and my worth.‖ Yet, she often felt that her hard work 

and efforts went undetected, unrecognized, and ―unseen.‖ She continued that during the 

past few years, RCC has made more ―strenuous efforts‖ to solicit feedback from part-

time faculty, but she voiced that, ―This was not always the case.‖ Comparably, P5 

explained, ―I always felt valued—though I very much felt connected to my department 

and division and perhaps less to the entire college.‖ The participants often felt some 

connection to their colleagues in their individual departments and divisions, but they did 

not often feel fully integrated into the college community or culture. 
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Participant Key Themes and Participant Perceptions for RCC 

 The reflections of the five participants‘ experiences, ideas, and perceptions in 

reference to the research questions led to the discovery of similar themes regarding the 

possible impact that professional needs, working conditions, and social network may 

have on their levels of job satisfaction. The first theme was major hassles which was a 

phrase used by one of the participants to explain her perceptions of the working 

conditions that under which many part-time faculty are expected to work. The second 

theme, feelings of camaraderie and connectedness, was also used by one of the 

participants and was gathered from the responses of nearly all of the participants when 

explaining the importance of access to social networks at the institution. The third theme 

reflected in the participants‘ responses was not dissatisfied but frustrated. Again, this 

phrase was taken directly from a comment made during one of the interviews when a 

participant explained that job satisfaction is not often so influential that it causes the 

participant alarm but it is nagging enough to cause concern about the role the part-timer‘s 

are perceived to play in the college community. 

Theme 1: Major Hassles. The theme of major hassles emerged as an  

explanation of the participants‘ understanding of their working conditions and 

professional needs. Several of the participants felt that the conditions were less than 

favorable and that some of their needs went unmet, but they decided to work through the 

difficulties instead of complaining and sulking. They felt as though they were not going 

to allow these circumstances to dissuade them from teaching. For all but one of the 

participants, teaching at the community college has been a dream. In their experiences, 

the student population is very grateful and passionate about their work, and this motivates 
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the participants to continue to show up and reach out regardless of the overall state of 

affairs outside of the classroom. P2 felt, ―I‘ve been having major hassles with the health 

insurance part of the job, so what would make me more contented is for them to resolve 

the problems with health insurance.‖ She went further to explain: 

Sometimes it‘s difficult being part-time to be kind of the odd one, all that we need 

to do in a short time because we‘re not there all the time. . . Sometimes you‘re 

getting there, and that day you have to be doing a class, and it‘s not much time. . . 

It just takes a lot of time out of your day. . . I think most of it goes with the 

territory. 

 

Here, P2 shows that although she has to deal with these major hassles, they do not cause 

her much dissatisfaction because she simply views them as part of the phenomenon of 

being part-time in higher education. Similarly, P3 felt that he and the other part-time 

faculty members he has worked with would feel more contented if they were ―better 

paid.‖ He also remarked that they would feel ―at least valued if there were a place for 

them physically.‖ P3 discussed that it is extremely annoying for part-time faculty to 

simply find a place to meet with students, to prepare for class, to sit and think, or to 

congregate with colleagues. He felt that it would be ―a great morale booster‖ if the part-

time faculty members‘ needs would be recognized in a concrete way, such as creating 

office spaces for them. With that said, however, he also acknowledged that the office 

space itself is not as important as a ―sense of connection‖ with the rest of the college 

community, which the office space would help foster.  

 In the same way, P4 and P5 both felt that a sense of connection or ―solidarity with 

full-time colleagues‖ was much more important than the physical conditions at RCC. 

They both felt that in order to feel valued by the institution, they wanted more 

opportunities to meet with and collaborate with their full-time counterparts at RCC. P4 
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felt at first, she was pleased with her flexible schedule and the fact that she was not 

expected to attend meetings and campus events; however, she eventually began to 

experience feelings of ―rootlessness.‖ She had no sense of belonging to the college by 

semester‘s end. These feelings ―damaged my self-esteem and made me feel that I did not 

count in the system.‖ Likewise, P5 felt that the lack of belongingness was much more 

important to his satisfaction and feelings of professionalism than any other conditions. He 

described an incident when he wished he had better connections to the department. 

P5 felt that despite the ―one meeting where the department explained what 

changes were going to be made in the course,‖ he certainly required more effective 

instruction and support, such as more meetings and discussion for sharing the goals and 

expectations of the department‘s paradigm shift in the course. He felt that the full-time 

faculty members should have been much more helpful to the part-time faculty during this 

period of transition, especially since many of the part-time faculty had no experience 

teaching the new course. He would have liked more guidance on curriculum and 

pedagogy from the faculty in his department to ensure that they were working to the 

department‘s expectations. 

 Each of the five participants was relatively comfortable with their working 

conditions and professional needs in large part although they weren‘t fully contented. The 

participants often went without their desires being completely fulfilled, but they were not 

deterred from teaching semester after semester at RCC.  

Theme 2: Feelings of Camaraderie and Connectedness. At RCC, the  

participants felt that they were linked to their departments and divisions in some manner, 

but not always to their satisfaction or their benefit. They often felt that they were not as 
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well-connected to the rest of the college community though. P1 felt that her ties to her 

social network were quite haphazard at best. She would find opportunities to discuss her 

goals and professional needs serendipitously. She shared: 

. . . He‘s not exactly the kind of person that I would hang out with but just running 

into him and seeing him before my interview was serendipity. I was entered! I 

emailed my resume on Wednesday. He called me on Thursday. I interviewed 

Friday, and by Friday afternoon, I had the job. It was bizarre, a sort of 

manifestation thing. It was time for it to happen. 

P1 was pleased with this encounter and the fact that it led her to obtaining a part-time 

position at RCC, but overall she finds that her lack of strong ties to the college 

community is rather disappointing. She has attempted to ―reach out‖ to others on campus, 

but has quickly had ―to back off‖ for fear of ―stepping on anyone‘s toes.‖ She has had to 

rely on her network of colleagues from her teaching position in K-12 in order to have 

meaningful discussions about her future goals and expectations. On the other hand, P2 felt 

that her department chair and division director were ―supportive.‖ Yet, she wished she 

had the opportunity ―to be around colleagues that you can interact with, and have respect 

for each other, and being able to do some development of your own curriculum.‖ Overall, 

however, she feels that her division is much more ―involved than the college as a whole.‖ 

Her experiences at RCC as a part-timer have prompted her to become a member of the 

adjunct faculty committee where she strongly encourages administrators and full-time 

faculty ―about being more social.‖ She goes further to state that stronger social 

involvement would be ―nice to have something you can go to and feel more part of the 

college as a whole‖. Similarly, P3 seemed to feel that his ties to his department chair were 

strong. She was ―always available‖ and was ―always willing to intervene on behalf of 

anyone who needs an intervention.‖ However, outside of this ―indispensable‖ colleague, 
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there were few other connections to the whole college community. As an adjunct, P3 felt 

that he should not participate in events sponsored by the college because ultimately, his 

responsibility was ―obviously in the classroom.‖ So he felt that for part-time faculty 

members, ―the basic way to touch the college is through classroom instruction.‖ As an 

administrator, however, he stated: 

Certainly I‘ve never hesitated to ask an adjunct to participate in one of the events 

that I‘ve sponsored if I thought they were useful. So that‘s there too, but I think 

the big thing is you need to be in the classroom and it sounds not contradictory, 

yeah I guess it is contradictory or paradoxical or something for me to say we 

should value the contribution of our adjunct faculty, we should value them for the 

work they do, for the people they are and at the same time we shouldn‘t have so 

many of them. I hope one doesn‘t take away from the other. 

Generally, P3 felt that part-time faculty should be better integrated into the college 

community, but he also stated that there should not be so many of them that RCC has to 

keep having to be so concerned about their place in the institution‘s culture. He found the 

numbers, even as an adjunct, rather alarming and disheartening.  

 P4 found that social network opportunities at RCC ―added to my quality of life 

and job satisfaction.‖ She found that she had a great desire for ―a feeling of camaraderie 

and connectedness.‖ She went further to explain, because of the faculty members‘ varied 

schedules: 

Social functions at several points in the academic year serve as a touchstone for 

those part-timers who wish to reconnect and exchange strategies with others. One 

can feel quite cut off without those opportunities; I know I did as an adjunct, 

feeling lonely and isolated at times. 

 

P4 also shared, as a testament to her own experience of moving from a part-timer to a 

full-timer who also teaches as an adjunct, the very important impression that:  

Adjuncts have limitless potential to contribute and to become productive full-time 

members of the college community, but they must have the confidence to come 
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forward and attend various events, while the established instructors must be 

willing to make a welcome for them. 

 

P5, who also began teaching at RCC as a part-timer before becoming a full-time faculty 

member there, shared similar feelings. He felt that there were always social networking 

opportunities at RCC for those who were capable of taking advantage of them. He stated: 

The department chairs and division directors were very supportive. They were 

very interested in my aspirations and often offered me excellent advice, both 

professional and personal. The full-time faculty member who visited my class and 

evaluated my performance became my full-time contact for all of my concerns 

regarding scheduling,  pedagogy, and other critical classroom issues. 

 

Additionally, P5 found the division secretary to be ―wonderfully supportive‖ as well. His 

ties to the department‘s social network were very strong, strong enough to eventually lead 

him to a full-time teaching position as soon as one became available. He attended all 

department meetings and felt that he was warmly welcomed. He was also asked to 

become a member of the part-time committee. Lastly, and most importantly, he shared, ―I 

was encouraged by other faculty members, the chair, and by the division director to seek 

full-time employment here.‖ The ties that were cultivated for and by P4 and P5 while they 

were part-time faculty at RCC were the impetus for them eventually seeking and 

obtaining full-time teaching positions at the institution.  

 As a whole, only three of the participants felt that they were well-connected to a 

social network at RCC. These are the three who went on to attain their goal of full-time 

positions at RCC, thus, showing that there may be a possible connection between the 

social network opportunities and transitioning from part-time to full-time status. For all 

of the participants, there was someone in their department or division who encouraged 

them and supported their efforts. They were all encouraged to attend department 
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meetings, workshops, seminars, and other professional development opportunities. Each 

participant recalled receiving invitations, whether in person or via email, regarding 

activities and events being promoted by RCC and these at least made them feel connected 

in some way, no matter how minor, but they were not always sufficient to sustain their 

high satisfaction levels.  

Theme 3: Not Dissatisfied but Frustrated. On job satisfaction, all of the  

participants admitted that they were satisfied for the most part. Although there were 

things the college could do to make each of them feel more contented, overall, they were 

happy with their part-time positions at RCC, and they felt valued and respected by the 

college community. Neither of the participants stated that they were dissatisfied. They 

would rather use the terms ―frustrated‖ and ―disappointed‖ to describe their experiences 

and conditions that were less than advantageous.  

