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Abstract 

The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. The central 

research question guiding this study was what are the lived experiences of burnout among 

adjunct professors at higher education institutions? This study found that adjunct professors 

burned-out due to their higher education institutions’ unreasonable work expectations, tight 

deadlines, and lack of resources. Using the guiding theory of job demands and resources (JD-

R) developed by Demerouti, Bakker, Nachreiner, and Schaufeli, the phenomenon’s essence 

was discovered as it highlighted how excessive work demands and a lack of resources lead to 

burnout experiences. The snowballing method was used to recruit 11 adjunct professors who 

provided rich and thick accounts of their lived experiences using three types of data collection: 

an open-ended survey, a reflective journal, and a semi-structured interview. The data were 

analyzed using Moustakas’ modified version of van Kaam’s phenomenological analysis 

approach, which discovered four main themes, six sub-themes, and contextual data, then coded 

using Delve’s coding guidelines for qualitative researchers. Data were triangulated to 

synthesize the descriptions to detail the essence of the adjunct professors’ lived experiences of 

burnout. Burnout among adjunct professors affects students and institutions. The implications 

of this study revealed the potential need to optimize job demands, job resources, and personal 

resources for adjunct professors. Because adjunct professors make up a significant portion of 

the higher education sector, it is vital to understand their specific concerns. Adjunct professors 

are essential to higher education institutions and should be honored for their contributions. 

Keywords: burnout, adjunct professor, higher education institutions, excessive workloads, lack 

of resources, exhaustion, time pressure, effects of burnout 
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CHAPTER ONE: INTRODUCTION 

Overview 

In higher education institutions, adjunct professors are educators recruited on a part-

time, temporary, seasonal, or contractual basis rather than receiving tenure and a long-term 

position and are ranked lower than the top level of a professorship (Carlton, 2021; Diehl, 2016; 

Meier, 2019; Simmons, 2020). The problem is that adjunct professors at higher education 

institutions are increasingly experiencing work-related burnout (Carroll, 2002; de Onis, 2021; 

García-Rivera et al., 2022; Mitchell, 2020). Burnout syndrome is one of the most severe health 

problems in the workplace today, and it is getting worse (García-Rivera et al., 2022; Gómez-

Urquiza et al., 2017). The purpose of this transcendental phenomenological study was to 

understand the lived experiences of burnout among adjunct professors at higher education 

institutions. This chapter was devoted to laying out a theoretical framework for the 

investigation that underpins this study. Contextual material relevant from a historical, 

sociological, and theoretical perspective was presented. The statement of the problem and the 

purpose gave both the background and the primary focus of the research. The significance of 

the study, research questions, keywords, and definitions pertinent to the study, and a summary 

were included in the last portion of this chapter. 

Background 

 This section includes a summary of the most relevant research that has been conducted 

on the topic of adjunct professors and burnout. In addition, it explained the historical backdrop 

of how burnout among adjunct professors has grown throughout higher education institutions. 

Additionally, the social context of problems impacting society, communities, educational 
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system, and other areas was summarized, as was the theoretical context that has led to the 

development of the concept being examined and the principles supporting the research. 

Historical Context 

Higher education institutions in the United States (U.S.) are not only historical (Thelin, 

2011) but are also the world’s largest and most diverse system of postsecondary education 

(Trow, 1989). In 1947, shortly after World War II, 2.3 million students were enrolled in 1800 

American colleges and universities, almost half of whom were in public institutions and the 

other half private (Trow, 1989). Higher education institutions in the U.S. are unusual in their 

scope, diversity, and accessibility to everyone with a high school education (Trow, 1989). 

Higher education institutions rose rapidly to promote community social mobility and economic 

progress (Mintz, 2017). Even though higher education institutions have increased over the last 

40 years, public institutions, both four-year and two-year colleges, absorbed most of the 

massive enrollment growth in the 1960s and 1970s (Trow, 1989).  

The changing growth patterns of higher education institutions have demonstrated 

tremendous growth in the 1900s, with enrolment increasing at rates far faster than the country’s 

population growth during the same 50-year period (Lucas, 2016). For example, since the 1949-

50 academic year, higher education institutions issued 29,000 degrees; by the following year, 

the amount had risen to half a million (Lucas, 2016) and has gradually increased each 

academic year. Government and business participation in the expanding American higher 

education institutions have determined the character and the direction or thrust of much of that 

growth (Lucas, 2016). The entrance of the 21st century and the continuously changing work 

environment pushed higher education institutions to compete worldwide, posing numerous 

challenges in academia (Salimzadeh et al., 2021; Sharma, 2014; Shrivastava & Shukla, 2017).  
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Global competitiveness, an open market, the privatization of higher education 

institutions, and technological improvements are only a few challenges academics must face in 

today’s global education industry (Shrivastava & Shukla, 2017). Organizational structure, 

organizational atmosphere, policies, leadership, position description, compensation, and 

feedback have been identified as additional challenges (Shrivastava & Shukla, 2017). Higher 

education institutions have evolved into entrepreneurial capitalist institutions that are highly 

individualistic and fiercely competitive with one another (Lucas, 2016). According to Padilla 

and Thompson (2016), higher education institutions are said to have undergone a notable 

change from a teacher-led model that focuses on the needs of students to a business model that 

concentrates on generating revenue.  

According to Hiltzik (2016), for instance, higher education institutions are embracing a 

profit-loss business model at the expense of students. Higher education institutions are cutting 

back on unprofitable humanities and social science courses in favor of science, engineering, 

and technology programs that are anticipated to attract lucrative grants and offer the possibility 

of more significant revenue from patentable inventions that attract heavily funded outside 

grants (Hiltzik, 2016). The business model of higher education institutions also hinders the role 

of administration; instead of being able to promote innovative technologies in both online and 

traditional classrooms, deans and other administrative faculty must concentrate on revenue 

generation through student retention and recruitment (Curran, 2014). According to Curran 

(2014), this recruiting business model encourages administrators to pressure enrollment 

personnel to let students who are not prepared for college start courses so that the institution 

may collect their revenue. 

Lucas (2016) states that this shift in higher education institutions has increased 
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academic pressure. The government has always played a key role in higher education 

institutions; nevertheless, this business model shift has transformed institutions into 

corporations or marketplaces that perceive education as a product and students as customers 

(Lucas, 2016). In higher education institutions, adjusting to new management paradigms has 

been lengthy and arduous (Polster, 2016). Today’s higher education institutions aim to generate 

or sustain income while cutting expenditures, much like numerous business strategies used by 

corporations. Thus, many higher education institutions have opted to hire adjunct professors 

instead of tenured professors when they need to expand programs, save money, or have higher-

than-anticipated student enrollment (Henkel & Haley, 2020; Hill, 2021; Inside Scholar 

Community, 2022; Mitchell, 2020; Stenerson et al., 2010).  

It is becoming more common for higher education institutions to hire adjunct professors 

rather than full-time tenured faculty members since they are less expensive to maintain 

(Bettinger & Long, 2010; Diehl, 2016; Fjortoft et al., 2011; Henkel & Haley, 2020; Hyer et al., 

2020; Levin et al., 2011; Liu & Zhang, 2013; Lucas, 2016; Selingo, 2013; Wagoner, 2019). On 

the campuses of higher education institutions, the number of tenured professor posts has 

declined over the last several decades, while the number of adjunct professor positions has 

climbed (Schwartz, 2014; Stenerson et al., 2010). According to Manternach (2020), the 

American Association of University Professors (AAUP) reported that the proportion of adjunct 

professors, also known as nontenured or nontenured track employees, has increased from 55% 

in 1975 to 73% in 2016. Manternach (2020) explains higher education institution’s trend 

toward adjunct professors: 

A movement has been underway in academia to get more work from adjunct labor…the 

word “adjunct” in Dictionary. Com is “Something added to another thing but not 
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essential to it.” Therefore…”adjunct” would seem to be a misnomer, considering it 

would be challenging to describe 73% of an institution’s teaching workforce as “not 

essential.” (p. 460)  

AAUP estimated that adjunct professors would make up 40% of all faculty members in 2018 

(Brennan & Magness, 2018). In recent literature, the percentage of adjunct professors at higher 

education institutions has risen to 75% (Integrated Postsecondary Education Data System 

(IPEDS), 2021; Weingarten et al., 2020). 

Kinman and Johnson (2019) and Kinman and Wray (2014) underscore the fast changes 

in higher education institutions over the previous two decades, such as increased student 

numbers and pressure to generate external revenue have resulted in an onerous workload for 

adjunct professors, putting them at greater risk of chronic burnout (Urbina-Garcia, 2020). 

These changes suggest that higher education institutions overburden adjunct professors’ 

psychological and physiological well-being. Environmental concerns include teaching 

demands, administrative overload, and poor leadership and management (Kinman & Johnson, 

2019; Urbina-Garcia, 2020). In addition to the challenges mentioned above, adjunct professors’ 

psychological and physiological health is affected by their lack of recognition (Urbina-Garcia, 

2020), position on the academic ladder, the amount of work they are expected to complete, and 

the number of hours they work per week. Moreover, the uncertainty of their employment 

(Darabi et al., 2017a), the nature of their contracts, the need for professional growth (Ishaq & 

Mahmood, 2017), the number of students they teach, and the resources they have available 

(Bakker et al., 2004; Demerouti et al., 2001; Salami, 2011).  

Burnout is characterized similarly by Maslach (1976) and Selye (1956): it is the 

outcome of a chronic and sustained response to unresolved interpersonal and occupational 
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stress. Professional burnout among adjunct professors has been documented in recent studies 

by Lever et al. (2017), Maslach (1976), and Urbina-Garcia (2020), all of whom claimed that 

recent developments in higher education institutions have contributed to this phenomenon. 

These developments include expectations that adjunct professors meet academic and non-

academic goals, adhere to strict deadlines, and fulfill other curricular commitments (Teles et 

al., 2020) while fulfilling professional obligations under constant pressure (Adom et al., 2020; 

Lashuel, 2020). Despite the personal effects, both psychologically and physiologically, that 

burnout has on adjunct professors, the social impact of burnout has been a focus of attention in 

recent years (Urbina-Garcia, 2020). 

Social Context 

According to Padilla and Thompson (2016), Isoard-Gautheur et al. (2019), and Urbina-

Garcia (2020), there is a rising interest in the detrimental influence that the atmosphere of 

higher education institutions have on the psychological and physiological health of adjunct 

professors, with an increasing tendency for chronic burnout. Isoard-Gautheur et al. (2019) 

found a link between work-related burnout and 62% of the 369 university faculty members 

who participated in the study. Employee burnout is a condition that affects more than just the 

person who is experiencing it. Because of the nature of the situation, the individual’s employer 

and colleagues within the work environment may be negatively impacted (Stowe, 2022). The 

adverse effects of chronic burnout include elevated levels of job dissatisfaction (Barkhuizen et 

al., 2014), high levels of work-life conflict (Hogan et al., 2016), inadequate psychological and 

physiological health (Tummers & Bakker, 2021; Wu et al., 2020), and low levels of 

productivity (Urbina-Garcia, 2020).  

Zábrodská et al. (2018) found that high work expectations cause burnout, which leads 
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to poor organizational commitment and disengagement (Barkhuizen et al., 2014; Bezuidenhout 

& Cilliers, 2010). Disengagement is a psychological effect of burnout that causes adjunct 

professors to withdraw, isolate, or alienate themselves from students, colleagues, 

administrators, and the academic community (Herman et al., 2018; Schnaider-Levi et al., 2017; 

Suh, 2019). Cynicism, a lack of enthusiasm, and a negative attitude and behavior toward one’s 

work, the content of one’s work, and the objects of one’s work are the hallmarks of 

disengagement (Alves et al., 2019; Bakker, 2011; Bakker & Demerouti, 2007; Bakker et al., 

2004; Bakker et al., 2014; Maslach, 1976, 2003; Maslach & Leiter, 2016, 2017; Maslach et al., 

2001; Suh, 2019; Yao et al., 2015).  

In addition to adjunct professors’ psychological and physiological well-being, 

disengagement creates a societal problem that negatively impacts students and the higher 

education institution in which adjunct professors work (Bakker, 2011; Bakker & Demerouti, 

2007; Bakker et al., 2014; Demerouti et al., 2001; Sabagh et al., 2018). Adjunct professor 

burnout and disengagement reduce the sense of camaraderie on campus (Flaherty, 2020a), 

which harms student learning. A whopping 75% of adjunct professors stated that their 

interactions with coworkers and students had severely reduced (Flaherty, 2020a). Henkel and 

Haley (2020) and Holliman and Daniels (2018) argue that adjunct professors’ participation is 

critical to attaining instructional effectiveness and educational excellence. Pedersen and 

Minnotte (2017) argued that the lack of interest in student learning and skills might emerge 

from the disengagement of adjunct professors. 

As McClure and Fryar (2022) point out, emotionally unattached adjunct professors 

negatively impact the higher education institutions where they work. As a result of their 

disengagement, adjunct professors are only physiologically there, but their minds are elsewhere 
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(McClure & Fryar, 2022). While this is happening, adjunct professors are still performing their 

duties but are just doing what is necessary. Many adjunct professors are doing much work, but 

there is little enthusiasm about it, according to McClure and Fryar (2022). They no longer feel 

a sense of devotion to the institutions where they work since their relationships with higher 

education institutions have been so damaged (McClure & Fryar, 2022). 

Theoretical Context 

In recent decades, researchers have studied burnout (Chen et al., 2019; Jamaludin & 

You, 2019; Maslach & Leiter, 2016; West et al., 2018). Measures, theoretical models, and 

research from several places have helped understand the causes and implications of 

occupational dysphoria (Maslach & Leiter, 2016). Freudenberger (1974) compared burnout to 

a chronic drug overdose owing to emotional exhaustion and lack of drive and commitment. 

Maslach and Leiter (2016) argued that burnout is a psychological disorder caused by 

continuous work pressures. Social cognitive theory by Bandura (1986) suggested burnout is 

caused by self-confidence, self-efficacy, and self-concept. In other words, burnout occurs when 

an individual doubts their efficacy or ability to achieve professional objectives (Edú-Valsania 

et al., 2022). Theories of burnout, such as the conservation of resources (COR), argued that 

burnout is the consequence of continuous risks, loss, or failure to obtain or preserve vital 

resources. These resources include health, well-being, family, self-esteem, and a feeling of 

purpose and meaning in life (Hobfoll et al., 2018). 

According to the job demand-resources (JD-R) theory, which differs from prior views 

on burnout, people experience burnout when there is an imbalance between the demands 

placed on them by their jobs and the resources they may draw from them (Bakker & 

Demerouti, 2017; Demerouti et al., 2001; Edú-Valsania et al., 2022). Demerouti et al. (2001) 
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and Edú-Valsania et al. (2022) defined job demands as those employment aspects that require 

prolonged psychological or physiological effort and are related to physiological or 

psychological costs. The term job resources, however, refers to a variety of components of 

work that may help lessen the psychological and physiological demands of a job while also 

decreasing the related physiological and psychological costs (Bakker & Demerouti, 2017; 

Demerouti et al., 2001; Edú-Valsania et al., 2022). Researchers Bakker and Demerouti (2007), 

Bakker and Demerouti (2017), as well as Demerouti et al. (2001) discovered that even the most 

demanding occupations might be made more bearable for workers if their employers give 

appropriate resources to support them. JD-R theory also suggests that rising burnout and a lack 

of resources at work go hand in hand (Bakker et al., 2014).  

Problem Statement 

The problem is that adjunct professors at higher education institutions are increasingly 

experiencing work-related burnout symptoms (Carroll, 2002; de Onis, 2021; García-Rivera et 

al., 2022; Maslach & Leiter, 2016; Mitchell, 2020). The disparity between the grand 

expectations placed on people by their jobs and the limited resources available to those 

individuals causes burnout (Bakker & Demerouti, 2007; Demerouti et al., 2001). Since 

academic burnout is becoming more common, it is of the utmost importance for higher 

education institutions to provide enough support for adjunct professors so that they can fulfill 

their professional responsibilities (Bowen et al., 2016; Court & Kinman, 2009; Kinman & 

Wray, 2014; Villeneuve-Smith et al., 2008). In higher education, far too little study has been 

done on how adjunct professors experience burnout (Bowen et al., 2016; Woods, 2010). 

However, those who have studied the phenomenon of burnout among adjunct professors have 

found that at least 75% of adjunct professors blamed their job as the cause of their constant 
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exhaustion (Bowen et al., 2016; Johnson et al., 2006; Kinman & Wray, 2014). Another study 

found that 56% of novice adjunct professors view their teaching profession as exhausting, 61% 

of senior adjunct professors are often or always exhausted, and 47% are contemplating 

abandoning the field of education (Bowen et al., 2016; ComRes, 2015; Kinman & Wray, 

2014). YouGov conducted a study on behalf of the National Union of Teachers (NUT), which 

found that 53% of adjunct professors contemplated quitting the teaching profession over the 

next two years (Malik et al., 2017).  

 Working as an educator is one of the most exhausting professions for psychological 

health (Fako, 2010; Halim et al., 2006; Johnson et al., 2006; Kinman & Jones, 2004; 

Papastylianou et al., 2009). According to García-Rivera et al. (2022) and Gómez-Urquiza et al. 

(2017), burnout syndrome is one of the most important occupational health challenges of our 

day. There is a correlation between employee burnout and a deterioration in their psychological 

and physiological well-being (Martínez et al., 2020; Salvagioni et al., 2017). There is also a 

correlation between burnout and a decline in productivity and institutional commitment, high 

turnover rates, as well as a desire to quit one’s employment, and disengagement from students, 

faculty members, administrators, and the rest of the academic community (Bakker, 2011; 

Bakker & Demerouti, 2007; Bakker et al., 2014; Demerouti et al., 2001; Maslach & Leiter, 

2016; Maslach et al., 1996; Maslach et al., 2001; Schaufeli & Bakker, 2004; Zábrodská et al., 

2018).  

Purpose Statement 

The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. At this stage 

in the research, burnout was defined as a symptom of persistent emotional exhaustion brought 



26 
 

 

 

on by extreme job demands and a lack of resources (Demerouti et al., 2001). The theory 

guiding this study is job demands-resources (JD-R) (Demerouti et al., 2001). According to the 

JD-R theory, the onset of burnout results from a combination of two different processes 

(Demerouti et al., 2001). In the first stage of the process, demanding features of the job (also 

known as excessive job demands) cause frequent overtaking, which results in exhaustion. The 

second process involves a lack of resources, which makes it more challenging to satisfy the 

expectations of the work, which in turn leads to more withdrawn behavior. The disengagement 

from work that results from this withdrawal is the long-term effect. 

Significance of the Study 

This study will add to the body of knowledge by helping researchers understand the 

lived experiences of burnout among adjunct professors at higher education institutions. The 

findings of this study hope to benefit adjunct professors, administrators, faculty members, 

students, and the higher education institution in general by shedding light on the perceived 

role, responsibilities, lack of resources, and effects related to the lived experiences of burnout 

among adjunct professors at higher education institutions. This section describes this work’s 

theoretical, empirical, and practical contributions.  

The theoretical significance of this study was used to contribute to the theoretical 

underpinnings of the JD-R theory of burnout (Demerouti et al., 2001) by studying and 

analyzing the experiences of adjunct professors at higher education institutions. This study was 

used to contribute to the problem of burnout by confirming if there is a relationship between 

heavy job demands, lack of resources, and burnout among adjunct professors at higher 

education institutions. By exploring the experiences of burnout among adjunct professors at 

higher education institutions, common themes were collected, which led to a theoretical 
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understanding of burnout’s psychological, physiological, and social impact as theorized by 

Demerouti et al. (2001) that adjunct professors face. 

This study’s empirical significance was comparable to prior research on burnout 

(Bakker & Demerouti, 2007, 2018; Bakker et al., 2014; Demerouti et al., 2001; Maslach, 2019; 

Maslach & Leiter, 2016, 2017). This study sought to illustrate that adjunct professor burnout is 

a severe risk at higher education institutions, which results in poor psychological and 

physiological health and well-being. Moreover, the findings of this research produced data that 

was critical in emphasizing the unfortunate losses of staffing and resources that higher 

education institutions suffer due to the burnout experienced by adjunct professors (Alves et al., 

2019; Flaherty, 2020b; Hakanen et al., 2006; Henkel & Haley, 2020; Herman et al., 2018; Kahu 

& Nelson, 2018; McClure & Fryar, 2022; Schnaider-Levi et al., 2017; Suh, 2019; Umpierrez, 

2021). Lastly, because there has not been much qualitative phenomenological research on 

adjunct professor burnout at higher education institutions, this study hoped to fill in the gaps by 

using the results of open-ended surveys, reflective journals, and semi-structured individual 

interviews.  

The practical significance of this study sought to contribute to advancing the 

understanding of burnout, precisely, job demands, burnout symptoms, lack of resources, and 

disengagement (Demerouti et al., 2001; Guntupalli et al., 2014; Herman et al., 2018; 

Schnaider-Levi et al., 2017; Suh, 2019) among adjunct professors at higher education 

institutions. Finally, the study sought to help adjunct professors and higher education officials 

make structural and environmental changes that will benefit adjunct professors’ psychological 

and physiological well-being (Bakker & Demerouti, 2007; Bakker & Demerouti, 2018; Bakker 

et al., 2014; Demerouti et al., 2001; Maslach, 2019; Maslach & Leiter, 2016, 2017). 
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Research Questions 

 The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. A research 

question is a statement that is free of ambiguity and should describe the phenomena the 

researcher intends to study clearly and concisely (Kivunja, 2016). According to Creswell and 

Poth (2018), the goal of a research question is to limit the purpose to several questions 

addressed throughout the study and provide a structure to the research (Kross & Giust, 2019). 

The central and sub-questions include: 

Central Research Question 

 What are the lived experiences of adjunct professors experiencing burnout at higher 

education institutions? 

Sub-Question One 

 How do adjunct professors at higher education institutions describe the job demands 

contributing to their burnout?  

Sub-Question Two 

 How do adjunct professors at higher education institutions describe the lack of 

resources contributing to their burnout?  

Sub-Question Three 

 How do adjunct professors at higher education institutions describe their experience 

with burnout and its symptoms? 

Sub-Question Four 

How do adjunct professors at higher education institutions describe their experience 

with disengagement? 
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Definitions 

 This section clarifies the research by providing key terms and definitions of the 

phenomenon under examination.  

1. Adjunct Professor- An adjunct professor is a non-tenure-track, seasonal, temporary, or 

part-time paid per course (Boysen, 2020; Carlton, 2021; Snook et al., 2019). According 

to Boysen (2020), adjunct professors are not considered full-time faculty members in 

terms of pay, benefits, support, or professional development opportunities. Adjunct 

professors have no job security and might be unemployed after the semester (Carlton, 

2021). 

2. Administration- Administration or administrators refers to individuals in a 

management, supervisory, or leadership position (Bowles, 2022) who works closely 

with faculty members. Administrators give people ways to effectively question 

decisions, challenge assumptions, and bring about change (Bowles, 2022). 

3. Burnout- Burnout is a state of mental exhaustion caused by an excessive effort to meet 

unrealistic expectations, a sense of psychological and physiological resource depletion, 

and fatigue (Freudenberger, 1974). Moreover, burnout results from prolonged responses 

to chronic interpersonal stressors at the workplace (Maslach, 1976).  

4. Disengagement- Disengagement (isolation, withdrawal, separation from others) is a 

chronic element of burnout resulting in cynicism, lack of enthusiasm, and a negative 

attitude and behavior toward one’s work, work content, and work objects (Bakker & 

Demerouti, 2007; 2018; Demerouti et al., 2001; Maslach & Leiter, 2016; Schaufeli, 

2017). 
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5. Exhaustion is characterized by feeling emotionally drained, frustrated, overextended, 

and used up (Maslach & Leiter, 2016, 2017; McClure, 2020; Schaufeli, 2017). 

6. Faculty-Faculty or faculty members refers to a school or higher education institution’s 

professors, lecturers, researchers, and academic or teaching staff (Sharma, 2017).  

7. Job demands are psychological, physiological, social, or organizational characteristics, 

such as work pressure and emotional demands that need sustained psychological and 

physiological effort or skills (Bakker & Demerouti, 2007). 

8. Job resources are psychological, physiological, social, or organizational components 

that contribute to achieving work goals; reducing job demands and the associated 

physiological cost; stimulating personal growth; and learning and development (Bakker 

& Demerouti, 2007). Job resources potentiate employee psychological and 

physiological wellness (Bakker & Demerouti, 2007). 

9. Tenured professors: Tenured professors typically enter the academic job market after 

acquiring the highest degree, typically a Ph.D., and occupy positions such as assistant 

professor, associate professor, and full professor (Carlton, 2021). According to Carlton 

(2021), tenured professors at higher education institutions possess full-time positions 

with job security. Professors with tenure receive more excellent pay, perform field-

specific research, attend academic conferences, and serve on committees (Carlton, 

2021). 

Summary 

 Adjunct professors are educators hired part-time, temporary, seasonal, or contractual 

rather than gaining tenure and long-term employment at higher education institutions. They are 

ranked lower than the highest professorship level (Carlton, 2021; Diehl, 2016; Meier, 2019; 
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Simmons, 2020). Within the context of historical, social, and theoretical foundations, the 

background of this research detailed the most important literature about burnout among adjunct 

professors at higher education institutions. The problem is that adjunct professors at higher 

education institutions are increasingly experiencing work-related burnout symptoms (Carroll, 

2002; de Onis, 2021; García-Rivera et al., 2022; Maslach & Leiter, 2016; Mitchell, 2020). The 

purpose of this transcendental phenomenological study was to understand the lived experiences 

of burnout among adjunct professors at higher education institutions.  

The importance of this research lies in the fact that it contributed to the existing body of 

knowledge to better understand the lived experiences of burnout among adjunct professors at 

higher education institutions from a practical (Demerouti et al., 2001), theoretical (Demerouti 

et al., 2001), and empirical (Bakker & Demerouti, 2007; Bakker & Demerouti, 2018; Bakker et 

al., 2014; Demerouti et al., 2001; Maslach, 2019; Maslach & Leiter, 2016, 2017) perspective. 

Creswell and Poth (2018) asserted that the objective of a research question is to restrict the 

purpose of the study to a few questions answered throughout the research and to offer a 

framework for the examination (Kross & Giust, 2019). This study was guided by the problem 

and purpose statements, which both influenced the research questions. Lastly, definitions 

clarified the study and gave readers context for the terms used. 
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CHAPTER TWO: LITERATURE REVIEW 

Overview 

 The work of seminal authors on burnout, notably for adjunct professors in higher 

education institutions, was systematically reviewed and critically argued in a synthesized 

manner. The review began with the theoretical framework that guided the central research and 

sub-research questions and examined the well-being of adjunct professors at higher education 

institutions. Additionally, the literature review included an analysis of the growing problem of 

burnout in many professional sectors, an understanding of the nature of burnout, definitions of 

burnout and its antecedents, causes, and effects, and burnout at higher education institutions. 

Finally, this chapter concluded with a discussion on burnout among adjunct professors, their 

roles and responsibilities as higher education educators, the lack of resources they face, and the 

critical effect on them, the students, and the institutions where they work.  

Theoretical Framework 

 This transcendental phenomenological study investigated the lived experiences of 

burnout among adjunct professors at higher education institutions using the job demands-

resource (JD-R) theory (Demerouti et al., 2001). In 2001, Demerouti et al. (2001) developed 

what is known as the JD-R model (which later became the JD-R theory) to understand burnout. 

JD-R theory is a versatile theoretical framework for identifying critical aspects of the work 

environment, as well as explaining and predicting a wide variety of work-related outcomes, 

most notably employee stress, burnout, work engagement, organizational commitment, job 

satisfaction, and productivity (Bakker & Demerouti, 2007; Bakker et al., 2014; Demerouti et 

al., 2001; Demerouti & Bakker, 2011; Schaufeli & Bakker, 2004; Zábrodská et al., 2018).  



33 
 

 

 

Demerouti et al. (2001) suggest the JD-R theory and postulate that any job demand is 

primarily responsible for health impairment, while any job resource (see Appendix E for an 

overview) (Schaufeli & Taris, 2014). lead to increased motivation and commitment to work 

and the organization (Demerouti et al., 2001; Lesener et al., 2020). JD-R theory proposes two 

broad job processes (see Figure 1) that influence employee well-being: job demands and job 

resources (Bakker & Demerouti, 2007; Bakker & Demerouti, 2018; Bakker et al., 2014; 

Demerouti et al., 2001; Lesener et al., 2019; Mudrak et al., 2018; Schaufeli, 2017). Job 

demands may wreak havoc on one’s health. For example, an intense workload leads to 

continual overtaking and burnout (Tummers & Bakker, 2021). In contrast, employment 

resources result in a motivational process: high resources lead to higher motivation, 

culminating in more work engagement and no burnout (Demerouti et al., 2001; Tummers & 

Bakker, 2021). 

 In the first process, job demands are those parts of a job that are psychological, 

physiological, social, or organizational and necessitate continual exertion on the part of the 

employee, as well as the attendant psychological and physiological toll (Bakker & Demerouti, 

2007; Bakker & Demerouti, 2018; Bakker et al., 2014; Demerouti et al., 2001; Schaufeli, 

2017). Psychological, physiological, social, or organizational are the negative aspects of one’s 

job that drain energy, such as overwork, disagreement with colleagues, and a lack of job 

security for the future (Schaufeli, 2017). Pressure at work and challenging contacts with clients 

or customers are two examples of this (Bakker & Demerouti, 2017). In the following process 

(see Figure 1), researchers such as Bakker and Demerouti (2018) and Demerouti et al. (2001) 

define job resources as those components of the job that are effective in attaining work goals, 

lower job demands, and accompanying physiological costs, or foster personal growth and 



34 
 

 

 

learning. Autonomy, skill, variety, feedback on performance, and opportunity for advancement 

are examples of job resources (Bakker & Demerouti, 2017). In sum, demanding characteristics 

of work (i.e., excessive job demands) result in persistent burden and exhaustion. In contrast, a 

lack of resources makes it more challenging to satisfy work requirements, leading to 

withdrawal behavior. Consequently, disengagement from employment is the long-term result 

of this withdrawal.  

 According to JD-R theory, Bakker and Demerouti (2007) found that even highly 

demanding jobs can be more tolerable for employees if their employers provide adequate 

resources to assist them. JD-R theory shows a direct correlation between increased stress and 

burnout and a lack of resources at the workplace (Bakker et al., 2014). In contrast, adequate job 

resources can counteract the adverse effects of high work demands and promote employee 

engagement and motivation (Bakker & Demerouti, 2007; Bakker & de Vries, 2021; Demerouti 

et al., 2001). 

 Figure 1.  

 Job Demand-Resource (JD-R) Theory of Burnout 
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Note. This figure demonstrates the two processes of the jobs demands-resources (JD-R) theory 

of burnout (job demands) and (job resources). From “The Job Demands-Resources Model of 

Burnout,” by E. Demerouti, A. B. Bakker, F. Nachreiner, and W. B. Schaufeli, 2001, The job 

demands-resources model of burnout. Journal of Applied Psychology, 86(3), 499-512. 

https://doi.org/10.1037/0021-9010.86.3.499. Copyright 2001 by the American Psychological 

Association. Figure reprinted with permission (see Appendix J ). 

The JD-R theory is now the most often used framework in occupational health 

psychology for examining the association between job characteristics and employee well-being 

(Bakker & Demerouti, 2017; Kaiser et al., 2020; Lesener et al., 2019; Lesener et al., 2020). JD-
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R also explains how an organization’s environment affects employees’ well-being and 

performance (Tummers & Bakker, 2021). Lesener et al. (2020) observed that a simple Google 

Scholar search in April 2020 revealed over 20,000 results for the JD-R theory, compared to 

4,200 hits for a comparable model known as the Job Demand-Control Model (JD-C). 

The JD-R theory of burnout, precisely how job demands and lack of job resources can 

lead to burnout of adjunct professors at higher education institutions, guided the central 

research question and sub-questions and be used to understand the lived experiences of burnout 

of adjunct professors at higher education institutions. As part of organizational development, 

JD-R is well-equipped to serve as a guide for improving employee engagement and preventing 

work burnout because it is comprehensive, as it includes both a positive focus (work 

engagement) as well as a negative focus (burnout), according to Schaufeli (2017). As an added 

benefit, the JD-R theory can also be used in various settings, including higher education 

institutions, due to its flexibility and ability to incorporate a wide range of occupational and 

personal characteristics and outcomes (Schaufeli, 2017).  

The job demands-resource theory was utilized to understand and analyze burnout 

among adjunct professors at higher education institutions. Still, it was also used to direct this 

phenomenological research study to contribute current information to the existing literature. To 

accomplish this, JD-R guided the research questions. In addition, JD-R served as a guide for 

the data collection and analysis throughout the open-ended surveys, reflective journals, and 

semi-structured individual interviews. 