 P 1 stated ardently in her interview, ―I am very happy. I can‘t believe I‘m so 

happy. I wake up at quarter to six to come to this job. That is unbelievable. I am not a 

morning person.‖ She felt that her position at RCC was so overwhelmingly necessary and 

satisfying that she would rearrange her entire schedule to teach at the institution. She felt 

that the experience was made wonderful because of her ―little United Nations‖ of 

students. The students‘ interest and work ethic, the curriculum, and the technology and 

other resources made available to her are gratifying. These aspects of her part-time 

position far outweigh her perceptions of ―being temporary‖ to the college administration. 

 P2 shared similar feelings. She felt that despite her colleagues who keep trying to 

get her ―to go full-time,‖ she is ―very satisfied teaching part-time.‖ While she wishes she 

could be more involved in the college community, she has no need for a full-time 
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teaching position. Although she finds that there is ―a bit of an attitude‖ at RCC toward 

part-time faculty, she feels that it does not make her dissatisfied. She focuses on being 

there for the students, and for the part-time faculty members who feel that they have no 

voice, she certainly ―speaks up‖. 

 P3, who was able to view the part-time faculty members‘ experiences through two 

lenses, his own as a part-time faculty, and through other part-time faculty members‘ as an 

administrator, expressed that overall: 

I‘m very satisfied and I do think that the adjunct faculty with whom I come into 

contact on a regular basis, they‘re not jaded; they‘re not cynical. They do more 

than they would need to do in order to get the salary. 

He went further to state that ―the most satisfying stuff for an adjunct is the opportunity in 

the first place is to be in the classroom at a different level.‖ Once again, the satisfaction 

levels are based largely on the teaching and the students, not necessarily the conditions 

under which they meet the students. He also revealed that this is due in part to the fact 

that, ―The College has done a pretty good job in the last year or so in dealing with the sort 

of more obvious impediments to job satisfaction.‖  

 P4 expressed that her satisfaction levels were tied to her ―seeing her students‘ 

progress.‖ Although she felt that her ―efforts often went unseen,‖ the appreciation 

garnered from her students was enough to counteract the damage done to her self-esteem 

by colleagues who seemed to ―snub the adjuncts.‖ Her connections to her mentor and 

other colleagues who offered guidance and validation also worked wonders for her 

satisfaction levels as well. 

 In the same way, P5 expressed that dealing with his students was key to his very 

high satisfaction levels in his part-time teaching position at RCC. He remarked, ―I mostly 
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enjoyed working with the students and creating classes that challenged them and making 

them better writers and readers.‖ In addition, he felt contented because of the respect he 

was able to effectively garner from his colleagues with his work on the part-time faculty 

committee. He went further to share that he was highly satisfied working part-time at 

RCC because he almost always ―felt valued and connected to my department and 

division,‖ although he was not so as well-connected to the entire college as a whole.

 All of the participants at RCC seemed to attach their feelings of satisfaction to 

their interactions with and connections to their students and their colleagues. The factors 

that caused the greatest dissatisfaction centered on their lack of connectedness. The lack 

of office space, privacy, and benefits seemed to cause some frustration but for the most 

part, the five participants all expressed high satisfaction and were willing to work around 

the unmet needs in order to ensure the success of their students. 

Cross Case Analysis  

This section of the cross case analysis provides a composite of all of the 

participants‘ interview responses. In this study, the participants were eleven females and 

six males, of which thirteen were Caucasian and four were African American. There were 

six from the suburban community college, six from the urban community college, and 

five from the rural college. The participants‘ range in age from 25 to 64 years old: one 

was 25 to 29 years old; two were 35 to 39 years old; five were 40 to 44 years old; one 

was 45 to 49 years old; four were 50 to 54 years old; two were 55 to 59 years old; and 

two were 60 to 64 years old. Eight of the part-time faculty taught part-time only, and 

three of those taught at more than one school, while nine of the part-time faculty also 

held full-time positions. The majority, eleven, of the participants taught in the Liberal 
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Arts field; whereas, five taught in the social sciences field, and one taught in Allied 

Health/Nursing. Ten of the participants have taught for fewer than seven years, and seven 

have taught for more seven years, with six of them having taught for ten to fifteen years. 

The narrative portion of the cross case analysis describes the perspectives of the 

participants from three community colleges that are within the Connecticut Community 

College System. I used the findings to develop the major themes that emerged. The 

findings from all three cases are cross referenced and analyzed in the summary below as 

separate units and are now aggregated to show their similarities and differences. To show 

the wide range of the participants‘ perspectives, I developed tables to show the 

comparison of their perceptions within the categories under investigation. The categories 

were revealed as I reviewed the participants‘ responses to each of the interview questions 

and compiled them in accordance to each of the three central research questions. Each 

case is designated by Suburban Community College (SCC), Urban Community College 

(UCC) and Rural Community College (RCC). Check marks are inserted to indicate each 

participant‘s agreement with the patterns from which each theme was gleaned and a 

discussion of their relationship to each research question follows. 

Professional Needs and Working Conditions. The research question (RQ1)  

that addresses working conditions and professional needs at the community college was 

described through the participants‘ feelings. The data show that 11 of the 17 participants 

revealed that their working conditions were not optimal and many of their professional 

needs were not met. Yet, these 11 shared that these conditions and their unmet needs did 

not adversely affect their levels of job satisfaction. The fact that most of them felt they 

were not financially rewarded, and did not have access to private office space or to 
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consistently working technology played no major role in whether or not job satisfaction 

levels remained high. Job security, health insurance benefits, stability and scheduling 

were much more important than pay or salary for 16 out of the 17 participants. Only one 

participant indicated salary as a major connection to his satisfaction and commitment. As 

such, the issues surrounding working conditions showed the general consensus of the 

participants is that in the ideal situation, working conditions would be exemplary and 

professional needs would be met, but because of the nature of their part-time jobs, they 

simply resigned themselves to ―accept things and stop belly-aching‖ about their 

frustrations. Moreover, these participants decided to continue to work in less than 

amicable conditions, and they made a conscious decision to endure in their positions in 

higher education.  

The participants shared a variety of perceptions regarding their professional needs 

and working conditions as illustrated in Table 23. Some perceptions were similar across 

cases while others were different. These perceptions were clustered largely within four 

categories: being financially rewarded; having more contact with colleagues; interaction 

with students; and support. Each of these categories was shared by at least ten 

participants and from at least one participant at each type of institution. For example, the 

most commonly held perception held across the cases was the importance of the 

interaction with their students. Twelve of the participants, five from SCC, four from 

UCC, and three from RCC, felt that their job satisfaction remained high because of their 

connections to the students in their classes. Similarly, 11 of the participants felt that they 

longed for more contact with colleagues in order to remain satisfied in their positions as 

part-time faculty. Again, this experience was a consistently articulated perception across 
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the cases—five from SCC, two from UCC, and four from RCC. These pervasive 

perceptions revealed within the sites and across the sites show that the institution service 

area does not matter because of the participants‘ seemingly common experiences 

regardless of location.  

On the other end of the spectrum, there appear to be categories with less of a 

preponderance of evidence of a pattern but they were described as important by more 

than one participant. For example, communication was not a common perception within 

the institutions with only three participants revealing it as important, yet it was mentioned 

across cases—one participant at each institution. Also of some significance, three 

participants at RCC revealed that knowing expectations was important at their institution 

but none of the other participants at the two remaining institutions mentioned this 

perception as being important. These data may simply be coincidence, or they may reveal 

the need for further research into these possible patterns. In qualitative research, we look 

for families, and it is possible that these descriptions (communication and knowing 

expectations) were assumed by the participants to be included in other categories such as 

support or more contact with colleagues. 
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Table 23 

Comparison of Participant Perceptions of Professional Needs and Working Conditions 

On professional needs and 

working conditions SP1 SP2 SP3 SP4 SP5 SP6 UP1 UP2 UP3 UP4 UP5 UP6 RP1 RP2 RP3 RP4 RP5 

Being financially 

rewarded 

√ √   √ √  √ √ √ √ √   √   

Benefits √             √    

Having more contact with 

colleagues 

√  √ √ √ √   √   √ √ √  √ √ 

Have workshops on 

pedagogy 

√ √             √   

Interaction with students √  √ √ √ √ √ √ √  √  √ √  √  

Stability √       √          

Resources √     √     √ √ √ √    

Access to technology √ √    √     √ √ √ √ √ √  

Adequate office space √ √       √  √  √  √ √  

Professional development 

opportunities 

√  √ √   √    √   √  √  

Communication √       √        √  

Recognition  √ √  √       √ √  √ √  

Support  √  √ √   √ √ √  √  √  √ √ 

Connections with the 

institution 

 √     √ √       √ √ √ 

Autonomy  √  √    √   √ √ √    √ 

Guidance      √     √       

Knowing expectations             √  √  √ 
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Social Network. The second research question (RQ2) deals with social  

network opportunities at the community college. Fifteen of the 17 participants 

interviewed felt that their interactions with students and colleagues were the most 

important aspect of their position. Of the 17 interviewed, nine of the participants felt fully 

integrated and connected into the college community. This shows that the majority found 

this to be of importance. Of the nine who felt fully connected, five already had full-time 

positions at their college. This suggests two possibilities: 1) their social network 

opportunities either lead to their moving to a full-time job; or 2) that their social network 

was established during their full-time position which only helped them to achieve high 

satisfaction in their part-time position. Of those eight who reported their social network 

opportunities were the weakest, three were the ones who were aspiring academics and 

had no available prospects for full-time teaching positions. Similarly, there seven 

participants whose social networks ties were weak at the institution but they were able to 

find strong ties outside of the college community in their professional fields.  

The participants‘ descriptions of their experiences with social network 

opportunities are shown in Table 24. Some perceptions were similar across cases while 

others were different. These perceptions were clustered largely within two major 

categories: support from supervisor and would love to have a mentor. Each of these 

categories was shared by at least nine participants and from at least one participant at 

each type of institution. For example, the most frequently held perception across the 

cases was the significance of the support from supervisor. Eleven of the participants, four 

from SCC, three from UCC, and three from RCC, felt that their job satisfaction was 

contingent upon the support they received from their supervisors. Similarly, nine of the 
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participants felt that they would love to have a mentor to at their institution in order to 

remain satisfied as a part-time faculty member. Again, this experience was a consistently 

expressed perception across the cases—three from SCC, two from UCC, and four from 

RCC. These perceptions revealed within the sites and across the sites show that the 

institution service area does not matter because of the participants‘ seemingly common 

experiences regardless of location.  

On the other end of the spectrum, there appear to be categories with less of a 

prevalence of a pattern but they were described as essential by more than one participant. 

For example, attending an adjunct faculty dinner was not quite as common a perception 

within the institutions with only four participants revealing it as important, yet it was 

mentioned across cases—two participants at RCC and one participant at each of the other 

two institutions. Also of some significance, four participants at RCC revealed that 

attending an orientation for part-time faculty was important at their institution but only 

one of the other participants at the one of the remaining institutions mentioned this 

perception as being important. These data may simply be coincidence, or they may reveal 

the need for further research into these possible patterns. It is possible that these 

descriptions (communication and knowing expectations) were assumed by the 

participants to be included in other categories.  

In addition, there were several other categories identified as key to satisfaction by 

fewer than half of the participants but were expressed across the cases for the most part: 

inclusion at department level; feeling connected; opportunities for professional growth; 

and network is outside of the college. These categories were not as profoundly expressed 

as those held by the majority of the participants but they are significant nonetheless.
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Table 24 

Comparison of Participant Perceptions of Social Network 

On Social Network Opportunities SP1 SP2 SP3 SP4 SP5 SP6 UP1 UP2 UP3 UP4 UP5 UP6 RP1 RP2 RP3 RP4 RP5 

Positive influences √ √  √    √       √   

Feeling connected  √  √ √ √      √   √ √ √ 

Would love to have a mentor √   √ √      √ √ √ √  √ √ 

Access to full-time positions     √    √ √  √   √ √  

Inclusion at department level √  √  √    √ √  √ √  √   

Support from supervisor  √ √ √  √ √  √ √  √  √ √  √ 

Adjunct faculty dinner √         √     √ √  

Orientation for adjuncts          √   √  √ √ √ 

Encouragement from colleagues   √    √ √      √ √  √ 

Opportunities for professional growth  √    √ √   √ √   √  √  

Sounding board  √  √              

Decision-making   √               

Involvement in events on campus  √   √           √  

Invited to social outings √              √   

Invited to attend meetings √    √     √ √     √ √ 

Discuss options √ √ √          √   √  

Relationships with students √ √   √   √          

Feeling welcomed  √ √    √     √     √ 

Feeling isolated from college 

community 
   √    √ √  √     √ √ 

Onus is on the part-timer  √      √     √   √  

Network is outside of the college √      √  √  √ √ √ √    
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Job Satisfaction. The third research question (RQ3) related to the  

participants‘ job satisfaction and how job satisfaction may or may not be influenced by 

professional needs, working conditions and social network opportunities. The majority of 

the participants felt good about the job they did at the community college. Nine of the 17 

participants were reluctant to use the term ―dissatisfied‖ and rather use the term 

―frustrated‖. I believe that they chose not to use the term dissatisfied to describe their 

perceptions as they felt that working conditions and professional needs did not 

necessarily impact their job dissatisfaction negatively. They felt their interactions and 

connections with students and colleagues were much more impactful to their levels of job 

satisfaction. The participants perceived their level of job satisfaction was much more 

influenced by feeling ―valued‖ and ―respected‖ by the college community. The attempts 

or the lack of attempts, at each college to show their appreciation for their part-time 

faculty was met with different viewpoints by the participants. For example, at SCC, one 

school department created a part-time advisory committee for the part-time faculty which 

included full-time faculty. The purpose of the advisory board was to ascertain the needs 

of the part-time faculty. This was seen by the part-time faculty as very meaningful to be 

able to contribute to the department by playing an active and significant role on the 

advisory board. In fact the board allowed the part-time faculty to discuss their thoughts 

about the heavy use of part-time faculty, and it also allowed some of the part-time faculty 

to feel fully engaged in the college community. Another example was at RCC where, 

with Title III funds, the school was able to hear and address many of the needs of a 

number of part-time faculty at their community college. The funds allowed the college to 

create roundtable discussions, luncheons, and workshops, and they were able to pay 
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stipends to part-time faculty who actively participated in the activities. These activities 

helped to increase their job satisfaction, and they gave the part-time faculty a sense of 

belonging through offering them the ability to contribute to their department through their 

candid discussions.  

What was surprising to me was that the part-time faculty members‘ job 

satisfaction was more influenced by their students‘ involvement and interest, and 

connections with their students and colleagues than their working conditions and other 

professional needs. The major findings for all three colleges indicated that the majority of 

the participants were more influenced by their involvement with their students and their 

connections to their peers rather than by the issues surrounding physical office space, 

access to technology and salary.  

The participants‘ key revelations regarding their perceptions of job satisfaction 

and dissatisfaction are shown in Table 25 and Table 26. Some perceptions were similar 

across cases while others were different. In Table 25, these perceptions were clustered 

largely within four categories: interactions with students; play an important role; very 

satisfied; and feel valued. Each of these categories was shared by the majority of the 

participants and from at least one participant at each type of institution. For example, the 

most commonly held perception across the cases was the importance of the interaction 

with their students. Here, 14 of the participants, five from SCC, five from UCC, and four 

from RCC, revealed that their job satisfaction was impacted by their students. Similarly, 

12 of the participants expressed that they very satisfied in their positions as part-time 

faculty. Again, this experience was a consistently articulated perception across the 

cases—three from SCC, five from UCC, and four from RCC. These perceptions revealed 
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within the sites and across the sites show that the institution service area does not matter 

because of the participants‘ seemingly common experiences regardless of location.  

On the other hand, there appear to be categories with less of a predominance of a 

pattern but they were described as important by more than one participant. For example, 

interactions with colleagues were not a common perception within the institutions with 

only five participants revealing it as important, yet it was mentioned across cases—three 

participants at RCC and one participant at each of the other two institutions. Also of some 

significance, three participants at SCC revealed that the paycheck was important at their 

institution but none of the other participants at the two remaining institutions mentioned 

this perception as being important. These data may simply be coincidence, or they may 

reveal the need for further research into these possible patterns.  
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Table 25 

Comparison of Participant Perceptions of Job Satisfaction 

 

On Job Satisfaction SP1 SP2 SP3 SP4 SP5 SP6 UP1 UP2 UP3 UP4 UP5 UP6 RP1 RP2 RP3 RP4 RP5 

Interactions with students √ √  √ √ √ √ √ √ √ √  √ √  √ √ 

Interactions with 

colleagues 

     √      √  √ √  √ 

Diversity of student 

population 

√   √      √        

Can create own schedule √ √           √   √  

Reaching at-risk students    √ √    √         

Feel valued   √ √ √ √ √  √  √   √  √ √ 

Professional freedom  √          √ √     

The paycheck  √ √   √            

Love teaching   √ √   √   √        

Play an important role  √ √ √ √  √ √ √  √ √   √ √  

Happy with supervisor         √ √    √ √   

Very satisfied  √ √  √  √ √ √ √  √ √ √ √  √ 
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In Table 26, the perceptions regarding job dissatisfaction were clustered largely 

within two categories: perceive it as a part-time job, and feel frustrated. Each of these 

categories was shared by the majority of the participants and from at least one participant 

at each type of institution. The most commonly held perception across the cases was that 

the faculty members perceived their positions as simply a part-time job. Ten of the 

participants, four from SCC, four from UCC, and two from RCC, revealed that this 

perception created dissatisfaction, or feelings of frustration. Similarly, nine of the 

participants expressed that they feel frustrated in their positions as part-time faculty. 

Again, this experience was a consistently articulated perception across the cases–four 

from SCC, three from UCC, and two from RCC. These perceptions revealed within the 

sites and across the sites show that the institution service area does not matter because of 

the participants‘ seemingly common experiences regardless of location.  

On the other hand, there appear to be categories with less of a predominance of a 

pattern but they were described as important by more than one participant. For example, 

lack of benefits was not a common perception within the institutions with only one 

participant from each school revealing it as important, yet it was mentioned across cases. 

These data may simply be coincidence, or they may reveal the need for further research 

into these possible patterns.  
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Table 26 

Comparison of Participant Perceptions of Job Dissatisfaction (“Frustration”) 

 On Current 

Experiences at the 

Community College 

SP1 SP2 SP3 SP4 SP5 SP6 UP1 UP2 UP3 UP4 UP5 UP6 RP1 RP2 RP3 RP4 RP5 

Sense of being 

temporary 
√ √      √     √  √ √ √ 

Lack of involvement √   √       √   √ √ √  

Distinctions made 

between full-

timers and part-

timers 

   √          √  √  

No significant role in 

decision-making 
√    √ √    √      √  

Uncertainty √       √   √  √   √ √ 

Lack of benefits √         √       √ 

Money √ √       √ √     √   

No quiet, clean space 

of our own 
 √ √       √   √     

Not enough resources 

for professional 

development 

    √  √    √     √  

Feel inadequate    √  √     √     √  

Feel frustrated √   √ √ √  √  √ √  √   √  

Perceive it as a part-

time job 
√ √ √ √   √ √ √ √   √   √  
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Summary of Cross Case Analysis 

 In comparing the multiple case studies on part-time faculty members‘ 

experiences, the participants have revealed many similarities as well as a few differences 

as it relates to professional needs, working conditions, social networking opportunities 

and job satisfaction. The majority of the responses followed the same patterns across 

colleges regardless of the service area—suburban, urban, or rural. However, three of the 

part-time faculty from RCC shared that they wanted a better understanding of the 

college‘s expectations for them. The participants from SCC and UCC seemed to have a 

fuller grasp of the idea that their positions were only part-time so much was not expected 

of them other than the duties they performed in the classroom. In the same way, field of 

study did not seem to present much of a difference in the participants‘ responses. Those 

who were in Liberal Arts expressed that they were very or highly satisfied as often as 

those who were in Social Sciences and Allied Health/Nursing. Of the four participants 

who revealed that they were not satisfied, two were Liberal Arts instructors and two were 

Social Sciences instructors.  

The cross case analysis was also provided in correlation with the major research 

questions. The following section provides a review of pertinent documents and my 

observations as pertaining to events and activities that were related to part-time faculty. 

Document Review and Researcher’s Observations 

Document review. The following section provides an overview of the  

documents reviewed (Appendix F) and their support or refutation of the themes that 

emerged from the interview responses. This section also shows a triangulation of the 

data.  
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Faculty handbook. All three community colleges had faculty handbooks  

available in both hard copy and online. Each handbook provided information on logistics, 

policies and procedures. There was no information on mission statements, the college‘s 

vision or the college culture. This document review connects to the idea that adjunct 

faculty are viewed as playing one role in the college community and possibly do not add 

to the culture, the mission and vision of the college. They are at the college to teach and 

provide instruction. The Adjunct Faculty Handbook shows that part-time faculty are not 

expected to be fully integrated into the college community. 

Adjunct faculty contract (notice of appointment for adjunct faculty). This  

contract is supported by the faculty union, which includes part-time faculty members. 

This contract describes the duties and conditions of employment for adjunct faculty. The 

contract outlines seven major responsibilities: (1) teaching the course, (2) preparation 

related to the course, (3) advisement of students enrolled in the course, (4) distribution of 

the course outline, (5) maintaining accurate student records, (6) compliance with college 

policies, and (7) other duties related to the apportionment as appropriate. The section on 

conditions speaks to the appointment of the part-time faculty as contingent upon the 

course being offered and that the course can be cancelled for ―any reason‖ The College 

also reserves the ―right to terminate the adjunct at the College‘s sole discretion‖. 

Furthermore the contract indicates that part-time faculty members do not have the right to 

a subsequent appointment. Lastly, the contract makes it clear that part-time faculty 

members‘ employment can be terminated for any inadequate performance or any other 

―sufficient cause‖. This all speaks to the participants‘ feelings of dissatisfaction and 

frustration, due to the lack of security and stability, which was mentioned by several 
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participants in the study. This document supports the ideas that there was a difference 

between what part-time faculty do versus what the full-time faculty do, and further shows 

that part-time faculty are temporary and disposable at any time.  