Related Literature 

 The problem is that adjunct professors at higher education institutions are increasingly 

experiencing work-related burnout symptoms (Carroll, 2002; de Onis, 2021; García-Rivera et 
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al., 2022; Maslach & Leiter, 2016; Mitchell, 2020). Adjunct professors are educators at higher 

education institutions who are hired on a part-time, temporary, or contractual basis rather than 

being given tenure and a permanent post and are ranked below the highest level of a 

professorship (Diehl, 2016; Meier, 2019; Simmons, 2020). In most higher education 

institutions, hiring adjunct professors has become the standard (Fjortoft et al., 2011; Lee, 2019; 

Manternach, 2020; Selingo, 2013) because they are less expensive to retain than full-time 

tenured professors, and they provide greater fiscal flexibility (Bettinger & Long, 2010; Diehl, 

2016; Fjortoft et al., 2011; Selingo, 2013). Nevertheless, with the trend of hiring adjunct 

professors comes plenty of job demands, creating burnout (Bakker & Demerouti, 2007; Bakker 

& Demerouti, 2018; Bakker et al., 2014; Demerouti et al., 2001; Maslach & Leiter, 2016, 

2017). Burnout among these professors can be brought on by the demands of the job and a lack 

of resources (Bakker & Demerouti, 2007; Bakker et al., 2014; Bakker & Demerouti, 2018; 

Demerouti et al., 2001). 

 Lever et al. (2017), Maslach (1976), and Urbina-Garcia (2020) postulate that professors 

have become burned-out in recent years because of recent developments at higher education 

institutions, such as expectations to achieve academic and non-academic goals, adhere to strict 

deadlines and fulfill other curricular commitments (Teles et al., 2020). Adjunct professors 

experience burnout as a result of being overworked (Drozdowski, 2021; Mintz, 2019; 

Mohamed and Abed, 2017; Nica, 2018; Williams, 1997), underappreciated (Doane Student 

Media, 2013; Rodrigues, 2020; Thomas, 2018), and overcommitted (Administrator, 2015; 

Douglas-Gabriel, 2019; Mintz, 2019) to their jobs.   

Conversely, low income, little social recognition, disagreements among colleagues, 

huge class sizes, ambiguity, learning challenges, and negative student behaviors have 
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contributed to burnout among adjunct professors (Diehl, 2016; Fiorilli et al., 2015; Rocha et 

al., 2020). There is a dearth of research on adjunct professor burnout (Danaei, 2019; LaBree, 

2017; Makarenko & Andrews, 2017; Pyram, 2016), which presents a problem, given the 

substantial number of adjunct professors employed to teach at higher education institutions. 

The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions.  

Increasing Problem of Burnout Across Professions  

 Burnout syndrome is among the most severe occupational health concerns in various 

occupations requiring interaction with others, and it is on the rise (García-Rivera et al., 2022; 

Gómez-Urquiza et al., 2017). Some communities have reported burnout prevalence rates as 

high as 69% (Heinemann & Heinemann, 2017). According to Della Valle et al. (2006), work-

related burnout is becoming increasingly popular. Burnout has become a common occurrence 

at the workplace as a result of organizational factors that necessitate constant psychological, 

physiological, or emotional effort on the part of employees (Demerouti et al., 2001; García-

Rivera et al., 2022; Karasek & Theorell, 1990; Rocha et al., 2020). Among susceptible jobs, 

physicians, mental health practitioners, chief executive officers (CEOs), nurses, and educators 

are the most prone to experience burnout (Gómez-Urquiza et al., 2017; Kelly, 2021; Patel et 

al., 2019; Posluns & Gall, 2020).  

Physician burnout is a growing problem that can potentially harm modern medicine 

(Patel et al., 2019). This growing problem affects doctors, patients, and the healthcare system 

(Patel et al., 2018; Patel et al., 2019). There is a growing awareness of the mental well-being of 

physicians and the effects of burnout in the healthcare system, according to researchers Patel et 

al. (2019). As an example, Shanafelt et al. (2015) performed a countrywide study in 2014 and 
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found that 54.4% of US physicians experienced at least one symptom of burnout, compared to 

45.5% in 2011, along with a decrease in satisfaction with work-life balance at (48.5% vs. 

40.9 %) from 2011 to 2014 (Patel et al., 2018; Patel et al., 2019; Shanafelt et al., 2015).   

Burnout is common in mental health practitioners and can severely impact their clinical 

practice (Posluns & Gall, 2020). According to a recent study, 49% of 443 clinical and 

counseling psychologists worldwide experienced moderate-to-high burnout in their work 

(Simionato et al., 2019; Simpson et al., 2019). Thirteen percent of behavioral health workers 

are at risk of compassion fatigue or burnout, while 50% of counseling or clinical trainees report 

having burnout (Posluns & Gall, 2020; Sprang et al., 2007).  

CEOs may be more susceptible to burnout in the age of globalization, growing 

competitiveness, increasingly complex government rules, and repeating economic downturns 

(Sirén et al., 2018). Burnout among CEOs is a new pandemic, according to Kelly (2021). Some 

37% of CEOs are now working more significant hours than before the pandemic, according to 

FlexJobs and Mental Health America (MHA) research (Kelly, 2021; Reynolds, 2022). The 

constant expectations may exacerbate CEOs’ emotional weariness and depersonalization from 

the strategy process from varied stakeholders to improve performance and the continuous, 

intense, and unanticipated interactions with aspects of the task environment.   

 Regarding health care, nurses are most likely to suffer from burnout (Cañadas-De la 

Fuente et al., 2015; Gómez-Urquiza et al., 2017). Many psychological and physiological 

demands are placed on nurses, which can be summed up as long shifts and emotional stress 

(Chen & Chen, 2018; Jarzynkowski et al., 2021). For example, Bagozzi (1992) used the 

structural equation model and hierarchical regression analysis to examine data from a survey of 

807 Taiwanese nurses working in one of the country’s largest hospitals (Chen & Chen, 2018). 
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The findings explained that job pressures have a direct effect on nurses’ levels of burnout, and 

it has also been empirically shown that the JD-R theory supports this finding, which indicates 

that when individuals view their jobs as demanding, undesirable effects such as burnout are 

likely to occur (Bakker & Demerouti, 2007; Chen & Chen, 2018; Demerouti et al., 2001).  

 This transcendental phenomenological study sought to understand how this same 

burnout pattern holds for an often overlooked professional: the adjunct professor at higher 

education institutions. A burnout study in 1998 among 73 adjunct professors working at higher 

education institutions indicated that 93% were burned-out (Byrne, 1998; Hubbard-Jackson & 

Boyer, 2019). A similar study by Brown (2009) found that 59.4% of adjunct professors had 

experienced burnout (Hubbard-Jackson & Boyer, 2019). The Chronicle of Higher Education 

surveyed adjunct professors at four-year and two-year higher education institutions around the 

country, and it was discovered that 55% of them were feeling significant levels of emotional 

exhaustion (Mitchell, 2020). Compared to 2019, the proportion of adjunct professors who 

reported feeling burned-out doubled. Adjunct professors reported burnout at 69%, compared to 

32% in 2019, according to a poll (Fidelity Investments, 2021; Mitchell, 2020). 

Understanding the Nature of Burnout 

 The early research on burnout was experimental (Cherniss, 1980; Edelwich & Brodsky, 

1980; Freudenberger & Richelson, 1980; Maslach & Leiter, 2016), highly bottom-up (Maslach, 

2015; Maslach et al., 2012), and grounded in individuals’ experiences, relying heavily on 

qualitative methodologies (Maslach, 1982; Maslach & Leiter, 2016; Pines & Aronson, 1981). 

Burnout at the workplace is a common phenomenon. As evidence that the burnout phenomena 

became commonplace, Bakker and Demerouti (2017) and Demerouti et al. (2001) postulated 

that it became possible to establish it as a sustained response to persistent interpersonal 
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pressures the work. Burnout has long been recognized as an occupational hazard in various 

people-oriented professions, including human services, medicine, and education (Bakker & 

Demerouti, 2017; Demerouti et al., 2001; Maslach & Leiter, 2016). The World Health 

Organization (WHO) included burnout in the International Classification of Diseases in 2019 

due to persistent work-related stress that had not been addressed (Demerouti et al., 2021; 

García-Rivera et al., 2022; WHO, 2019). It causes emotional exhaustion estimated to affect up 

to 50% of public and service sector workers (García-Rivera et al., 2022; Maslach & Jackson, 

1981).  

What is Burnout?  

 As with stress, experts have not agreed on a definitive definition of burnout (National 

Academies of Sciences, Engineering, and Medicine [NASEM], 2019). Because the terms stress 

and burnout are often used interchangeably, researchers (Maslach & Leiter, 1997; Pines & 

Aronson, 1988) identified burnout as distinguishable. However, stress may be the primary 

factor contributing to burnout. Like Selye (1956), in 1976, Maslach defined burnout because of 

a chronic and prolonged reaction to unresolved interpersonal and occupational stress. That is 

why the concept of burnout has prompted studies into occupational stress and burnout 

disorders (Schaufeli et al., 2009).  

 In the early 1970s and 1980s, Herbert Freudenberger, a psychologist, popularized the 

term burnout in mainstream culture. Freudenberger (1974) investigated burnout due to his 

colleagues’ exhaustion and lack of motivation at the workplace (Fontes, 2020; Freudenberger, 

1974; NASEM, 2019). Burnout was coined by Freudenberger (1974) to refer to psychological 

symptoms that can manifest as emotional exhaustion, depersonalization, and diminished 

accomplishment (Fontes, 2020; Maslach & Leiter, 1997; Schaufeli et al., 2009). Consequently, 
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Freudenberger (1974) defined burnout as exhaustion caused by an excessive effort to meet 

unrealistic expectations, a sense of psychological and physiological resource depletion, and 

fatigue. Freudenberger (1974) described burnout as a feeling of mental stress, violent abuse, 

exhaustion, or failure. Additionally, Freudenberger (1974) suggests that these elements result 

from an individual’s unrealistic expectations by which an individual defines him or herself or 

the expectations imposed by society’s values.  

 Christina Maslach suggested the most influential description of burnout, a social 

psychologist who studied workers in demanding occupations to determine how they dealt with 

disappointments and frustrations on the job using learned defense strategies such as detached 

concern and dehumanizing (Maslach, 1982; Maslach et al., 2001). Workplace burnout is a 

long-term psychological condition resulting from a long-term response to chronic interpersonal 

stressors (Maslach, 2019; Maslach & Leiter, 2016, 2017). So, the long-term mismatch between 

job demands and employee resources leads to burnout. Burnout was first studied in an 

exploratory fashion, utilizing primarily qualitative methods (Maslach & Leiter, 2016). This 

process began with in-depth semi-structured individual interviews with human and health care 

professionals, including physicians, nurses, psychiatrists, and hospice counselors, and derived 

three themes from this qualitative approach (Farber, 1991; Maslach et al., 2001; Schaufeli et 

al., 2009).  

 Numerous practitioners interviewed experienced negative attitudes and perceptions 

toward their patients and described themselves as beyond emotionally exhausted and drained 

during the semi-structured individual interviews (Maslach & Leiter, 2016; Maslach et al., 

1996; Maslach et al., 2001; Schaufeli et al., 2009). Smothering or extinguishment are 

metaphors used by Schaufeli et al. (2009) to describe burnout. For instance, when a fire is 
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started, it can only continue to burn if there are enough resources to keep it going. Overall, 

burned-out employees lose the ability to make significant contributions (Schaufeli et al., 2009).  

 In their book Banishing Burnout, Maslach and Leiter (2005) propose that burnout is 

much more than feeling down or having a dreadful day. It is a chronic state of being 

uncoordinated with one’s job, which can result in a life-altering crisis. From their research (El-

Ibiary et al., 2017; Guntupalli et al., 2014; Maslach, 1976, 2003; Maslach & Leiter, 2016, 

2017; Maslach et al., 2001; McClure, 2020; Schaufeli, 2017) discovers three overlapping 

elements of burnout: emotional exhaustion, depersonalization or withdrawal, and reduced 

personal accomplishment, which can occur among individuals who work in the service 

industry with other individuals. Figure 2 illustrates some early warning signals of burnout 

syndrome (Guntupalli et al., 2014). As a result of workplace experiences, burnout causes 

employees to feel ineffective, exhausted, and disconnected from work and individuals, 

resulting in an unproductive relationship with work (Leiter & Maslach, 2001; Maslach & 

Leiter, 2016, 2017).   

Figure 2.  

Early Warning Signs of Burnout 
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Note. Early warning signals of burnout syndrome as a result of emotional exhaustion,                      

depersonalization or withdrawal, and reduced personal accomplishment. From “Burnout in the 

Intensive Care Unit Professionals” by K. K. Guntupalli, S. Wachtel, A. Mallampalli, and S. 

Surani, 2014, Indian Society of Critical Care Medicine, 18(3), 139–143. 

https://doi.org/10.4103/0972-5229.128703. Figure reprinted with permission by Creative 

Commons. https://creativecommons.org/licenses/by-nc-sa/4.0/. 

Antecedents of Burnout 

 The literature suggested significant work-related burnout issues among employees 

(Bayes et al., 2021; Gavelin et al., 2021; Spiller et al., 2021). Clinical work with burned-out 

professionals indicates that workplace stressors like time pressure, long workdays, 

interpersonal conflicts, and excessive workloads have been connected with an increased risk of 

https://doi.org/10.4103/0972-5229.128703
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burnout in a wide range of professions and industries (Alsalhe et al., 2021; da Costa & Pinto, 

2017; Pines & Keinan, 2005). For example, an excessive workload contributes to burnout by 

draining an individual’s capacity to meet job demands (Bakker & Demerouti, 2007; Demerouti 

et al., 2001). Maslach and Leiter (2016) argued that the employee has few opportunities to rest, 

recover, rebalance, and restore when work overload becomes a chronic job situation. 

Consequences of Burnout 

 Employees’ health is recognized to be influenced by their working environment, which 

may be either beneficial or detrimental (Salvagioni et al., 2017; Seidler et al., 2014). Burnout 

has been linked to a variety of negative feelings toward one’s work, such as job withdrawal, 

poor organizational commitment, high employee turnover, the intention to leave the job, and a 

decrease in productivity within the organization (Bakker & Demerouti, 2007; Bakker et al., 

2014; Demerouti & Bakker, 2011; Demerouti et al., 2001; Maslach, 2001; Maslach & Leiter, 

2016; Maslach et al., 1996, Schaufeli & Bakker, 2004; Zábrodská et al., 2018). The 

consequences of burnout have also been associated with damaging the employee’s 

psychological and physiological health (Martínez et al., 2020; Salvagioni et al., 2017). 

Employees who exhibit signs of exhaustion, depersonalization, and reduced personal 

accomplishment may negatively influence themselves and the organization they are employed  

at (Maslach, 1976, 2001, 2003; Maslach & Leiter, 2016, 2017). 

 Organizational Impact. Work-related burnout can affect an organization’s bottom line 

by forcing employees to miss deadlines and quotas or accomplish tasks at an unacceptable rate 

(Coplan et al., 2018; Deguchi et al., 2017; Fgi, 2011; Leitão et al., 2021). Because of this, it 

should be no surprise that burned-out workers produce work of poorer quality. Their 

concentration may be impaired, they may commit more errors, or they may show less pride in 
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their work. Burnout costs businesses and the government billions in lost productivity due to 

increasing absences (Khan et al., 2016; Simionato et al., 2019). Absenteeism contributes to 

burnout by causing employees to take more sick and personal days with or without 

justification. As a result, an organization’s profitability and productivity suffer because there 

are additional expenses in hiring temporary laborers, and its employees’ trust in the company 

plummets (Khan et al., 2016; Salvagioni et al., 2017; Vignoli et al., 2016). Presenteeism refers 

to physiologically present employees at work but not necessarily psychologically or spiritually. 

Most of the time, they are either late, out of the office, or taking many breaks, making it 

challenging to accomplish their jobs well. The JD-R theory suggests that presenteeism is a 

result of burnout caused by excessive job demands, as well as a lack of resources at the 

workplace that reduces work engagement and increases burnout (Bakker & Demerouti, 2007; 

Demerouti & Bakker, 2011; McGregor et al., 2016; Schaufeli & Bakker, 2004). 

 Maslach (1976) notes that burnout affects a person’s perception of themselves and 

others, resulting in a lack of concern and feelings for coworkers, implying that burnout has a 

social context. Employees experiencing burnout are frequently more pessimistic, cynical, 

irritable, unpleasant, and socially inept (Fgi, 2011; Maslach & Leiter, 2016; Mayo Clinic, 

2021). They may complain frequently or tell those around them how much they dislike their 

job. Burnout can have a significant effect on the overall work environment, team, and 

organization overall. 

 Personal Impact. Work-related burnout can harm the employees’ psychological and 

physiological health. The indications of burnout are unique to each person. Alves et al. (2019) 

posit that when work expectations are high, and job resources are low, burnout manifests in a 

negative quality of life, decreased focus and memory, a decline in physiological appearance, 
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and poor work quality. When individuals are emotionally exhausted due to various 

circumstances, Schulz et al. (2019) assert that they worry and ruminate, exacerbating burnout 

symptoms. Burnout has also been linked to life-threatening diseases like hypercholesterolemia, 

type 2 diabetes, and coronary heart disease (Martínez et al., 2020; Salvagioni et al., 2017).  

 Burnout may harm the immune system, increasing the likelihood of contracting viral 

and bacterial illnesses (Leiter & Maslach, 2001; Maslach & Leiter, 2017). Other physiological 

symptoms may include neck and shoulder pain, high blood pressure, ulcer, nausea, respiratory 

problems, and musculoskeletal pain, excessive weariness (Aronsson et al., 2017; da Costa & 

Pinto, 2017; Human Resource, 2021; Mohamed & Abed, 2017; Rožman et al., 2019; Selye, 

1956). Leiter (2005) asserts that burnout leads to headaches, gastrointestinal disorders, and 

sleep disorders. Sleep disorders like insomnia are strongly linked to burnout, according to 

research. Insomnia affects 55% of public service employees, followed by nightmares at 40% 

(Barello et al., 2020; Deguchi et al., 2017). Several cross-sectional studies have found a link 

between burnout and alcohol abuse and a lack of physiological activity, mainly when burnout 

is severe (Ahola et al., 2005, 2006; Salvagioni et al., 2017). 

 Employees’ mental and emotional well-being is adversely impacted by burnout. An 

absence of enthusiasm and motivation, dissatisfaction, ineffectiveness, a loss of humor, eating 

disorders, indifference, insecurity, low self-esteem, indecision, emotional outburst, and 

negativity may be seen over time (Aronsson et al., 2017; da Costa & Pinto, 2017; Human 

Resource, 2021; Mohamed & Abed, 2017; Rožman et al., 2019; Selye, 1956). Sabagh et al. 

(2018) also identify depression, anxiety, poor mental health, and disengagement from 

professors in higher education institutions as burnout symptoms.  
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Over time, burnout at the workplace tends to take hold gradually, impacting the 

individual in a manner that they may not even be aware of (Western Governors University 

[WGU], 2019). WGU (2019) states that depression is one of several symptoms of burnout 

impacting workers’ psychological health. In a meta-analysis of 14 studies that examined the 

impact of personal burnout and depression involving data from 12,417 participants from six 

countries, Bianchi et al. (2021) found a significant correlation between workplace burnout and 

depression. On the other hand, some researchers have noted that burnout may be seen as both 

work-related and depressive without any inherent contradiction (Bianchi et al., 2015). Research 

literature proposes that workplace insurmountable chronic stress can lead to burnout and 

depression symptoms (Bianchi et al., 2015; Bianchi et al., 2021; Rydmark et al., 2006; 

Schonfeld & Chang, 2017). There is also strong evidence that working conditions that are 

stressful psychologically can cause depression and related disorders (Madsen et al., 2017; 

Melchior et al., 2007; Schonfeld et al., 2018), such as weariness and lack of energy, outward 

irritation and rage, paranoid thinking, cynical hostility, loss of emotional connection, 

diminished empathy, and interpersonal disengagement (Bianchi et al., 2021).  

According to Bayram et al. (2010), burnout has been correlated to depression, although 

several authors have expressed doubt as to whether burnout causes depression or depression 

causes burnout (Schonfeld et al., 2019; Soares et al., 2007). One’s mental health is negatively 

impacted by work-related burnout, which increases the likelihood of depression. Moreover, 

burnout is a depression brought on by excessive job demands, and over the last several years, it 

has become more common in higher education institutions. Depression has a similar impact on 

a person’s day-to-day life as burnout does; when it does so, the individual will experience 

harmful symptoms that adversely affect them personally and professionally. 
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Burnout in Higher Education 

 Higher education institutions in the U.S. are becoming increasingly burned-out 

(Heinemann & Heinemann, 2017). Due to the prevalence of symptoms among professors, 

burnout has become the most discussed mental health issue in societies today (Heinemann & 

Heinemann, 2017). Many are experiencing symptoms described in the JD-R theory of burnout: 

emotional exhaustion, depersonalization, and lack of personal accomplishment (Bakker & 

Demerouti, 2017; Bakker et al., 2014; Demerouti et al., 2001; Maslach & Jackson, 1981; 

Maslach & Leiter, 2016). A significant level of burnout is plaguing higher education professors 

across the country. In an online survey of 1,122 professors from two-and four-year higher 

education institutions across the U.S., 70% of participants indicated they felt stressed in 2020, 

more than double the number of participants in 2019 at 39%, while 35% of professors felt 

irritated in 2020, compared with only 12% in 2019 (Fidelity Investments, 2021; Mitchell, 

2020). In addition, 70% of participants said they were exhausted, compared to 32% in 2019; 

(Gewin, 2021; Shamrell, 2021; Umpierrez, 2021).  

 Professors are dissatisfied with their jobs, and a majority (55%) have considered 

changing occupations or retiring early (Gewin, 2021; Malesic, 2021; Mitchell, 2020). Tenured 

professors contemplating a career change make up a third (35%) of this group. According to 

Mitchell (2020), at a state university, a tenured professor in his 50s admitted that daily he has 

considered retiring due to burnout. In addition, this tenured professor feels envious of 

colleagues who have already retired or are nearing retirement age.  

 Tenured and non-tenured professors also reported low levels of career satisfaction: 40% 

of tenured professors and 33% of non-tenured professors (Mitchell, 2020). However, they 

commend their institution for its reaction to the pandemic. Mitchell (2020) emphasizes that 



50 
 

 

 

over half (53%) of professors reported that their institution places a premium on their safety, 

and many indicated that their institution attempted to assist their work and personal lives 

during the pandemic. Around 50% said their institution’s efforts to help professors in their 

career and personal life during the COVID-19 outbreak were excellent (Shamrell, 2021). These 

poll findings demonstrate a problem with burnout at higher education institutions, which has 

left professors questioning whether they even want to continue as educators (Mitchell, 2020). 

Adjunct Professors Experience Burnout 

 

 Adjunct professors are overworked, stressed, and exhausted at higher education 

institutions (Carroll, 2002; de Onis, 2021; García-Rivera et al., 2022; Mitchell, 2020). In recent 

years, many higher education institutions have become more reliant on adjunct professors 

(Nica, 2018), increasing the likelihood that they will experience burnout (Ericksen, 2021). To 

keep up with the constantly changing challenges higher education institutions face, adjunct 

professors have been shifting, adjusting, and working tirelessly and faster than ever before 

(Mitchell, 2020; Nica, 2018). Consequently, according to Alves et al. (2019), Flaherty (2020b), 

and Umpierrez (2021), adjunct professor burnout is a real threat at higher education 

institutions, resulting in a potentially significant loss of personnel and resources.  

Who are Adjunct Professors? 

 W. Norton Grubb refers to an adjunct professor as the invisible professor (Grubb & 

Associates, 1999). Adjunct professors are credentialed higher education professors hired on a 

part-time contractual basis rather than given tenure and a permanent post (Diehl, 2016; Meier, 

2019; Simmons, 2020). Although the AAUP has a long-standing contingent faculty policy that 

seeks to advance academic freedom and shared governance, improve working conditions, and 

promote economic security for adjunct professors who teach in higher education institutions. 



51 
 

 

 

Many higher education institutions still refer to adjunct professors as contingent faculty, part-

time or full-time faculty appointed off the tenure track, clinical faculty, lecturers, non-senate 

faculty, teacher’s assistants, or instructional assistants (AAUP, 2003; AAUP, 2021). Those job 

titles all have in common: uncertain jobs that do not get enough support, have a low job 

security rate and provide minimal safeguards for academic freedom (AAUP, 2003).  

Cuyahoga Community College [Tri-C] (2018) defines adjunct professors as part-time 

educational counselors recruited for one or two semesters or one academic year. Unless 

specified in a contract, adjunct professors are not eligible to rank advancement, professional 

development leave, tenure, seniority, special consideration or credit toward eventual 

employment, or any other college employment privilege or benefit. Adjunct professors working 

at higher education institutions indicate the uncertainty of their status and position of being 

undervalued and overlooked (Bickerstaff & Chavarin, 2018; Wagoner, 2019). Snook et al. 

(2019) describe adjunct professors as sessional (temporary part-time) faculty with minimal 

pedagogy training. Being overlooked, undervalued, and invisible is critical to understanding 

how adjunct professors at higher education institutions experience burnout (Bickerstaff & 

Chavarin, 2018; Grubb & Associates, 1999; Wagoner, 2019). 

The Trend Toward Adjunct Professor 

 

 Adjunct professors make up the majority of faculty at higher education institutions 

(Childress, 2019) and have been on a steady upswing over the last 40 years (Danaei, 2019; 

Drozdowski, 2021). Adjunct professors accounted for around 30% of adjunct faculty members 

in 1975; however, other polls show that the proportion has increased to up to 70% in recent 

years (Anthony et al., 2020; Brennan & Magness, 2018; Childress, 2019; Douglas-Gabriel, 

2019; Drozdowski, 2021; Henkel & Haley, 2020; Lumpkin, 2022; McKenna, 2015; Weingarten 
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et al., 2020). When tuition and fees at higher education institutions started to rise faster than the 

inflation rate, private loans became the principal source of financial support for students from 

middle-and lower-class families (Mitchell et al., 2019). As a result, governmental financing for 

higher education institutions began to be reduced. Consequently, to save money, such 

institutions replaced tenured professors with a less expensive alternative: adjunct professors 

(Henkel & Haley, 2020; Hill, 2021; Inside Scholar Community, 2022; Mitchell, 2020).  

 Increasingly, higher education institutions are hiring adjunct professors because they 

are less expensive to keep than tenured faculty members as they provide more economic 

freedom and a more flexible way to staff courses (Bettinger & Long, 2010; Diehl, 2016; 

Fjortoft et al., 2011; Henkel & Haley, 2020; Hyer et al., 2020; Levin et al., 2011; Liu & Zhang, 

2013; Lucas, 2016; Selingo, 2013; Wagoner, 2019). For several years, the goal in academia has 

been to get more work from adjunct professors at a low cost (Manternach, 2020). Higher 

education institutions place a high premium on adjunct professors and have become the 

standard (Fjortoft et al., 2011; Henkel & Haley, 2020; Hyer et al., 2020; Kaiser Health News, 

2020; Lee, 2019). When higher education institutions are forced to choose between hiring full-

time professors and discontinuing a program, they frequently see hiring more adjunct 

professors as a viable alternative to teaching courses (Diehl, 2016; Henkel & Haley, 2020; 

Inside Scholar Community, 2022).  

Advantages of Being an Adjunct Professor 

 

 Adjunct professors are significant at higher education institutions (Henkel & Haley, 

2020). Being an adjunct has several advantages, such as the opportunity to work at numerous 

higher education institutions, not having to publish research, having other employment at the 

same time, spending more time with family, and assisting students in achieving their academic 
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goals (Henkel & Haley, 2020; Manternach, 2020). Adjunct professors can devote their time to 

teaching and curriculum development rather than committee or department work. Therefore, 

adjunct professors can positively affect the students they teach (Henkel & Haley, 2020; The 

Editorial Team, 2020).  

 In recent years, adjunct professors’ flexibility has shown to be particularly well-suited 

to online programs, as they are not constrained by classroom space or faculty availability 

(Starcher & Mandernach, 2016). Since 2000, enrollment in U.S. higher education institutions 

has more than tripled, with 1.6 million students enrolled in 2014 (National Center for 

Education Statistics [NCES], 2016). In 2020, around 18.99 million students were in higher 

education institutions throughout the U.S. (Duffin, 2022). This increased enrollment, combined 

with the growth of online education, has increased the demand for classes taught entirely 

online (Allen & Seaman, 2016; Barnett, 2017); therefore, creating a need for adjunct professors 

to facilitate these classes (Barnett, 2017; Starcher & Mandernach, 2016).  

Adjunct Professor’s Responsibilities  

 

 Adjunct professors have heavier teaching responsibilities and larger course sections 

than tenured professors, yet they are paid less (AAUP, 2003; Nica, 2018). Excessive 

workloads, unreasonable deadlines, and a lack of time to grade and provide feedback to 

students have led to burnout among adjunct professors at higher education institutions during 

the last several years (Bickerstaff & Chavarin, 2018; Gillett-Swan, 2017; Glass, 2017; Kaiser 

Health News, 2020; Kelliher, 2022). From basic writing to graduate seminars, adjunct 

professors teach at all higher education levels and are responsible for similar instructional 

obligations as tenured professors, such as creating and managing syllabi, ordering textbooks, 

writing lectures, and grading exams, papers, and quizzes (McKenna, 2015).  
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 Adjunct professors’ responsibilities may include research, outreach, and administration 

duties (Alves et al., 2019); preparation of lectures, discussions, and assignments; teaching 

graduate and undergraduate students in a particular field of expertise (in person or online); 

tracking student progress; writing class evaluations; and conducting statistical analyses of 

student data (Alves et al., 2019; The Editorial Team, 2020). Additionally, providing guidance 

on how students can be successful and meet their goals; and staying current on developments 

and changes within the course field are additional responsibilities that come with being an 

adjunct professor (Alves et al., 2019; The Editorial Team, 2020). Adjunct professors help to fill 

all higher education institution’s course sections, and without them to cover a substantial 

portion of the institution’s courses, institutions would be unable to serve all the students that 

apply to open-admission institutions (Anthony et al., 2020).  

 According to Tri-C (2018), a community college maintains that adjunct professors’ 

duties may include developing and delivering tailored courses, assisting students with 

academic concerns, and participating in college-sponsored conferences and departmental 

meetings. For the time and effort adjunct professors devote to helping students achieve their 

goals, adjunct professors often get wages much below what their experience and degree would 

suggest (Flaherty, 2018; Kelliher, 2022; Nica, 2018; Ryan et al., 2017). Additionally, adjunct 

professors often do not have the resources they need to do their jobs well, which could be 

because they do not have enough pedagogical training. They have responsibilities outside the 

classroom, do not have a clearly defined support system, or they must avoid student complaints 

to keep their jobs or be considered for a full-time position (Danaei, 2019; Kezar et al., 2018). 

As if the lack of resources was not bad enough, developmental and remedial courses are often 

given without enough information about their importance or priority in higher education 



55 
 

 

 

placement, which means that adjunct professors start teaching students without knowing the 

right way to do it or how important it is to learn how to engage the at-risk population (Danaei, 

2019; Smith, 2016). 

Lack of Resources for Adjunct Professors 

 

  Many higher education institutions have yet to devote the time, money, and 

communication channels essential to support the work of adjunct professors (Dailey-Hebert et 

al., 2014; Elfman, 2021). They make up the fastest-growing segment of higher education 

professors, and this trend is expected to continue as the economy’s effects on educational 

institutions worsen (Childress, 2019; Dailey-Hebert et al., 2014; Drozdowski, 2021; Gappa et 

al., 2007; NCES, 2011). However, many higher education institutions do not sufficiently 

support adjunct professors; for example, adjunct professors do not receive employee benefits or 

raises, have limited job security, and have few opportunities for advancement to tenured status 

(Barnett, 2017; Drozdowski, 2021; Kezar, 2013).  

 Pay. Adjunct professor salaries are a significant concern (Brennan & Magness, 2018). 

Data from the American Community Survey published in the Atlantic states that 31% of 

adjunct professors are on public assistance, such as Medicaid or food stamps, and live on or 

near the poverty line (Anthony et al., 2020; Fredrickson, 2015; McKenna, 2015). Adjunct 

professors earn meager pay, estimated at $20,000 and $25,000 a year (Flaherty, 2020c; Zippia 

Expert, 2022), and many are among the poorest professionals in the U.S. (Reevy, 2015). 

Compared to tenured professors, adjunct professors are typically paid a fraction of what they 

are worth for doing the same job (Harris, 2019; Reevy, 2015; The Editorial Team, 2020). While 

American institutions rely significantly on adjunct professors, they are paid poorly, have few or 

no health or disability benefits, and have no job security (AAUP, 2021; Culver & Kezar, 2020). 
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Adjunct professors can be up to 80% less expensive than full-time tenured professors 

(Bettinger & Long, 2010). Since contracts for adjunct positions do not usually have the exact 

requirements as contracts for tenure-track positions (like serving on committees, developing 

curriculum, recruiting, doing research, and creative work), contracts are set up to pay adjunct 

professors only for the time they spend teaching (Brennan & Magness, 2018; Manternach, 

2020).  

 According to the AAUP (2020-2021) annual report on the Economic Status of the 

Profession, tenured professors earn between $60,000 and $160,000 annually (AAUP, 2021; 

Elfman, 2021; Salary.com, 2022). The average pay for adjunct professors is from $2,600 to 

$5,800 for each course section (AAUP, 2021; Elfman, 2021; Salary.com, 2022), which 

averages between $20,000 and $25,000 yearly (Flaherty, 2020c; Spitalniak, 2022). As a result, 

when given a choice between paying a salary plus benefits or a cost per course with no help, 

higher education institutions prefer to have classes taught by adjunct professors rather than 

tenured or tenure-track professors (Anthony et al., 2020; Brennan & Magness, 2018). 

Unfortunately, this forces adjunct professors to live the life of a gypsy academic, as Hechinger 

(1982) defined it: professors who wander from one campus to another to teach whatever 

crumbs of the college course calendar are leftover that higher-paid full-time professors are not 

teaching (Anthony et al., 2020; Bickerstaff & Chavarin, 2018).  

 Benefits. Adjunct professors are not eligible for employer-sponsored benefits such as 

health insurance or retirement because of their part-time status or restricted teaching load 

(Manternach, 2020; Reevy, 2015). Adjunct professors must purchase insurance through third-

party marketplaces such as HealthCare.gov (Brennan & Magness, 2018). The economic 

circumstances for adjunct professors at higher education institutions are notably deplorable: 
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most of them who are paid on a per-course section basis do not earn retirement or medical 

benefits, and in most states, adjunct professors do not have rights to unemployment coverage 

(AAUP, 2021; Drozdowski, 2021; Reevy, 2015; The Editorial Team, 2020). The universal 

availability rule mandates that all employees must be allowed to participate in and make 

deferrals to an existing 403(b) plan, except for those employees who fall into one of the five 

categories that are entitled to be excluded from participation (Diehl, 2016; Internal Revenue 

Service [IRS], 2021).       

As higher education institutions’ employees, it has long been standard practice for them 

to exclude adjunct professors as a class of employees from their 403(b) plans (Diehl, 2016). 

Doing anything like this goes against the universal availability rule specific to 403(b) plans. 

For example, one of the exclusions from the elective deferral portion of a 403(b) plan is 

employees who typically work fewer than 20 hours per week or 1000 hours per year. Thus, 

adjunct professors’ pension benefits, eligibility issues, and the universal availability rule have 

all become issues at higher education (Diehl, 2016). According to Diehl (2016), higher 

education institutions have not included adjunct professors as a class of employees in their 

403(b) plan for a long time. While adjunct professors are considered part-time or contingent 

faculty members, they are employees of higher education institutions. As such, they should not 

be excluded from classes allowed in a 403(b) for elective deferrals (Diehl, 2016). 

 In February 2015, according to Diehl (2016) found that the IRS issued final regulations 

regarding employers’ 403(b) plan and Patient Protection and Affordable Care Act (PPACA) 

shared responsibility provisions. Those regulations mandated using a reasonable method to 

determine hours of service worked rather than simply considering time spent teaching a course 

at a college or university (Diehl, 2016). One approach would credit 2.25 hours of service per 
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week for each hour of grading papers, teaching, or classroom time, plus 1.0 hours of service 

per week for each additional hour of service outside of the classroom performing required 

duties (e.g., office hours, department meetings) (Diehl, 2016; IRS, 2021). Based on eight hours 

of classroom time and five hours of office time, this method will credit adjunct professors with 

work hours that exceed 20 per week, making them eligible for the 403(b) plans offered by 

many higher education institutions (Diehl, 2016; IRS, 2021). Many educational establishments 

of higher learning have decided not to include adjunct professors as a class of employees in 

their 403(b) plan (Diehl, 2016). However, based on the conditions mentioned in the universal 

availability rule regarding allowed exclusions, adjunct professors work the required hours to be 

eligible for the 403(b) plan. 

 Professional Development. While adjunct professors are crucial at higher education 

institutions, they are not always well-prepared for success (Anthony et al., 2020; Kezar & 

Maxey, 2016; Page, 2018). Professional growth is hampered by technology (Gillett-Swan, 

2017; Jaques & Salmon, 2007; Kirkwood & Price, 2014). Gillett-Swan (2017) argues that there 

is no one-size-fits-all strategy for teaching with technology since it depends on current 

technology and the curriculum’s content. The lack of professional development and direction 

needed for effective online course planning and instruction is a crucial problem for adjunct 

professors teaching online (Albrahim, 2020). Even though 79.9% of adjunct professors teach 

online, just 57% believe they are professionally qualified, and 20% thought they were given 

clear instructions on what was required for their online courses (Ross, 2022). A mere 15% of 

adjunct professors in April 2020 had access to on-campus hardware for teaching online, which 

meant that the other 85% had to rely on personal devices. While higher education institutions 

do their best, many adjunct professors remain apprehensive and underprepared since they may 
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still be learning how to utilize some of the platforms that are available for online education 

(Culver & Kezar, 2020; Gillett-Swan, 2017; Ross, 2022). Although this component is 

developing, the literature suggests that higher education institutions should provide 

opportunities for professional development and divisions that may aid with technology usage 

(Culver & Kezar, 2020; McMurtrie, 2020; Nash, 2015; Neben, 2014). 

 Job Security. According to the AAUP (2018), adjunct professors’ teaching roles are 

among the least secure and unsupported employment, with limited job security and poor due 

process protection. Adjunct work can be erratic and inconsistent from semester to semester, 

leaving them with little job stability from year to year (Bickerstaff & Chavarin, 2018; Brennan 

& Magness, 2018; Manternach, 2020), and courses may be canceled at the last minute for 

several reasons, such as low enrollment and economic issues (Drozdowski, 2021; Reevy, 

2015). Adjunct professors, for example, were the most severely affected by the Covid-19 

outbreak, with a 5% decline in the number of adjunct professors employed (Hoeller, 2021). To 

make matters worse, Hoeller (2021) pointed out that many higher education institutions 

discharged adjunct professors without considering them laid off to avoid offering them 

unemployment benefits.  

Competition among professors hired at higher education institutions influences job 

security (Woolston, 2021). According to Woolston (2021), American graduate schools award 

many Doctor of Philosophy (PhDs) degrees even in fields with few job opportunities. About 

ten times as many PhDs are conferred as jobs are made available at higher education 

institutions (Woolston, 2021). Because of this rate, there are not enough permanent jobs in 

academia, so plenty of fixed-term contracts do not provide long-term job security (Woolston, 

2021), which makes it harder for adjunct professors to get tenure in higher education 
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institutions. According to the National Center for Education Statistics (NCES) and National 

Center for Science and Engineering Statistics (NCSES), 8,773 doctorates were presented by 

accredited U.S. institutions in 1958, and that figure had increased to 55,283 in 2020 (Gross, 

2017; Manternach, 2020; NCES, 2016; NCSES, 2020). 

 Communication. Communication research at higher education institutions is not a new 

concept. Communication research at higher education institutions examines the organization’s 

efficiency level. Articles in peer-reviewed journals that address communication barriers in 

higher education institutions include a wide range of recommendations for improvement, 

including the following: publish policy manuals, show up and chat, utilize social media, 

compose professional emails, inclusion, put news items on bulletin boards, and mentorship 

(Cooper, 2012; Hekelman et al., 1992; Jacobson, 2016; Minich & Sipes, 1997). Roueche et al. 

(1996) and Page (2018) argue that increased connections and communication between 

administration, tenured professors, and adjunct professors result in adjunct professors feeling 

more included and satisfied with their jobs at higher education institutions. Similarly, another 

research study found that confidence improved when adjunct professors, like tenured 

professors and students, recognized the institutions’ difficulties (Goldhaber, 1972; Page, 2018). 

Another barrier is that adjunct professors need someone with whom they can have continuous 

contact, such as full-time professors who can answer questions and provide informal 

mentorship (Diegel, 2013; Eagan et al., 2015; Spaniel & Scott, 2013). 

 Professional Exclusion. Adjunct professors’ burnout is also influenced by their 

professional exclusion. Adjunct professors’ professional exclusion is being separated from 

others in their respective departments as active and contributing faculty members 

(Andrianarivo & Gómez-Montoya, 2020; Kezar & Sam, 2013). Adjunct professors, particularly 
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those working in online learning environments, face significant hurdles in communication due 

to professional and social exclusion (Mandernach et al., 2015). Adjunct professors often report 

a lack of support and feelings of exclusion whenever they perceive they are not part of the 

teaching community (Bickerstaff & Chavarin, 2018; Mandernach et al., 2015; Pons et al., 

2017).  

 Adjunct professors have reported low job satisfaction, a negative attitude, stress, and 

burnout because of being frequently excluded from faculty events and opportunities and 

receiving minimal support at the departmental and institutional levels (Hu, 2016; Nordin & 

Anthony, 2014). If we look at adjunct professors in an online learning setting, they often work 

from home, with little face-to-face interaction (Albrahim, 2020; Dailey-Hebert et al., 2014). 

Adjunct professors may feel excluded because of these circumstances and lack face-to-face 

connection with their colleagues (Dailey-Hebert et al., 2014; Gamdi & Samarji, 2016; Nordin 

& Anthony, 2014). Unfortunately, administrators’ actions are frequently connected to online 

adjunct professors’ experiences of exclusion, and only a small amount of research has been 

conducted on experiences of exclusion among online adjunct professors (Hu, 2016). 

Administrators are responsible for keeping communication channels open and ensuring adjunct 

faculty members have a sense of belonging to the institution (Mandernach et al., 2015). 

 Mentoring. Mentoring is one of the most significant components of incorporating 

adjunct professors in higher education institutions, supporting their work, and keeping them as 

educators for the long term (Datray et al., 2014; Diegel, 2013; Kezar & Sam, 2013). Adopting 

best practices, higher education institutions offer adjunct professors the opportunity to get 

mentorship from their faculty (Boylan, 2002; Datray et al., 2014). To help new adjunct 

professors adjust at higher education institutions, assigning them to mentors is the most 



62 
 

 

 

straightforward and cost-effective approach, according to the literature (Datray et al., 2014). 

Boylan (2002) supports Datray et al. (2014), who argue that senior professors and 

administrators should be assigned to serve as mentors to adjunct professors, which would help 

adjunct professors integrate into the institution and assist them in finding solutions to problems 

that may arise in the classroom or with instructional methods. By using the knowledge and 

experience of their faculty members, higher educational institutions could find that providing 

mentorship is the most effective and least expensive technique they could undertake (Datray et 

al., 2014).  

Administration. Administrators working at higher education institutions are 

responsible for employing adjunct professors. Consequently, the perception of adjunct 

professors by administrators at higher education institutions might influence the lack of 

resources that adjunct professors face (Bleuher, 2015; Bolman & Deal, 2003; Ditmyer, 2015). 

For instance, are adjunct professors regarded as a cost-cutting measure, or are they seen as a 

benefit that helps improve the overall education quality (Moser, 2014)? Administrators must be 

aware of their interactions to create accurate views and make choices regarding the hiring, 

placement, and treatment of adjunct professors at their institutions that are in the best interests 

of their students and result in a high-quality education (Dorfeld, 2015; Jackson et al., 2013; 

Kezar & Sam, 2013; Kezar et al., 2018). Adjunct professors must also be provided with the 

support they need to be effective educators in the institution’s in-person or online classrooms, 

and administrators must make intelligent commitments of their time and resources to ensure 

that this occurs (Kezar & Sam, 2013; Khan et al., 2016). 

 Tenure Status. Studies have been conducted in recent years on the difficulties adjunct 

professors face while teaching at higher education institutions, but little has been done to 
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improve the issue (Anthony et al., 2020; Delta Cost Project at American Institutes for Research 

[AIR], 2014; Teachers Insurance and Annuity Association of America-College Retirement 

Equities [TIAA-CREF], 2015). According to TIAA-CREF (2015), adjunct professors on a non-

tenure track make up half of today’s higher education academic workforce (Anthony et al., 

2020; Drozdowski, 2021; The Editorial Team, 2020). AIR (2014) reported that adjunct 

professor employment increased by 121% between 1990 and 2012, which helps to explain the 

heavy reliance on adjunct professors. Tenured professor employment rates increased by only 

41% (Anthony et al., 2020). Despite a lack of data, in 2015, The Washington Post claimed that 

hundreds of thousands of adjunct professors are awaiting the same equity as tenured professors 

(Svrluga, 2015). 

 According to Anthony et al. (2020), adjunct professors have a long way to go at higher 

education institutions before this is achieved. For starters, tenure-track professors are a dying 

breed at several institutions of higher education (Drozdowski, 2021). Another reason is that 

some higher education institutions do not provide a platform for adjunct professors to have an 

authentic voice in matters relating to the classroom, their pedagogy, training, or decisions 

affecting the department in which they teach, leaving this population of adjunct professors with 

little influence over issues that affect them or the institutions in which they work (Anthony et 

al., 2020). On the other hand, tenured professors are paid well, have full benefits, are eligible to 

participate in university governance, and have job security (Culver & Kezar, 2020). 

Furthermore, adjunct professors who teach online are often isolated from their tenured 

colleagues (Benton & Li, 2015) and must rely on other adjunct professors for assistance (Rich, 

2015). Despite their importance in academic settings, they are underserved (Barnett, 2017; 

Brennan & Magness, 2018).  
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Well-being. Adjunct professors hired by higher education institutions face a system of 

employment that is institutionalized and detrimental to their professional well-being (Zitko & 

Schultz, 2020). According to researchers, adjunct professors are routinely excluded and face 

professional inequity across all higher education levels, jeopardizing their well-being 

(Bickerstaff & Chavarin, 2018; Pons et al., 2017; Wagoner, 2019; Yakoboski, 2016). The issue 

harms higher education institutions, students, and adjunct professors (Maxey & Kezar, 2015). 

Inadequate working conditions result in a lack of resources for adjunct professors’ well-being, 

partly due to a lack of support supplied by the higher education institution to adjunct professors 

in the first place (Zitko & Schultz, 2020).  

 Adversarial relations between tenured professors and adjunct professors, according to 

Zitko and Schultz (2020), is a fundamental problem for adjunct professors, but it receives less 

attention because of their exclusion from the academic community. Numerous investigations 

have shown a tense relationship between the two professors (American Sociological 

Association Task Force on Contingent Faculty [ASATF], 2017; Eagan et al., 2015; Kezar & 

Sam, 2013; Maxey & Kezar, 2015; Moorehead et al., 2015; Rhoades, 2017). Among adjunct 

professors, the institutional culture at some higher education institutions may be a significant 

barrier to their well-being, as it may foster feelings of isolation, exclusion, expendability, 

marginalization, or second-class status (Zitko & Schultz, 2020). 

According to Reevy (2015), adjunct professors from around the country participated in 

National Adjunct Walkout Day (NAWD) to raise awareness about adjunct professors in higher 

education institutions and insist on fair compensation and improved working conditions (see 

Figure 3). During the protest, adjunct professors, students, and tenured-track professors 

emphasized the significance of job security, institutional support, and fair compensation for 
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adjunct professors. One of the protesters said the issue of job security was significant, arguing 

that “…a human being needs to know what they are doing for work more than a semester 

ahead…that is just not a tenable way to live” or teach (Flaherty & Mulhere, 2015, para. 4). 

There was another protester who spoke out, saying, “We know what our teachers are going 

through, and we want to change that,” she said. “We want them to be happy and to get a fair 

wage... what they deserve, because they work hard for our classes” (Flaherty & Mulhere, 2015, 

para. 10).  

Adjunct professors in the English department at a particular university teach more than 

100 courses each semester to 2,500 students, according to a letter from a nontenured faculty 

member written on behalf of NAWD to the university’s president. These professors earn a 

yearly salary of $33,050, even though they have full course loads. The Vice Provost of Faculty 

Affairs sent the following answer to the letter: “We need to invest here. We need to 

acknowledge that our non-tenure-track faculty are, in some areas, significantly underpaid. In 

addition, he remarked, “…it is silly at an institution like this… we are not going out of business 

any time soon. There will always be budget cuts, but we can expect to need these people, and 

we should be thinking long-term about how we will support their development” (Flaherty & 

Mulhere, 2015, paras. 15-16). 

A fourth-year student who participated in NAWD out of concern for his adjunct 

professors said: “…as a student, it is difficult to form a relationship with your professor when 

neither of you know if your professor will even be employed next semester. The mistreatment 

of adjunct faculty is a national problem. Still, we hope by addressing it here we can create an 

example for other schools to follow” (Flaherty & Mulhere, 2015, para. 18). Flaherty and 

Mulhere (2015) affirmed, in observance of NAWD, that an associate professor of women’s 
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studies stated, there was widespread consensus among faculty that the “…division between 

tenured or tenure track and an adjunct is an artificial one, in that we do not see adjunct faculty 

as the enemy and that we are not immune from some of the problems they face, since tenure as 

an institution is under a great deal of threat right now” (para. 26).  

Other actions taken at NAWD included discussions over improved union contracts, 

petitions for office space and compensation for course preparation, and the impact of unfair 

treatment of adjunct professors on students. Recurring themes at NAWD reflect adjunct 

professors’ experiences around the country. These include incomes below the federal poverty 

line, a lack of job security from one semester to the next, and no access to health coverage 

(Dorfeld, 2015; Flaherty & Mulhere, 2015). According to Flaherty and Mulhere (2015), 

NAWD successfully increased awareness provided a network for adjunct professors to connect 

from campus to campus, and got allies involved, such as students, faculty, departments, and 

professional organizations. NAWD’s discussions on job demands and lack of resources were 

able to draw local and national media attention to the adjunct professor problem and how it 

impacts higher education institutions, which has helped adjunct professors work together to 

renew the mission of higher education institutions. 

Figure 3.  

 A Protester During National Adjunct Walkout Day  
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Note. Adjunct professors from around the country participated in the National Adjunct  

Walkout Day to raise awareness about adjunct professors at higher education institutions and 

insist on fair compensation and better working conditions (Reevy, 2015). Photo credit: The 

protester in the above image was photographed on February 25, 2015, at National Adjunct 

Walkout Day. The person shown has given permission for the photo to be used (Reevy, 2015). 

Effects of Burnout Among Adjunct Professors  

As burnout sets in, it does not go away immediately (Greaves et al., 2017). The effects 

of burnout could last for up to 15 years in some individuals (Greaves et al., 2017; Hakanen et 

al., 2011). Individuals who are impacted by burnout are drained emotionally by the continual 

physiological, social, or organizational components of their work that demand prolonged effort 

and are consequently connected with physiological and psychological costs, according to 
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Demerouti et al. (2001). Employees endure psychological and physiological symptoms when 

burnout reaches its apex, as stated by Demerouti et al. (2001).  

Disengagement 

 

 An essential psychological effect of burnout is the tendency of adjunct professors to 

isolate themselves from their students, other faculty members, administrators, and the larger 

academic community (Herman et al., 2018; Schnaider-Levi et al., 2017; Suh, 2019). This kind 

of isolation experienced among adjunct professors is thought to contribute to disengagement, 

which is characterized by cynicism, lack of enthusiasm, and a negative attitude and behavior 

toward one’s work, work content, and work objects (Alves et al., 2019; Bakker & Demerouti, 

2007; Bakker et al., 2004; Bakker et al., 2014; Demerouti & Bakker, 2011; Maslach, 1976, 

2003; Maslach & Leiter, 2016, 2017; Maslach et al., 2001; Suh, 2019; Yao et al., 2015). 

Regarding emotional, cognitive, and behavioral rejection of work, disengagement is a 

comprehensive and intense response that denotes occupational disillusionment (Freudenberger, 

1974).  

 Effect on Adjunct Professor. With the JD-R theory, individuals can better understand 

how adjunct professors are affected by burnout and disengagement because of the lack of 

employment resources (Bakker & Demerouti, 2007; Bakker et al., 2014; Demerouti et al., 

2001; Demerouti & Bakker, 2011; Sabagh et al., 2018). There is a link between burnout and 

adjunct professors’ job engagement, according to Hakanen et al. (2006). To fully engage in 

one’s job, one must be energetic (psychologically, physiologically, emotionally, and 

cognitively) (Bakker et al., 2005; Bakker et al., 2014; Maslach & Leiter, 1997; Schaufeli et al., 

2002). Engaged people have a solid connection to their job because they regard them as 
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challenging rather than unpleasant and demanding, like those who suffer from burnout (Bakker 

et al., 2014; Shuck et al., 2011).  

 However, according to the JD-R theory, disengagement happens when external 

environments lack resources, and people, like adjunct professors, cannot deal with the negative 

impacts of environmental demands (i.e., excessive workload) and fail to achieve their 

objectives. Some researchers (Demerouti et al., 2001) believe disengaged adjunct professors 

can use this as a self-protective mechanism to avoid future frustrations of not achieving work-

related goals by reducing their organizational citizenship (Bakker et al., 2004), decreasing their 

motivation, and withdrawing from certain aspects of their jobs (McClure & Fryar, 2022). 

 Effect on Higher Education Institution. McClure and Fryar (2022) assert that adjunct 

professors are emotionally disconnected from their institutions (Maslach & Leiter, 2016). 

Moreover, although they are not fleeing in massive numbers, they are waving farewell to 

established conventions and processes. In other words, adjunct professors may not be 

physiologically departing, but they have vacated the premises, indicating that their departure is 

a psychological state (McClure & Fryar, 2022). In the meantime, they are still doing their jobs 

as professors and advisors and attempting to keep up with the bare minimum. According to 

McClure and Fryar (2022), much work is being done, but not much excitement exists. 

Connections to higher education institutions have been strained. For example, a Twitter thread 

revealed that professors at higher education institutions emphasized doing just what was 

required. It was also pointed out that professors had previously been profoundly loyal to their 

institution, but they have now felt so underappreciated that they are reducing their involvement 

(McClure & Fryar, 2022).  
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 Effect on Student. Learning outcomes for students’ future occupations are assessed in 

curricular courses based on how well individual students perform to satisfy explicit and 

implicit learning objectives (Henkel & Haley, 2020; Kahu & Nelson, 2018). Consequently, 

adjunct professor burnout negatively affects the adjunct professors and the quality of education 

the adjunct can provide (Henkel & Haley, 2020; Skaalvik & Skaalvik, 2017). Additionally, 

negative relationships occur when adjunct professors disengage from students (Henkel & 

Haley, 2020; Shoji et al., 2016; Szempruch, 2018). Students, for example, may feel the 

consequences, mainly when many have grown to depend on adjunct professors for emotional 

support to finish their studies (McClure & Fryar, 2022).  

 According to Henkel and Haley (2020) and Holliman and Daniels (2018), adjunct 

professors’ engagement is a significant aspect of achieving instructional effectiveness and 

achieving the educational quality objectives of higher education institutions. Pedersen and 

Minnotte (2017) suggested that adjunct professors’ disengagement may result in a loss of 

interest in student learning and abilities. Additionally, adjunct professors’ disengagement could 

harm higher education institutions’ goals for overall student performance, student retention, 

graduation rates, and sponsored research (Henkel & Haley, 2020; McClure & Fryar, 2022; 

Pedersen & Minnotte, 2017; Roksa et al., 2017).  

Summary 

 The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. This 

literature review investigates research and relevant literature on work-related burnout. An in-

depth look was considered regarding burnout among adjunct professors at higher education 

institutions, the growing trend toward hiring adjunct professors, the role and responsibilities of 
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adjunct professors, the benefits of being an adjunct, the lack of resources adjunct professors 

face in higher education, and the most significant effect of their burnout experience. To 

understand the goal of this transcendental phenomenological investigation, it is necessary first 

to grasp the theory of Demerouti et al. (2001). The JD-R theory of burnout is essential for 

understanding how adjunct professors at higher education institutions experience burnout as a 

result of increased work demands but limited job resources and how their burnout affects the 

institutions where they work and their specific role in educating students (Bakker, 2011; 

Bakker & Demerouti, 2007; Bakker et al., 2014; Demerouti et al., 2001).  

 The prevalence of burnout syndrome is increasing across a wide range of vocations that 

need a superior level of interpersonal engagement (García-Rivera et al., 2022; Gómez-Urquiza 

et al., 2017). For the first time, burnout was included in the International Classification of 

Diseases (ICD) in 2019 because of a lack of treatment for chronic stress at work (Demerouti et 

al., 2021; García-Rivera et al., 2022; WHO, 2019). According to academics Heinemann and 

Heinemann (2017), burnout has become the most talked-about mental health problem in 

today’s culture because of the frequency of symptoms among employees. At a rate as high as 

69%, burnout is a severe problem in several industries, as people suffer stress, exhaustion, and 

tiredness because of their job (Heinemann & Heinemann, 2017). However, there is no 

universally accepted definition of burnout among professionals (NASEM, 2019). Maslach and 

Leiter (2016, 2017) and Freudenberger (1974) describe burnout. Excessive exertion to satisfy 

unreasonable expectations, tiredness, and a sensation of bodily and mental exhaustion 

contribute to burnout, according to Freudenberger (1974). Maslach defined burnout as a long-

term psychological disorder resulting from a long-term reaction to persistent interpersonal 

stress (Maslach & Leiter, 2016, 2017). 
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 The research reveals numerous reasons for work-related burnout among workers 

(Bayes et al., 2021; Gavelin et al., 2021; Spiller et al., 2021). For example, an excessive 

workload drains people’s ability to satisfy job demands, contributing to burnout (Bakker & 

Demerouti, 2007; Demerouti et al., 2001). Maslach and Leiter (2016) believe that chronic 

overload leaves employees with limited opportunities to relax, recoup, and rebalance. The 

working environment may affect employee health positively or negatively (Salvagioni et al., 

2017; Seidler et al., 2014). According to Della Valle et al. (2006), work-related burnout is 

becoming increasingly common. Organizational aspects that involve ongoing psychological, 

physiological, or emotional effort on the part of workers have resulted in burnout (Demerouti 

et al., 2001; García-Rivera et al., 2022; Karasek & Theorell, 1990; Schaufeli & Enzmann, 

1998). 

 Many professors working at higher education institutions are suffering significant 

levels of burnout. In higher education institutions, adjunct professors are becoming more ill 

from exhaustion (Hubbard-Jackson & Boyer, 2019). A 1998 study of burnout among 73 

adjunct professors at higher education institutions found that 93% of those surveyed were 

burned-out (Byrne, 1998; Hubbard-Jackson & Boyer, 2019). Brown (2009) did a similar 

survey and found that 59.4% of adjunct professors had been burned-out (Hubbard-Jackson & 

Boyer, 2019). Fifty-five percent of adjunct professors at higher education institutions 

nationwide were experiencing substantial emotional weariness, according to a poll conducted 

by the Chronicle of Higher Education (Mitchell, 2020). As of 2019, the percentage of adjunct 

professors who reported feeling burned-out has increased significantly (Fidelity Investments, 

2021; Mitchell, 2020). In 2019, a survey found that just 32% of adjunct professors felt burned-

out (Fidelity Investments, 2021; Mitchell, 2020).  
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 It is the purpose of this transcendental phenomenological research to get a better 

understanding of adjunct professors’ lived experiences with burnout. According to researchers 

(Bickerstaff & Chavarin, 2018; Gillett-Swan, 2017; Glass, 2017; Kaiser Health News, 2020; 

Kelliher, 2022), adjunct professors at higher education institutions have been burned-out for 

several years because of increasing workloads, unreasonable deadlines, and a lack of time to 

grade and provide feedback to students. Adjunct professors are essential to filling entire class 

sections at higher education institutions, and these institutions would be unable to accept all the 

students that apply to open-admission schools without their assistance (Anthony et al., 2020). It 

is common for adjunct professors to be paid much less than they should for the time and effort 

they put into helping students accomplish their objectives (Flaherty, 2018; Kelliher, 2022; 

Nica, 2018; Ryan et al., 2017). 

 Furthermore, adjunct professors lack resources, making it difficult to fulfill their 

responsibilities properly (Danaei, 2019; Kezar et al., 2018). In addition, adjunct professors are 

challenged by a lack of resources as a result of higher education institutions’ inability to 

support them adequately; for example, adjunct professors’ lack of resources is in pay (Barnett, 

2017; Drozdowski, 2021; Kezar, 2013; Reevy, 2015); in receiving employer-sponsored benefits 

or raises (Manternach, 2020; Reevy, 2015); in job security (Bickerstaff & Chavarin, 2018; 

Brennan & Magness, 2018; Manternach, 2020); in professional development (Anthony et al., 

2020; Kezar & Maxey, 2016; Page, 2018); in communication (Cooper, 2012, Hekelman et al., 

1992; Jacobson, 2016; Minich & Sipes, 1997), in administration (Danaei, 2019); in well-being 

(Zitko & Schultz, 2020), and in obtaining tenure (Barnett, 2017; Drozdowski, 2021; Kezar, 

2013; Reevy, 2015).  
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 According to Greaves et al. (2017), the effects of burnout do not disappear immediately. 

Depending on the person, burnout may linger for as long as 15 years (Greaves et al., 2017; 

Hakanen et al., 2011). Disengagement, characterized by cynicism, lack of enthusiasm, and a 

negative attitude and behavior toward one’s work, work content, and work objects, is one of 

the main effects of burnout that adjunct professors face. It affects the adjunct professors 

themselves, the institution where they work, and the students they teach (Alves et al., 2019; 

Bakker & Demerouti, 2007; Bakker et al., 2004; Bakker et al., 2014; Demerouti & Bakker, 

2011; Maslach, 1976, 2003; Maslach & Leiter, 2016, 2017; Maslach et al., 2001; Suh, 2019; 

Yao et al., 2015). 

 As a final note, adjunct professor burnout is a debilitating condition marked by a loss of 

emotional vitality and a lack of engagement in one’s work (Bakker & Demerouti, 2007; Bakker 

& Demerouti, 2018; Bakker et al., 2014; Demerouti et al., 2001; Maslach & Leiter 2016, 

2017). The nature of burnout, the signs and effects of burnout, the lack of resources that 

adjunct professors confront, and the impact of burnout on the adjunct themselves, the 

institutions where they work, and the students they instruct have all been addressed to some 

extent. Adjunct professors’ burnout experiences are the focus of this transcendental 

phenomenological study, which also sought to fill a gap in the literature. Numerous studies 

have been conducted to highlight the severity of burnout at the workplace, but these studies do 

not include the voices and clear understanding of the lived experiences for adjunct professors 

in higher education institutions who are suffering from burnout (Bakker & Demerouti, 2007; 

Bakker et al., 2004; Bakker et al., 2014; Demerouti & Bakker, 2011; Maslach, 1976, 2003; 

Maslach & Leiter, 2016, 2017; Maslach et al., 2001). 
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CHAPTER THREE: METHODS 

 

Overview 

 The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. In this 

chapter, I presented the study’s research design and rationalization and the research questions. I 

next addressed the selection of the setting and participants, the researcher’s positionality, 

interpretative framework, philosophical assumptions, and my role as the researcher. I also 

outlined the research procedures and data collection plan in detail. Finally, I examined the 

study’s trustworthiness (credibility, transferability, dependability, confirmability, and ethical 

considerations) and offered a concise review of the research design, data collection, and data 

analysis strategies in the summary section. 

Research Design 

Research design is the strategy that researchers use to structure their study to address 

research questions (Cohen et al., 2008). The kind of research questions and the study’s 

objective were critical in deciding the study’s design and the guiding methodology used 

(Cohen et al., 2008). According to Cohen et al. (2008) and Creswell and Poth (2018), there is 

no one approach to constructing or structuring a research design. However, since this study 

focused on understanding the ‘lived’ experience of burnout among adjunct professors at higher 

education institutions, a qualitative research design was the most appropriate option for this 

study. Moustakas (1994) recognizes the importance of qualitative research, which emphasizes 

the fullness of lived experience and behavior as a wholly integrated and unbreakable link 

between the subject and the object of the study. A qualitative inquiry was employed for this 

study since quantitative measurements, and statistical analysis is not appropriate for the 
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problem of burnout being investigated (Creswell & Poth, 2018). Put another way; a qualitative 

inquiry was selected since I explored a variety of components regarding burnout among 

adjunct professors at higher education institutions that were difficult to measure.  

 Furthermore, for the researcher to gain a comprehensive and detailed understanding and 

examine the lived experiences of burnout among adjunct professors at higher education 

institutions with sufficient flexibility, I selected a phenomenological research design (Alase, 

2017; Moustakas, 1994). While a case study approach, which is used to construct a complete 

description and case analysis of a particular case or several instances, was considered, I 

determined that it was not fit for this study because it did not fulfill the condition of 

concentrating primarily on lived experiences (Peoples, 2020). Phenomenology originated with 

German philosopher Edmond Husserl (1931) and significantly influenced Moustakas (1994). 

 When conducting phenomenological research, the phrase lived experiences is used to 

underline the relevance of participants’ experiences as human beings (Moustakas, 1994). The 

breadth and depth of phenomenology, according to Moustakas (1994), are a consequence of its 

emphasis on articulating the shared lived experiences of individuals concerning a given 

phenomenon. Thus, phenomenology seeks to reduce individual encounters with a phenomenon 

to a description of the universal essence or a grasp of the very character of the item itself 

(Moustakas, 1994; van Manen, 1990).  

 I faced the quandary of determining which phenomenological methodologies are 

optimal for the research problem. Regardless of the method, Moerer-Urdahl and Creswell 

(2004) emphasize that all approaches take inspiration from German philosophy, aim to provide 

a comprehensive picture of human experience, and conclude with a comparable and 

complementary set of goals. There are two primary approaches in phenomenology: 
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hermeneutic phenomenology and transcendental phenomenology (Moustakas, 1994), which 

reflect philosophical assumptions about the experience and strategies to organize and evaluate 

phenomenological information (Moerer-Urdahl & Creswell, 2004). However, only one was 

suitable for this research study (Peoples, 2020). 

 Transcendental phenomenology strives to explain the human lived experience and bears 

promise as a feasible approach for phenomenological study. It is mainly based on the ideas 

stated by Husserl (1931) and was subsequently transformed into a qualitative method by 

Moustakas (1994). Transcendental phenomenology based on Moustakas (1994) presented 

logical, methodical, and unified design aspects that led to essential descriptions of burnout 

experiences for adjunct professors at higher education institutions. Therefore, it was 

appropriate for this research design and comprehensive study. Additionally, transcendental 

phenomenology is suitable for this type of research because it includes systematic steps in the 

data analysis process and guidelines for compiling textual and structural descriptions 

(Moustakas, 1994). Furthermore, meaning is at the heart of transcendental phenomenology, a 

method for gathering and analyzing data that elucidate the essence of human experience 

(Moerer-Urdahl & Creswell, 2004; Moustakas, 1994). On the other hand, Hermeneutics 

necessitates a reflective interpretation of a text or historical research to gain a meaningful 

understanding (Moustakas, 1994).  