Professional development funds. All three community colleges in this case  

study made professional development funds available to part-time faculty. The purpose is 

to ―provide opportunities for part-time faculty and staff to participate in courses, 

workshops, seminars, conferences, etc. that are job related and related to the mission and 

goals of the college‖ (Personal communication, Guidelines and Procedures for the 

Disbursement of Professional Development Funds for Part-time Members of the 

Bargaining Unit, 2006). The amount of funds available for part-time faculty is $350, but 

the full-time faculty receive $750 to $800. The amount was agreed upon by the union and 

the college system, yet the amount available was less than half of the total that was 

available to full-time faculty. The funds are provided on a first come, first served basis, 

and the adjunct must have taught at least 18 credit hours before they have access to the 

funds in the community college system. This document supports the notion that 

participants perceived they were in fact separate and different from full-time faculty. 

Full-time faculty are eligible to use professional development funds as soon as they begin 

teaching at the college and the funds are there for each full-time faculty whenever they 

are requested. The full-time faculty do not face any limitations or restrictions regarding 

their access to the funds. As such, the amount of money for professional development 

opportunities was much less for part-time faculty. In addition, the process for them to 

access their funds was different than the full-time faculty, and the requirements for 
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eligibility were much more stringent. This may have led to some of the participants‘ 

frustration and dissatisfaction. 

Email letters from the academic deans. Each college in the study had email  

communications from the Academic Deans to the faculty. These emails were sent at the 

beginning and at the end of each semester. In the beginning, the email was a welcome to 

new and returning faculty. The emails were brief and not personalized to the adjunct 

faculty, but sent to everyone. There was a brief explanation of where office space was 

made available for part-time faculty and a sentence or two expressing appreciation for all 

that part-time faculty do at the college. The letters to the part-time faculty were not like 

the email letters sent to the entire college community at the beginning of the semester. 

These letters outlined the new hires, a review of the achievements and accomplishments 

that full-time faculty and staff had made over the course of the year. In effect, the emails 

to all college personnel were much more detailed. Essentially ―kudos‖ was given to full-

time faculty and staff in a public forum. Conversely, adjunct faculty were never given 

this type of information or recognition publicly in the email communications. At the end 

of the semester, the email sent to part-time faculty was basically a ―thank you‖ for the 

faculty‘s service as a whole. 

However, part-time faculty were included in email lists for all division, 

department, and committee meetings held at each of the three colleges. This was each 

college‘s attempt to include and integrate the adjunct into the fabric of the college 

community, but these attempts appeared to be lacking and in great need of improvement 

as part-time faculty in this study suggested that they did not always feel they were 
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included, publicly recognized or warmly welcomed to the institution. As such, many of 

them did not attend events as they did not feel personally invited.  

Researcher’s observations. I attended several meetings, professional  

workshops and conferences that part-time faculty were invited to via emails from their 

academic deans, department heads and division directors. The part-time faculty members‘ 

level of attendance overall at these events was low at best. Each of these colleges 

included in the study had a high rate of part-time faculty on their staff. Part-time faculty 

made up 55% to nearly 70% of each institution‘s teaching staff (American Association of 

Community Colleges [AACC], 2005a), indicating a very high number of part-time 

faculty not to be present at these events. I, like many of the participants in this study, 

found this lack of adjunct participation alarming. I also found the perceived cause for this 

lack of attendance shocking. For example, when I attended a two-year college association 

conference, one of the study participants was also in attendance. This participant 

presented at the event, yet she did not have access to professional development funds. 

She had to personally pay for her own registration, travel, and accommodations. The 

funding was not available to her as she had not taught 18 credits hours at her community 

college system. This shows a major distinction made between the colleges‘ expectations 

for full-time faculty and part-time faculty and their professional development. The 

expectation is that the part-time faculty have to teach the equivalent of six courses before 

they can gain access to professional development funds; whereas, full-time faculty have 

access to funds immediately after hire. This notion suggests that part-time faculty are not 

fully valued until the institution finds that they have fully invested a certain amount of 

time at the college.  



 259 

 At another academic leadership conference in the region, which focused on the 

issues surrounding the increased use of part-time faculty at community colleges, I 

observed absolutely no part-time faculty in attendance. The keynote speaker was 

disheartened after asking if there were any part-time faculty in the audience and for them 

to raise their hands. No one was there to raise their hands and this indicated that the 

adjunct population had no voice at a conference specifically organized for the discussion 

of their concerns and the effects that using increased numbers of adjunct faculty may 

have at community colleges. The keynote further displayed her anger by saying, ―How 

dare we talk about part-time faculty issues and there are no part-time faculty in the 

room.‖ This speaks to the marginalization of part-time faculty and that they seldom have 

a voice at critical academic and professional forums.  

 The document review and my observations support the interview responses given 

by the majority of the participants. There appears to be a distinction made between the 

part-time faculty members and the full-time members at each college. First, they are not 

expected to do much more than teach as plainly outlined in the employment contracts. 

Second, they are not encouraged to participate in professional development activities as 

they are not offered the same funds as full-time faculty members and they are not 

provided paid time off from work to attend the event. Third, they are not publicly 

recognized for their efforts and achievements at events where full-timers are publicly 

recognized. These findings support the participants‘ revelations that they are often treated 

differently than their full-time colleagues, are not exposed to many professional 

development opportunities, and while they feel somewhat connected to their departments, 

they are not warmly welcomed into the fabric of the college community as a whole. 
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Summary 

 This concludes the findings section for Chapter IV. In this chapter, the findings 

are presented with the completed comparative case study on the feelings and perceptions 

of part-time faculty at their community colleges in the Northeast region of the U.S. The 

purpose of this multiple case study was to discover how professional needs, working 

conditions, and social networks relate to the part-time faculties‘ job satisfaction in order 

to help identify areas where change may be necessary. The data collected were in the 

form of intensive semi-structured interviews of 17 participants. Three themes emerged in 

each case study. The SCC themes were: the nature of the work; making connections; and 

how you feel about the job. The UCC themes were: nature of the beast; college 

community; and you can only cry so much about these things. The RCC themes were: 

major hassles; feelings of camaraderie and connectedness; and not dissatisfied, but 

frustrated. Each set of themes was closely aligned with the areas of focus for this study. 

Although these themes appear to be different, as the words were taken directly 

from the participants‘ interview responses, they are more similar in definition than not. 

These themes each refer to the feelings that the faculty had toward their work, their 

colleagues, and their students. Overall, they appeared to understand and expect that the 

working conditions would be awful and that their needs would often go unmet. They 

simply accepted this as a fact of life for part-time faculty. In addition, they each valued 

the links that they had, or in several cases did not have with their full-time counterparts 

and other colleagues at the college. Similarly to their perceptions about working 

conditions, they longed for these connections to the community but they did not allow the 
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lack thereof to adversely affect their satisfaction or their levels of commitment toward the 

students or the college as a whole. 

 Finally, a document review and my observations were provided with examples to 

support the participants‘ feelings on the issues surrounding the part-time working 

conditions, professional needs, social networking and job satisfaction at the community 

college. Chapter V of this study follows offering a discussion, recommendations, and 

conclusions. 
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Chapter V: Discussion, Recommendations, and Conclusions 

Introduction 

This dissertation explored and discovered the critical issues regarding the 

increased use of part-time faculties in higher education. This study also discovered how 

their needs, their working conditions (focusing on nine facets: pay, promotion, 

supervision, benefits, rewards, operating procedures, co-workers, nature of work, and 

communication), and access to the social networks established at the college influenced 

part-time faculties‘ levels of job satisfaction. Through a review of pertinent literature, the 

study illustrated how the part-time faculties‘ needs, their working conditions, and social 

network as well as their satisfaction may influence higher education currently and in the 

future.  

For the purposes of this study, the term part-time faculty was generally defined as 

persons employed by a college or university, usually to teach, in positions that carry few, 

if any, elements of compensation, benefits, or status enjoyed by regular faculty members 

(Langanberg, 1998). For the purpose of consistency in this study, I used the term part-

time faculty throughout to encompass all adjunct, contingent, and part-time faculty 

members (AAUP, 2006). 

As stated in the seminal study conducted by Valadez and Antony (2001) on part-

time faculty job satisfaction: 

Little is known about who part-time faculty members are, although some 

anecdotal evidence has shown that they receive inadequate pay with few or no 

benefits; and, as for part-time faculty members‘ job satisfaction and commitment, 

however, there is virtually no literature (p. 99).  
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As such, this study employed a multiple case study design to describe and 

evaluate the perspectives of part-time faculties at three community colleges in the 

Northeast that appear to not only meet the needs of its large population of part-time 

faculties, but also retain and hire them as full-time faculties. This study explored who 

part-time faculties are and what their perceptions about their social network 

opportunities, their working conditions and their job satisfaction.  

The purpose of this study was to examine part-time faculties‘ needs, working 

conditions, and social networks at three community colleges in the Northeast. The study 

further examined how these needs, working conditions, and social networks influence the 

part-time faculties‘ levels of job satisfaction in order to help identify areas where change 

may be necessary. I also discovered what these part-time faculties think about their 

professional needs, working conditions, social networks and their perceived role in higher 

education.  

This study examined whether or not part-time faculties at three specific 

community colleges experience similar outcomes in regards to their needs, working 

conditions, and levels of job satisfaction so described in the literature. Most importantly, 

this study provided a voice that will give meaning to an underserved population of 

faculty.  

The study used an advocacy/participatory approach knowledge claim as a 

framework to discover which working conditions part-time faculties perceive are 

conducive to high levels of job satisfaction (Creswell, 2003; Crotty, 1998). Relying on 

the part-time faculties‘ views on the issues regarding job satisfaction was critical to this 

study. In addition, this study was viewed through an advocacy/participatory lens to 
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describe the perceptions of this marginalized group compared with their full-time 

counterparts (Creswell, 2003). The theoretical framework for the study was based on the 

work of Herzberg et al. (1959), Herzberg (1966), Maslow (1954), Bourdieu (1986), and 

Lin (1999). Herzberg et al. (1959), and Herzberg (1966) and seminal researchers in the 

field identified a two-dimensional model of job satisfaction—job satisfaction consisted of 

motivating factors (intrinsic) and hygiene (extrinsic) factors.  

Finally, three research questions guided this study: 

1. How do part-time faculty members describe their needs and working 

conditions at the community college?  

2. How do part-time faculty members describe their social network at the 

community college?  

3. What are the part-time faculty members‘ levels of job satisfaction at the 

community college and what is its relationship to their professional needs, 

working conditions, and access to social networks? 

The findings in this chapter will show an alignment to each research question. 

Chapter V is organized into five sections: (a) a discussion of key findings, (b) 

limitations, (c) recommendations, (d) implications for future study, and (e) conclusions.  