 Transcendental phenomenology was decided to use rather than hermeneutic 

phenomenology for this study because hermeneutic phenomenology is a biased approach that 

requires the researcher to become an active participant to comprehend the phenomena using 

interpretive methods (Moustakas, 1994; Neubauer et al., 2019). Transcendental 

phenomenology is an unbiased and scientific approach to looking at lived experiences and 
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attempting to understand a phenomenon’s essence without including interpretive (Moustakas, 

1994). 

Since I desired to use a transcendental phenomenological approach successfully in this 

study, I had to transcend or go beyond my prejudices and preconceptions to perceive the 

phenomena “freshly, as if for the first time,” and be receptive to its entirety with openness and 

newness (Moustakas, 1994, p. 34). Even though I am well-versed in the causes, symptoms, and 

effects of work-related burnout, I had put my personal and professional experiences aside to 

examine the data collected about the lived experiences of burnout among adjunct professors at 

higher education institutions with curiosity, as if it were the first time I had heard of the 

phenomenon. Husserl (1931) often used the term epoché to allude to the researcher’s capacity 

to abstain from, abstain or leave aside their firsthand experiences (Moustakas, 1994).  

 Moustakas (1994) analyzes the philosophical underpinnings of transcendental 

phenomenology developed by Husserl (1931). When one sets aside any preconceived 

conceptions (epoché) and sees phenomena through unclouded glasses, transcendental 

phenomenology is born (Moustakas, 1994; Sheehan, 2014), which allows the genuine meaning 

of the phenomenon to spontaneously emerge within its own identity, which is the foundation of 

transcendental phenomenology (Moustakas, 1994). Subsequently, this transcendental 

phenomenology evaluated data from a new perspective on the phenomena under investigation 

and provided insight into the epoché (Gearing, 2004; Husserl, 1931, 1973; Moustakas, 1994). 

While it was unknown to what extent I, the researcher of this study, could legitimately use 

epoché to keep my biases at bay, it is usual practice in transcendental phenomenological 

studies to try (Creswell & Poth, 2018; Merriam, 2009; Moustakas, 1994).  
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Research Questions 

 Developing research questions is the first step in any research project (Yates & Leggett, 

2016). The goal of qualitative research questions is to narrow the scope of the study to a few 

questions addressed (Austin & Sutton, 2014; Creswell & Poth, 2018). Research questions 

should be broad and open to unexpected findings to allow for a thorough, in-depth description, 

exploration, or explanation of the phenomenon under study (Korstjens & Moser, 2018). 

Central Research Question 

 What are the lived experiences of adjunct professors experiencing burnout at higher 

education institutions? 

Sub-Question One 

 How do adjunct professors at higher education institutions describe the job demands 

contributing to their burnout?  

Sub-Question Two 

 How do adjunct professors at higher education institutions describe the lack of 

resources contributing to their burnout?  

Sub-Question Three 

 How do adjunct professors at higher education institutions describe their experience 

with burnout and its symptoms?  

Sub-Question Four 

How do adjunct professors at higher education institutions describe their experience 

with disengagement? 
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Setting and Participants 

This transcendental phenomenological research study’s setting and participants 

described both the geographical location, the rationale for that location, and the demographic 

profile of the participants for this transcendental phenomenological study. In addition, 

according to Creswell and Poth (2018) and Moustakas (1994), participants in transcendental 

phenomenology research must have a firsthand lived experience with the phenomenon being 

studied and be able to explain their feelings about it. Consequently, the participants shared 

characteristics valued in transcendental phenomenological research (Creswell, 2007; 

Moustakas, 1994; van Manen, 1990). 

Setting 

 The setting is essential for the researcher to collect data from the study’s participants 

(Stake, 1995). This transcendental phenomenological study investigated the phenomenon of 

burnout among adjunct professors at higher education institutions. Creswell and Poth (2018) 

and Denzin and Lincoln (2011) argue that the location of a research study should not be 

determined purely by accessibility. However, because of the effects of the COVID-19 

pandemic, the setting of this research study was a virtual environment.  

Videoconferencing software such as Microsoft Teams and Zoom provided ease, 

efficiency, cost-effectiveness, and flexibility (Hewson, 2008; Horrell et al., 2015). My 

justification for choosing Microsoft Teams instead of Zoom is that Microsoft Teams has all the 

features that Zoom does not have (Paterson, 2022). Microsoft Teams provided qualitative 

characteristics that mainly benefited the study (Namachivayam, 2021). Microsoft Teams 

supported the semi-structured interviews when sensitive information was anticipated to be 

shared throughout the conversation (St George’s, University of London, 2022). Most 
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significantly, Microsoft Teams’ audio transcription and video-recording features assisted me in 

preparing for and recording the semi-structured individual interviews (Microsoft, 2022). As an 

added benefit to the researcher, audio recordings from meetings were available for download 

through Microsoft Teams and were transcribed in Microsoft Stream (Microsoft, 2022). 

Participants  

 Participants for this transcendental phenomenological research study were chosen using 

purposeful sampling and snowball sampling approaches, which are explained further below. 

Sampling should be considered a critical component of study design (Denzin & Lincoln, 2011; 

Luciani et al., 2019). Three considerations were made while using the purposeful sampling 

strategy in qualitative research, which differ based on the approach used (Creswell & Poth, 

2018; Peoples, 2020). They are the selection of (1) research participants, (2) the sort of 

sampling procedure to use, and (3) the size of the sample to be investigated (Creswell & Poth, 

2018). According to Kirchherr and Charles (2018), snowball sampling is a technique that is 

often used in qualitative research. The use of snowball sampling will make it possible to 

identify participants of interest by using individuals who know participants as information-rich 

data sources (Creswell & Poth, 2018). 

 According to Creswell and Poth (2018), phenomenological investigations, unlike other 

qualitative methodologies such as narrative and grounded theory, offer a significantly smaller 

variety of sample options. In phenomenological research, all participants must have personal 

experiences with the phenomenon being examined (Creswell & Poth, 2018; Moustakas, 1994). 

Therefore, I, the researcher of this study, utilized criterion sampling based on the essential 

criteria of the phenomenological approach: the research participants have experienced the 

phenomena being examined (Moustakas, 1994). Criterion sampling works best when all the 
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participants have experienced the phenomena they are trying to study (Creswell & Poth, 2018; 

Luciani et al., 2019; Palinkas et al., 2015).   

 Participation in this transcendental phenomenological research study was limited to a 

participant who is an adjunct professor at a higher education institution and a participant who 

experienced or is currently experiencing burnout, a state of exhaustion, mental fatigue, or 

overload caused by excessive stressors as an adjunct professor at a higher education institution. 

Even though Marshall and Rossman (2015) underline that sampling may change throughout a 

study; the researcher must be flexible and plan as much as possible to ensure a successful study  

 A preliminary survey to identify participants who have experienced or are currently 

experiencing the phenomenon was distributed to all participants with the request that they 

complete it. The third factor is the size of the study sample. Determining sample size addresses 

the principle of adequacy in qualitative sampling (Creswell & Poth, 2018; Luciani et al., 2019; 

Morse & Field, 1996). Enough participants must be sampled to ensure the adequacy and depth 

of information (Patton, 2015). Therefore, as the researcher of this qualitative 

phenomenological study, I focused on the lived experiences of 11 (Patton, 2015) adjunct 

professors from various higher education institutions. While it is considered unethical to 

sample more participants than necessary (Luciani et al., 2019), choosing a sample is a unique 

challenge in qualitative research (Luciani et al., 2019). Instead of determining sample sizes 

based on data saturation, it is suggested that novice researchers follow the sampling guidelines 

of their chosen research methodology (Luciani et al., 2019; Thorne, 2016). 

Researcher Positionality 

 Researchers’ positionality statements are commonly encountered in qualitative research 

studies or research anchored in an interpretive worldview, in which the researcher strives to 
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understand and interpret the participants rather than to find a single, quantifiable reality (Smith 

et al., 2021). Positionality relates to what the researcher knows and thinks about the world 

around them and is influenced by their experiences in both social and political settings 

(Holmes, 2020; Smith et al., 2021). The purpose of this section was to express my motivation 

for conducting the study. This interpretive framework was based on social constructivism, 

which holds that individuals strive to understand the environment around them and generate 

subjective interpretations based on their experiences-meanings oriented toward specific objects 

or things (Creswell & Poth, 2018). Furthermore, these various and multiple personal 

interpretations negotiated socially and historically were established by contact with others 

(Creswell & Poth, 2018). So that readers may have a more detailed understanding of my 

positionality, this section provided a succinct articulation of my philosophical assumptions, 

which included ontological, epistemological, and axiological assumptions. 

Interpretive Framework 

 Social constructivism is the guiding paradigm and interpretative framework for this 

research, which intends to depend as much as possible on participants’ views created via 

interactions with others and through historical and cultural norms that occur in people’s lives 

(Creswell & Poth, 2018). Rather than restricting the meaning to a few categories or concepts, I 

looked for various viewpoints (Creswell & Poth, 2018). According to this interpretative 

paradigm, even when two individuals exist in the same environment, their experiences might 

differ since they are rooted in distinct circumstances (Lincoln & Guba, 1985; Patton, 2002). 

Since I was investigating the lived experiences of burnout among adjunct professors at higher 

education institutions, I believed they may have had comparable or distinct experiences and 

perspectives of their lived experiences, which I believed was significant and required 
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consideration. These individuals’ realities, I suppose, contributed to the thematic understanding 

of the phenomenon under investigation, even though they were contextually combined. 

Philosophical Assumptions 

 This section discussed my philosophical assumptions, which form the basis of my 

worldview, to provide readers with a more comprehensive understanding of my positionality 

and the methodology I used in conducting my study. Scholars begin their studies with 

preconceived notions and ideas that serve as the foundation for their research (Neubauer et al., 

2019). My Christian belief in God was the foundation for my ontological assumption that truth 

is discovered in Him only. On the other hand, my epistemological assumptions are rooted in 

phenomenological ideology, which holds that one’s own experiences are the primary source of 

truth. Finally, I discussed my axiological assumptions and shared my experiences as a burned-

out professional. 

Ontological Assumption 

 

 According to Creswell and Poth (2018), ontology is the study of nature and the 

characteristics of reality. Ontology, according to these researchers, is the study of being 

(Bradshaw et al., 2017), and it is concerned with what truth is, what the actual world is, and 

what could be learned about it (Bradshaw et al., 2017; Denzin & Lincoln, 2011). My 

ontological assumptions, the foundation of this research study, are based on my experiences as 

a human service professional struggling with work-related burnout. Moreover, the Holy Bible 

and my traditional Christian background are the underpinnings of my personal beliefs, and I 

am aware that the results of this phenomenological study might be impacted if these beliefs are 

not carefully considered.  

A fundamental ontological assumption in qualitative research is that reality is a matter 
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of human perception (Du Plooy, 2001). Considering this ontological philosophical assumption, 

my primary goal in conducting this transcendental phenomenological research study was to 

understand the lived experiences of burnout among adjunct professors at higher education 

institutions. Participants formed themes and patterns by providing their unique lived 

experiences/realities (Creswell & Poth, 2018). Furthermore, God’s word supports this 

endeavor.  

 God’s Word has much to say about getting an understanding: “The beginning of 

wisdom is this: Get wisdom, and whatever you get, get insight” (English Standard Version 

[ESV], 2022, Proverbs 4:7); and “An intelligent heart acquires knowledge, and the ear of the 

wise seeks knowledge” (ESV, 2022, Proverbs 18:15); and “And you will know the truth, and 

the truth will set you free” (ESV, 2022, John 8:32). While, as a Christian, God’s truth is the 

only reality. To undertake this qualitative research, I must accept that multiple realities exist 

(Creswell & Poth, 2018). 

Epistemological Assumption 

 

 Understanding how knowledge can be formed, developed, and conveyed is essential, 

and what it means to know is necessary. Epistemological assumptions include questions 

concerning the connection between the would-be knower and that which can be known 

(Bradshaw et al., 2017; Denzin & Lincoln, 2011). The epistemological assumptions of 

qualitative research include what constitutes knowledge, how knowledge claims are supported, 

and, more precisely, the connection between the phenomenon being studied and the researcher 

(Bleiker et al., 2019; Creswell & Poth, 2018). As part of the data collection process, I hope to 

connect with the research participants during the data collection processes to better capture 

their lived experiences in line with the epistemological assumptions (Creswell & Poth, 2018). 
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My epistemological assumptions frame my ideas about knowledge. While working as a human 

service professional for about 27 years, through my firsthand experiences, I have gained a 

wealth of knowledge relating to burnout, and I have come to realize that what I have learned 

about burnout may impact my approach to the research process, which Creswell and Poth 

(2018) refers to as the research process’s positioning of an interpretative framework.  

I am reminded of the epoché by Moustakas (1994) that researchers should leave or set 

aside their prejudgments, biases, and preconceived beliefs about prior experiences to obtain 

knowledge of the phenomenon freshly. Establishing a rapport and respecting participants’ 

opinions, viewpoints, and real-life experiences are critical to reaching this goal (Creswell & 

Poth, 2018). For this reason, I hope to put those firsthand experiences and beliefs aside or, at 

the very least, make every attempt to do so.  

Axiological Assumption 

 

 Axiological assumptions are the researcher’s subjective values, perceptions, and biases 

and how they influence the research process (Creswell & Poth, 2018; Neesham, 2018; Spencer 

et al., 2014). Although all researchers contribute to the study in some way, qualitative 

researchers distinguish themselves by demonstrating their value (Creswell & Poth, 2018). My 

axiological assumptions were based on being a Christian and a human service professional. So, 

in this study, I not only respected the values of the participants I am studying, but I also 

respected my values, such as love, respect, service, integrity, ethics, well-being, self-

determination, thankfulness, authenticity, compassion, and impartiality.  

Researcher’s Role 

 My primary goal in this transcendental phenomenological research was to understand 

adjunct professors’ lived experiences with burnout. Consequently, my job as a researcher was 
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to get access to the thoughts and feelings of the study’s participants (Sutton & Austin, 2015). 

Furthermore, this research used the phenomenological approach, which emphasizes the 

uniqueness and depth of each participant’s experience (Moustakas, 1994). Phenomenological 

research is incredibly subjective; therefore, I had no influence and lacked power over the 

participants. Instead, I focused on accurately analyzing their experiences to derive conclusions 

methodically. 

My role was critical in this qualitative study since it required careful listening to 

responses, changing questions to create rich data, and comprehending the specific facts 

pertinent to the research (Yin, 2014). As a novice researcher, I was aware of any biases and 

experiences I may have brought to the research (Patton, 2014). For this reason, interviewing 

the participants and analyzing data required epoché on my part because, as the primary data 

collector (Creswell & Poth, 2018), I  needed to set aside or bracket out as much as possible any 

preconceptions, beliefs, and knowledge of the phenomenon under investigation and see it for 

the first time (Moustakas, 1994). I understood this was a difficult assignment since it required 

me to ask participants questions that may be sensitive to their circumstances (Sutton & Austin, 

2015). Consequently, I ensured that each participant was comfortable, calm, and free of 

distractions to be eager to supply relevant information (Creswell & Poth, 2018). Every effort 

was taken to protect the privacy of all participants. The study did not include any identifying 

information or names. During the study, there was no evidence to suggest that the participants 

were harmed. The Collaborative Institutional Training Initiative (CITI) certificate of my 

training for social and behavioral researchers is offered as Appendix B. 

Procedures 

 The lived dimensions of human phenomena are informed by the emphasis on how 
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situations are experienced by individuals (Peoples, 2020). I avoided using indirect study 

methods by providing detailed descriptions of lived events (Giorgi, 1985; Peoples, 2020). 

Here, the steps for conducting the transcendental phenomena research study were described in 

detail, with significant parts highlighted to the degree that the study may be replicated based on 

the descriptions provided. Additionally, relevant setting information, including obtaining 

Institutional Review Board (IRB) permission, was included in this explanation. Furthermore, 

the recruiting strategy, sample size, and rationale for determining the sample size were 

discussed in further detail. It was briefly discussed how the data collecting strategy and the 

data analysis plan for each source of evidence were implemented. Finally, a concise description 

of how the research was accomplished triangulation was provided at the end of this section. 

Permissions 

 Before conducting any research, all candidates who conduct research studies that 

involve interviewing, testing, surveying, manipulating human participants, or gathering 

archival data on human participants must obtain permission from the university’s IRB (Flamez 

et al., 2017). This activity intends to demonstrate to the IRB that the researcher’s research 

design fits their rules for conducting ethical research (Creswell & Poth, 2018; Flamez et al., 

2017; Joyner et al., 2018). Accordingly, after completing my proposal defense, I worked with 

my chair and committee member to get IRB permission for the study’s implementation (see 

Appendix A). This process required submitting an IRB application. Site permissions were 

unnecessary for this study since no participants or data was collected at a site (University of 

Nevada Reno, 2020). After receiving approval from IRB, recruitment for participants began. 

Participants were told the criteria for being included in the study, and before getting any data, 

all participants were asked to sign an informed consent form (see Appendix D). 
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Recruitment Plan 

 Upon receiving IRB approval for this study, participants were emailed a recruitment 

letter (see Appendix C). There are two fundamental criteria of qualitative sampling: the sample 

is appropriate and adequate (Luciani et al., 2019). Luciani et al. (2019) state that qualitative 

research requires a deliberate sampling strategy to ensure appropriateness. Therefore, the 

sample consisted of 11 participants (Patton, 2015). I employed the snowballing method to 

obtain this by asking adjunct professors to identify other possible participants. Subsequently, 

participants were asked to read and sign the informed consent form.  

The recruitment email included the following: the purpose of the study, criteria to 

participate, the role of the participant, and participant rights, including informed consent, 

confidentiality, the right to withdraw at any time, and instructions for how to return the 

informed consent form. Included in the recruitment plan, Surmiak (2020) suggested that 

researchers might utilize rewards as a motivator to recruit volunteers. The use of incentives 

might be important in determining participation, and this strategy is considered a tool to 

enhance recruitment while compensating participants for their time and efforts (Kelly et al., 

2017; Seidman, 2006; Surmiak, 2020). Therefore, participants received $100 as a thank-you 

for participating in the study if all three data collection activities, including an open-ended 

survey, reflective journaling, and a semi-structured interview, were completed within three 

weeks of signing the consent form. The $100 was sent via Cash App, Venmo, Zelle, or 

Amazon to participants after the data collection process. 

Data Collection Plan 

 Creswell and Poth (2018) see data collection as a series of activities that work together 

to collect valuable information that can be used to answer new research questions. As seen in 



90 
 

 

 

Figure 4, I performed several actions to gather information (Creswell & Poth, 2018). Ethics is 

put in the middle of the data collection circle to remind the researcher to think about ethical 

issues at all stages of collecting data (Creswell & Poth, 2018). Interviews, observations, 

documents, and audiovisual material are the primary data-collecting approaches Creswell and 

Poth (2018) recommended for phenomenological study research. However, this transcendental 

research study merged three types of data collection: an open-ended survey, a reflective 

journal, and a semi-structured individual interview to accomplish triangulation and acquire a 

more profound knowledge of the phenomena.  

First, open-ended surveys were administered to collect rich, thick data on participants’ 

burnout and work disengagement. Next, participants engaged in reflective journaling designed 

to examine and unpack their lived experiences (Lutz & Paretti, 2019) of burnout before the 

semi-structured individual interviews. Having the participants engage in reflective journaling 

after the open-ended surveys not only helped me gain a preview into participants’ lived 

experiences but also capture a wide range of lived experiences of burnout that may be 

challenging to get through semi-structured individual interviews (Lutz & Paretti, 2019; Ryan et 

al., 2017). Semi-structured individual interviews were the last step in the data-collecting 

process. They allowed participants to participate actively until data saturation and provide an 

in-depth description of their lived experiences (Lincoln & Guba, 1985; Moustakas, 1994) of 

burnout at higher education institutions. Once data was collected, it was analyzed using 

Moustakas’ (1994) modified version of van Kaam’s (1959, 1966) phenomenological analysis 

approach to find common themes and contextual data and coded using Delve. 

Figure 4.  

Data Collection Activities 
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Note. Qualitative researchers collect data through various activities (Creswell & Poth, 2018).  

 

Open-Ended Surveys Data Collection Approach 

 Qualitative surveys can be used to acquire in-depth information about individuals’ 

underlying thoughts and intentions (Braun et al., 2021; Farrell, 2016; Terry & Braun, 2017). 

After the qualitative survey research, the researcher hoped to achieve an individual viewpoint 

on a subject, issue, or problem (Braun et al., 2017; Braun et al., 2021; Jansen, 2010). Sharma 

(2022) asserts that, whether it is a qualitative or quantitative study, a good survey can have 

anywhere from 25 to 30 items, statements, or questions and should be able to be answered in 

30 minutes or less to keep the participants’ interest and attention. On the other hand, Taylor 
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(2018), who does not explicitly state this is true for qualitative studies, suggests that to prevent 

a high survey dropout rate, the length of a typical online survey should be between 15 and 20 

statements, questions, or items, and it should take around three to five minutes to complete. 

Willits et al. (2016) say that using numerous items will provide a more dependable, valid, and 

discriminating scale. Furthermore, more items are typically preferable to capture complicated 

attitude structures and dilute random fluctuations in single items (Willits et al., 2016).  

The Oldenburg Burnout Inventory (OLBI) survey was designed by Demerouti and 

Bakker (2008) to understand burnout, which I used in this study. In general, the OLBI is 

regarded as a solid and trustworthy indicator of exhaustion (burnout) and work disengagement 

(Demerouti et al., 2001; Demerouti et al., 2003; Demerouti et al., 2010; Demerouti & Bakker, 

2008). For example, Demerouti and Bakker (2008) administered the OLBI to eight distinct 

groups of Dutch healthcare and white-collar workers as part of routine yearly health 

evaluations. Since exhaustion and disengagement were modestly connected positively, they 

concluded that the research findings confirmed using the OLBI as an effective tool for 

detecting exhaustion (burnout) and disengagement (Burnett, 2019). Regarding test-retest 

reliability, internal consistency, and factorial, convergent, and discriminant validity, the OLBI 

shows adequate levels of reliability and validity (Halbesleben & Demerouti, 2005). OLBI was 

used to evaluate and verify the JD-R theory, which showed that job demands are most 

predictive of exhaustion (burnout) and lack of resources is most predictive of disengagement. 

The OLBI is a free 16-item survey that helps determine the degree of exhaustion 

(burnout) and disengagement (Demerouti et al., 2010; Demerouti & Bakker, 2008). The OLBI 

has positively and negatively worded items to suggest exhaustion, burnout, and disengagement 

from work. Exhaustion burnout results from intense psychological, physiological, and 
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emotional strain or as a long-term effect of being subjected to a particular work requirement for 

an extended period (Demerouti et al., 2001; Demerouti & Bakker, 2008). The OLBI covers 

emotional, physiological, and cognitive elements of exhaustion. Disengagement in OLBI is 

removing oneself from work, work objects, and work content (e.g., uninteresting, no longer 

challenging, but also disgusting).  

Each of the OLBI items determined either Disengagement (D), Exhaustion (E), or 

Reverse (R). According to Demerouti and Bakker (2008) and Demerouti et al. (2010), eight 

items are used to ascertain exhaustion (burnout), while the other eight are used to determine 

disengagement from work. To indicate which statement corresponds to elements of exhaustion 

burnout and disengagement (Bakker & Demerouti, 2007; Bakker et al., 2014; Demerouti et al., 

2003; Demerouti et al., 2010) created the following: disengagement (D) items are 1, 3(R), 

6(R), 7, 9(R), 11(R), 13, 15, exhaustion (E) items are 2(R), 4(R), 5, 8(R), 10, 12(R), 14, 16, 

and reversed (R) exhaustion (burnout) and disengagement items were designed to imply more 

significant burnout. 

While the OLBI has been used in various quantitative and mixed methods studies, it 

does not appear that it has been used in a strictly qualitative study. Therefore, I used the OLBI 

(see Appendix G) to collect qualitative data in this study. The OLBI was used to understand the 

exhaustion (burnout) and disengagement elements of adjunct professors’ connection with their 

professions, especially their identification with work and its effect on them, the student, and the 

higher education institution. The OLBI meets the requirements of an open-ended qualitative 

survey, given that it consists of 16 items and will take around 30 minutes to complete. To 

conduct the OLBI qualitatively, using the exact 16 items from the inventory, I added a column 

next to the items for the participants to respond to the item using a minimum of two complete 
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sentences. These open-ended responses to the OLBI items should yield rich, thick data. To do 

this, after completing all steps outlined in the recruitment section, I emailed the participant 

instructions and the OLBI attachment.  

OLBI Open-Ended Survey  

As shown in Table 1 is a series of OLBI open-ended items. Instructions: based on the 

prompt on the left, please provide a minimum of two complete sentences about how you relate 

to the item using the “Participant Open-Ended Response” boxes on the right. 

Table 1. 

Open-Ended Survey Items 

OLBI Open-Ended Items Participant Open-Ended Responses 

1.  I always find new and 

interesting aspects in my work   

 

2.  There are days when I feel  

tired before I arrive at work   

 

3.  It happens more and more often that   

I talk about my work in a negative way 

 

4.  After work, I tend to need more time than  

in the past to relax and feel better   

 

5.  I can tolerate the pressure of my work very well    

6.  Lately, I tend to think less at work  

and do my job almost mechanically    

 

7.  I find my work to be a positive challenge   

8.  During my work, I often  

feel emotionally drained 

 

9.  Over time, one can become 

disconnected from this type of work   

 

10.  After working, I have enough  

energy for my leisure activities   

 

11.  Sometimes I feel sickened by my work tasks   

12.  After my work, I usually feel  

worn out and weary  
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13.  This is the only type of work  

that I can imagine myself doing   

 

14.  Usually, I can manage the  

amount of my work well 

 

15.  I feel more and more engaged in my work   

16.  When I work, I usually feel energized    

  

Note. The open-ended items are the original 16-Likert scale items from the English version of 

the Oldenburg Burnout Inventory (OLBI). From “Burnout And Work Engagement: A 

Thorough Investigation of The Independency of Both Constructs,” by E. Demerouti, K. 

Mosert, and A. B. Bakker, 2010, Journal of Occupational Health Psychology, 15(3), 209–222. 

https://doi.org/10.1037/a0019408. Copyright 2010 by the American Psychological Association. 

OLBI was used qualitatively with permission (see Appendix K ). 

Open-Ended Survey Data Analysis Plan  

 

 After utilizing the OLBI 16-item open-ended survey, I did not use the quantitative scale 

to assess the level and extent of burnout, as is the traditional OLBI. Instead, I used the rich, 

thick data from the open-ended responses and applied qualitative analysis procedures. First, the 

data were analyzed using Moustakas’ (1994) modified version of van Kaam’s (1959, 1966) 

phenomenological analysis approach to find common themes and contextual data. Following 

the recommendations made by Moustakas (1994), I excluded from the analysis any responses 

made by the participants that are either repetitious or do not address the phenomenon in 

question (Patton, 2014).  

Next, I created the first set of codes based on my research questions (Ho, 2020). Then, I 

reviewed participants’ open-ended responses to the OLBI items multiple times, and critical 

statements that offered insight into the participants’ experiences were taken (Moustakas, 1994; 

Patton, 2014). After that, I chose frequent terms and phrases from the participant’s responses to 

https://doi.org/10.1037/a0019408
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identify themes from the data. Next, I decided what to code from the participants’ OLBI 

responses. Utilizing Delve, I collected all coded sections and organized them by code. Finally, 

I updated the codes after grouping them into themes (Ho, 2020). I incorporated epoché 

practices to bracket or put aside my experiences to remove my biases during this process. 

Responses made by each participant were given the same amount of weight (Moustakas, 1994). 

Reflective Journal Data Collection Approach 

 After open-ended surveys had been completed, participants engaged in reflective 

journaling. When employed as a data collection approach in lived experience research studies, 

reflective journaling is a type of dialogic communication that gives an exciting and rich 

opportunity to connect with specific participant groups (Guba & Lincoln, 1985; Harris, 2002; 

Stamper, 2020). Additionally, reflective journals may shed light on their experiences that 

would not have been revealed through interview questions and answers alone (Choi, 2020; 

Ryan et al., 2017). Therefore, participants were asked to keep a reflective journal, which 

helped paint a clearer picture of the participants’ lived experiences with burnout (see Appendix 

H). Participants were given a writing prompt with instructions to journal based on their current 

or previous experience with burnout in their adjunct professor role. The participants had up to 

two weeks to finish their journals so that I could start analyzing their responses. 

Reflective Journal Instructions 

 

 Reflective journaling’s anonymity, time, thought, and distance is essential for evoking 

emotional and self-reflective participant reactions (Stamper, 2020). I am convinced that 

reflective journaling enhanced the participants’ viewpoints in this study. Additionally, 

reflective journaling allows individuals to open up, reflect, and express their deepest thoughts 

and emotions in a private, nonjudgmental environment (Stamper, 2020; York-Barr et al., 
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2005). Participants will feel empowered by this data-driven approach since they have complete 

control over the process (Milligan, 2005; Stamper, 2020). As part of this study, I used 

reflective journals to reflect on the participants’ replies, gain a deeper understanding of the 

lived experience of burnout among adjunct professors at higher education institutions, and 

develop a richer data collection (Creswell, 2018). 

Based on your current or previous lived experiences with burnout as an adjunct professor, 

please engage in reflective journaling on your current or previous lived experience with 

burnout in your adjunct professor role. You may find it helpful to utilize the following nine 

prompts to guide you through the reflective journaling experience: 

1. How would you describe your course workload as an adjunct professor at a higher 

education institution? SQ1 

2. What are the job resources (e.g., pay, job security, administrative support, benefits, 

inclusion) needed for you that are lacking as an adjunct professor at a higher education 

institution? SQ2  

3. Describe the resources in place to help you reach your ultimate goal as an adjunct 

professor at higher education institutions. SQ2 

4. How would you describe your current or previous emotional health as an adjunct 

professor at a higher education institution? SQ3 

5.  How would you describe your current or previous physiological health as an adjunct 

professor at a higher education institution? SQ3 

6. How has your psychological and physiological health impacted your relationships with 

yourself? SQ4 
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7. How has your psychological and physiological health impacted your relationships with 

students? SQ4 

8. How has your psychological and physiological health impacted your relationships with 

the higher education institution where you work? SQ4   

9. How have your spiritual practices helped with your lived experience of burnout? SQ3 

Question one was created to encourage participants to reflect on their roles (Bakker & 

Demerouti, 2007; Bakker & Demerouti, 2018; Bakker et al., 2014; Demerouti et al., 2001) as 

adjunct professors at higher education institutions, as well as to provide a clearer picture of 

their job demands. Questions two and three were created to assist adjunct professors in 

reflecting on the job resources or the lack thereof that contributed to their lived experiences of 

burnout (Bakker & Demerouti, 2018; Demerouti et al., 2001).  

The purpose of questions four and five was to encourage the participants to open up, 

reflect, express, and describe their lived experiences with burnout, both psychologically and 

physiologically (Guntupalli et al., 2014; Martínez et al., 2020; Salvagioni et al., 2017; Stamper, 

2020; York-Barr et al., 2005). Questions six, seven, and eight were designed to evoke an 

emotional response (Stamper, 2020) about how their lived experience with burnout has affected 

them (Alves et al., 2019; Bakker & Demerouti, 2007; Bakker et al., 2004; Bakker et al., 2014; 

Demerouti & Bakker, 2011; Maslach, 1976, 2003; Maslach & Leiter, 2016, 2017; Maslach et 

al., 2001; Suh, 2019; Yao et al., 2015). Frederick et al. (2017) discovered that spiritual beliefs 

and practices help prevent or lessen burnout. Thus, question nine was created to collect data on 

adjunct professors’ burnout and spirituality. 

Reflective Journal Data Analysis Plan   
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 Once I had finished collecting the reflective journals through a secure internet 

password-protected browser, the next step was to schedule a day and time for the interview. 

Then, I began analyzing the reflective journals (Stamper, 2020). Transcribing reflective 

journals is unnecessary (Liberty University, 2022). I used Moustakas’s (1994) adaptation of 

van Kaam’s (1959, 1966) analysis method to analyze the reflective journals. According to 

Moustakas (1994), the first phase in phenomenological data analysis is to bracket the topic, 

next go through the reflective journals and identify significant statements, sentences, words, or 

quotations that offered an understanding of how participants experienced the event, which is 

known as the horizonalization of data. Then, I reduced the data and created themes based on 

developing cluster meaning units from these significant statements. Next, I used those 

statements and themes to construct a textual description (verbatim examples) of what the 

participants experienced. Following this step, I created a structural description of how the 

participants experienced the circumstances, situations, or environment.  

Finally, I developed a composite of textual and structural descriptions of the noema, 

noesis or meanings and general essences, and invariant structure of the experiences for each 

research participant. This last step consisted of a lengthy paragraph that describes what the 

participants experienced concerning the phenomena and how they encountered it (Creswell & 

Poth, 2018). In addition, Moustakas (1994) emphasizes that the last step concentrates on the 

participants’ shared experiences (Creswell, 2007). For instance, a possible central theme of the 

data may be burnout. 