Discussion of Key Findings 

There were three separate areas where the data were ascertained for this study: 

1) semi-structured interviews; 2) document review; and 3) researcher‘s observations. As a 

result of data collection and data analysis, the three case studies yielded nine themes in 

correlation to the research questions. These emerged largely from the 17 participants 
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interviewed at three community colleges: suburban (SCC), rural (RCC) and urban (UCC) 

in the Northeast region of the U.S. 

Research Question #1: How do part-time faculty members describe their 

needs and working conditions at the community college? A poignant quote from P4  

from UCC provided a true testament to the feelings and perceptions about adjunct faculty 

in higher education:  

Wal-Mart is  more honest with its part-timers than most colleges and universities. 

Academicians have to stop lying about the way part-time faculty are treated (P4, 

personal communication, October 15, 2008). 

The sentiment of this participant provides a bleak, but descriptive and honest outlook on 

the way part-time faculty described their working conditions at the three community 

colleges. 

As such, the first research question that addresses working conditions and 

professional needs at the community college was described through the participants‘ 

feelings. The data show that 11 of the 17 participants revealed that their working 

conditions were not optimal, and many of their professional needs were not met. Yet, the 

fact that most of them felt they were not financially rewarded, did not have private office 

space, did not have access to consistently working technology, were not adequately 

recognized by the college as a whole, and seldom had significant relationships with their 

colleagues played no major role in whether or not job satisfaction remained high. 

Additionally, having more contact with colleagues and interactions with students were 

much more important than stability and benefits for 14 out of the 17 participants. Ten out 
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of the 17 longed for greater financial reward and 12 out of the 17 wished they had more 

recognition and support from their institution.  

The findings from this study suggest that adjunct faculty did work in less than 

optimal conditions. The findings of this study are supported by the literature which states 

that part-time faculty members often work in sub-standard conditions (AAUP, 1997; 

AFT, 2010; Gappa & Leslie, 1993; Haeger, 1998; Liu & Zhang, 2007; Lurie, 2003; 

McGuire, 1993; Schuetz, 2002; Toutkoushian & Bellas, 2003). In a recent study by the 

American Federation of Teachers (AFT) Higher Education (2010), the literature supports 

the idea that there are many concerns about part-time and adjunct instructor‘s working 

conditions. The study further supports that there are a substantial amount of part-time 

faculty who are concerned about the aspects of their jobs (AFT, 2010). These findings are 

in direct alignment with my study that also suggests that the majority of the participants 

in this study were concerned with their shortcomings regarding their working conditions. 

For the most part, part-time faculty did not have access to good technology, adequate 

resources, comfortable office space, and a place to call home. In addition, 15 out of the 

17 interviewed thought that the pay and the lack of benefits were oppressive enough to 

cause cynicism. 

The issues surrounding working conditions showed the general consensus of the 

participants is that in the ideal situation, working conditions would be plum and 

professional needs would be met, but because of the nature of their part-time jobs, they 

just accepted things the way they were and ―did not cry‖ about their dissatisfaction. As a 

result of this concession, these participants decided to continue to work in less than 

amicable conditions and make the best of an unfavorable situation. They each made a 
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conscious decision to stay committed to their positions in higher education for the sake of 

the students.  

Research Question #2: How do part-time faculty members describe their 

social network at the community college? The second research question deals with  

social network opportunities at the community college. 15 of the 17 participants 

interviewed felt that their interactions with students and colleagues were the most 

important aspect of their position. Of the 17 interviewed, nine of the participants felt fully 

integrated and connected into the college community. This shows that the majority found 

this to be of importance. Yet, of the nine who felt fully connected, five already had full-

time positions at the college. This suggests two possibilities: (1) their social network 

opportunities either led to their moving to a full-time job; or (2) that their social 

networked was established during their full-time position, which only helped them in 

their part-time status. Those five who reported their social network opportunities were the 

weakest were the ones who were aspiring academics, and had no available prospects for 

full-time teaching positions. On the other hand, there were others, three participants, 

whose social network ties were outside of the college community completely and in their 

professional fields, which were not in the higher education arena.  

The literature suggests that if part-time faculty are not included as members of 

their schools‘ social network, there is little chance of their mobility and status attainment 

(Bourdieu, 1986; Burt, 2000; Coleman, 1990; Lin, 1999; McDonough, 1997) in the 

institution. This suggests that these part-time would not move to full-time positions, or 

feel equal or valued—essentially rendering them without a competitive edge. However, 

the majority of participants in this study did feel integrated into the social network of 
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their immediate departments and divisions. The others did not feel appreciably networked 

to the institution at all; leaving them feeling unsure about their significance to the school 

and on the fringes of the college‘s community. The AFT 2010 study further supports the 

findings surrounding social network, as it presents the majority of part-time faculty who 

search for full-time work feel as though they will not have an equal chance at securing a 

position when competing with those who already have full-time teaching positions listed 

on their vitae. These findings are connected to my study and provide a current impetus 

for the critical nature and the importance of social network opportunities. Therefore, the 

study‘s findings did support the literature.  

Research Question #3: What are the part-time faculty members’ levels of job 

satisfaction at the community college and what is its relationship to their 

professional needs, working conditions, and access to social networks? The third  

research question related to the participants‘ job satisfaction and how job satisfaction 

may or may not be influenced by professional needs, working conditions and social 

network opportunities. The majority of the participants felt good about the job they did at 

the community college. 11 of the 17 participants were reluctant to use the term 

―dissatisfied‖ and wanted rather to use the term ―frustrated‖. I believe that they chose not 

to use the term dissatisfied to describe their perceptions as they felt that working 

conditions and professional needs did not necessarily impact their experiences at the 

colleges negatively. They felt their interactions and connections with students and 

colleagues were much more impactful to their job satisfaction. The participants perceived 

their job satisfaction was much more influenced by feeling ―valued‖ and ―respected‖ by 

the college community. The attempts or lack of attempts at each college to show their 
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appreciation for their part-time faculty was met with different viewpoints by the 

participants. For example, at SCC, one department created a part-time advisory 

committee for the part-time faculty which included full-time faculty. The purpose of this 

committee was to create a forum to ascertain the needs of the part-time faculty. This was 

seen by the part-time faculty as a very meaningful opportunity to be able to contribute to 

the college in a significant way and to be a part of the social network created by the 

advisory board. In fact, the committee allowed a sounding board for the part-time faculty 

to discuss the heavy use of part-time faculty and it also allowed some of the part-time 

faculty to feel fully engaged in the college community. Another example was at RCC 

where, with Title III funds, the school was able to address the needs of some of the part-

time faculty at their community college. The Title III funds allowed them to provide 

roundtable discussions, luncheons, and workshops for the adjunct faculty, and they were 

able to pay stipends to part-time faculty who actively participated in the activities. RCC‘s 

actions helped to stimulate their part-time faculty members‘ job satisfaction, and they 

gave them a sense of belonging through offering them the ability to contribute to their 

department and the college as a whole.  

What was surprising to me was that in general, the part-time faculties‘ job 

satisfaction was more influenced by their interactions with their students, their students‘ 

levels of involvement and interest, and their connections with their full-time counterparts 

than by their working conditions and professional needs. The part-time faculties at all 

three colleges indicated that they were more influenced by the level of involvement with 

their students and their connections to their peers than the issues surrounding physical 

office space, access to technology and salary.  
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Theoretical implications suggest that when an individual‘s needs are not met, he 

or she will suffer job dissatisfaction, which will ultimately negatively impact their 

commitment (Herzberg et al., 1959; Herzberg, 1966; Maslow, 1954; Rosser & Townsend, 

2006). The findings in this study do not align with the theoretical perspectives raised in 

the literature. The participants in this study did not consider working conditions, or 

extrinsic factors such as: income; health benefits; and job security to be influential to 

their job satisfaction. It appears that the participants continued to be committed to their 

students and their schools, and work effectively in spite of their inadequate working 

conditions.  

 The study‘s findings do largely support the literature that states that the majority 

of adjunct faculty at community colleges work in undesirable conditions, and do not often 

have their needs met. Yet, the findings from this study also show that regardless of these 

conditions and concerns that they raise for the part-time faculty , overwhelmingly, the 

majority of the part-time faculties at these three community colleges were still satisfied 

and were still very committed to student success. Some were highly satisfied simply 

because of their love for teaching and their respect for their students and their work. 

Similarly, according to the AFT 2010 survey, most part-time faculty members are 

motivated to work solely due to their desire to teach. The majority of those surveyed 

suggested that they stay in their part-time positions because they like to teach; they are 

not motivated to stay in the classroom for the pay (AFT, 2010). Only one of the 17 

interviewed quit his part-time teaching position, but his reasons were more professional 

than personal. He felt that he could not do the profession and his students just service 

because he did not have the time required to be an effective teacher. One other participant 
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(P5 at UCC) considered leaving the school as well because she never felt fully confident 

as an instructor. Her concerns were linked to unmet professional needs, however. She felt 

that because she had no strong ties to any other instructors on campus, she could not be 

certain that she was always ―doing the right things‖ in her classroom. This concern 

caused her great dismay and dissatisfaction. She wished for more orientation meetings 

and workshops focusing on pedagogy.  

 Overall, it appears that none of the participants wanted to strongly admit they 

were dissatisfied. They were reluctant to use the term ―dissatisfied‖ and instead expressed 

their feelings of ―frustration‖. I provide several assumptions that could explain this 

phenomenon regarding the participants‘ unwillingness to admit to job dissatisfaction. 

First, there may have been a fear of retribution if information was disclosed that they 

were dissatisfied at their schools. Second, the participants did not feel dissatisfied 

because they appeared more passionate about teaching and their connections to students 

and less troubled about their working conditions. Third, the AFT 2010 study on Part-time 

Adjunct Higher Education Faculty, suggests that this attitude reflects part-time faculty‘s 

commitment for the profession. They are not necessarily satisfied with their working 

conditions, which a significant majority believes are inadequate, but they remain 

dedicated to the teaching profession (AFT, 2010). Lastly, the participants in my study 

gave the impression that they were more concerned with providing a service to their 

students and much less concerned with their own personal gains.  

Limitations 

Because the multiple case study examined only the job satisfaction of the part-

time faculties from these three purposively chosen community colleges, the knowledge 
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discerned was not generalizable to the satisfaction of part-time faculties at other public 

community colleges in the state, region, or nation. Also, the findings of this study did not 

yield generalizable knowledge, due to the small sample size (17 participants). In addition, 

I am aware that a qualitative study is subject to interpretation by its nature (Stake, 1995). 

If I were to do the study again, I would have specifically allowed only those part-

time faculty members who exclusively held part-time positions at the community college 

to participate in my study. The potential risk of full-time faculty having different 

perceptions than their part-time counterparts was outweighed by: (a) the small number of 

them amongst participants, (b) the fact that the entire participating faculty held a part-

time appointment at the community college, and (c) the difficulty in securing part-time 

faculty involvement in the study. Thus, I interviewed those participants who held part-

time status and were interested in contributing to the study and having their voices heard. 