After analyzing the data, I developed an initial set of codes based on my research 

questions (Ho, 2020). Then, I examined participants’ reflective journals several times, and 

statements that gave insight into the participants’ experiences were captured (Moustakas, 1994; 
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Patton, 2014). Subsequently, I chose frequent terms and phrases from the participant’s 

reflective journals to identify themes from the data. Next, I decided what to code from the 

participants’ reflective journals. Then I collected all coded sections and organized them by 

code using Delve. Finally, after grouping them into themes, I reviewed and updated the codes 

(Ho, 2020). 

Semi-Structured Individual Interviews Data Collection Approach 

 Semi-structured individual interviews are significant for data collection in a 

phenomenological investigation because they are an informal, fully interactive process that 

employs open-ended comments and questions to access the participants’ experiences 

(Moustakas, 1994). In phenomenological studies, researchers avoid forming judgments and 

constructing questions that concentrate on obtaining data that might serve as the basis for 

future studies. According to Moustakas (1994), to refrain from forming any judgments or 

biases that might jeopardize the interview process in this study, I engaged in epoché. Hence, 

phenomenology is most accurate when the researcher can leave aside preconceived notions 

(epoché) and perceive things through clear lenses (Moustakas, 1994; Sheehan, 2014).  

Once participant open-ended surveys were completed and reflective journals were 

received, I conducted semi-structured interviews with participants (Patton, 2015) for 45-60 

minutes each (see Appendix I). Creswell and Poth (2018) argue that the essential thing to 

remember is to describe the phenomena to a few people who have experienced it. I used a 

digital platform such as Microsoft Teams to conduct the interviews. My initial goal was to 

establish participation with the participants accountable for allowing access through Microsoft 

Teams and a purposeful sample of participants (Creswell & Poth, 2018). The dissertation 

committee, Liberty University’s IRB, and participants must approve the interview questions 
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before use. Semi-structured interviews were used to guide me, answer both the central research 

and sub-research questions, and elicit a comprehensive description of adjunct professors’ lived 

experiences, precisely their emotions, reflections, and judgments (Creswell, 2007; Moustakas, 

1994) with the phenomena of burnout.  

 Interviewing, according to Creswell and Poth (2018), is viewed as a conversational 

social engagement that serves two purposes: (a) raw data collection method concerning 

participant experiences within the context of the phenomenon, and (b) coordination with other 

data collection methods to develop a robust and deeper understanding of the participants 

(Seidman, 2006; van Manen, 1990). For technical redundancy and accurate data transcripts 

(Patton, 2014), I used a Microsoft Teams video recorder and audio recorder and a hand-held 

audio recorder to record the interviews. During the individual interview process, the following 

questions were asked. 

Individual Interview Questions 

1. Please share your age, educational background, how long you have been teaching, what 

subject (s) you teach, and what led you to work at this community college or university. 

CRQ 

2. What is your typical work week as an adjunct professor at a higher education 

institution? CRQ/SQ1 

3. Describe the moment when you realized you were burned-out or mentally exhausted. 

SQ3 

4. What components of your job contributed in the past or are contributing to your 

burnout or mental exhaustion now? SQ1/SQ2 

5. Discuss how long you have been struggling with burnout or mental exhaustion. SQ3 
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6. Discuss what could amend the components of your job that contributed to burnout or 

mental exhaustion. SQ1/SQ2 

7. Describe the effects of your burnout or mental exhaustion on yourself, your students, 

your coworkers, and the higher education institutions where they work. SQ3 

8. Describe how a lack of resources, such as tenure, compensation, benefits, professional 

growth, job stability, communication, administration, and well-being, contribute to your 

experience of burnout or mental exhaustion. SRQ2 

9. Describe any issues you have concerning your physiological health. SQ3 

10. Describe any issues you have regarding your psychological health. SQ3  

11. Describe your feelings about being an adjunct professor at a higher education 

institution. CRQ 

12. Describe how you feel towards the conclusion of the working day or the week. SQ3 

13. Please describe any instances in which you became disengaged, withdrew from, or 

isolated yourself from your students, other faculty members, administrators, or the 

greater academic community. SQ3 

14. Describe a perfect role as an adjunct professor at a higher education institution. 

SQ1/SQ2 

15. Considering our conversation on your burnout as an adjunct professor at higher 

education institutions, what more would you want to add? CRQ/SQ1/SQ2/SQ3 

Questions one and two were written to introduce grand tour questions with the participants 

being interviewed for the study (Creswell & Poth, 2018; Peoples, 2020). Questions three, four, 

nine, and ten were created to understand better how participants were made aware of their 

burnout symptoms, the length of their battle with burnout, and how burnout has affected their 
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psychological and physiological health (Guntupalli et al., 2014; Martínez et al., 2020; 

Salvagioni et al., 2017). The purpose of questions five, six, and eight is to elicit the responses 

of the participants regarding their job demands, resources, or the lack thereof at their respective 

higher education institutions that have led to or have contributed to their own experiences of 

burnout (Bakker & Demerouti, 2007; Bakker & Demerouti, 2018; Bakker et al., 2014; 

Demerouti et al., 2001; Lesener et al., 2019; Mudrak et al., 2018; Schaufeli, 2017). The goal of 

question 11 is to encourage participants to speak up about their experiences as adjunct 

professors at higher education institutions. I sought a better understanding of how their job 

demands and lack of resources have influenced their perception of themselves, contributing to 

their burnout as adjunct professors at higher education institutions (Demerouti et al., 2001). 

Questions seven, 12, and 13 were designed to guide the interview toward the participants’ 

lived experiences with the effects of burnout on themselves (Greaves et al., 2017; Hakanen et 

al., 2011; McClure & Fryar, 2022), their students (Henkel & Haley, 2020; Skaalvik & 

Skaalvik, 2017), their coworkers (Schaufeli, 2017), and the higher education institutions where 

they work (Alves et al., 2019; Bakker & Demerouti, 2007; Bakker et al., 2004; Bakker et al., 

2014; Demerouti & Bakker, 2011; Maslach, 1976, 2003; Maslach & Leiter, 2016, 2017; 

Maslach et al., 2001; Suh, 2019; Yao et al., 2015). Question 14 elicits responses that further 

explore the participants’ views on the job demands they would want to be reduced and the 

available employment resources or support they would like to see available (Barnett, 2017; 

Drozdowski, 2021; Kezar, 2013). Question 15 was designed to be the concluding question 

(Patton, 2002). Its purpose is to provide the participants with an additional opportunity to share 

insightful information about their burnout experiences in higher education institutions while 

allowing each participant to remain the expert on their own life and narrative (Patton, 2002). 
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Individual Interview Data Analysis Plan   

 Every expression relevant to the experience was considered while I sought the essence 

of the meaning (Moustakas, 1994). Since all interviews were recorded, I used Microsoft Teams 

and my hand-held recorder to transcribe the data. Next, I ensured that the data were transcribed 

accurately by cross-referencing the Microsoft Teams’ transcription with my hand-held recorder 

transcription. Afterward, I transferred transcribed data to Delve (2022), coding software with 

participant pseudonyms, questions, and replies.  

 Individual interviews were analyzed using Moustakas’ (1994) eight-step adaptation of 

van Kaam’s (1959, 1966) approach to processing phenomenal data. Moustakas (1994) suggests 

that the first phase is horizonalization, where the researcher is equally open to all expressions 

of the participant’s experience. Epoché was used throughout the interview process. As data 

analysis suggests, understanding the phenomena as its whole, rather than breaking it down into 

its component pieces, is the purpose of transcendental phenomenology (Peoples, 2020). To 

avoid bias, I kept a journal to approach the data as if she were a newcomer in an unfamiliar 

environment (Peoples, 2020). The journal focused on my thoughts as the researcher 

(metacognition) concerning the phenomena under question (Peoples, 2020).  

 Horizontalization expressions were minimized and deleted to define horizon 

components (Moustakas, 1994). Next, I clustered the invariant components and put textual 

descriptions (Moustakas, 1994) into invariant meanings and themes, highlighting each 

participant’s burnout experience (Eddles-Hirsch, 2015). After the data analysis, I generated the 

first set of codes based on the research questions (Ho, 2020). Next, I examined participants’ 

reflective journals several times, and statements that provided insight into the participants’ 

experiences were captured (Moustakas, 1994; Patton, 2014). Then, I selected common words 
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and phrases from the participants’ reflective journals to discover themes in the data. After that, 

I determined what to code and organized them from the participants’ reflective journals. 

Finally, after categorizing the codes, I updated them (Ho, 2020). 

I use Delve’s (2022) method of coding for individual interviews. Delve allowed me to 

characterize and organize the data while finding new patterns to help infer meaning. After the 

individual interviews were transcribed, I cleaned up the raw data by removing unnecessary 

words and phrases. Moustakas (1994) calls this process reduction and elimination. Only the 

necessary and sufficient parts of the experience or expressions were kept while overlapping, 

repetitive, and vague expressions were thrown out so that horizonalization could happen. Then, 

I coded each data line using the structural coding method, the best way to index transcribed 

interview data (Delve, 2022; Saldaña, 2021). Next, structural coding was done by finding 

segments of transcribed text and using a code word as an initial way to group them (Delve, 

2022; Miles et al., 2020; Saldaña, 2021). 

 Lastly, using pattern coding, I clustered the initial structural codes into summative 

categories labels (Delve, 2022; Saldaña, 2021). Meta coding or pattern coding integrates 

dissimilar starting codes into more compact, understandable, and cohesive data units (Saldaña, 

2021; Stake, 1995). Stake (1995) claimed that these patterns create a template for qualitative 

data analysis and may be predicted by research questions or uncovered unexpectedly during the 

investigation. The researcher should expect the second cycle pattern codes to constitute the 

foundation for thematic development throughout data synthesis (Onwuegbuzie et al., 2016; 

Saldaňa, 2012). 

Data Synthesis 
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Data synthesis seeks to create a new interpretation of the phenomenon being studied 

(Johnston et al., 2020). Additionally, this study’s data synthesis goal is to discover and 

determine the recurring themes that emerged from the open-ended surveys, reflective journals, 

and individual interviews. Once I had conducted research, collected all the data, and analyzed 

each data collection method, I compiled all my findings into a consistent body of evidence 

(Liberty University, 2022). By analyzing the data, according to Wenzel (2020), I determined 

commonalities, patterns, and themes, emphasizing common patterns, trends, and recurring 

themes pertinent to the study. 

Synthesizing and triangulating data from numerous sources may improve the research’s 

quality and credibility (National Academies Press, 2014). Dzwigol (2020) proposes that 

methodological triangulation benefits the research process. Triangulation involves combining 

data collected from various sources at different times, locations, or from other individuals 

(Flick, 2004). Triangulation is a method used to develop similar themes from the data collected 

by the researcher (Jentoft & Olsen, 2019) across multiple data collections. However, Kulkarni 

(2013), Lincoln and Guba (1985), and Moon (2019) claimed that triangulation helps the 

researcher identify any discrepancies that may be detrimental to the investigation.  

In this study, triangulation was used to combine data from open-ended surveys, 

reflective journals, and individual interviews to identify common themes and verify my results 

across different data sources (Guion et al., 2011; Jentoft & Olsen, 2019; Oliver, 2022; Patton, 

2015). Consequently, I triangulated the findings by comparing the themes discovered in the 

three data collection methods to determine how often they appear and how similar they are 

(Flick, 2004; Jonsen & Jehn, 2009). The results from the open-ended surveys, reflective 

journals, and individual interviews were consistent and similar themes were discovered, 



107 
 

 

 

confirming validity (Guion et al., 2011). I then synthesized the data from the three sources to 

comprehensively describe the phenomenon, which captured the essence of the participants’ 

lived experiences (Heidegger, 1962). 

Trustworthiness 

The trustworthiness of the study was explained in this section. In qualitative research, 

trustworthiness is vital. The degree to which a researcher’s data is conceptually sound and 

considered helpful by other researchers is called trustworthiness (Carcary, 2020; Connelly, 

2016). Trustworthiness improves the rigor of a qualitative investigation, which is accomplished 

via credibility, transferability, dependability, and confirmability (Connelly, 2016; Patton, 

2015). It has long been argued that qualitative investigations are less dependable or valid than 

their quantitative counterparts (Carcary, 2020; Creswell & Poth, 2018). However, Lincoln and 

Guba (1985) expanded the idea of trustworthiness by including the criteria of credibility, 

transferability, dependability, and confirmability to match the usual quantitative evaluation 

criteria of validity and reliability (Nowell et al., 2017). Consequently, I used the fundamental 

aspects of trustworthiness outlined by Lincoln and Guba (1985) to provide trustworthy 

findings, as well as sensitive, perceptive, and rich (Nowell et al., 2017). 

Credibility 

 According to Lincoln and Guba (1985), the credibility of a study may be evaluated 

based on whether other researchers or readers can identify the experience in question when it is 

presented to them. Nowell et al. (2017) indicate that credibility concerns the congruence 

between participants’ perspectives and the researcher’s portrayal of them. To have faith in the 

study, I needed to use operationalized methodologies to verify that the findings and 

interpretations were accurate (Lincoln & Guba, 1985). Members checking, triangulation of 
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data collection, peer debriefing, researcher triangulation, and persistent observation are all 

strategies proposed by Lincoln and Guba (1985) to overcome credibility issues. However, 

triangulation and member checking were used to establish the validity of the findings in this 

study. 

 Triangulation was accomplished via open-ended surveys, reflective journals, and 

interviews (Creswell & Poth, 2018; Lincoln & Guba, 1985). After collecting data from the 

sources mentioned above, I utilized triangulation to bolster the validity and reliability of 

research results (Noble & Heale, 2019) and compare the data describing the phenomena across 

sources (Creswell & Poth, 2018; Lincoln & Guba, 1985). I used member checking to verify the 

findings and interpretations with the participants (Lincoln & Guba, 1985; Nowell et al., 2017). 

Member checking boosted the study’s credibility by allowing participants to give feedback on 

the findings and protect against misinterpretations (Creswell & Poth, 2018; Lincoln & Guba, 

1985; Nowell et al., 2017). 

Transferability 

 This study’s transferability was enhanced by the rich and thick descriptions of the 

phenomena’ setting, themes, participants, and lived experiences (Lincoln & Guba, 1985; 

Peoples, 2020; Rockinson-Szapkiw & Spaulding, 2014). Transferability suggests that the 

results of this study may apply to other research done in the future, although it was conducted 

in a completely different environment (Lincoln & Guba, 1985; Shenton, 2004). Because the 

researcher cannot identify the location or context to which the results could be transferred, the 

researcher will improve transferability by giving thick descriptions of the findings (Lincoln & 

Guba, 1985). However, the only people who may determine transferability are those interested 

in applying the results to their site or setting (Lincoln & Guba, 1985; Nowell et al., 2017). 
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Dependability  

 Researchers who want to achieve dependability in their study must ensure it is logical, 

traceable, and well-documented throughout the entire research study process (Nowell et al., 

2017; Shenton, 2004). When readers can look at the study, they are better positioned to 

determine the research’s dependability (Lincoln & Guba, 1985). One way to determine the 

research’s trustworthiness is by auditing the procedure used in the study (Nowell et al., 2017). 

A clear rationale must be given for the researcher’s decisions on theoretical and 

methodological concerns throughout the study, which is why auditing is necessary (Koch, 

1994; Nowell et al., 2017). Consequently, the dissertation committee at Liberty University and 

the director of qualitative research will conduct an inquiry audit (Liberty University, 2022; 

Lincoln & Guba, 1985). Reviewing the data the researcher collected and examining the study’s 

methods was part of the inquiry audit (Carcary, 2020). 

Confirmability  

 Confirmability concerns that the study’s findings result from the participants’ 

experiences and ideas rather than the researcher’s personal qualities, interests, biases, or 

motivations (Lincoln & Guba, 1985; Shenton, 2004). To achieve confirmability, I needed to 

illustrate the steps taken to arrive at their results and interpretations (Nowell et al., 2017). 

Confirmability also ensures that the data analysis was not biased by the individuals or 

researchers who reviewed the data (Connelly, 2016; Guba, 1981). According to Lincoln and 

Guba (1985), confirmability is attained when all three of the following are achieved: 

credibility, transferability, and reliability (Koch, 1994; Nowell et al., 2017). Consequently, I 

incorporated markers such as rationale for theoretical, methodological, and analytical choices 
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throughout the study so that others may understand how and why decisions were taken, which 

allowed others to conclude the study (Koch, 1994; Nowell et al., 2017).  

 Additionally, to establish confirmability, I used the following four methods: 

confirmability audits, audit trails, triangulation, and reflexivity (Korstjens & Moser, 2018; 

Liberty University, 2022). As part of the confirmability audits, I needed to demonstrate that the 

data and interpretations of the results were not the product of my imagination but were 

distinctly drawn from the data (Korstjens & Moser, 2018). According to Lincoln and Guba 

(1985), the researcher conducting a study should use audit trails to ensure that the correct 

record-keeping and document correctness will be represented in reporting the study’s findings. 

Triangulation was accomplished due to the use of three distinct data sources (open-ended 

surveys, reflective journals, and semi-structured individual interviews). A journal or diary 

allowed me to openly discuss any biases and assumptions I had to achieve the goal of 

reflexivity (Korstjens & Moser, 2018). 

Ethical Considerations 

 For the research to be high-quality, the researcher must do it ethically (Creswell & 

Poth, 2018). To successfully interact with human participants, a researcher must establish 

mutual trust and respect and be aware of any power imbalances or sensitive populations 

(Creswell & Poth, 2018). This research followed rigorous and precise ethical considerations to 

restrict the participants’ susceptibility. Because some participants may be experiencing acute 

and chronic psychological and physiological signs of burnout, ethical issues were intensified. 

The ethical aspects considered throughout this study were IRB approval, informal consent, the 

approval procedure for the planned research setting, the participant’s right to withdraw from 

the study, pseudonyms, and data storage.  
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 Formal permission was not sought from the individual universities since Microsoft 

Teams’ interviews were conducted upon approval from each participant. I made sure that the 

IRB of Liberty University gave their permission for the study. The participants were informed 

that their participation was entirely up to them and voluntary. Considering the sensitive nature 

of the subject matter and the fact that participants were asked to divulge unpleasant 

experiences, I made it clear that they were under no obligation to participate in the study and 

may withdraw at any time.  

Surmiak (2020) suggested that researchers might employ rewards as a motivator to 

recruit volunteers. Therefore, participants in this study who completed all three data collection 

activities: an open-ended survey, a reflective journaling, and a semi-structured interview within 

three weeks of signing the consent form received $100 as a thank-you for their participation. 

The $100 was sent via Cash App, Venmo, Zelle, or Amazon to participants after the data 

collection process. 

Participants’ privacy was protected, allowing them to participate fully in the study. 

Thus, to preserve anonymity and confidentiality, pseudonyms were used for all participants 

and the setting. Participants were assured that collected data would be carefully maintained in a 

secure place for three years on a password-locked hard drive computer and locked in a safe to 

protect against the possibility of personally identifiable information being leaked outside the 

parameters of this study. After the time limit passes, data, as well as any copies that were 

created, will be deleted. 

Summary 

This transcendental phenomenological study examined the description of the lived 

experience of burnout among adjunct professors at higher education institutions. This chapter 
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explained the research design based on Moustakas (1994), the setting, participants, procedures, 

data collecting plan (open-ended surveys, reflective journals, and interviews), data analysis, 

data synthesis, and trustworthiness of the findings. Eleven participants (Patton, 2015) were 

chosen using snowball sampling to participate in the research. Criterion sampling was 

employed to check whether or not each participant satisfies the study’s prerequisites before 

being allowed to participate. It was explained in detail how the IRB’s permission was obtained, 

the recruited participants, and the data collected. This qualitative research used three 

approaches to collecting data: open-ended surveys, reflective journals, and semi-structured 

interviews. These three approaches to collecting data were needed for triangulation, capturing 

the essence (Heidegger, 1962), and getting a complete picture of the participants’ lived 

experiences. All three data collection methods were analyzed using Moustakas’ (1994) eight-

step adaptation of van Kaam’s (1959, 1966) approach to processing phenomenal data. Delve’s 

(2022) qualitative software coded the three data sources. These experiences had to go beyond 

my biases and preconceptions so that I could see the phenomenon like it was the first time and 

be receptive to it all with openness and newness (Moustakas, 1994). 
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CHAPTER FOUR: FINDINGS 

Overview 

The purpose of this transcendental phenomenology study was to understand burnout 

among adjunct professors at higher education institutions. Phenomenology is concerned with 

how the phenomena are experienced by those who take part in it, whereas transcendental 

phenomenology is an approach that aims to gain insight into the human experience, as 

postulated by Moustakas (1994). Chapter Four presented the recruiting process and 

demographics of the eleven participants, followed by significant statements of participants’ 

lived experiences obtained through an open-ended survey, a reflective journal, and a semi-

structured interview. This study’s results are presented in eight distinct sections, each devoted 

to a different aspect of data analysis: (1) themes discovered in the data collection; (2) excessive 

workload; (3) exhaustion; (4) lack of resources; (5) disengagement; (6) outlier data and 

findings; (7) summary of emerging themes, and (8) research questions and responses. After 

presenting the participant’s responses to the central research questions and each sub-question, 

the final section concludes with a chapter summary. 

Participants 

Participation in this transcendental phenomenological research study was limited to a 

participant who is an adjunct professor at a higher education institution and a participant who 

experienced or is currently experiencing burnout, a state of exhaustion, mental fatigue, or 

overload caused by excessive stressors as an adjunct professor at a higher education institution. 

To recruit participants in this study, four adjunct professors were contacted through email. All 

four potential adjunct professors consented to participate in the research. Next, I introduced my 

IRB-approved social media recruitment ad on YouTube (see Appendix F), an online social 
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media site, to recruit additional participants. As a result of those efforts, two participants 

agreed to participate in the study. The snowball sampling method was then employed with one 

of the two participants, resulting in the recruitment of two more participants, and one of those 

participants was able to get three more participants, bringing the total number of potential 

participants to twelve. All study participants met the criteria for participation and supplied 

voluntary permission via the consent form. When consent forms were received, participants 

were given access to the open-ended online survey (see Appendix G). After completing the 

open-ended survey, one participant dropped out of the study, leaving eleven participants. 

Among the participants were four men and seven women. The demographic data about the 

study participants are summarized in Figure 5. 

Figure 5 

Participants’ Demographics 



115 
 

 

 

 

Eleven participants openly and honestly shared their significant burnout experiences as 

adjunct professors at higher education institutions. How each participant experienced burnout 

was vastly different from one another, yet the core of the phenomena remained the same, 

which is in line with the JD-R theory proposed by Demerouti et al. (2001). Using an open-

ended survey, a reflective journal, and a semi-structured interview question, I developed a 

composite description of the lived experiences’ meanings, reflecting the participants as a 
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whole, as proposed by Moustakas (1994). The context in a transcendental phenomenology 

study allows the reader to relate to the participants, understand the reasoning behind the 

themes, and engage with the phenomenon (Neubauer et al., 2019). Thus, Table 2 provides 

context through participants’ significant meanings from all data sources: open-ended surveys, 

reflective journals, and semi-structured interviews.  

Table 2 

Significant Meanings  

Participants 
Significant 

Expressions about 

Main Theme 

Excessive Workload 

(Sub-Theme: time 

pressure) 

Significant 

Expressions 

about  

Main Theme 

Exhaustion 

 (Sub-Theme: 

psychological 

and physiological 

health) 

Significant 

Expressions 

about 

Main Theme 

Lack of 

Resources 

(Sub-Theme: 

pay and job 

security) 

Significant 

Expressions 

about 

Main Theme 

Disengagement  

(Sub-Theme: 

cynicism) 

Addison “I teach two three-

hour classes two 

times per week…four 

hours a week of office 

hours…and a lab four 

hours a week…that’s 

too much for my 

position.” 

“I’m 

exhausted…my 

feet are killing 

me…I stand 

three hours 

straight 

lecturing.” 

“It’s not 

beneficial for 

the institution 

…pay me 

more for the 

additional 

work I’ve 

undertaken.” 

“I talk about my 

work 

negatively…I’m 

displeased with 

the way my 

supervisor 

communicates.” 

Brian “My course workload 

is extremely hectic.” 

“I’m empty…my 

workload is 

eating away at 

my sanity…I 

need therapy.” 

“My workload 

is time-

consuming… 

I’m 

dissatisfied 

with my pay.” 

“I shut out the 

world…and 

focus on 

myself.” 

Ciara “I teach over 100 

students…that’s a 

huge amount of 

work.” 

“My workload 

gives me 

anxiety…I also 

get headaches, 

backaches, 

stomach pain, 

and chest pain.” 

“My workload 

is time-

consuming…

my pay is not 

equating to 

minimum 

wage.” 

“I force myself 

to zone out...it’s 

the only way to 

get through the 

day.” 



117 
 

 

 

Participants 
Significant 

Expressions about 

Main Theme 

Excessive Workload 

(Sub-Theme: time 

pressure) 

Significant 

Expressions 

about  

Main Theme 

Exhaustion 

 (Sub-Theme: 

psychological 

and physiological 

health) 

Significant 

Expressions 

about 

Main Theme 

Lack of 

Resources 

(Sub-Theme: 

pay and job 

security) 

Significant 

Expressions 

about 

Main Theme 

Disengagement  

(Sub-Theme: 

cynicism) 

Denise “Teaching a 16-week 

course in eight 

weeks…is a lot of 

work.” 

“I’m very 

exhausted…I’m 

too exhausted 

and irritable to do 

anything.” 

“I’m 

exhausted…I 

would love to 

take a break… 

without fear of 

losing my 

teaching 

contract.” 

“I’m talking 

more cynically 

about student 

struggles.” 

Elliott “I’m drained and 

worn out…it’s too 

much work.” 

“My work is too 

exhausting…no 

time to relax.” 

“The future is 

uncertain…I 

may not get a 

contract…but 

I’ll keep 

searching for a 

better 

position.” 

“When I’m 

exhausted…I’m 

reluctant to go 

to work…I want 

to stay at home 

to regain my 

strength.” 

 

Frankie “My workload is 

overwhelming and 

exhausting.” 

“My work is very 

time-

consuming…not 

enough time to 

relax.” 

“Adjuncts 

work 

hard…pay us 

for the stress 

we go 

through.” 

“When my 

emotional and 

physical health 

isn’t good…I’m 

less engaged 

and less 

productive at 

work.” 

Gabriella “My workload is too 

much…I’m just an 

adjunct professor.” 

“I dread grading 

papers…it gives 

me anxiety.” 

“Money makes 

you get up and 

work.” 

“It’s easy to 

become 

disconnected…I 

have lost my 

intrinsic 

motivation!” 

Henry “It’s difficult to 

manage and tolerate 

the pressure of my 

workload.” 

“I’m physically 

exhausted after 

work…I get 

migraine 

headaches...I 

“I need 

research 

materials and 

sufficient 

pay.” 

“I’m working 

like a 

robot…I’m 

disconnected 

from my 

body…trying to 
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Participants 
Significant 

Expressions about 

Main Theme 

Excessive Workload 

(Sub-Theme: time 

pressure) 

Significant 

Expressions 

about  

Main Theme 

Exhaustion 

 (Sub-Theme: 

psychological 

and physiological 

health) 

Significant 

Expressions 

about 

Main Theme 

Lack of 

Resources 

(Sub-Theme: 

pay and job 

security) 

Significant 

Expressions 

about 

Main Theme 

Disengagement  

(Sub-Theme: 

cynicism) 

need more 

sleep.” 

finish my 

work.” 

Isaac “It’s too much 

pressure…grading 

100 assignments 

within a short 

deadline.” 

“I’m drained…I 

can’t keep 

pushing 

myself…I have 

to muster up the 

energy to 

complete my 

tasks.” 

“Adjunct 

contracts 

aren’t always 

renewed…I’m 

burned-out by 

my 

workload… 

but I’m trying 

to earn a new 

contract.” 

“Not getting 

paid enough is 

one thing…but 

not getting paid 

on time has left 

a negative taste 

in my mouth.” 

Jamie “It drains me when 

students are not 

engaged...the great 

amount of time and 

effort I put into the 

lecture notes.” 

“I’m physically 

drained after 

work…I can’t 

cook, 

shower…or 

change clothes 

before bed.” 

“My job’s 

uncertainty 

drains me 

mentally.” 

“There’s 

nothing positive 

to say about my 

work…my work 

and colleagues 

are exhausting.” 

Katrina “I get exhausted…just 

thinking about 

Monday’s workload.” 

“My workload 

causes 

anxiety…my 

overall emotional 

health has 

declined.” 

“Job security 

is lacking….no 

courses…no 

work.” 

“My frustration 

leads to 

negativity…my 

workload fills 

me with dread.” 

 

Demerouti et al. (2001) job demand resource (JD-R) theory is the basis of this study. 

The JD-R theory suggested two distinct processes that lead to burnout development (see Figure 

6). In the first process, Demerouti et al. (2001) postulate that job demands or challenging 

components of work that require persistent emotional, psychological, physiological, or 

cognitive effort result in continual overtaking and burnout. Moreover, after extended exposure 
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to high job demands, employees develop chronic fatigue, other physiological symptoms, and 

psychological disengagement. In the second process, job resources relate to the workplace’s 

psychological, physiological, social, and organizational components that assist employees in 

achieving their work objectives and promote their personal growth and development 

(Demerouti et al., 2001). In contrast, when job resources are insufficient, Demerouti et al. 

(2001) assert that employees lose interest in their jobs and acquire unfavorable attitudes, 

intensifying the connection between job demands, burnout, and disengagement, which leads to 

decreased work productivity. 

 Figure 6.  

 Two processes of the JD-R Model 

 

 

Note. Job Demands-Resources theory (Demerouti et al., 2001; Schaufeli & Bakker, 2004).  

 

 

JD

Job Demands

(Demanding Aspects 

of Work)

R

Lack of Job Resources

(Complicates Meeting 

Demanding Aspects 

of Work)
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Results 

Three data sources determined the results and themes: an open-ended survey, a 

reflective journal, and a semi-structured interview. All participants were given the same OLBI 

16-item open-ended survey, eight of which were used to assess exhaustion and burnout and the 

other eight to assess disengagement from work. The participants were then requested to 

complete the same reflective journal data method collection, for which they received nine 

writing prompts and instructions via email. During a 45–60-minute semi-structured interview 

conducted on Microsoft Teams, they were asked the same 15 open-ended questions. The 

validity of this study’s findings was determined by member checking among all participants. 

The collected data were analyzed to find words, phrases, sentences, and paragraphs that 

characterized the participants’ lived experiences with the phenomena. These meaning units 

were then used to construct themes applicable to the JD-R theory that guided the narrative 

(Demerouti et al., 2001). These themes offered the basis for comprehending the lived 

experiences of adjunct professors at higher education institutions. 

Themes Discovered in the Data Collection 

The revised version of van Kaam’s (1959, 1966) phenomenological analysis by 

Moustakas (1994) was employed, focusing on textual and structural words, phrases, sentences, 

or paragraphs related to the experience with the phenomena and using horizonalization and 

delineated meanings. To gain an accurate portrayal of the participants’ experiences, I had to 

put aside my preconceptions, prejudices, and prior notions and experiences during the 

analytical process, following the epoché proposed by Moustakas (1994). According to 

Moustakas (1994), epoché lets the researcher experience the event as if it were happening for 

the first time and makes the participants’ experiences the focal point of the study.  
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I organized, identified, analyzed, and developed initial and intermediate codes, filtered 

out irrelevant data, and then classified them of similar meanings and essences (as shown in 

Table 2), which enabled me to identify word patterns and common and pertinent themes from 

the open-ended survey, reflective journal, and semi-structured interviews. Afterward, I 

reexamined the codes to ensure sufficient evidence for every theme (Delve, 2022) to help 

understand the participants’ lived experiences of burnout at higher education institutions. 

Data from the open-ended survey, the reflective journal, and the semi-structured 

interview were analyzed and triangulated. Strong support for the JD-R theory was found in the 

main themes of (a) excessive workload, (b) exhaustion, (c) lack of resources, and (d) 

disengagement that emerged from the analysis and coding process. The findings of main 

themes, subthemes, and outliers are provided in the narrative format below. Table 3 shows the 

number of participants whose statements corresponded with the identified themes during data 

collection, as indicated by an X in the corresponding box.  

Table 3. 

Main Themes of Data Collection 
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 The main themes of data collection led to the creation of sub-themes. For example, the 

first theme, excessive workload, resulted in one sub-theme: time pressure. Second, the main 

theme of exhaustion led to two sub-themes: psychological and physiological health. While the 

third theme, lack of resources, developed two sub-themes: pay and job security. Finally, the 

fourth theme, disengagement, produced one sub-theme of cynicism.  

Excessive Workload 

 The main theme of excessive workload refers to participants’ workload that is too 

excessive, causing overexertion and exhaustion. Additionally, being overexerted and exhausted 

for a prolonged time harms participants’ psychological and physiological health (Demerouti et 

al., 2001) and has been responsible for lower work productivity (Chen et al., 2017; Druss et al., 
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2021). The cornerstone of this theme is Demerouti et al. (2001) job demand resource (JD-R) 

theory. Although the excessive workload varied from participant to participant, all participants 

described being overloaded with their tasks across the three data-collection methods. For 

example, Ciara wrote in her reflective journal, “…I teach over 100 students…that’s a huge 

amount of work.” Brian wrote in his reflective journal, “…my course workload is extremely 

hectic.” Addison and Gabriella said that the amount of work they must do as adjunct professors 

is too much. Addison noted in her reflective journal, “…I teach two three-hour classes two 

times per week…four hours a week of office hours…and a lab four hours a week…that’s too 

much for my position.” Gabriella stated in her interview, “…my workload is too much…I’m 

just an adjunct professor.” Denise noted in her interview, “…teaching a 16-week course in 

eight weeks…is a lot of work.” Jamie puts in a lot of time and effort and feels exhausted at 

work. Jamie noted in her open-ended survey, “…it drains me when students are not 

engaged...the great amount of time and effort I put into the lecture notes.” Elliott responded in 

his survey, “…I’m drained and worn out…it’s too much work.” Frankie stated in her open-

ended survey, “…my workload is overwhelming and exhausting.” The data indicated that 

adjunct professors at higher education institutions are expected to accomplish an unreasonable 

amount of work, which is in line with the findings of Alves et al. (2019), Flaherty (2020b), and 

Umpierrez (2021), who posited that adjunct professors’ workloads have grown increasingly 

excessive as the years have progressed. 

Even though participants have excessive workloads, participants have recognized the 

adverse consequences of this on the students. Ciara shared in her interview, “…I want to 

support the students…I can’t do it…I can’t keep up with all of my work.” Addison said in her 

interview, “…students are suffering…when I get behind in my workload.” Denise stated in her 
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interview, “…the last two grading periods have been a struggle…mentally, I’m letting the 

students down.” Isaac said that the amount of work he has to do prevents him from instructing 

students successfully. Isaac stated in his reflective journal, “…it’s unfair to shortchange 

students due to my workload.”  Katrina wrote in her reflective journal, “…I’m stressed and 

overwhelmed…I have to take a deep breath before responding to a student.” Frankie said in her 

open-ended survey, “…it sickens me to teach students the same courses repeatedly.” Gabriella 

stated in her open-ended survey, “…my workload is too much…I give students less feedback 

on their assignments.” Participants believed that their excessive workload has caused them to 

go above and beyond the scope of their role as adjunct professors, “…that’s too much work for 

my position,” which has negatively impacted students (Drozdowski, 2021). There is an 

excessive workload when job expectations exceed employees’ capacity to manage them. In 

addition, excessive workload refers to the number of hours or intensity, amount of time 

sacrificed, and effort required to complete a task (Kirch, 2008). 

Time Pressure  

 

  The sub-theme of time constraints refers to job demands placed on participants who 

operate in an environment with a large amount of pressure to meet tight work deadlines (see 

Table 4), thus, having to cope with always competing work priorities (Chen et al., 2022; 

Demerouti et al., 2001; Naidoo-Chetty & du Plessis, 2021). Based on the open-ended survey 

results, all participants indicated that they felt rushed to complete their workload. Gabriella 

responded in her open-ended survey, “…it’s too much work…a week is not enough time to 

grade 70 papers and give student feedback.” Henry stated in his open-ended survey, “…it’s 

difficult to manage and tolerate the pressure of my workload.” Ciara said in her open-ended 

survey, “…the pressure to complete my work…I’m near my breaking point.” Isaac stated in his 
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reflective journal, “…it’s too much pressure…grading 100 assignments within tight deadlines.” 

Denise mentioned that in addition to the pressure to deliver much work in eight weeks, she is 

expected to work outside class to help her students. Denise said in her reflective journal, 

“…eight weeks is not enough time…now we are told to work with students beyond our 

contracts.” Time pressures made it impossible for participants to finish their assignments on 

time. Katrina said in her interview, “…having to grade 100 assignments from 50 students 

within a 72-hour deadline is impossible.” Jamie mentioned how taxing it is to meet the 

deadlines set by the course requirements. Jamie said in her interview, “…I’m drained…there’s 

pressure to grade papers quickly.” Participants expressed that their work deadlines are 

impossible to accomplish because they are too excessive to complete in a short t time; for 

example, “…having to grade 100 assignments…within a 72-hour deadline is impossible.” 

Adjunct professors at higher education are subjected to extreme time constraints and high 

expectations (Naidoo-Chetty & du Plessis, 2021). This time pressure has put too much 

unnecessary stress on the participants, leading to poor psychological and physiological health 

(Naidoo-Chetty & du Plessis, 2021). 

Table 4. 

Sub-Theme of Time Pressure 
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Exhaustion 

  The main theme of exhaustion refers to one of the critical components of burnout: 

emotional exhaustion, which is characterized by long-term exposure to emotions of stress, 

particularly persistent fatigue brought on by overbearing work (i.e., excessive job demands, 

time pressure) and drained psychological and physiological resources (Demerouti et al., 2001; 

Maslach et al., 2001). Exhaustion was a common theme across all participants due to the 

intense psychological, emotional, and physiological pressure they had been under (Bakker & 

de Vries, 2021; Demerouti et al., 2001). All participants said that their excessive workload 

leaves them exhausted. Ciara said in her open-ended survey, “…I’m completely exhausted 

after work…I have nothing left in me…can’t decide what’s for dinner.” Henry stated in his 

open-ended survey, “…I’m exhausted…there’s too much work on my plate.” Denise noted in 

her journal, “…I’m very exhausted…I’m too exhausted and irritable to do anything.” Isaac 

remarked in his journal, “…I’m drained…I can’t keep pushing myself…I have to muster up the 

energy to complete my tasks.” Elliott remarked that he does not have time to relax due to his 

workload. Elliott said in his interview, “…my work is too exhausting…no time to relax.” 

Frankie shared the sentiments expressed by Elliott. Frankie said in her interview, “…my work 

is very time-consuming…not enough time to relax.”  

  Participants have become exhausted due to their workload, which includes encouraging 

students, creating, and replying to emails, planning and presenting lectures, grading 

assignments, offering feedback, and even engaging in administrative duties. Katrina stated in 

her open-ended survey, “…faculty tasks and meetings exhaust me.” Ciara noted in her open-

ended survey, “…my workload is too large to deal directly with student issues.”  Jamie 

indicated in her interview, “…it’s exhausting…when students are slow learners.” Isaac said in 
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his interview, “…I’m burned-out…I’m not staying after class to break down research 

techniques.” Denise said in her reflective journal, “…unmotivated students and pressure from 

my institution are exhausting.” Gabriella noted in her reflective journal, “…I am burned-

out…my student’s writing frustrates me.” Participants indicated that their excessive workloads 

are causing them to experience a great deal of exhaustion, subsequently keeping them from 

relaxing after work, “…my work is too exhausting…no time to relax” and engaging with 

students, “…I’m burned-out…I’m not staying after class.” Exhaustion is a significant 

contributor to burnout, which is characterized by a sense of being drained by one’s job, “…I’m 

drained…I have to muster up the energy to complete my tasks,” especially when combined 

with psychological and physiological depletion from excessive effort (Bakker & Costa, 2014). 

Psychological Health  

 

The sub-theme of psychological health refers to aspects of the participant’s 

psychological well-being impacted by exhaustion (see Table 5). Employees under long-term 

exhaustion from excessive work demands experience various psychological symptoms such as 

anxiety, depression, lack of motivation, and moodiness, to name a few (Bakker & de Vries, 

2021; Demerouti et al., 2001; Guntupalli et al., 2014). These symptoms indicate something is 

amiss (Bakker & de Vries, 2021). Eleven participants stated how exhaustion had affected their 

psychological health. Psychological effects like work-related anxiety have been linked to 

exhaustion (Bakker & de Vries, 2021). For example, Isaac stated in his interview, “…I get 

anxiety in my stomach…when I’m emotionally burned-out.” Denise explained that her anxiety 

from many years ago has reappeared due to her excessive workload. Denise said in her 

interview, “…I experienced anxiety back in college…I’ve been experiencing it again…it’s my 

workload.” Gabriella noted in her reflective journal, “…I dread grading papers…it gives me 
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anxiety.” Katrina said in her reflective journal, “…my workload causes anxiety…my overall 

emotional health has declined.” Ciara mentioned in her open-ended survey, “…I feel extremely 

anxious when my workload is not done.”  The need for therapy emerged as an additional 

psychological symptom (Bakker & de Vries, 2021). One of the participants, Brian,  mentioned 

that his workload is affecting him mentally, and he needs help. For example, Brian stated in his 

open-ended survey, “…I’m empty…my workload is eating away at my sanity…I need 

therapy.” The excessive workload and time pressure have adversely contributed to the 

participant’s poor psychological health. Higher rates of burnout are associated with an 

increased prevalence of psychological problems, such as anxiety, among employees (Bakker & 

Costa, 2014), “…my workload causes anxiety…my overall emotional health has declined.” 

Bakker and Costa (2014) asserted that an employee’s psychological symptoms could be linked 

to increased cognitive demand for work overtime or prolonged mental strain.  

Table 5. 

Sub-Theme of Psychological Health 

 

Physiological Health 

 

The subtheme of physiological health refers to aspects of the participant’s physiological 

well-being affected by exhaustion (see Table 6). Participants with a higher level of burnout 

resulting from constant fatigue imposed by excessive work-related tasks are more likely to 

experience a variety of physiological problems, including, but not limited to, the following: 
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abnormal sleep patterns, extreme tiredness, headaches, muscular aches, and pain, stomach 

problems, excessive body weakness or feeling physiologically unwell (Bakker & Costa, 2014; 

Bakker & de Vries, 2021; Young, 2021). Katrina described how her exhaustion led to a decline 

in her physiological health. For example, Katrina wrote in her journal, “…work has consumed 

me…I canceled my gym membership…my health is in jeopardy.” Ciara responded in her 

reflective journal, “…my workload gives me headaches, backaches, stomach pain, and chest 

pain.” Participants indicated that they were too physiologically exhausted to do anything after 

work. Isaac noted in his journal, “…I have no physical energy after work…I want to eat and go 

right to sleep.” Denise stated in her open-ended survey, “…after work, I’m too exhausted…I 

can’t help my daughter with her homework.” Henry stated in his open-ended survey, “…I’m 

physically exhausted after work…I get migraine headaches…I need more sleep.” Jamie said in 

her interview, “…I’m physically drained after work…I can’t cook, shower…or change clothes 

before bed.” Brian said in his interview, “…as my workload increases…I worry more and 

sleep less.” Addison and Frankie noted in their interviews that their feet are incredibly sore 

from standing for lengthy periods while lecturing. The exhaustion that the participants 

experienced contributed to developing physiological health problems. The participants have 

put in considerable effort to satisfy their job’s excessive demands, resulting in several 

physiological consequences; for example, Isaac stated, “…my workload gives me headaches, 

backaches, stomach pain, and chest pain.” Bakker and de Vries (2021) posited that the 

progression of physiological symptoms such as lack of sleep, aches and pains throughout the 

body, and poor self-care practices could worsen if prolonged exposure to excessive job 

demands continued. 

Table 6.  
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Sub-Theme of Physiological Health 

  

Lack of Resources 

  The main theme of lack of resources refers to participants not having adequate 

resources at work, leading to a loss of interest in their work and forming negative attitudes 

towards it (Demerouti et al., 2001). Bakker and Costa (2014) and Demerouti et al. (2001) 

asserted that lacking resources relates to higher burnout levels. Inadequate resources to assist 

with their excessive workloads hindered participants’ capacity to satisfy job demands. 

Participants highlighted a lack of resources like administrative support, training, faculty 

inclusion, and materials. Denise responded in her open-ended survey, “…it’s too hard to lead 

students without sufficient resources.” Katrina said in her open-ended survey, “…I get the 

grunt work…I am considered lower than my full-time colleagues.” Brian stated in his 

interview, “…there’s a lack of training…I don’t know enough.” Isaac said in his interview, 

“…research materials and professional development are lacking resources.” Addison said in 

her interview, “…my department has faculty’s picture on the wall…none are pictures of 

adjunct professors.” Jamie said in her reflective journal, “…there’s a lack of materials…full-

time professors get theirs first…adjuncts get the leftovers.”  Henry stated in his reflective 

journal, “…research supplies are lacking.” Gabriella wrote in her reflective journal, 

“…community support from the institution is lacking.” A lack of resources has exacerbated 

participants’ exhaustion and burnout. According to Demerouti et al. (2021), employment 
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resources such as rewards, job security, and administrative support may lessen job demands; 

for example,  “…the job demands far exceeds the pay” and the psychological and physiological 

costs associated with it. In contrast, when there are not enough resources on the job, addressing 

participants’ emotional requirements is challenging, and there is less of a buffer between job 

pressure and burnout (Bakker & de Vries, 2021). 

Pay 

 

The sub-theme of pay refers to the monetary compensation received in exchange for 

work performed on the job, and it also acts as a motivational tool to show up for work (see 

Table 7) (Bakker et al., 2014). Gabriella said in her interview, “…money makes you get up and 

work.” Frankie stated in her interview, “…adjuncts work hard….pay us for the stress we go 

through.” Addison noted in her interview, “…it’s not beneficial for the institution…pay me 

more for the additional work I’ve undertaken.” Elliott responded in his open-ended survey, 

“…I’m depressed…my pay doesn’t match my work effort.” Brian stated in his open-ended 

survey, “…my workload is time-consuming…I’m dissatisfied with my pay.” Denise wrote in 

her reflective journal, “…compensate me…I help students outside of class.” Ciara wrote in her 

reflective journal, “…my workload takes too much time…my pay is not equating to minimum 

wage.” Henry said in his reflective journal, “…I need sufficient pay.” According to Kohler 

(2021), the best way to combat burnout is through motivational strategies incorporating 

rewards. Using pay as an incentive to inspire workers influences job satisfaction, and it may 

also help prevent burnout or, at the very least, make the workload more bearable (Kohler, 

2021). 

Table 7. 

Sub-Theme of Pay  
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Job Security 

 

The sub-theme of job security refers to the benefit of working and assurance of long-

term employment (see Table 8) (Olawole, 2022). Participants must feel secure and satisfied in 

their occupations and maintain the emotional stability necessary to do their tasks well 

(Olawole, 2022). The lack of job security, precisely, contract renewal, was a factor in the 

exhaustion among 100% of the participants. Katrina wrote in her reflective journal, “…job 

security is lacking…no courses…no work.” Denise wrote in her reflective journal, “…I’m 

exhausted…I would love to take a break…without fear of losing my teaching contract.” Isaac 

stated in his reflective journal, “…adjunct contracts aren’t always renewed…I’m burned-out by 

my workload…but I’m trying to earn a new contract.” Jamie reported in her open-ended 

survey, “…my job’s uncertainty drains me mentally.” Ciara said in her interview, “…there’s a 

lack in job security…will I get a course…will I make money.” Addison said in her interview, 

“…I heard that higher education institutions are phasing out adjuncts.” Elliott said in his 

interview, “…the future is uncertain…I may not get a contract…but I’ll keep searching for a 

better position.” Renewing teaching contracts risks their status as adjunct professors (Aybas et 

al., 2015). Thus, participants’ burnout was exacerbated by the lack of available resources and 

the fact that they did not believe they could rely on regular revenue from their respective 

institutions. Workload and time limits, which may threaten the participants’ employment 

stability, have also contributed to their exhaustion (De Angelis et al., 2021). 
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Table 8. 

Sub-Theme of Job Security 

 
 

Disengagement 

The main theme of disengagement refers to an employee’s natural response to 

exhaustion leading to disengagement in the form of distancing themselves from the purpose 

and general substance of their work (Bakker & Demerouti, 2007; Demerouti et al., 2001). 

Disengagement results in lowered productivity, increased absences from work, reduced 

passion, diminished quality of work, increased job quitting, and, specifically, cynicism (Bakker 

& Demerouti, 2007; Demerouti et al., 2001). Katrina wrote in her reflective journal, “…I’m 

exhausted…why am I still doing this?” Frankie said in her reflective journal, “…when my 

emotional and physical health isn’t good…I’m less engaged and less productive at work.” 

Exhausted participants are inclined to withdraw within themselves, an essential psychological 

aspect of exhaustion. For example, Isaac noted in his reflective journal, “…burnout makes me 

disengage…I become silent and reserved in class.” Brian said in his open-ended survey, “…I 

shut out the world…and focus on myself.” Ciara said in her open-ended survey, “…I force 

myself to zone out...it’s the only way to get through the day.” Denise noted in her interview, 

“…I’m exhausted…I don’t want to teach…asking questions in class is off limits.” Elliott said 

in his interview, “…when I’m exhausted…I’m reluctant to go to work…I want to stay at home 

to regain my strength.” Henry stated in his interview, “…I’m working like a robot…I’m 

disconnected from my body…trying to finish my work.” Gabriella indicated in her interview, 
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“…it’s easy to become disconnected…I have lost my intrinsic motivation!” The participant’s 

action toward their work, “…I’m exhausted…I don’t want to teach…asking questions in class 

is off limits,” reflects the withdrawal or reduced motivation from their jobs. According to 

Schaufeli and Taris (2014), disengagement occurs when employees fail to use and express 

themselves psychologically, physiologically, cognitively, and emotionally at work due to stress 

and job demands. Thus, participants disengage from various elements of work to protect 

themselves from additional energy depletion (Schaufeli & Taris, 2014). 

Cynicism 

 The sub-theme of cynicism refers to participants’ detached or negative attitudes toward 

their work in general rather than toward other individuals (Bakker et al., 2014) (see Table 9). 

Cynicism about work increases when job demands such as work overload, emotional 

expectations, and poor work circumstances are high (Demerouti et al., 2001; Demerouti et al., 

2010). According to Bakker et al. (2014), burnout and cynicism are predictable outcomes for 

employees in higher education institutions facing excessive workloads and a lack of resources. 

All participants mentioned that they spoke negatively about adjunct professors’ roles. Katrina 

said in her open-ended survey, “…my frustration leads to negativity…my workload fills me 

with dread.” Brian said in his open-ended survey, “…my workload demands a lot of my 

time…I have negative thoughts about my pay.” Bakker et al. (2014) asserted that cynicism is 

directed at one’s job, not others, yet Jamie, Denise, and Addison share cynical attitudes about 

individuals at work. Denise stated in her open-ended survey, “…I’m talking more cynically 

about student struggles.” Addison said in her open-ended survey, “…I talk about my work 

negatively…I’m displeased with the way my supervisor communicates.” Jamie stated in her 

reflective journal, “…there’s nothing positive to say about my work….my work and colleagues 



135 
 

 

 

are exhausting.” Isaac noted in his reflective journal, “…not getting paid enough is one 

thing…but not getting paid on time has left a negative taste in my mouth.” Participants 

indicated they had been coping with work pressure by grumbling about their jobs’ excessive 

workload, exhaustion, and lack of resources. For example, Gabriella stated in her interview, 

“…I complain so much…I do too much as an adjunct professor…and don’t get paid enough.” 

Elliott said in his interview, “…I’m negative…pay me more…my workload is too much.” 

Ciara stated in her interview, “…I want to remain an adjunct professor…but the workload is 

too much…it’s a toxic love-hate relationship.” Participants’ cynicism toward their job was 

caused by excessive workloads and lack of resources (Bakker et al., 2014). Employees who 

report psychological and physiological health problems are more likely to experience 

exhaustion and cynicism from their jobs, “…I dread grading papers…it gives me anxiety,” as 

Bakker et al. (2014) emphasized. Further, cynicism offers workers an escape route when they 

lack the emotional or psychological reserves to deal with the stresses of their jobs (Bailey, 

2021). 

Table 9.  

Sub-Theme of Cynicism 

 

Outlier Data and Findings 

This section focuses on some of the findings from the study that came unexpectedly. 

These discoveries were fascinating and worthy of mention, adding new facets to the research. 
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Age and retirement were two of the outliers that stood out. The findings of the below outliers 

could be the basis of future research studies. 

Age and Retirement 

Addison, a 70-year-old participant, discussed how her overall health directly results 

from her role as an adjunct professor. Addison said, “…at this stage in my life, my role as an 

adjunct professor has improved my emotional health. When I retired from my former 

profession, I was unprepared to do nothing. This position satisfies my desire to continue to 

serve the community and be significant.” Despite her advanced age and highly sore feet after 

conducting lengthy lectures, Addison maintains that her role as an adjunct professor has had no 

negative impact on her physiological health or her ability to impart knowledge to the next 

generation. Addison explains, “…my role as an adjunct hasn’t hurt my physiological health in 

any way. I’m more active two days a week because of it. Age is the only thing that has changed 

my physiological health. Still, I want to help my students develop a love of science and give 

them the information they will need for their future careers. I have no other goals except to be a 

great professor.” 

Summary of Emerging Themes 

 The data analysis revised by Moustakas (1994) was applied in this study to investigate 

and discover the meanings and essences of the lived experiences of burnout among adjunct 

professors at higher education institutions. An understanding of the phenomenon is uncovered 

in this process through the use of textual and structural words, phrases, sentences, or 

paragraphs related to the lived experience with the phenomena. Although understanding the 

phenomena is impossible, its essence can be understood (Moustakas, 1994). Following the 

epoché suggested by Moustakas (1994), I had to set aside my assumptions, prejudices, and past 
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concepts and experiences during the analytical process to obtain an authentic picture of the 

participants’ experiences. Epoché, in the opinion of Moustakas (1994), puts the participants’ 

experiences as the main focus of the study, allowing the researcher to feel the event as if it 

were happening at the moment. 

Findings from this study revealed four main themes and six sub-themes that reflected 

and built upon the adjunct professor’s shared experiences: excessive workload, exhaustion, 

lack of resources, and disengagement (see Table 10). Finding the main themes that describe the 

phenomena’s essence and providing the necessary clarification from the data collection was 

accomplished. In the end, the phenomena were discovered with the help of the themes. 

Table 10. 

Themes and Sub-Themes Aligned with Job-Demands-Resources (JD-R) 
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Note. Job Demands-Resource (JD-R) (Demerouti et al., 2001; Maslach & Leiter, 1997). 
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Research Question Responses  

This study aimed to determine what factors contribute to burnout among adjunct 

professors at higher education institutions. The main research questions and sub-research 

questions were answered using data from the participants’ open-ended surveys, reflective 

journals, and semi-structured individual interviews. The alignment between the main themes, 

sub-themes, central research questions, and sub-questions is shown in Table 7, based on the 

participants’ responses. A detailed explanation of the data in the central research question and 

the sub-research questions is provided in the following section. 

Central Research Question 

 What are the lived experiences of adjunct professors experiencing burnout at higher 

education institutions? The responses from the participants resulted in the emergence of four 

main themes (excessive workload, exhaustion, lack of resources, disengagement) and the 

subsequent six sub-themes (time pressure, psychological and physiological health, pay, job 

security, and cynicism). The responses from participants also highlighted the extent of their 

workload, the negative implications of their workload, the resources that may help lessen those 

adverse effects, and the personal and professional repercussions of that workload. Although 

participants’ burnout narratives varied based on their own lived experiences, they all 

experienced the phenomena richly and meaningfully.  

Participants’ exhaustion and burnout were mostly attributable to their inability to keep 

up with their workload, including supporting students, grading, sending and answering emails, 

organizing and giving lectures, holding office hours, offering feedback, and even engaging in 

administrative activities. In particular, those who had a large number of students reported 

feeling more emotionally drained. For example, Ciara said, “…the pressure to complete my 
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work…I’m near my breaking point.” Brian stated, “…I’m empty…my workload is eating away 

at my sanity…I need therapy.” Despite the negative experiences of burnout shared by 

participants, each participant mentioned aspects of their work that they found rewarding, such 

as their relationships with students and enthusiasm for learning. Jamie stated, “…despite being 

burned-out…what I share with students is gratifying.” Katrina remarked, “…the drawback of 

adjunct teaching is bureaucracy…but when I have engaged students, that’s wonderful and 

energizing.” Similar to Katrina, regardless of their lived experiences with burnout, other 

participants having the opportunity to impart knowledge to students is satisfying.  

Despite job demands, passion gives employees satisfying and fulfilling careers 

(Esparza, 2014). Henry and Frankie agree that the position of an adjunct professor is 

challenging, overtaxing, and draining of energy; nonetheless, they think their passion for 

teaching inspires and pushes them to persevere. Henry said, “…working as an adjunct is 

exhausting and stressful…it’s my passion to pass on knowledge to students is rewarding.” 

Frankie said, “…I’m exhausted and overworked…I love lecturing…my passion pushes me to 

finish my work.” Despite what participants experienced as a result of their excessive 

workloads, exhaustion, and a lack of resources, working as adjunct professors at higher 

education institutions offered participants satisfying opportunities to share their expertise with 

students. 

Sub-Question One 

How do adjunct professors at higher education institutions describe the job demands 

contributing to their burnout? Job demands are psychological, physiological, social, or 

organizational and necessitate continual exertion on the part of the employee, as well as the 

consequent psychological and physiological (Demerouti et al., 2001). Participants’ perceptions 
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of excessive workload resulted in the main theme of this study and, subsequently, the sub-

theme of time pressure.  

Participants must use a great deal of effort to satisfy excessive job demands in a short 

amount of time. Job demands placed on employees due to growing on-campus and online 

student recruiting have been a recurrent theme in higher education institutions (Naidoo-Chetty 

& du Plessis, 2021). Furthermore, these changes have impacted participants’ work as they 

encounter challenges such as excessive workloads, time pressure, and heightened levels of 

exhaustion. The overwhelming work that participants like Katrina, Elliott, and Denise are 

required to do caused them to feel exhausted. For example, Katrina stated, “…thinking about 

Monday’s workload exhausts me.” Elliott stated, “…it’s too much work…I’m exhausted and 

depleted.” Denise remarked, “…that’s a lot of work; cramming a 16-week course into eight 

weeks is exhausting!” 

 Participants have been subjected to an excessive workload, leading to exhaustion and 

burnout. For example, Ciara said, “…it’s a great deal of work…I teach up to 100 students at a 

time.” The participant’s objective is to support their students, yet the excessive workload and 

the amount of time required to perform the work have left them feeling overwhelmed and 

unable to keep up with their job demands. Thus, in addition to their excessive workload, they 

are under too much time pressure to get it done. Time pressure is workplace obligations made 

on employees who work in an atmosphere with significant pressure to achieve tight deadlines. 

As a result, these employees are forced to deal with always conflicting work priorities. For 

example, Gabriella remarked, “…I’m only an adjunct professor…why so much work?” Isaac 

stated, “…grading 100 assignments in a short time…too much pressure.” Jamie said, “…I’m 

drained…there’s pressure to grade papers rapidly.” The expectation for participants to grade 
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100 assignments in a short time frame necessitates exerting substantial energy, eventually 

leading to exhaustion (Demerouti et al., 2001). For example, Gabriella stated, “…quickly 

grading and providing feedback on nearly a hundred assignments is impossible…and too hard 

.” Higher education institutions impose unprecedented work pressure on adjunct professors, 

despite these individuals having limited time to perform their responsibilities (Naidoo-Chetty 

& du Plessis, 2021). 

Sub-Question Two 

How do adjunct professors at higher education institutions describe the lack of 

resources contributing to their burnout? Lack of resources suggests not having adequate 

resources at work, leading to a loss of interest in their work and the formation of negative 

attitudes towards it (Demerouti et al., 2001). This question was addressed deeply by 

participants’ comparable experiences with the third main theme of lack of resources at their 

respective higher education institutions, which consequently helped to establish the sub-themes 

of pay and job security. 

While adjunct professors’ workloads have conventionally been excessive, they have 

also been under-compensated (McClure & Fryar, 2022). The participants’ responses indicated 

that they were not supplied with sufficient resources such as pay or job security to satisfy the 

excessive demands of their roles. For example, Addison stated, “…give me more money…my 

workload has increased.” Employees’ attitudes about their jobs may be affected by financial 

rewards, and such rewards like pay may also reduce the risk of burnout and make employees’ 

jobs more manageable (Kohler, 2021). Thus, when avoiding burnout, Kohler (2021) 

recommends using rewards. For example, Brian said, “…my pay is inadequate…my work 
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demands a lot of time.” Frankie remarked, “…compensate us for the work and exhaustion 

we’re under.”  

An additional means to protect employees from burnout and keep them engaged when 

job demands are excessive is to keep them motivated. Therefore, the assurance of receiving a 

salary equal to an employee’s efforts serves as both a reward and a motivator to work (Bakker 

et al., 2014). For example, Gabriella said, “…getting paid fairly for my effort motivates me to 

get up and work.” Elliott stated, “…I need more pay…something that can motivate me.” The 

lack of resources, such as job security, that participants Katrina and Ciara face and their 

inability to rely on regular income from their respective institutions is a significant cause of 

their burnout. For example, Katrina said, “…if the courses aren’t offered…I won’t have a job.” 

Ciara remarked, “…will I have a class this semester…will I get a paycheck…do I need to find 

something else?”  

The JD-R theory proposes that resources play a central role in preventing psychological 

and physiological health impairments and places employees’ health at the center. However, 

when resources are insufficient, employees struggle to meet the demands of their jobs and 

subsequently incur increased psychological and physiological health problems (Bakker et al., 

2014; Demerouti et al., 2001). For example, Denise stated, “…can I take a break without losing 

my job…I’m exhausted?” Isaac said, “…I’m exhausted…working so hard to prove my worth.” 

Because of a lack of resources such as pay and job security, it is more challenging to meet the 

emotional needs of employees, which amplifies the impact of work demands on burnout 

(Bakker & de Vries, 2021). While job resources seem to mitigate burnout in employees, 

several writers have found that a lack of resources may lead to symptoms of burnout (Bakker et 

al., 2005; Hakanen et al., 2006; Maslach, 2001). Therefore, it is plausible that some of the 
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difficulties the participants faced may have served as stressors and contributed to the 

emergence of burnout (Maslach et al., 2001). 

Sub-Question Three 

How do adjunct professors at higher education institutions describe their experience 

with burnout and its symptoms? Burnout is a state of psychological exhaustion caused by an 

excessive effort to meet unrealistic expectations, a sense of psychological and physiological 

resource depletion, and exhaustion (Freudenberger, 1974). Moreover, burnout results from 

prolonged responses to chronic interpersonal stressors at the workplace (Maslach, 1976). All 

participants described their experience of burnout as a profound sense of exhaustion (the 

second main theme identified) accompanied by various psychological and physiological health 

(sub-themes) symptoms resulting from immense emotional, psychological, and physiological 

pressure.  

Participants’ experiences with burnout suggested a considerable level of burnout, 

according to the results of the OLBI open-ended survey (Demerouti et al., 2001). For example, 

Elliott stated, “…it’s impossible to rest…too much work to do.” Jamie said, “…after work, I’m 

too exhausted to care for myself.” Addison stated, “…I’m definitely worn out after work.” 

Frankie said, “…lecturing is stressful…I want to relax after work.” The study’s results 

suggested that the participants’ psychological health was significantly influenced by the 

burnout brought on by an excessive workload. For example, Gabriella said, “…I get anxious 

and lack focus. I procrastinate…I fear and dread what’s to come.” Katrina said, “…anxiety is 

causing my mental health to deteriorate.”  

Burnout has been shown to harm the physiological health of employees (Leiter & 

Maslach, 2001). Leiter (2005) expands on the significance of exhaustion in the onset of 
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burnout-related physiological symptoms. According to the author, exhaustion causes 

sleeplessness, headaches, and stomach problems, all interfering with rest and recovery. For 

example, Brian stated, “…I’m concerned…my headaches, dizziness, and insomnia is 

intensifying.” Henry said, “…being physiologically exhausted is causing insomnia, migraines, 

and headaches.” 

Participants like Isaac and Ciara have also endured harmful psychological and 

physiological symptoms from constant exhaustion imposed by their excessive workload, 

suggesting a considerable burnout level (Leiter, 2005; Young, 2021). For example, Ciara 

responded, “…my anxiety causes cold sweats, clammy hands…pain in my stomach, chest, 

back, and head…I’m constantly taking Tylenol or Excedrin X.” Isaac remarked, “…I get 

migraine headaches, pressure in my chest, and difficulty breathing…will I make it through this 

semester?” The manifestation of exhaustion in participants has affected their psychological and 

physiological health leading to burnout (Martìnez et al., 2020; McClure, 2020; Salvagioni et 

al., 2017). Overexposure to psychologically and physiologically stressful social settings 

increases employees’ feelings of burnout (Maslach & Leiter, 2016). Similarly, Maslach et al. 

(2001) pinpoint interpersonal pressures as the key driver of burnout at the workplace. 

Consequently, burnout is a psychological condition due to an employee’s connection with 

work. 

Sub-Question Four 

How do adjunct professors at higher education institutions describe their experience 

with disengagement? Disengagement describes an employee’s natural response to exhaustion 

leading to distancing themselves from their work’s purpose and general substance (Bakker & 
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Demerouti, 2007; Demerouti et al., 2001); the participants’ responses aligned with the fourth 

main theme, disengagement, and the sub-theme of cynicism. 

 Disengagement occurs when employees do not have an active and practical connection 

to various aspects of their jobs and do not believe in their ability to meet their role’s challenges 

(Maslach & Leiter, 1997). Disengagement is considered the motivating component of burnout, 

which results in employees not being engaged with their job on psychological, physiological, 

cognitive, and emotional levels (Bakker et al., 2014). For example, Frankie said, “…when I’m 

exhausted, I tend to withdraw from work emotionally.” When employees are disengaged, it 

does not necessarily mean that they are being lazy or that they are avoiding their primary tasks. 

However, it does imply that employees are just performing the bare minimum and are not 

contributing anything else. For example, Isaac said, “…my workload causes exhaustion and 

disinterest…I’m not doing much reading…responding to emails…or grading papers…besides, 

I’m not getting paid much.” Similarly, Henry stated, “…when I’m stressed, I avoid answering 

all of the student’s emails…it’s too much work.” Denise said, “…I disconnect from work when 

I don’t feel like lecturing…then I’ll schedule hands-on stuff for the students.”  