Implications 

The following implications were drawn from the themes discovered from the data 

collected through interviews, document reviews, and the researcher‘s observations. Three 

major implications were gleaned as a clear consequence of the study:  

The first implication is that it is necessary to educate part-time faculty at the 

community college about institutional procedures and expectations. This can be achieved 

during orientation for new part-time faculty to help them understand the issues 

surrounding enrollments and how they affect their ability to return to the college for 

future teaching assignments. Part-time faculty are often not aware of the impact of the 

economy and institutional enrollments on the college‘s ability to offer contracts to part-

time faculty to return the next semester, regardless of their classroom performance. 
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Clearer communication would diminish the feelings of rejection, inadequacy, insecurity 

and non-performance as the reasons for not being offered a teaching contract each 

semester. Providing this information to all faculties would allow part-time faculty the 

ability to seek out other positions at neighboring community colleges and universities and 

other agencies in the area. 

The second implication is that administrators need to consider offering more 

substantial professional development funds and opportunities to part-time faculty, thus 

allowing them to remain current in their fields, as well as encourage them to contribute 

their scholarly work to the institution and to higher education in general. These 

opportunities should include workshops regarding pedagogy and classroom practices as 

well as opportunities for part-time faculty to complete research in their disciplines. This 

will not only allow part-time faculty to feel welcomed and appreciated by their 

institution, but it will allow them a public venue to present their work. This would be a 

significant way to recognize the important role that part-time faculty play in their 

organization and provide them a sense of connectedness, which was one of the major 

findings in this study. 

The third implication is that social network opportunities frequently bridge the 

gap between full-time and part-time faculty, and as such, they need to be employed often 

and liberally. The findings in this study suggested that part-time faculty often felt 

neglected and ―rootless‖ in terms of the larger college community. Administrators, 

department heads and chairs can offer a sense of belonging and connectedness through 

minimal financial obligation. For example, those participants who did feel connected to 

their departments and the college as a whole shared that these connections were largely 
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due to their participation on advisory boards, their presence at orientation meetings at the 

beginning of the semester, and dinners at the end of the semester. In addition, they were 

included in workshops on pedagogy with full-time faculty members, and they received 

letters outlining faculty and staff achievements at the college. Moreover, letters that 

welcomed part-time faculty to the campus at the start of the semester or letters that 

offered a job well done and thanks for their service at the end of the semester were 

inexpensive, yet meaningful ways to include them in the college community.  

Lastly, the results of this study show that, in accordance with Lyons (2007), 

community colleges should offer part-time faculty the following resources: 

(1) comprehensive understanding of the college‘s policies, practices and culture; 

(2) professional development emphasizing pedagogy and classroom behavior and 

management techniques; (3) greater integration into the college‘s community; and 

(4) acknowledgement of their dedicated work (Lyons, 2007).  

Recommendations for Future Study 

 Based on the scope of this study and the findings, there are six recommendations 

proposed for further study. This study was conducted in the Northeast region of the U.S. 

Thus, the first recommendation would be to conduct future research studies that would 

include other community college systems that have suburban, rural and urban areas that 

are in other parts of the U.S. Simply put, the issues surrounding part-time faculty are not 

exclusive to the Northeast. By expanding the areas geographically, this type of study 

would provide greater and more descriptive data for a better understanding of the part-

time faculty members‘ experiences at other higher education systems. While the current 

study employed a qualitative research method, a future study might consider using a 
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quantitative method to examine larger data sets to acquire information on the extent of 

part-time faculty members‘ concerns in the U.S. and their impact on the success of 

community colleges employing the social network theory.  

 Second, this study primarily focused on part-time faculty members in the liberal 

arts and social sciences fields because those are the fields that house the greatest numbers 

of part-time faculty in the system, as well as in higher education as a whole. Future 

research should include a broader cross-section of the part-time faculty regardless of field 

of study. This would give researchers a fuller understanding of all of the part-time faculty 

members‘ experiences across the curriculum. In addition, this research could provide 

insights on the different perspectives and practices that may be particular to specific 

departments and divisions. Research questions for this recommendation might be: How 

do working conditions and job satisfaction differ for part-time faculty in other 

disciplines? What are the perceptions of their pay equity and access to social network and 

the availability to gain entrance to full-time positions across the disciplines?  

 Third, since this study focused only on the perspectives of part-time faculty, 

future research could include the perspectives of full-time faculty and administrators in 

regards to the role of part-time faculty at the community college. A research question for 

this might be, what roles do part-time faculty play in the workforce of community 

colleges according administrators and full-time faculty? What expectations do full-time 

faculty have of part-time faculty at community colleges?  

 Fourth, since this study‘s participants were all members of a union, the same 

union as full-time faculty in the area, a comparative case study design should be used to 

examine the needs, working conditions, and job satisfaction of both unionized and non-
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unionized part-time faculty. Because there is a strong push for part-time faculty to 

become members of an institution‘s existing collective bargaining unit or create their 

own, further research can be used to discover the perceptions of the part-time faculty 

members to determine whether or not union status impacts the participants‘ experiences. 

This study can also be utilized to discover any differences and similarities between the 

two populations—unionized part-time faculty and non-unionized part-time faculty. 

An additional study could focus on examining the needs, working conditions, 

social network, and satisfaction of part-time faculty at four-year, research universities. 

Because this is an area in higher education where the numbers of part-time and other 

contingent faculty are steadily increasing, researchers should be giving this population a 

great deal of attention in order to determine the possible impact that this phenomenon 

may have on students and the institutions. Also, a comparative case study can be 

employed in order to determine whether or not there are any similarities and/or 

differences discovered between part-time faculty at two-year institutions and part-time 

faculty at four-year institutions. 

Lastly, another possibility for future study could be determining how satisfaction 

impacts productivity. The likelihood that there is a relationship between satisfaction and 

productivity in regards to part-time faculty would be significant in deciding whether or 

not the literature hypothesizing that since part-time faculty are often neglected, they will 

neglect their duties in return. This line of thinking yields the conclusion that because 

many higher education institutions rely heavily on part-time faculty, they are setting 

themselves up for failure in their missions to students and all other constituents. 
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Conclusions 

In reframing the critical issues surrounding part-time faculty at community 

colleges in the Northeast region of the U.S., this study‘s findings are not monolithic. The 

themes that emerged allow me to provide conclusions regarding the phenomenon of 

teaching part-time at the community college.  

Maslow (1954) hypothesized that self-actualization would only be possible if the 

other levels of needs in the hierarchy had been met. Thus, if either of the levels of needs 

were not met, then the worker would not be satisfied. As such, a conundrum exists in this 

study. Only one participant in this study claimed to be ―self-actualized‖ according to 

Maslow‘s (1954) hierarchy of needs. This participant was retired and taught part-time 

simply for the ―love of teaching‖ and had no desire to be a full-time professor, nor was 

salary an issue. It appears that she had already reached ―self-actualization‖ in her other 

career life and she was a ―career ender‖ according to Gappa and Leslie (1993). Her ―self 

actualization‖ was not necessarily connected to her part-time position and, therefore, she 

was the ―outlier‖ in this study.  

Conversely, although the other participants did not reveal that they were ―self-

actualized‖, they described themselves as satisfied, very satisfied or highly satisfied. This 

finding is paradoxical to Maslow‘s theory that if other levels of needs are not met, the 

worker would not be satisfied. In this study, part-time faculty described time after time 

that their working conditions were deplorable and their professional needs were not met. 

Yet, they were hesitant to admit any dissatisfaction.  
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 Although Maslow‘s work did not place professional needs in the same category as 

basic physiological needs, I find that there can be a comparable relationship between the 

two areas. As Maslow suggests, without access to adequate shelter, nourishment, and 

sleep, a human being most likely will not be motivated to try to achieve higher-level 

needs such as self-fulfillment and self-actualization. In the same regard, if the part-time 

faculty member is not provided adequate shelter (office and classroom space), 

nourishment (wages and health benefits), and sleep (time and resources for preparation), 

then he or she most likely will not stay motivated to try to achieve higher-level needs 

such as self-fulfillment and satisfaction. According to Maslow's theory, if such needs are 

not satisfied then one's motivation will arise simply from the need to satisfy them. There 

will not be a commitment to contentment from the work itself. Herein lies the paradox 

reveled by the study‘s participants. They did not appear to have their most basic 

professional needs satisfied, yet for the most part, they remained motivated to work 

because of their commitment to their students and their colleges. They were able to move 

through the categories to higher-level needs in order to feel fulfilled or satisfied by their 

work. This revelation is in stark contrast to Maslow's conclusions that higher-level needs 

will not be felt until one has met the needs essential to basic functioning.  

 However, the conundrum regarding satisfaction posed by the perceptions of the 

part-time faculty at these three community colleges should not be used to continue 

―business as usual‖ at the community colleges studied. These institutions should stay 

vigilant in their efforts to make available the vital components necessary for their part-

time faculty members to remain committed to their students‘ success and achieve their 

own full career potential. 
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In looking back on the use of the advocacy/participatory knowledge claim that 

framed this study to discover which working conditions part-time faculties perceived as 

conducive to high levels of job satisfaction (Creswell, 2003; Crotty, 1998), again, there 

appears to be a conflict in what the study participants believed about their job 

satisfaction. The issues critical to this study did in fact show that some participants were 

marginalized when compared with their full-time counterparts (Creswell, 2003), even 

though they did not share their job dissatisfaction. This further shows that the 

participants‘ motivation and dedication to teach superseded their needs for greater 

compensation, better working conditions, and access to full-time positions and social 

networks. 

In addition to Maslow‘s (1954) theory of needs, this study was guided by 

Bourdieu‘s (1986) social network theory. Bourdieu (1986) posited that if the individual is 

recognized as a member of the community, then he or she has a certain status. 

Conversely, if they are not given access to the social network, they lose access to equality 

and the success garnered by other members of the social network. These individuals who 

are not part of the network are perceived as outsiders and seen as ancillary to the 

community, rendering them insignificant and possibly insubordinate.  

Subsequently, all of the participants shared that access to social network 

opportunities was high on their list of professional needs. Even P2 from SCC who claimed 

that she was ―self- actualized‖ found the importance of social network in her own part-

time position. Although she never felt warmly or fully invited into the college‘s social 

network, she created her own entree into the college networking scene. Because she was 

retired, she was able to take the time and take advantage of attending meetings and 
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campus events unlike other part-time faculty who had jobs off campus and could not 

afford to attend events. This participant had disposable income and free time afforded to 

her from her previous career and her spouse‘s full-time job which may account for her 

ability to attend functions and feel part of the campus community. Age, surprisingly, 

could have played a significant role in this participant‘s attitude as older faculty tend to 

be more satisfied in their part-time positions than their younger counterparts because they 

have more leisure time to invest in their work and less financial pressure associated with 

low salaries (AFT, 2010). 

Once again, although the participants did not say they were dissatisfied, the issues 

surrounding social network appeared to be their greatest source of frustration. Those 

participants who were aspiring academics were the ones to frequently claim that their 

greatest source of frustration was the lack of connectedness, feeling of belonging and 

their ability to secure full-time positions.  