Participants indicated that exhaustion caused them to disengage from their job demands 

resulting in cynicism toward their job (Bakker & Demerouti, 2007; Demerouti et al., 2001).  

Cynicism refers to participants’ detached or negative attitudes toward their work (Bakker et al., 

2014). A myriad of unfavorable attitudes may be forecasted based on one’s level of cynicism, 

which originates from feelings of exhaustion and disengagement. For example, Katrina stated, 

“…I feel more frustrated and negative…a sense of dread about going to work.” Ciara said, 

“…I’m irritable with students…I’m rushed and frustrated by my workload.” Gabriella 
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remarked, “…I’m always complaining about grading student papers...it’s too time-consuming 

for insufficient pay in return.” 

 Due to disengagement and cynicism, employees’ inability to satisfy their jobs’ 

excessive demands leads them to contemplate quitting their jobs (Demerouti et al., 2001; 

Maslach et al., 2001). For example, Gabriella remarked, “…I want to quit my job…it’s too 

much to handle as an adjunct professor.” Denise stated, “…a complete career shift might be 

best for my mindset…I could see myself doing other work besides this.” Likewise, Katrina 

said, “…I’ve become more cynical and anxious…do I want to keep doing this work…I’m not 

excited anymore.” Jamie stated, “…my time in this role winding down my…all I can talk about 

are the negatives…this job is exhausting.” Participants have become disengaged from their 

work to preserve energy, resulting in job demands being worked on with little effort. 

 Consequently, disengagement has resulted in cynical attitudes and behaviors about their 

roles at higher education institutions. Disengagement as an essential psychological effect of 

burnout is the tendency of employees to isolate themselves from various aspects of their work 

emotionally (Herman et al., 2018; Schnaider-Levi et al., 2017; Suh, 2019). This kind of 

isolation experienced by employees is thought to also contribute to cynicism toward one’s 

work, content, and work objects (Bakker et al., 2004; Demerouti et al., 2001; Demerouti & 

Bakker, 2011). 

Summary 

 Chapter Four focused on the data collected from participants’ open-ended surveys, 

reflective journals, and semi-structured individual interviews. After collecting and analyzing 

data, a detailed account of the participants’ lived experiences of burnout at higher education 

institutions was provided. Consequently, the collected and analyzed from the three data sources 
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helped establish four main themes: excessive workload, exhaustion, lack of resources, and 

disengagement. The main themes of data collection led to the creation of six sub-themes. For 

example, the first theme, excessive workload, resulted in one sub-theme: time pressure. 

Second, the main theme of exhaustion led to two sub-themes: psychological and physiological 

health. While the third theme, lack of resources, developed two sub-themes: pay and job 

security. Finally, the fourth theme, disengagement, produced one sub-theme of cynicism.  

The main themes of excessive workload, exhaustion, lack of resources, and 

disengagement that emerged from each participant’s responses supported the central research 

questions, as well as the sub-questions of the study. Insight into the job demands and lack of 

resources faced by adjunct professors at higher education institutions was explored in this 

study. One outlier was discovered due to the aspects of age and retirement. Age and retirement 

were not the primary foci of this study; instead, they were found as an intriguing and 

remarkable new dimension to the overall research.  
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CHAPTER FIVE: CONCLUSION 

Overview 

The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. I sought to 

identify and understand factors that may have contributed to the burnout of adjunct professors. 

Chapter Five opens with a summary of the findings based on the themes from the data analysis. 

Next, interpretations of findings and implications for policy and practice consequences are 

examined. The discussion then moves to the theoretical and empirical implications, limitations, 

delimitations, and recommendations for further research. Chapter Five concludes with a 

study’s summary, including two significant implications. 

Discussion  

 Growth and development opportunities in the workplace may be incredibly engaging. 

Nonetheless, work could also be a significant cause of stress. In this study, the JD-R theory 

served as the theoretical framework to guide the understanding of the job demands and 

resources (or lack thereof) that exist in higher education institutions and how they have led to 

adjunct professor burnout. Too many job demands and insufficient resources may severely 

impact employee well-being (Naidoo-Chetty & du Plessis, 2021). The findings of this study 

revealed that having to labor in such a demanding atmosphere caused adjunct professors to 

experience exhaustion and, ultimately, burnout (Bakker & Demerouti, 2014; Bakker & de 

Vries, 2021; Demerouti et al., 2001). In this study, adjunct professors experienced anxiety, 

migraine headaches, withdrawal, and disengagement due to excessive workloads and 

unreasonable time constraints. In addition, a lack of resources negatively impacted the job of 

adjunct professors resulting in them becoming disengaged and cynical about their profession. 



150 
 

 

 

 This study was necessitated by the widely held belief that adjunct professors are 

paramount to the success of higher education institutions (Henkel & Haley, 2020). However, 

few studies have examined adjunct professors’ experiences at higher education institutions. For 

example, studies have shown that adjunct professors are essential at higher education 

institutions (Fjortoft et al., 2011; Henkel & Haley, 2020; Hyer et al., 2020; Kaiser Health 

News, 2020; Lee, 2019), yet the literature lacks a comprehensive description of their roles. 

Consequently, these studies revealed a gap in the literature regarding how adjunct professors’ 

roles affect them. Following a thematic analysis of three data sources (open-ended surveys, 

reflective journals, and semi-structured individual interviews), four main themes emerged that 

aligned with the JD-R theory. These themes were deemed significant to the adjunct professors’ 

lived experiences. The sections that follow discuss the interpretation of these concepts.  

Interpretation of Findings 

The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. The rationale 

for using JD-R theory aligns with the four main themes and six sub-themes (see Figure 7) by 

understanding the job demands and resources process that are differently associated with 

specific outcomes, as posited by Demerouti et al. (2001). The following subsections discuss the 

significant interpretations of the implications of this study’s four main thematic findings from 

the analysis of each data source, as discussed in Chapter 4: excessive workload, tiredness, lack 

of resources, and disengagement. Six sub-themes of time pressure, psychological and 

physiological health, pay, job security, and cynicism also contributed significantly to the 

interpretations of this section. The main themes and sub-themes were drawn from participants’ 

lived experiences and are the primary source used in this study to understand burnout and its 
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repercussions among adjunct professors at higher education institutions. These themes were 

utilized to generate a set of significant interpretations of the study’s implications. Thus, my 

significant interpretations are as follows: (a) freelancers, (b) lack of personal accomplishments, 

and (c) adjunct professors feel undervalued and underappreciated.  

Summary of Thematic Findings 

One of the first main themes to emerge from the data was the prevalence of excessive 

workloads. The data from this theory revealed that the adjunct professors were overburdened 

with work. Adjunct professors acknowledged the severe pressure they were under to manage 

and meet their professions’ unreasonable expectations while dealing with conflicting time 

constraints. The excessive workloads (i.e., meetings, expectations to do more such as providing 

meaningful feedback, reading and replying to emails, and meeting grading deadlines in a few 

days) have caused adjunct professors to face unprecedented pressure from their institutions, 

negatively impacting their psychological and physiological well-being. Excessive workloads 

have been linked to stress, sluggishness, anxiety, exhaustion, and depression in adjunct 

professors (Almeida et al., 2018; Bakker & Costa, 2014; Cetrano et al., 2017). On the other 

hand, sleep problems, high blood pressure, obesity, and substance abuse are all physiological 

signs of excessive workloads (Almeida et al., 2018; Bakker & Costa, 2014). 

The second main theme of the findings was exhaustion from too much work. This 

theme of exhaustion established that adjunct professors were worn out and near their breaking 

point. Adjunct professors worked extremely hard, trying to juggle an unreasonable amount of 

work quickly, which took a toll on their minds and bodies. The adjunct professors reported 

experiencing emotional distress, such as anxiety, depression, difficulty focusing, and 

irritability. Some of the adjunct professors’ physiological symptoms were migraines, 
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sleeplessness, extreme fatigue, aches and pain, and weakness. The overwhelming workloads of 

adjunct professors left them feeling increasingly powerless, miserable, and completely depleted 

of energy. 

The third main theme of the findings was the lack of resources. Based on the findings 

of this study, adjunct professors are underpaid and worried about losing their teaching 

positions. They indicated that appropriate compensation and job security played significant 

roles in allowing them to manage the heavy workload. Every adjunct professor felt that a salary 

raise was necessary to reflect the considerable time and energy they put into their workload. 

Lastly, the findings in this study also indicated that the adjunct professors believed their 

psychological and physiological stress would be reduced and their burnout would be alleviated 

if they were assured of a new contract each semester. 

The fourth main theme that emerged was disengagement. This study showed that 

adjunct professors’ enormous workloads, exhaustion, poor compensation, job instability, and 

other inadequate employment resources drove them to withdraw from and grow cynical of 

some of their work at higher education institutions. Adjunct professors also indicated that the 

withdrawal from their work was a measure to prevent further exhaustion (Bailey, 2021; Bakker 

& Demerouti, 2007; Bakker et al., 2014; Demerouti et al., 2001; Schaufeli & Taris, 2014).  

According to burnout studies, cynicism indicates having reached the point of 

exhaustion (Maslach, 1976, 2001, 2019; Maslach & Leiter, 2016; Maslach et al., 1996; 

Schaufeli, 2009). Employees who are overworked and stressed may resort to cynicism as a 

coping mechanism (Maslach et al., 2001) or an effortless way out when employees lack the 

mental capacity to cope (Bailey, 2021). Thus, this study showed that being cynical allowed 

adjunct professors to mentally break free from the suffocating pressures of their work (Bailey, 
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2021; Demerouti et al., 2001). Furthermore, due to adjunct professors’ cynicism, they found it 

easier to be pessimistic about their workloads and job resources than to organize and make a 

change (Bailey, 2021; Demerouti et al., 2001). 

FIGURE 7. 

Summary of Themes and Sub-Themes 

 
 

Note. Thematic findings aligned with the JD-R processes (Demerouti et al., 2001).  

 

Significant Interpretations 

 

 In this study, adjunct professors discussed their firsthand experiences with burnout at 

higher education institutions. Due to the matter’s sensitivity, many adjunct professors may 

have been unwilling to reveal particular facts about their experiences. After warming up to me, 
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however, the adjunct professors became pleased about the chance to share their experiences 

since it might be utilized to raise awareness of adjunct professors’ work-related burnout. The 

sections that follow provide my most significant interpretations of the findings. 

Freelancers. The first significant finding of this study was that most adjunct professors 

self-identified as freelancers with no primary employment outside the higher education 

institutions where they work and no aspiration to attain full-time status. In addition, freelancers 

chose to focus their teaching careers on adjunct professorships at different higher education 

institutions. According to Gappa and Leslie (1993), freelancers build their careers around part-

time employment and prefer not to be linked with a specific higher education school or 

position. 

Interestingly, the challenges associated with adjunct professors holding several adjunct 

professor jobs may have contributed to their burnout (Gappa & Leslie, 1993). Furthermore, 

adjunct professors managing their heavy workloads and traveling between campuses are high 

job demands that may have also contributed to their burnout (Demerouti et al., 2001; Maslach 

et al., 2001). Several freelancers in this study repeatedly mentioned being mentally and 

physically exhausted due to their daily back-and-forth commute to other higher education 

institutions. For instance, Frankie said, “...I’m stressed...I’m shuffling between institutions 

several times per day.” In addition, teaching at different higher education institutions may 

hinder freelancers from having a sense of community and diminished personal successes, 

which are additional risk factors for burnout (Maslach & Leiter, 2008) and something that 

several of the freelancers in this study cited as lacking and contributing to their burnout. 

According to Gappa and Leslie (1993), some freelancers may be considering a career in 

teaching. Consequently, these adjunct professors may have less teaching expertise, as found 
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among the freelancers in this study (see Table 2). Research on burnout has shown that 

employees with less experience are more likely to suffer its adverse effects than their more 

seasoned counterparts, who have had more time to acquire the necessary skills and coping 

mechanisms (Bayram et al., 2010; Goddard et al., 2006; Maslach et al., 2001). Thus this study 

suggested that some adjunct professors may have experienced burnout due to a lack of teaching 

experience. Several adjunct professors who lacked teaching experience, for example, attested 

to their high frustration while learning the mechanics of teaching at the higher education 

institution level, which typically takes a minimum of three years to become competent 

(Wickun & Stanley, 2000). During adjunct professors’ first semester, those with less teaching 

experience may be especially prone to exhaustion if required to prepare for many courses. 

Moreover, adjunct professors with less teaching experience may be at risk for exhaustion in 

small departments, where adjuncts are likely to teach a maximum course load owing to their 

lack of primary job income (Gappa & Leslie, 1993). 

This study’s lack of teaching experience among adjunct professors contributed to poor 

time management. Louis E. Boone said, “I am definitely going to take a course on time 

management... just as soon as I can work it into my schedule” (Ailamaki & Gehrke, 2003, p. 

1). To prevent exhaustion and burnout, adjunct professors with little teaching experience did 

not comprehend the need for time management. According to Harman (2023), the planning 

fallacy makes it difficult for inexperienced adjunct professors to manage their time and 

complete tasks. A fallacy happens when individuals underestimate how long it will take to 

complete a job, even if they have completed the work in the past (Harman, 2023).  

Due to the adjunct professors’ lack of teaching experience, the adjunct professors in 

this study were unaware of the significance of developing a weekly plan, remaining organized, 
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minimizing distractions, focusing on one work at a time, and learning to say no to tasks of 

unequal priority (Yglesias, 2018). (Ailamaki & Gehrke, 2003). Lastly, the adjunct professors 

thought that the more work they produced, the more devoted they were to their workload and 

deserving of their adjunct professor position (Ailamaki & Gehrke, 2003).  

The freelancers’ financial reliance on part-time work in this study may have contributed 

to the freelancing adjunct professors’ exhaustion. The freelancers may have chosen not to work 

full-time at a single higher education institution for several reasons, but they now rely on their 

freelancing income to make ends meet. Denise said, “...relying on freelancing gives me 

anxiety...but I need the money.” Adjunct professors who rely heavily on their income from 

teaching have lower turnover rates than their full-time counterparts, according to research by 

(Martin & Sinclair, 2007). Despite feeling burned-out, freelancing adjunct professors kept 

working because they needed the money, according to the study’s findings. In contrast, Martin 

and Sinclair (2007) suggested that when burnout sets in, adjunct professors with reduced 

financial dependence may find it easier to leave the higher education institution. 

Lack of Personal Accomplishments. The second significant finding in this study was 

that all adjunct professors felt less successful or competent in their roles as adjunct professors 

at their higher education institutions due to their burnout. Burnout among this study’s adjunct 

professors resulted in a lack of motivation, disengagement, and decreased job performance, all 

of which harmed their students. For example, Elliott stated, “…my burnout is disappointing…I 

can’t deliver my best to my students.”  Explanation of the causes and effects of burnout, 

Demerouti et al. (2001) noted that adjunct professors’ unpleasant emotional experiences lie at 

the heart of the syndrome. 
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This study also showed that the adjunct professors’ inability to manage their heavy 

workloads and help their students grow made them lose confidence and feel like they were not 

good enough. Ciara, for example, said, “…I am not good enough...I feel inadequate…I am in 

over my head with work.” Furthermore, indicative of burnout was the adjunct professors’ 

expressions of discontentment and dissatisfaction with themselves, their professional abilities, 

and their efficacy as higher education professors (Maslach & Jackson, 1981; Maslach et al., 

1996; Maslach et al., 2001; Noushad, 2008). This lack of confidence affected the adjunct 

professors’ capacity to accomplish their duties at the highest level. The adjunct professors’ lack 

of confidence also caused them to dread their work and become emotionally detached (Rakshit, 

2020). Moreover, adjunct professors’ lack of confidence and inadequacy compounded their 

burnout as they became more judgmental and cynical of their workload, work environment, 

students, and colleagues at their higher education institutions (Rakshit, 2020). 

Findings from this study indicated that adjunct professors attributed their lack of 

personal accomplishment to their low pay. Research has shown that burnout is less common at 

higher education institutions if a balance between work produced and incentives received 

(Fernández-Suárez et al., 2021). In contrast, Fernández-Suárez et al. (2021) identified low pay 

as one of the characteristics associated with burnout. In this study, every adjunct professor said 

their pay does not adequately reflect the time and energy they devote to their adjunct 

professorships. Intriguingly, every adjunct professor in this study noted that their salaries do 

not justify the expense, time, and effort they invested in acquiring a Ph. D. (Pittaro, 2023). In 

addition, adjunct professors ascribed their lack of personal accomplishment to the fact that they 

had Ph.Ds. However, the adjunct professors did not earn a substantial income. Some adjunct 

professors reflected that earning a Ph.D. was a waste of time, money, and energy at this stage 
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in their careers. Consequently, many adjunct professors felt undervalued and underappreciated 

by the higher education institutions where they worked. In addition, many adjunct professors 

undervalued themselves since they felt a lack of accomplishment in their careers. 

Feeling Undervalued and Underappreciated. The third significant finding in this 

study was that all adjunct professors felt undervalued and underappreciated by their higher 

education institutions, and the adjunct professors also undervalued themselves because of their 

lack of professional accomplishments. In this study, adjunct professors pointed to three ways in 

which they felt undervalued and underappreciated. First, adjunct professors in this study felt 

undervalued and underappreciated in their work. According to workplace experts, nothing is 

worse than putting in much effort while feeling unnoticed and unheard (Knight, 2017; McKee, 

2017). All adjunct professors have consistently argued that they are exhausted from teaching 

and leading students through their courses’ curriculum to prove their worth as adjunct 

professors, only to feel invisible at the end of their workday. For example, Isaac remarked, “...I 

am exhausted from proving my worth for a tenure position.” 

Second, adjunct professors felt undervalued and underappreciated by comparing 

themselves to their full-time counterparts. All of the adjunct professors in this study stressed 

how inferior they felt compared to their institutions’ full-time professors. Apart from low pay, 

job instability, and benefits, some adjunct professors do not have private offices, cannot engage 

in some administrative activities, are not identified as faculty on departmental websites, do not 

get compensation for using their computer or internet services, do not have scheduling 

preferences, do not have parking privileges, and do not meaningfully participate in institutional 

governance (Bradner, 2022). For example, Addison stated, “…they don’t send me invitations to 

departmental meetings where decisions are made…there’re for full-time faculty.” 
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Third, adjunct professors felt undervalued and underappreciated through student 

evaluations. Most of the study’s adjunct professors dread the end of the semester since that is 

when their students ‘evaluate’ them. For adjunct professors, student evaluations are the most 

crucial aspect in determining whether or not they will be employed for the next semester 

(Fredrickson, 2015). The adjunct professors in this study saw this kind of evaluation as 

demeaning since it offered students ammunition to criticize them or circumvent the 

repercussions of their academic failure. Moreover, adjunct professors think that student 

evaluations reflect how undervalued and underappreciated they are by their higher education 

institutions, especially when their ongoing employment is contingent upon the quality of their 

students’ evaluations.  

Research studies dispute student assessments’ overall utility, despite their continued 

administration (Kaur, 2019; Schuman, 2014). Nonetheless, some higher education institutions 

depend on student evaluations to determine whether to rehire an adjunct lecturer (Kaur, 2019). 

This study’s adjunct professors deemed it unfair for their higher education institutions to have 

students evaluate their performance. This concept is due to adjunct professors attributing their 

poor work performance to burnout caused by high job expectations and a lack of resources. 

Implications for Policy and Practice 

In May 2019, the World Health Organization (WHO) categorized burnout in the 

International Classification of Diseases (ICD) as an occupational phenomenon understood as 

the outcome of unmanaged and prolonged chronic job stress (Druss et al., 2021; WHO, 2019). 

Burnout is when a person can no longer burn or be produced to satisfy excessive job 

expectations (Adlakha, 2019). Literature supports the psychological and physiological 

repercussions of excessive job demands and lack of resources that contribute to burnout among 
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adjunct professors at higher education institutions (Carroll, 2002; de Onis, 2021; García-Rivera 

et al., 2022; Mitchell, 2020). The literature also supports the relevance of adjunct professors 

having health benefits to access health and wellness programs and services only available to 

full-time faculty (AAUP, 2021; Boysen, 2020; Manternach, 2020; Nittle, 2022; Reevy, 2015). 

However, health and wellness programs and services are difficult for adjunct professors 

experiencing burnout to get the required help from the different stakeholders at their particular 

higher education institutions. Therefore, federal and state policies must be implemented, and 

the practices of higher education institutions must be modified and addressed to provide 

adjunct professors with support and equitable access. This section will elaborate on the study’s 

policy and practical implications. 

Implications for Policy 

 

The American Association of University Professors (AAUP) has a long-standing 

contingent professor policy that attempts to increase academic freedom and shared governance, 

enhance working conditions, and encourage job security for adjunct professors who teach at 

higher education institutions. The study’s findings have policy implications and have 

determined that this federal and state policy does not ensure equity due to the lack of health 

benefits among the adjunct professors in this study. The issue may be that some higher 

education institutions refer to adjunct professors as contingency faculty, part-time or full-time 

academics assigned outside the tenure track, clinical professors, lecturers, non-senate faculty, 

or instructional assistants (AAUP, 2003; AAUP, 2021). Subsequently, these job titles have 

signified adjunct professors’ lack of retirement and health care benefits (Flaherty, 2016), 

unpredictable work with inadequate support, poor job resources, inequity, inadequate income, a 

low rate of job stability, and weak protections for academic freedom (AAUP, 2003). These 
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issues also suggested that adjunct professors with burnout may face several obstacles in 

accessing health benefits (Flaherty, 2016).  

To encourage adjunct professors and higher education institutions to work together 

more effectively, the AAUP should be reformed. At the state and federal levels, further 

procedures must be established to assure the unambiguous supply of health and wellness 

programs and services requested and desired by the interested parties. Implementing federal 

regulations would necessitate penalizing higher education institutions that do not provide 

adjunct professors with the necessary assistance when they become burned-out. These penalties 

might result in fines or court punishment for higher education institutions that fail to provide 

adjunct professors with an equal working environment. 

Implications for Practice 

 

  Literature has demonstrated that excessive job demands are the most significant 

precursors of burnout while lacking job resources is the most important antecedent of 

disengagement (Bakker et al., 2014; Demerouti et al., 2001). Although burnout negatively 

impacts employee well-being and institutional performance, disengagement is undesirable, 

with adverse outcomes (Bakker et al., 2014; Demerouti et al., 2001). Consequently, procedures 

must seek to avoid burnout and disengagement. Thus, combining particular measures at the 

institutional and individual levels may be the most successful approach (Bakker et al., 2014).  

  The findings of this study may have practical significance for stakeholders, including 

policymakers, administrators, adjunct professors, and other higher education faculty and staff 

members, to consider in the context of burnout. The findings indicated that the lived 

experiences of burnout among adjunct professors at higher education institutions were a direct 

result of excessive job demands placed on them by their higher education institutions to 
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successfully manage and fulfill with tight time constraints and the lack of much-needed 

resources (Bakker & de Vries, 2021). Using the JD-R theory, I propose two implications for 

practice to prevent burnout among adjunct professors and disengagement–namely, higher 

education institutional- and individual-level practices (Bakker et al., 2014).  

  Higher Education Institutional-Level Practices. Practices at the higher education 

institutional level are centered on groups of adjunct professors. These include reducing job 

demands, job redesigning, and specialized training programs (Bakker et al., 2014). Reflecting 

on the JD-R theory, I propose three potential practical implications. The first implication for 

practice is that higher education institutions should optimize job demands. Higher education 

institutions must explore methods to prevent adjunct professors’ exhaustion by reducing or 

restructuring job demands such as excessive workloads and time constraints, which are both 

mentally and physically taxing (Bakker et al., 2014).     

  The findings of this study indicated that adjunct professors saw such excessive 

workloads and time constraints as unpleasant and unnecessary obstacles to their personal 

development and goal accomplishment (Bakker et al., 2014). In contrast, while the findings 

suggested that for some adjunct professors, their excessive workloads and time constraints 

were impediments to proving their value to their particular higher education institutions, 

disengagement is an obstacle to work engagement and superior work performance (Bakker et 

al., 2014). Implementing impartial procedures during institutional reform and encouraging 

educational teams and departments to integrate excessive job demands and time constraints 

with adequate job resources are practices that higher education institutions may employ to 

reduce the excessive demands of the job and time constraints (Bakker et al., 2014). 
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  The second implication for practice is for higher education institutions to optimize job 

resources, such as social support, by restructuring the workplace environment or providing 

adjunct professors with professional development that may increase their engagement. For 

example, if the work environment is structured such that adjunct professors interact with one 

another, they may have the opportunity to share information and offer feedback.  

  This study found that adjunct professors named a lack of resources, such as inclusion 

and community, as reasons for their disengagement and disinterest in their job. By 

implementing the optimized job resources practice at higher education institutions, adjunct 

professors may learn how to derive feedback from their work outcomes, and administrators 

may become more skilled at providing feedback in an acceptable manner (Bakker et al., 2014). 

As is known with job demands, higher education institutions must begin the process by 

assessing essential job resources adjunct professors need (Bakker et al., 2014). 

  The third implication for practice is for higher education institutions to optimize 

personal resources. Research demonstrates that personal resources such as optimism, 

resiliency, and self-efficacy could be learned (Bakker et al., 2014; Demerouti et al., 2001). 

Hence, when an institutional review reveals that many adjunct professors lack essential 

personal resources, higher education institutions may elect to provide on-the-job training, 

mentorship, or apprenticeship (Bakker et al., 2014).   

  The findings in this study indicated that adjunct professors received no on-the-job 

training for their adjunct professorship. Therefore, higher education institutions that encourage 

and provide adjunct professors with training and development opportunities may successfully 

keep them from becoming disengaged and uninterested in their work (Ericksen, 2021). In this 

on-the-job training, adjunct professors would be provided with examples of how to optimize 
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their resources in their day-to-day work routine, and subsequently, they may gain new skills 

that may assist them in meeting their daily job demands (Bakker et al., 2014).  

  Individual-Level Practices. The first implication of practice is for higher education 

institutions to optimize questionnaires with individualized responses to educate adjunct 

professors on their most pressing job demands and job resources (Bakker & Demerouti, 2007; 

Bakker & Sanz-Vergel, 2013; Bakker et al., 2014). Higher education institutions may better 

influence burnout prevention methods by addressing adjunct professors’ unique concerns and 

individual needs through individualized strategies (Bakker et al., 2014; Demerouti et al., 2001). 

Due to personal circumstances, an adjunct professor’s job responsibilities may be particularly 

demanding. Similarly, adjunct professors may not have access to specific jobs and personal 

resources due to higher education institutions or personal life changes.  

  The findings of this study indicated that during the second year of the COVID-19 

pandemic, all the adjunct professors suffered various COVID-19-related personal difficulties 

that exacerbated their professional obligations. For example, a face-to-face adjunct professor in 

this study was sick with the coronavirus during the semester but could not afford to take time 

off due to low pay and no health benefits. His administrator then offered him a more suitable 

alternative: online teaching. He taught online despite having an elevated temperature, 

headache, nausea, sweats and chills, and a cough that made it difficult for him to speak. He 

needed days off to rest and care for his body but feared losing his job if he did so.   

  The questionnaires with individualized responses could serve as the launching point for 

a transformation process facilitated by a professional trainer. Other implications of practice 

include (a) job crafting (see Figure 8), in which adjunct professors learn how to improve their 

work environment via psychological and physiological changes proactively; (b) strengths 
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usage training, in which adjunct professors learn to create personal objectives and apply their 

strengths in new ways at work; and (c) recovery training, in which adjunct professors learn the 

activities that best help in their ability to recover from their efforts at work. Recovery training 

may include relaxation or mindfulness practices (Bakker et al., 2014). These higher education 

institutional-level and individual-level practices should contribute to reducing job demands and 

increasing job resources, which might decrease exhaustion, burnout, and disengagement among 

adjunct professors. It may also promote adjunct professors’ work engagement, increase job 

satisfaction, and enhance job performance (Bakker et al., 2014; Demerouti et al., 2001). 

Figure 8. 

The job demands-resources model of occupational well-being. 

 

Note. The job demands-resources model of occupational well-being (Bakker et al., 2014). 

From “Burnout and Work Engagement: The JD-R Approach” by A. Bakker, E. Demerouti, and 

I. Sanz-Vergel, 2014, Annual Review of Organizational Psychology and Organizational 
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Behavior, 1(1), 389-411. DOI:10.1146/annurev-orgpsych-031413-091235. Figure reprinted 

with permission from Creative Commons Approved for Free Cultural Works. 

https://creativecommons.org/licenses/by/4.0/ 

Theoretical and Empirical Implications 

This section explores the theoretical and empirical implications of the findings in this 

study. From the standpoint of Demerouti et al.’s (2001) JD-R theory, the theoretical 

implications were examined. This study focused on the interpretation of the data via the two 

dimensions defined by Demerouti et al. (2001): job demands and lack of resources. This 

study’s empirical implications were evaluated by drawing on the insights gained from the 

working experiences of adjunct professors suffering from burnout at higher education 

institutions. 

Theoretical Implications 

 

In this transcendental phenomenological study, the JD-R theory offered an optimal 

framework for understanding how job demands and resources affect adjunct professors’ 

psychological and physiological well-being at higher education institutions. This study 

specifically examined the lived experiences of burnout among adjunct professors at higher 

education institutions from the viewpoint that burnout develops as a result of two processes: 

excessive job demands and a lack of resources. While the JD-R theory proposed that any high 

job demands lead to burnout, the lack of any job resources (Schaufeli & Bakker, 2004) (see 

Appendix E) contributes to disengagement and explains the relationship between burnout and 

its negative counterpart (i.e., disengagement) (Demerouti et al., 2001). Schaufeli and Bakker 

(2004) revised the JD-R (see Figure 9) and added a positive-psychological edge to the former 

JD-R (2001) that elucidated burnout and its positive counterpart—work engagement.  

https://creativecommons.org/licenses/by/4.0/
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In the revised JD-R, burnout mediates job demands and employee health and well-

being by gradually depleting psychological resources, whereas work engagement mediates job 

resources and organizational outcomes and performance (Schaufeli & Bakker, 2004; Schaufeli 

& Taris, 2014). Hence, work engagement is a positive, rewarding state of mind marked by 

vitality, commitment, and concentration in the task, while burnout is the reverse (Schaufeli & 

Bakker, 2004; Schaufeli & Taris, 2014). Conversely, based on the findings of this study, vigor, 

commitment, and concentration were not included as elements of the adjunct professors’ job; 

instead, it was low energy, apathy, and disengagement. 

Figure 9.  

The revised Job Demands-Resources (JD-R) Theory (2004) 

 

Note. From “A Critical Review of the Job Demands-Resources Model: Implications for 

Improving Work and Health” by W. B. Schaufeli and T. W. Taris, 2014, In G. F. Bauer & O. 

Hämmig (Eds.), Bridging occupational, organizational and public health: A transdisciplinary 

approach (pp. 43–68). Springer Science & Business Media. https://doi.org/10.1007/978-94-

https://psycnet.apa.org/doi/10.1007/978-94-007-5640-3_4
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007-5640-3_4. Copyright 2001 by the American Psychological Association. Figure reprinted 

with permission (see Appendix L). 

The revised JD-R theory (unlike the former JD-R) postulated that high job demands 

caused burnout and inadequate job resources; however, now the revised JD-R regards burnout 

as a unitary rather than two-dimensional entity (Schaufeli & Bakker, 2004; Schaufeli & Taris, 

2014). Hence, based on the findings of this study, all adjunct professors burned-out due to 

excessive workloads and lack of resources, thus, confirming the revised JD-R unitary notion of 

burnout (Schaufeli & Bakker, 2004; Schaufeli & Taris, 2014).  

The use of JD-R theory as the study’s theoretical framework has contributed to its 

remarkable findings. However, incorporating Schaufeli and Bakker’s (2004) revised JD-R 

theory may have made this study’s findings more intriguing. The revised JD-R indicated that 

burnout and work engagement fluctuate daily, allowing employees to witness state-like 

experiences or within-a-person view (Bakker et al., 2014; Schaufeli & Bakker, 2004; Schaufeli 

& Taris, 2014). This theory holds that certain everyday events cause burnout symptoms. In 

other words, some days, employees are wearier and burned-out than others, making them less 

engaged (Bakker et al., 2014; Schaufeli & Bakker, 2004).  

Schaufeli and Bakker (2004) used journal studies to investigate situational factors of 

burnout and job engagement using this state-like approach. In Schaufeli and Bakker’s (2004) 

research studies, participants were seen for a few consecutive days. All participants were asked 

to respond to short journal prompts (usually after the working day) that assessed the study’s 

components at the daily (state) level. Participants responded to a different journal question that 

accessed the same components’ more general characteristic level on day two. This activity 

https://psycnet.apa.org/doi/10.1007/978-94-007-5640-3_4
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revealed daily changes in burnout and job engagement factors (Bakker et al., 2014; Schaufeli 

& Bakker, 2004; Schaufeli & Taris, 2014). 

In this study, on the other hand, I asked each participant to write in a journal for two 

weeks about their past actions, explore their experiences, and rate their overall thoughts and 

feelings about their burnout (Tahmasbi et al., 2022). Perhaps if I had asked participants to write 

in a journal at the end and beginning of each workday, I would have learned more about what 

led to their burnout on that day and why they felt more or less burned-out or engaged at work 

on different days. I could have also given journal prompts that asked about a specific day that 

caused adjunct professors’ burnout symptoms to worsen, how adjunct professors with high 

overall levels of burnout deal with daily stressful situations or a lack of resources, and if 

burnout symptoms exacerbate over the week (Bakker et al., 2014). Such topics merit 

consideration in future studies since they would expand our understanding of burnout and work 

engagement. 