There were differing viewpoints on the issues of social network opportunities. All 

participants thought it was a key factor to job satisfaction. Those who were aspiring 

academics often felt the most marginalized. Terms such as ―rootlessness,‖ ―no sense of 

belonging,‖ ―lack of connectedness,‖ ―easily replaceable‖ and a ―drone‖ or a ―pawn on a 

chess table‖ suggests that many of the participants were not as valued by the community 

college as their full-time counterparts, thus, creating a system of inequality in their 

population of part-time faculty. Possibly having close or strong ties to a social network 

would have alleviated their feelings of disenfranchisement. On the other hand, those 

participants who were professionals or experts according to Gappa and Leslie (1993) 

were able to maintain work ties outside of their positions as part-time faculty and had 
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created their own social networks aligned with other employment beyond their part-time 

faculty jobs. Many times these other jobs were outside of higher education.  

According to Herzberg et al. (1959) and Herzberg (1966), the hallmark of job 

satisfaction is the worker‘s ability to be contented. What Herzberg et al. (1959) and 

Herzberg‘s (1966) work shows is that intrinsic factors are most responsible for job 

satisfaction and extrinsic factors influence job dissatisfaction. As such, the findings in 

this study are closely aligned with this theory. The factors that related to job attitude 

seemed to reflect the participant‘s perceptions about their jobs. For example, several of 

the participants revealed that they would ―teach forever‖ because they ―loved teaching‖ 

which is itself an intrinsic factor that led to job satisfaction for them. Textural data to 

support this was evident when P4 from SCC said, ―I absolutely love teaching;‖ and she 

continued by saying, ―I enjoy my job and I feel rewarded by what I do with students.‖ P1 

from UCC also stated, ―I love teaching and I enjoy being in the classroom the most. . . 

this is where I get my satisfaction mostly.‖ This textural data supports the finding that the 

majority of the part-time faculty interviewed do love to teach, and would continue to 

teach regardless of deplorable working conditions, unmet professional needs, and limited 

access to social network opportunities. 

Extrinsic factors that caused dissatisfaction according to Herzberg et al. (1959) 

and Herzberg (1966) are working conditions such as salary, status and security. Textural 

data that demonstrates this was when P4 from UCC said, ―I think the thing that will 

basically permeate everything I say is the money.‖ He continued to say, ―so 90 students 

sign up for my course and it is bringing in $500 per student. . . it would be bringing in 

$45,000 out of which I get what, $4500, well that‘s cynical to me. . . ‖ Another aspect of 
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job dissatisfaction is working conditions. P2 at UCC said, ―. . . It‘s a sense of chaos when 

we show up at a classroom and they know they only have two class periods to do 

research and a half an hour is spent finding a classroom big enough to hold them.‖ This 

suggests that only part-time faculty experience this type of disconnect between being 

assigned a certain number of students and an appropriate classroom to accommodate the 

number of students. On the other hand, full-time faculty are able to put in requests for 

certain classrooms that would be much more conducive to class assignments and 

activities. This is not always the case for part-time faculty, which often results in job 

dissatisfaction and frustration because many part-time faculty have to take assignments 

that are in conflict with their personal schedules.  

Basically, according to Herzberg et al. (1959) and Herzberg (1966), both sets of 

factors (intrinsic and extrinsic) relate to a two factor system that lead to improved 

motivation, greater job satisfaction and improved performance. These factors have the 

potential to lead to motivation and de-motivation of workers‘ commitment to the 

organization. What was revealed in this study was regardless of the participants‘ 

attainment of either set of factors (a) they appeared not to be de-motivated, (b) they 

continued to have great job satisfaction, and (c) they continued to perform. As such, the 

study participants were committed and served their students, and they were highly 

satisfied and motivated to teach. Apparently their ―love of teaching‖ trumped all of the 

other factors that would have caused job satisfaction and or dissatisfaction. This finding 

is supported by recent research completed by AFT (2010) which suggests that more often 

than not, part-time faculty feel so passionately about teaching that salary is not their 
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major concern. Moreover, in accordance with the AFT study (2010), the majority of part-

time faculty at community colleges in this study revealed that they are satisfied.  

 An adapted version of Herzberg‘s (Herzberg et al. 1959; Herzberg, 1966) 

Employees Attitudes toward their Work Environment is shown to describe the participants 

in this study. The findings in this study suggest that the part-time faculties are 

dissatisfied, but still motivated. For the most part, they have experienced dissatisfaction 

because their hygiene factors (company policy, supervision, interpersonal relationships 

with peers, working conditions, and salary) are often less than favorable. In addition, not 

all of their motivating factors have been achieved. Of the five motivating factors 

(achievements, recognition, the work itself, responsibility, and advancement), it appears 

to me that only the work itself has caused high satisfaction. Each of the participants gave 

the impression that they were highly motivated to teach simply for the sake of teaching, 

and for the sake of their students‘ success. Reaching this one factor is ostensibly enough 

for the part-time faculties at the three community colleges studied to achieve high levels 

of job satisfaction and commitment to the students, and thus to the institutions‘ missions. 

 The results of this study authenticate the literature in this study in regards to the 

less than amicable working conditions part-time faculty often find themselves in at 

community colleges (AAUP, 1997; AFT, 2010; Gappa & Leslie, 1993; Haeger, 1998; Liu 

& Zhang, 2007; Lurie, 2003; Lyons, 2007; McGuire, 1993; Schuetz, 2002; Toutkoushian 

& Bellas, 2003). Previous research suggested that exploitative working conditions could 

possibly affect part-time faculty‘s level of job satisfaction and commitment to the 

institution. However, the working conditions played no significant role in impacting the 

participant‘s level of satisfaction. This study also validates the previous research on the 
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influence of access to social network on the levels of job satisfaction (Bourdieu, 1986; 

Burt, 2000; Coleman, 1990; Lin, 1999; McDonough, 1997). Lastly, this study supports 

the contention that the most important factors in determining job satisfaction are 

prescribed by Herzberg et al. (1959) and Herzberg (1966) in their two-dimensional 

paradigm of factors regarding employee‘s attitudes about their working environment.  

The key conclusions drawn from the study showed that working conditions for 

part-time faculties were less than optimal, and their needs often went unmet. In addition, 

many of the faculty explained that they often felt ―rootless‖ in their experiences at the 

community college. Yet, despite their experiences, almost all felt highly satisfied with 

their work largely because of their interactions with students, which led to greater 

commitment to the college.  

Moreover, the three major findings across the cases suggested first, that while the 

part-time faculties described their working conditions as frustrating, they expressed that 

they were still highly satisfied. Second, in alignment with Herzberg et al. (1959), the 

findings revealed the work itself was a greater factor for job satisfaction than any of the 

extrinsic factors that might cause dissatisfaction. Third, access to social network 

opportunities was tied to the participants‘ satisfaction in accordance with Bourdieu‘s 

theory regarding the importance of social networks for status attainment and job mobility. 

Ultimately, these findings suggested that while the uproar over the inexcusable working 

conditions part-time faculty often find themselves in is justified, it is not cause to accuse 

the part-time faculty of being party to bringing about the demise of the professoriate or 

the quality of teaching in higher education. 
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The findings of this study provided the insight and the essence of part-time 

faculties and their perceptions about working conditions, professional needs, social 

network and job satisfaction. Moreover, this study provided a venue and a voice for part-

time faculty who have often been regarded as marginalized and disenfranchised. Finally, 

the findings in this study support the literature that suggests faculty are the pivotal 

resource around which higher education revolves (AAUP, 1997; AFT, 2010). The role of 

faculty is to determine curriculum content, student performance standards, and the quality 

of students‘ preparation for careers (AAUP, 1997). It is through their public service 

activities that they continue semester after semester and year after year to contribute to 

the public good. If these institutions are planning to increasingly rely on part-time 

faculty, their success hinges on the community college being able to provide part-time 

faculty with a satisfying and mutually respectful experience (Lyons, 2007). I believe that 

part-time faculty members do have a significant and vital purpose in higher education, 

and thusly, it is imperative that they should have a meaningful voice.  
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Appendices 

 

Appendix A: Interview Questions 

 The purpose of this proposed multiple case study is to discover how needs, 

working conditions, and social networks influence the part-time faculties‘ job satisfaction 

in order to help identify areas where change may be necessary. This study seeks to 

describe and reveal part-time faculties‘ experiences to better understand their feelings and 

perceptions about working part-time in the community college environment.   

Central Research Questions: 

1. How do part-time faculty members describe their professional needs and 

working conditions at the community college?  

2. How do part-time faculty members describe their social network at the 

community college?  

3. How do part-time faculty members‘ describe their job satisfaction at the 

community college and what is its relationship to their professional needs, 

working conditions, and access to social networks? 

Interview Questions 

1. How do part-time faculty members describe their needs and working 

conditions at the community college?  

 

a. Describe the factors that would make you contented in your job.  

 

b. Describe your professional needs. 
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c. What would make you satisfied in your employment at this school? 

 

d. What kinds of professional needs have not been met that would indicate 

your dissatisfaction?  

 

e. Describe the working conditions that you believe would create a satisfying 

work environment.  

 

f. Describe your personal and/or professional motivational factors that have 

driven you to become a part-time faculty member.  

 

g. How long would you plan to teach part-time? 

h. What are your goals in continuing in higher education at this school?  

i. Describe the conditions, personal or professional, that would keep you at 

this school. 

2. How does social network relate to part-time faculty members’ job 

satisfaction? 

 

a. Describe who you feel has been influential in your professional 

development thus far in terms of your social network (positive or negative 

experiences)? 

 

b. Which relationships would you say have been the most important to your 

professional development to date? Why/how?  

 

c. How has the support influenced your professional development thus far? 

Explain/ give me an example. 

 

d. Describe your feelings about having someone to discuss your professional 

goals with at your college. If not, what would be the benefit of having this 

type of networking experience? 

 

e. Please describe how you feel connected to the college community in terms 

of inclusion, ability to contribute to your department, and your ability for 

potential full-time positions? 

 

3. How do part-time faculty members describe their job satisfaction and what is 

its relationship to their professional needs, working conditions, and access to 

social networks? 

a. Please describe your feelings about your job satisfaction?  
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b. What elements of your position as a part-timer are satisfying? Which are 

not? 

 

c. How do you perceive your part-time status at your college and how does it 

influence your job satisfaction? 

 

d. Describe what the college could do to increase your job satisfaction.  

 

e. What factors are most important to your job satisfaction?  

 

f. Reflecting on your satisfaction at this college, what role do you think you 

play in its workforce? 
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Appendix B: Participant Release Agreement 

I fully understand and agree to participate in a doctoral qualitative research study 

as part of the partial fulfillment of a higher education administration doctoral program at 

the George Washington University. I understand that this study is examining the 

following questions: (1) how do part-time faculty members describe their needs and 

working conditions at the community college; (2) how do part-time faculty members 

describe their social network at the community college; and (3) how do part-time faculty 

members describe their job satisfaction at the community college and what is its 

relationship to their professional needs, working conditions, and access to social 

networks? I acknowledge that my participation is voluntary.  

 

I grant the student researcher, Mrs. Tanya Millner-Harlee, to use the data in the 

process of her completing her doctoral studies in Higher Education Administration. I 

understand that a brief summary of each participant (part-time faculty member), 

including myself, will be used and will include the following information: fictitious 

name; employment status; fictitious college name; and any additional information that 

might assist this student researcher for the above personal information to be used. I 

understand that none of the above information will violate my confidentiality. 

 

I grant permission for my personal information to be used and I agreed to meet 

with Mrs. Millner-Harlee at the following location_______________________ on the 

following date(s) _______ for an initial interview of 40 minutes to 1 hour. If necessary, I 

will be available at a mutually agreed upon time and place for a 15-30 minute follow up 

interview. I also grant permission for tape recording of the interview(s).  

 

 

 

 

_______________________   _____________________ 

Principal Investigator/ Date   Student Investigator/Date 
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Appendix C: Letter to Participants  

Date__________ 

Dear__________ 

Thank you very much for your interest and participation in my dissertation 

research study to examine the professional needs, working conditions, and social network 

of part-time faculties at community colleges and how they influence their job satisfaction. 

Your participation in this study will add to the current professional body of knowledge 

regarding this subject. This project is part of the research phase of my study using a Case 

Study method. This research constitutes partial fulfillment of the requirements for the 

Doctor of Education degree at the George Washington University, Higher Education 

Administration Program.  

 

       Your personal experiences as a part-time faculty member at a community college 

make you a wonderful source of information. Your personal insights as a co-researcher 

will help me better understand part-time faculties‘ perceptions of their professional needs, 

working conditions, and social network and the influence these factors have on their job 

satisfaction. Your feelings and experiences are most important to the study. Please feel 

free to ask me any questions at any time. If at any time you feel uncomfortable or need a 

break, please let me know. Most importantly, please advise me if you need any 

reasonable accommodations to fully participate with this process. I can be reached at 

(860) 655-0650 (cell), tharlee@gwmail.gwu.edu, or via my dissertation chair, Dr. 

Mikyong Minsun Kim (kimmi@gwu.edu, 202-994-3205) if for any reason you need to 

talk to me.  

 

At no time will names, social security numbers, specific personal or confidential 

information will enter the final work thereby, protecting your anonymity. I will be taking 

hand written notes and taping our conversation to insure accuracy. Before I present the 

final work, you will receive a copy for review.  I will compare and contrast answers with 

other part-time faculty members. After analyzing all of the data, I will present my written 

findings to the Chair of my dissertation committee. I value your input and participation.  

 

Thank you for your participation and support with this study. 

 

Best regards, 

 

mailto:tharlee@gwmail.gwu.edu
mailto:kimmi@gwu.edu
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Tanya Millner-Harlee, Doctoral Candidate   
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Appendix D: Research Consent Form 

TITLE: A Multiple Case Study Discovering Part-Time Faculties’ Perceptions of 

Their Professional Needs, Working Conditions, Social Network, and Satisfaction at 

Three Community Colleges 

GW IRB number: 080550  

Principal Investigator:   Dr. Mikyong Minsun Kim   Telephone number:  703-726-3771 

Sub-Investigator:  Tanya C. Millner-Harlee            Telephone number:    860-242-5294  

      (h); 860-655-0650 (c); 860-512-2671 (w)                            

Sponsor:  N/A 

 

 

 

Introduction  

 

You are invited to participate in a research study under the direction of Dr. MIKYONG 

MINSUN of the Department of Education Leadership, Higher Education Administration 

Program at the George Washington University (GWU). Taking part in this research is 

entirely voluntary. The status of your employment will not, in any way, be affected 

should you choose not to participate or if you decide to withdraw from the study at any 

time.  
 

Why is this study being done? 

 

You are being asked to take part in this study because your personal experiences 

as a part-time faculty member at a community college make you a wonderful source of 

information. Your personal insights as a co-researcher will help me better understand 

part-time faculties‘ perceptions of their professional needs, working conditions, and 

social network and the influence these factors have on their job satisfaction. Your 

feelings and experiences are most important to the study. Your participation in this study 

will add to the current professional body of knowledge regarding this subject. This 

project is part of the research phase of my study using a multiple case study research 

method.  
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This research constitutes partial fulfillment of the requirements for the Doctor of 

Education degree at the George Washington University, Higher Education 

Administration Program.  
 

 The purpose of this proposed multiple case study is to discover how needs, 

working conditions, and social networks influence the part-time faculties‘ job satisfaction 

in order to help identify areas where change may be necessary. This study seeks to 

describe and reveal part-time faculties‘ experiences to better understand their feelings and 

perceptions about working part-time in the community college environment. 

 

 A total of 18 participants at approximately three institutions will be asked to take 

part in this study. You will be one of approximately 18 participants to be asked to take 

part at these locations. 

 

What is involved in this study? 

If you choose to take part in this study, the following will be requested of you: 

a. You will be asked a series of 20 interview questions in regards to issues 

that surround your job satisfaction at the community college.  

b. Furthermore, I would like to ascertain a deeper understanding of how your 

professional needs, working conditions, and social network influence your 

job satisfaction. 

c. During the interviews, I will be tape recording all of your responses as 

well as taking notes. 

d. After the interviews, I will have the tapes transcribed. 

e. Once the tapes have been transcribed, I will arrange a second meeting with 

you to review the transcripts for accuracy and any other comments you 

may have. 

 

The following activities are specifically research related:  

 

 1) Recruitment: Part-time faculty members for this study will be chosen randomly 

 from the selected divisions from each college‘s catalogs;  

 2) Enrollment: Those faculty members who hold part-time status at one of these 

 community colleges will then be enrolled in the study and provided with a letter 

 to introduce the study and a consent form;  

 3) Interaction: The interaction for this study will consist of 45-minute in-depth 

 interviews; 

 4) Follow up: As a case study researcher, I will conduct a follow-up interview 

 with each participant allowing the participants to review interview transcripts for 

 accuracy and or to allow them to provide any additional information. 

 

The total amount of time you will spend in connection with this study is 45 minutes to 

complete an initial interview and 45 minutes to complete a follow-up interview.  
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What are the risks of participating in this study? 

 

 There are no physical risks associated with this study. There is, nonetheless, the 

possible risk of loss of confidentiality. Every effort will be made to keep your 

information confidential; however, this cannot be guaranteed. Some of the questions we 

will ask you as part of this study may make you feel uncomfortable. You may refuse to 

answer any of the questions and you may take a break at any time during the study. You 

may stop your participation in this study at any time. 

 

Are there benefits to taking part in this study? 

 

 You will not benefit directly from your participation in the study. The benefits to 

science and humankind that might result from this study are: the proposed study will 

discover whether or not there needs to be a change in how this population is perceived by 

community college leadership; the proposed study will examine the part-time faculties‘ 

perceptions of the policies and procedures utilized at these community colleges, which 

can then possibly be used as a tool to encourage equitable treatment of part-time faculty 

throughout higher education; and this study seeks to provide a voice that will give 

meaning to a population of faculty, which according to the literature is largely overused, 

underpaid, and underserved.  

 

What are my options? 

 

 You do not have to participate in this study if you do not want to. Should you 

decide to participate and later change your mind, you can do so at anytime.  

 

Will I receive payment for being in this study? 

 

 You will not be paid for taking part in this study. 

 

8) Can I be taken off the study? 

 

 The investigator can decide to withdraw you from the study at any time. You 

could be taken off the study for reasons related solely to you (for example, not following 

study-related directions from the Investigator) or because the entire study is stopped. 

 

9) How will my privacy be protected?  

 

 If results of this research study are reported in journals or at scientific meetings, 

the people who participated in this study will not be named or identified. GW will not 

release any information about your research involvement without your written 

permission, unless required by law.  

 

 At no time will this researcher make direct inquiries or references regarding the 

informants' participation in the study. All documents and data will be destroyed where a 
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participant has freely and optionally disclosed specific job-related information and will 

not be published in the analysis of the data. De-identification of the data will be done to 

maintain confidentiality of all participants involved in the study. The raw data with the 

actual names with the pseudonyms will be kept in a secure location in a locked file 

cabinet to protect the data and the identities of the informants. 

 

 Paper-based records will be kept in a secure location and only be accessible to 

personnel involved in the study. Computer-based files will only be made available to 

personnel involved in the study through the use of access privileges and passwords. 

Audio recordings will be transcribed immediately after the interviews and then destroyed 

to eliminate audible identification of informants. The colleges used for the study will be 

given pseudonyms. Each informant will be given a code so that all identifiers will be 

removed from the data as soon as the interviews are completed and transcribed. 
 

10) Problems or Questions 

 

 The Office of Human Research of George Washington University, at telephone 

number (202) 994-2715, can provide further information about your rights as a research 

participant. If you think you have been harmed in this study, you report this to the 

Principal Investigator of this study. Further information regarding this study may be 

obtained by contacting Dr. Mikyong Minsun Kim (principal investigator and dissertation 

chair) at telephone number (202) 994-3205, or at email kimmi@gwu.edu. For problems 

arising evenings or weekends, you may contact Tanya C. Millner-Harlee (student 

researcher) at (860) 242-5294, or via email at tharlee@gwu.edu. 

 

*Please keep a copy of this document in case you want to read it again. 

  

If you agree to participate in this study, please sign below:  

  

11) Documentation of Informed Consent 

 

__________________________________________________  ________ 

Subject‘s Name (printed) and Signature     Date 

 

__________________________________________________  ___________ 

Name (printed) and Signature of Person Obtaining Consent   Date 

 

__________________________________________________  _________ 

Principal Investigator‘s Signature      Date 
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Appendix E: Interview Notes Instrument 

Date: _________________ 

Time: ________________ 

Location: _____________ 

Start time: _______   End time: ______ 

 

Notes Question #1: 

 

 

Notes Question #2: 

 

 

Notes Question #3: 
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Appendix F: Document Review Instrument 

The following types of documents will be reviewed: 

1.  Curriculum Vitae 

2. Faculty Handbooks 

3. Part-time faculty job descriptions 

4.  Part-time faculty contracts 

5. Professional development opportunities (e-mails, website, flyers) 

 

Institution: _____________________________________________________________ 

Name of Document Reviewed: 

________________________________________________________________________ 

Author of Document: 

________________________________________________________ 

Type of Document Reviewed: 

________________________________________________________________________

________________________________________________________________________ 

Overview of Content of Document: 

________________________________________________________________________

________________________________________________________________________ 
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Who is the Audience the document is targeted for? 

________________________________________________________________________ 

Reflections of Reviewer: 

________________________________________________________________________ 

________________________________________________________________________ 

________________________________________________________________________ 

Importance to Research Study: 

_______________________________________________________________________ 

_______________________________________________________________________ 

 

 