Lastly, the former JD-R’s unique adaptability and flexibility made me realize that 

adjunct professors had too much work, leading to burnout and health problems (Demerouti et 

al., 2001). The adjunct professors lacked job resources, making them less engaged, motivated, 

and productive (Bakker et al., 2014; Demerouti et al., 2001). Even though the revised JD-R 

theory is practical, I do not think it would have made a better theoretical framework for this 

study. However, the revised JD-R would have been interesting to understand how work 

engagement is linked to motivational outcomes, how it seems to be caused by job resources, 

and how burnout and job engagement vary depending on the task at hand or the adjunct 

professors with whom one works (Schaufeli & Taris, 2014). 
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Empirical Implications 

 

This study sought to describe the lived experiences of burnout among adjunct 

professors at higher education institutions. The findings of this study supported prior research 

on adjunct professors’ experiences with work-related responsibilities, excessive weariness, 

burnout, and a lack of resources, as well as withdrawal or disengagement while working at 

higher education institutions. Carroll (2002), García-Rivera et al. (2022), de Onis (2021), 

Mitchell (2020), and Nica (2018) discovered that owing to higher education institutions’ 

dependency on adjunct professors has caused them to overexert themselves and work endlessly 

and quicker than ever before. 

While earlier research corroborated this study’s findings that excessive workloads 

caused adjunct professors’ burnout at their higher education institutions. Previous research 

revealed no indication of adjunct professors being burned-out from freelancing as adjunct 

professors at several higher education institutions. The findings in this study indicated that 

most adjunct professors (73%) expressed feeling emotionally and physically burned-out due to 

their daily commute back-and-forth to work as adjunct professors at different higher education 

institutions and the imposed obligations from performing their adjunct professorships. 

This study’s findings supported prior studies on the psychological and physiological 

repercussions of work-related burnout. The empirical literature suggested that the effects of 

work-related burnout have been linked to adverse psychological and physiological health 

outcomes for employees (Aronsson et al., 2017; da Costa & Pinto, 2017; Human Resource, 

2021; Martnez et al., 2020; Mohamed & Abed, 2017; Roman et al., 2019; Salvagioni et al., 

2017; Selye, 1956). In this study, each adjunct professor (100%) indicated how their work-

related burnout has led to psychological and physiological health issues (i.e., anxiety, 
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irritability, loss of mental focus, extreme fatigue, body aches and pain, headaches, nausea, and 

sleep disorders). Brian stated, “…as my workload increases, I become extremely worried and 

sleep less.” 

Following the findings of Bakker et al. (2005), Dailey-Herbert et al. (2014), Elfman 

(2021), Hakanen et al. (2006), and Maslach (2001), appropriate job resources minimize 

burnout and disengagement. The failure of adjunct professors’ higher education institutions to 

provide them with enough resources (i.e., income, job security, administrative assistance, and 

inclusion) resulted in their burnout and disengagement from work, according to the adjunct 

professors in this study. The literature empirically demonstrated that professions with limited 

resources result in employees withdrawing or disengaging in various aspects of work to 

prevent extra psychological and physiological energy depletion (Schaufeli & Taris, 2014). 

According to the findings from this study, adjunct professors disengaged from their job to stop 

themselves from becoming further exhausted. Ciara, for example, commented, “...I force 

myself to zone out...it’s the only way to survive the day.” 

According to Aybas et al. (2015), contract renewal threatens adjunct professors’ 

positions at higher education institutions. De Angelis et al. (2021) discovered in their study that 

adjunct professors’ excessive workload and exhaustion may jeopardize their job security and 

subsequent contract renewal. This study’s findings were consistent with this shared threat about 

the duration of current contracts and the likelihood of future contract renewals. For example, 

all of the adjunct professors in this study overworked themselves to get their contracts renewed 

by their academic institutions. Isaac commented, “...adjunct contracts are not always 

renewed...working this much has left me exhausted, but I am pushing through in the hopes of 

landing a new contract.” Thus, all of the adjunct professors in this study felt burned-out and 
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disengaged due to their lack of job security, namely the absence of contract renewal. 

Limitations  

 The limitations I could not control may have affected the study’s outcomes (Miles, 

2019). This study was limited by some adjunct professors’ reluctance to divulge sensitive 

information (Naidoo-Chetty & du Plessis, 2021). Nevertheless, I was satisfied that enough care 

was in place to protect the adjunct professors in this study (Naidoo-Chetty & du Plessis, 2021). 

This study’s second significant limitation was a few adjunct professors’ inconsistent responses 

regarding the words exhaustion and burnout in the open-ended surveys and reflective journals, 

which I later addressed in the semi-structured individual interviews.  

The semi-structured individual interviews enabled me, through probing, to closely 

investigate the adjunct professors’ open-ended surveys and reflective journals’ inconsistencies 

(Creswell & Poth, 2018). Probing without leading questions prevented interview bias from 

compromising the study’s validity and integrity (DeJonckheere & Vaughn, 2019). 

Subsequently, the semi-structured individual interview revealed that the adjunct professors 

used exhaustion and burnout interchangeably. Since the literature asserted that there is no 

definitive definition of burnout (Maslach & Leiter, 2016; NASEM, 2019), symptoms such as 

exhaustion, fatigue, weakness, tiredness, stress, overload, weariness, overexertion, worn-out, 

and depletion have been used to describe burnout (Bakker & Costa, 2014; Bakker et al., 2014; 

Bakker & de Vries, 2021). Consequently, the inconsistencies were addressed, and I could 

extract rich, thick descriptions (Moustakas, 1994) of those adjunct professors’ burnout 

experiences. 

Delimitations 
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Delimitations set this study’s boundaries (Miles, 2019). I deliberately restricted the 

study’s scope (Miles, 2019). This study has three delimitations. This study limited its 

participants to adjunct professors, not instructors, assistant professors, associate professors, or 

professors. A phenomenological study requires all participants to have firsthand experiences 

with the phenomena (Creswell & Poth, 2018; Moustakas, 1994). The second delimitation of 

this study was to adjunct professors at higher education institutions who have had or are 

experiencing burnout, exhaustion, mental fatigue, or overload due to excessive stressors. 

Transcendental phenomenology seeks to understand human experience by focusing on 

meaning (Moerer-Urdahl & Creswell, 2004; Moustakas, 1994). On the other hand, 

Hermeneutic phenomenology is prejudiced and needs the researcher to actively interpret 

occurrences (Moustakas, 1994; Neubauer et al., 2019). While I had an apparent personal 

predisposition about excessive workloads and burnout, I had no firsthand experience as an 

adjunct professor. Thus, the third delimitation of this study was not to use hermeneutic 

phenomenology, but transcendental qualitative methodology based on the necessity to 

understand lived experiences from first-person narratives of the phenomena (Moustakas, 

1994). 

Recommendations for Future Research 

This section offers recommendations for future research. Most higher education 

professors are adjuncts (Childress, 2019). In recent years, according to researchers, higher 

education institutions have hired 70% to 75% adjunct professors (Anthony et al., 2020; 

Brennan & Magness, 2018; Brett, 2021; Childress, 2019; Lumpkin, 2022; McKenna, 2015). 

Burnout among adjunct professors poses a substantial threat at higher education institutions 

(Alves et al., 2019; Flaherty, 2020b; Umpierrez, 2021). Based on the findings in Chapter 4, the 
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study of adjunct professor burnout at higher education institutions must be expanded (Stowe, 

2022) to understand better burnout’s psychological and physiological aspects and how to deal 

with or prevent it. Hence, this transcendental phenomenological study explored adjunct 

professor burnout at higher education. Future research may replicate this study and examine 

the experiences of different higher education professors, including instructors, assistant 

professors, associate professors, and professors with titles like emeritus, university, clinical, 

research, or visiting (Boston University, 2021). 

In this study, adjunct professors’ burnout was assessed using the OLBI. While OLBI is 

a standard burnout measurement tool (Demerouti et al., 2001), future research should consider 

different burnout measurements tools such as the Maslach Burnout Inventory-Educators (MBI-

ES), Copenhagen Burnout Inventory (CBI), and Burnout Assessment Tool (BAT) to assess 

professor burnout. These burnout tools may discover more about adjunct professors’ burnout 

than OLBI. 

For future research, a longitudinal qualitative investigation of professors’ job demands 

and resources is recommended (Derrington, 2019; Naidoo-Chetty & du Plessis, 2021). This 

type of investigation requires researchers to conduct many examinations on the same 

individuals throughout an extended period to identify any changes that may occur (Thomas, 

2022). Longitudinal qualitative studies might improve understanding of higher education 

institutional trends over time (Naidoo-Chetty & du Plessis, 2021).  

 Exploring positive deviance is another future research recommendation. Positive 

deviance entails examining areas where burnout is less common in other industries and 

exploring environmental elements that may contribute to this result, such as higher work 

engagement (Alzyoud, 2016; Gauche et al., 2017; Naidoo-Chetty & du Plessis, 2021). 
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Administrators at higher education institutions could, for example, conduct examinations 

themselves or recruit a consultant agency to visit government agencies with positive deviations 

and document any programs, policies, or practices that differ from the standards implemented 

by higher education institutions. The chosen government agency may offer specialized 

programs or support systems that reduce the risk of burnout among adjunct professors at higher 

education institutions (Alpeche & Eads, 2023; Naidoo-Chetty & du Plessis, 2021).  

 The last future research recommendation is to examine how spiritual and religious 

beliefs and practices may help higher education professionals cope with burnout induced by 

excessive job demands and lack of resources (De Diego-Cordero et al., 2022). Several studies 

implied that spiritual and religious views reduce burnout (Achour et al., 2019; De Diego-

Cordero et al., 2022; Ibrahim et al., 2020). For example, the findings of this study indicated 

that adjunct professors like Jamie were able to “…find some sort of peace amidst the pain and 

exhaustion” through prayer, meditation, and attending religious services. Future studies on 

spiritual and religious practices’ effectiveness in reducing burnout among adjunct professors 

would provide meaningful insight to determine effective stress management methods.  

Conclusion 

 The purpose of this transcendental phenomenological study was to understand burnout 

among adjunct professors at higher education institutions. This study explored adjunct 

professor burnout and well-being determinants. Extensive research showed that few studies 

addressed adjunct professors’ struggles to manage and satisfy job demands. JD-R theory 

guided this study and assumed that high work demands, and low job resources led to 

exhaustion, burnout, and disengagement (Demerouti et al., 2001). Eleven adjunct professors 

completed an open-ended survey, reflective journal, and semi-structured individual interviews. 
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Coding and theme classification followed, and member checking and triangulation made this 

study trustworthy (Nowell et al., 2017).  

 The data revealed four main themes: excessive workloads, exhaustion, a lack of 

resources, and disengagement. The first main theme, excessive workloads, alludes to the high 

workloads of adjunct professors, which causes overexertion and burnout (Demerouti et al., 

2001). The second main theme, exhaustion, is one of the essential components of burnout and 

is defined by adjunct professors’ long-term exposure to stressful emotions, namely continuous 

exhaustion caused by excessive work. The third main theme, lack of resources, relates to 

adjunct professors who lack the resources necessary to do their work efficiently (Demerouti et 

al., 2001). The fourth major topic, disengagement, relates to adjunct instructors’ natural 

response to tiredness, which is to prevent additional overexertion (Bakker & Demerouti, 2007; 

Demerouti et al., 2001).  

This study’s three most significant findings were the interpretations of freelancers, lack 

of personal accomplishment, and feeling undervalued and underappreciated. The first 

interpretation is that adjunct professors self-identified as freelancers with no main job outside 

their higher education institutions and no desire to become full-time. The second interpretation 

of lack of accomplishment was that burnout made all adjunct professors feel less successful 

and competent at their higher education institutions. The third interpretation of feeling 

undervalued and underappreciated was that all adjunct professors felt undervalued and 

underappreciated by their higher education institutions and themselves due to their lack of 

professional accomplishments. 

 Literature supported that burnout among adjunct professors is a concern at higher 

education institutions (Bakker & de Vries, 2021; Demerouti et al., 2001; Flaherty, 2020b; 



177 
 

 

 

Guntupalli et al., 2014) and the importance of adjunct professors having access to health and 

wellness programs and services (Flaherty, 2016). Nevertheless, adjunct professors 

experiencing burnout struggle to get support from their higher education institutions (Alves et 

al., 2019; Flaherty, 2016, 2020b; Umpierrez, 2021). Federal and state regulations and higher 

education institutions’ policies must be changed to support and promote equality and inclusion 

for adjunct professors (AAUP, 2003; AAUP, 2021). Practices at the higher education 

institutional level should prioritize adjunct professors. Thus, I proposed two significant 

implications for practice. First, higher education institutions should optimize job demands by 

reducing or redesigning job demands. Second, higher education institutions optimizing job 

resources is the second implication in redesigning the work environment or providing training 

that could reduce adjunct professors’ disengagement.  

 As adjunct professors represent a sizable portion of the higher education workforce, it 

is vital to recognize the unique challenges they face in their current working conditions 

(Anthony et al., 2020; Flaherty, 2013). Adjunct professors teach most courses at higher 

education institutions. The literature supported the idea that adjunct professors do not have job 

security since they only teach courses for as long as needed. In order to acquire the maximum 

teaching load, adjunct professors are sometimes assigned courses at the last minute and given 

the least ideal hours, such as teaching both morning and night course portions (Anthony et al., 

2020). Adjunct professor burnout affects educational outcomes for both the institution and the 

student because of job insecurity, the stress of heavy workloads, and the absence of other 

insufficient support, such as healthcare or retirement, poor compensation, lack of connectivity 

among teachers, colleagues, and supervisors, lack of professional development training, and 



178 
 

 

 

the need to juggle numerous jobs to make ends meet (Anthony et al., 2020; Bickerstaff & 

Chavarin, 2018; Kezar & Maxey, 2016; Reevy & Deason, 2014).  

 The contributions of adjunct professors to higher education and the academic 

community cannot be overstated (Anthony et al., 2020). As a result, the achievements of 

adjunct professors should be recognized. Finding ways to improve the working conditions of 

adjunct professors is essential, such as enhancing the services and offering that higher 

education institutions give to their adjunct professors, which may strengthen the adjunct 

professors’ abilities and pedagogical approaches, hence enhancing student achievement 

(Danaei, 2019; Wallin, 2004, 2005). 

  



179 
 

 

 

References 

Achour, M., Binti Abdul Ghani Azmi, I., Bin Isahak, M., Mohd Nor, M. R., & Mohd Yusoff, 

M. Y. Z. (2019). Job stress and nurses well-being: Prayer and age as moderators. 

Community mental health journal, 55, 1226-1235. https://doi.org/10.1007/s10597-019-

00410-y 

Adlakha, D. (2019). Burned-out: workplace policies and practices can tackle occupational 

burnout. Workplace health & safety, 67(10), 531-532. 

https://journals.sagepub.com/doi/pdf/10.1177/2165079919873352 

Administrator. (2015, August 24). Adjunct faculty: Highly educated, working hard for society, 

and struggling to survive. https://psychologybenefits.org/2015/08/24/adjunct-faculty-

highly-educated-working-hard-for-society-and-struggling-to-survive/ 

Adom, D., Chukwuere, J., & Osei, M. (2020). Academic stress among faculty and students in 

higher institutions. Pertanika Journal of Social Sciences & Humanities, 28(2). 

https://www.researchgate.net/profile/Dickson-

Adom/publication/342410787_Review_Academic_Stress_among_Faculty_and_Studen

ts_in_Higher_Institutions/links/5ef306efa6fdcc158d26085c/Review-Academic-Stress-

among-Faculty-and-Students-in-Higher-Institutions.pdf 

Ahola, K., Honkonen, T., Isometsä, E., Kalimo, R., Nykyri, E., Aromaa, A., & Lönnqvist, J. 

(2005). The relationship between job-related burnout and depressive disorders—results 

from the Finnish Health 2000 Study. Journal of affective disorders, 88(1), 55-62. 

https://doi.org/10.1016/j.jad.2005.06.004 

Ahola, K., Honkonen, T., Pirkola, S., Isometsä, E., Kalimo, R., Nykyri, E., & Lönnqvist, J. 

(2006). Alcohol dependence in relation to burnout among the Finnish working 

https://www.researchgate.net/profile/Dickson-Adom/publication/342410787_Review_Academic_Stress_among_Faculty_and_Students_in_Higher_Institutions/links/5ef306efa6fdcc158d26085c/Review-Academic-Stress-among-Faculty-and-Students-in-Higher-Institutions.pdf
https://www.researchgate.net/profile/Dickson-Adom/publication/342410787_Review_Academic_Stress_among_Faculty_and_Students_in_Higher_Institutions/links/5ef306efa6fdcc158d26085c/Review-Academic-Stress-among-Faculty-and-Students-in-Higher-Institutions.pdf
https://www.researchgate.net/profile/Dickson-Adom/publication/342410787_Review_Academic_Stress_among_Faculty_and_Students_in_Higher_Institutions/links/5ef306efa6fdcc158d26085c/Review-Academic-Stress-among-Faculty-and-Students-in-Higher-Institutions.pdf
https://www.researchgate.net/profile/Dickson-Adom/publication/342410787_Review_Academic_Stress_among_Faculty_and_Students_in_Higher_Institutions/links/5ef306efa6fdcc158d26085c/Review-Academic-Stress-among-Faculty-and-Students-in-Higher-Institutions.pdf
https://doi.org/10.1016/j.jad.2005.06.004


180 
 

 

 

population. Addiction, 101(10), 1438-1443. https://doi.org/10.1111/j.1360-

0443.2006.01539.x 

Ailamaki, A., & Gehrke, J. (2003). Time management for new faculty. ACM SIGMOD Record, 

32(2), 102-106. https://doi.org/10.1145/776985.777004 

Alase, A. (2017). The interpretative phenomenological analysis (IPA): A guide to a good 

qualitative research approach. International Journal of Education and Literacy Studies, 

5(2), 9-19. https://doi.org/10.7575/aiac.ijels.v.5n.2p.9 

Albrahim, F. A. (2020). Online teaching skills and competencies. Turkish Online Journal of 

Educational Technology-TOJET, 19(1), 9-20. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Fonline-teaching-skills-

competencies%2Fdocview%2F2340726544%2Fse-2%3Faccountid%3D12085 

Allen, I. E., & Seaman, J. (2016). Online report card: Tracking online education in the United 

States. 

http://webmedia.jcu.edu/institutionaleffectiveness/files/2016/06/onlinereportcard.pdf 

Almeida, D. M., Lee, S., Walter, K. N., Lawson, K. M., Kelly, E. L., & Buxton, O. M. (2018). 

The effects of a workplace intervention on employees’ cortisol awakening response. 

Community, Work & Family, 21(2), 151–167. 

https://doi.org/10.1080/13668803.2018.1428172 

Alpeche, J., & Eads, A. (2023, February 3). Positive deviance: Definition, examples, steps, and 

benefits. https://www.indeed.com/career-advice/career-development/positive-deviance 

Alsalhe, T. A., Chalghaf, N., Guelmami, N., Azaiez, F., & Bragazzi, N. L. (2021). Occupational 

burnout prevalence and its determinants among physical education teachers: A 

https://doi.org/10.1111/j.1360-0443.2006.01539.x
https://doi.org/10.1111/j.1360-0443.2006.01539.x
http://webmedia.jcu.edu/institutionaleffectiveness/files/2016/06/onlinereportcard.pdf
https://doi.org/10.1080/13668803.2018.1428172


181 
 

 

 

Systematic Review and Meta-Analysis. Frontiers in human neuroscience, 15, 553230. 

https://doi.org/10.3389/fnhum.2021.553230 

Alves, P. C., Oliveira, F., & Paro, S. (2019). Quality of life and burnout among faculty 

members: How much does the field of knowledge matter? PLOS ONE, 14(3), 

e0214217. https://doi.org/10.1371/journal.pone.0214217 

Alzyoud, A. A. Y. (2016). Job demands and job resources on work engagement mediating by 

job satisfaction in Jordan higher education sector. Int. J. Soc. Sci. Econ. Res. 1, 488–

506. http://www.ijsser.org/uploads/ijsser_01__30.pdf 

American Association of University Professors (AAUP). (2003). Contingent appointments and 

the academic profession. https://www.aaup.org/report/contingent-appointments-and-

academic-profession 

American Association of University Professors (AAUP). (2018). Data snapshot: Contingent 

faculty in US higher ed. https://www.aaup.org/news/data-snapshot-contingent-faculty-

us-higher-ed 

American Association of University Professors (AAUP). (2020-2021). The annual report on 

the economic status of the profession, 2020-21. 

https://www.aaup.org/file/AAUP_ARES_2020-21.pdf 

American Sociological Association Task Force on Contingent Faculty. (2017). Contingent 

faculty employment in sociology (An interim report by the ASA Taskforce on 

Contingent Faculty Employment). Retrieved from 

http://www.asanet.org/sites/default/files/asa-task _force-on-contingent-faculty-interim-

report.pdf 

https://doi.org/10.3389/fnhum.2021.553230
https://doi.org/10.1371/journal.pone.0214217
https://www.aaup.org/report/contingent-appointments-and-academic-profession
https://www.aaup.org/report/contingent-appointments-and-academic-profession
https://www.aaup.org/file/AAUP_ARES_2020-21.pdf
http://www.asanet.org/sites/default/files/asa-task%20_force-on-contingent-faculty-interim-report.pdf
http://www.asanet.org/sites/default/files/asa-task%20_force-on-contingent-faculty-interim-report.pdf


182 
 

 

 

Andrianarivo, T., & Gómez-Montoya, C. (2020, April 27). Essential but excluded. 

https://www.oregonhumanities.org/rll/magazine/union-spring-2020/essential-but-

excluded/ 

Anthony, W., Brown, P. L., Fynn, N., & Gadzekpo, P. (2020). The plight of adjuncts in higher 

education. Practitioner to Practitioner, 10(4), 3-10. 

https://files.eric.ed.gov/fulltext/EJ1246736.pdf 

Aronsson, G., Theorell, T., Grape, T., Hammarström, A., Hogstedt, C., Marteinsdottir, I., & 

Hall, C. (2017). A systematic review including meta-analysis of work environment and 

burnout symptoms. BMC public health, 17(1), 1-13. https://doi.org/10.1186/s12889-

017-4153-7 

Austin, Z., & Sutton, J. (2014). Qualitative research: getting started. The Canadian Journal Of 

Hospital Pharmacy, 67(6), 436–440. https://doi.org/10.4212/cjhp.v67i6.1406 

Aybas, M., Elmas, S., & Dündar, G. (2015). Job insecurity and burnout: The moderating role 

of employability. European Journal of Business and Management, 7(9), 195-203. 

https://core.ac.uk/download/pdf/234626404.pdf 

Bagozzi, R. (1992). The self-regulation of attitudes, intentions, and behavior. Social 

Psychology Quarterly, 55, 178-204. 

http://dx.doi.org/10.2307/2786945 

Bailey, C. (2021, October 5). Remember: Burnout and cynicism go hand-in-hand. 

https://chrisbailey.com/remember-burnout-and-cynicism-go-hand-in-

hand/#:~:text=Burnout%20research%20shows%20that%20cynicism,mobilize%20and

%20make%20a%20difference. 

https://doi.org/10.4212/cjhp.v67i6.1406
http://dx.doi.org/10.2307/2786945


183 
 

 

 

Bakker, A. B. (2011). An evidence-based model of work engagement. Current Directions in 

Psychological Science, 20, 265–269. http://dx.doi .org/10.1177/0963721411414534 

Bakker, A. B., & Costa, P. L. (2014). Chronic job burnout and daily functioning: A theoretical 

analysis. Burnout research, 1(3), 112-119. https://doi.org/10.1016/j.burn.2014.04.003 

Bakker, A. B., & Sanz-Vergel, A. I. (2013). Weekly work engagement and flourishing: The role 

of hindrance and challenge job demands. Journal of Vocational Behavior, 83(3), 397-

409. https://doi.org/10.1016/j.jvb.2013.06.008 

Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: State of the art. 

Journal of Managerial Psychology, 22 (3), 309-328. 

https://doi.org/10.1108/02683940710733115 

Bakker, A. B., & Demerouti, E. (2014). Job demands-resources theory. In P. Y. Chen & C. L. 

Cooper (Eds.), Work and wellbeing (pp. 37–64). Wiley 

Blackwell. https://doi.org/10.1002/9781118539415.wbwell019 

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and 

looking forward. Journal of Occupational Health Psychology, 22(3), 273–

285. https://doi.org/10.1037/ocp0000056 

Bakker, A. B., & Demerouti, E. (2018). Multiple levels in job demands-resources theory: 

Implications for employee well-being and performance. In E. Diener, S. Oishi, & L. 

Tay (Eds.), Handbook of wellbeing. Salt Lake City, UT: DEF Publishers. https://doi: 

nobascholar.com  

Bakker, A. B., Demerouti, E., & Verbeke, W. (2004). Using the job demands-resources model 

to predict burnout and performance. Human Resource Management, 43(1), 83-

104. https://doi.org/10.1002/hrm.20004 

https://doi.org/10.1016/j.burn.2014.04.003
https://doi.org/10.1108/02683940710733115
https://psycnet.apa.org/doi/10.1002/9781118539415.wbwell019
https://psycnet.apa.org/doi/10.1037/ocp0000056
https://doi.org/10.1002/hrm.20004


184 
 

 

 

Bakker, A. B., Demerouti, E., & Euwema, M. C. (2005). Job resources buffer the impact of job 

demands on burnout. Journal of Occupational Health Psychology, 10(2), 170-180. 

https://doi.org/10.1037/1076-8998.10.2.170 

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work engagement: 

The JD–R approach. Annual. Rev. Organ. Psychol. Organ. Behavior, 1(1), 389-411. d 

https://doi:10.1146/annurev-orgpsych-031413-091235 

Bakker, A. B., & de Vries, J. D. (2021). Job Demands–Resources theory and self-regulation: 

New explanations and remedies for job burnout. Anxiety, Stress, & Coping, 34(1), 1-21. 

https://doi.org/10.1080/10615806.2020.1797695 

Bandura, A. (1986). Social foundations of thought and action: A social cognitive theory. 

Prentice-Hall, Inc. 

Barnett, D. (2017). Leadership and job satisfaction: Adjunct faculty at a for-profit university. 

International Journal of Psychology and Educational Studies. 4(3). 53-63. 

10.17220/ijpes.2017.03.006.  

Barello, S., Palamenghi, L., & Graffigna, G. (2020). Burnout and somatic symptoms among 

frontline healthcare professionals at the peak of the Italian COVID-19 

pandemic. Psychiatry Research, 290, 113129. 

https://doi.org/10.1016/j.psychres.2020.113129 

Barkhuizen, N., Rothmann, S., & van de Vijver, F. J. (2014). Burnout and work engagement of 

academics in higher education institutions: Effects of dispositional optimism. Stress 

and Health, 30(4), 322–332. https://doi.org/10.1002/smi.2520 

https://doi.apa.org/doi/10.1037/1076-8998.10.2.170
https://doi.org/10.1080/10615806.2020.1797695
https://doi.org/10.1016/j.psychres.2020.113129


185 
 

 

 

Bayes, A., Tavella, G., & Parker, G. (2021). The biology of burnout: Causes and 

consequences. The World Journal of Biological Psychiatry, 22(9), 686-698. 

https://doi.org/10.1080/15622975.2021.1907713 

Bayram, N., & Gursakal, S., & Bilgel, N. (2010). Burnout, vigor, and job satisfaction among 

academic staff. European Journal of Social Sciences, 17, 41-53. 

https://www.researchgate.net/publication/287581591 Burnout vigor and job satisfaction 

among academic staff 

Benton, S., & Li, D. (2015). Professional development for online adjunct faculty: The Chair’s 

role. The Department Chair, 26(1), 1-3. http://dx.doi.org/10.1002/dch.30027 

Bezuidenhout, A., & Cilliers, F. V. (2010). Burnout, work engagement, and sense of coherence 

in female academics in higher-education institutions in South Africa. SA Journal of 

Industrial Psychology, 36(1), 1–10. https://doi.org/10.10520/EJC89197 

Bettinger, E., & Long, B. T. (2010). Help or hinder? Adjunct professors and student 

outcomes. What’s happening to public higher education.  

Bianchi, R., Schonfeld, I. S., & Laurent, E. (2015). Burnout–depression overlap: A 

review. Clinical psychology review, 36, 28-41. 

https://doi.org/10.1016/j.cpr.2015.01.004 

Bianchi, R., Verkuilen, J., Schonfeld, I. S., Hakanen, J. J., Jansson-Fröjmark, M., Manzano-

García, G., Laurent, E., & Meier, L. L. (2021). Is burnout a depressive condition? A 14-

sample meta-analytic and bifactor analytic study. Clinical Psychological Science, 9(4), 

579-597. https://doi.org/10.1177/2167702620979597 

https://www.researchgate.net/publication/287581591%20Burnout%20vigor%20and%20job%20satisfaction%20among%20academic%20staff
https://www.researchgate.net/publication/287581591%20Burnout%20vigor%20and%20job%20satisfaction%20among%20academic%20staff
http://dx.doi.org/10.1002/dch.30027
https://doi.org/10.1016/j.cpr.2015.01.004
https://doi.org/10.1177/2167702620979597


186 
 

 

 

Bickerstaff, S., & Chavarin, O. (2018). Understanding the needs of part-time faculty at six 

community colleges. https://ccrc.tc.columbia.edu/publications /understanding-part-time-

faculty-community-colleges.html 

Bleiker, J., Morgan-Trimmer, S., Knapp, K., & Hopkins, S. (2019). Navigating the maze: 

Qualitative research methodologies and their philosophical foundations. Radiography 

(London, England:1995), 25 Suppl 1, S4–S8. https://doi.org/10.1016/j.radi.2019.06.008 

Bleuher, P. W. (2015). The four frames…which is the most critical for school organizations? 

[LinkedIn page]. Retrieved from https://www.linkedin.com/pulse/four-

frameswhichmost-critical-school-organizations-bleuher-ed-s  

Bolman, L. G., & Deal, T. E. (2003). Reframing organizations: Artistry, choice and leadership 

(3rd ed.). San Francisco, CA: Jossey-Bass 

Boston University. (2021, March 23). Classification of ranks and titles. University council. 

https://www.bu.edu/handbook/appointments-and-promotions/classification-of-ranks-

and-

titles/#:~:text=The%20standard%20academic%20ranks%20are,Research%2C%20Adju

nct%2C%20or%20Visiting. 

Bowen, P., Rose, R., & Pilkington, A. (2016). Perceived stress amongst university academics. 

American International Journal of Contemporary Research, 6(1), 22-28. 

http://www.aijcrnet.com/journals/Vol_6_No_1_February_2016/3.pdf 

Bowles, K. J. (2022, January 25). Who and what is the administration at a university? 

https://www.insidehighered.com/blogs/just-explain-it-me/who-and-what-%E2%80%98-

administration%E2%80%99-university 

https://ccrc.tc.columbia.edu/publications%20/understanding-part-time-faculty-community-colleges.html
https://ccrc.tc.columbia.edu/publications%20/understanding-part-time-faculty-community-colleges.html
https://doi.org/10.1016/j.radi.2019.06.008
https://www.linkedin.com/pulse/four-frameswhichmost-critical-school-organizations-bleuher-ed-s
https://www.linkedin.com/pulse/four-frameswhichmost-critical-school-organizations-bleuher-ed-s
http://www.aijcrnet.com/journals/Vol_6_No_1_February_2016/3.pdf


187 
 

 

 

Boylan, H. R. (2002). What works: Research-based best practices in developmental education. 

National Center for Developmental Education. 

https://digital.ncdcr.gov/digital/collection/p16062coll9/id/108523 

Boysen, G. A. (2020). Introduction: Welcome to the profession! In G. A. Boysen, Becoming a 

psychology professor: Your guide to landing the right academic job (pp. 3–10). 

American Psychological Association. https://doi.org/10.1037/0000152-001  

Bradner, A. (2022, April 13). The cruelty of the adjunct system. 

https://blog.apaonline.org/2022/04/13/the-cruelty-of-the-adjunct-system/ 

Bradshaw, C., Atkinson, S., & Doody, O. (2017). Employing a qualitative description approach 

in health care research. Global qualitative nursing research, 4, 2333393617742282. 

https://doi.org/10.1177/2333393617742282 

Braun, V., Clarke, V., & Gray, D. (2017). Innovations in qualitative methods. 

In B. Gough (Ed.), The Palgrave handbook of critical social psychology (pp. 243–

266). Palgrave Macmillan  

Braun, V., Clarke, V., Boulton, E., Davey, L., & McEvoy, C. (2021). The online survey as a 

qualitative research tool. International Journal of Social Research Methodology, 24(6), 

641-654. https://doi.org/10.1080/13645579.2020.1805550 

Brennan, J., & Magness, P. (2018). Are adjunct faculty exploited: Some grounds for 

skepticism. Journal of Business Ethics, 152(1), 53-71. https://doi:10.1007/s10551-016-

3322-4  

 http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschol

arly-journals%2Frediscovering-husserl-perspectives-on-

epoch%C3%A9%2Fdocview%2F1847465599%2Fse-2 

https://digital.ncdcr.gov/digital/collection/p16062coll9/id/108523
https://content.apa.org/doi/10.1037/0000152-001
https://doi.org/10.1177/2333393617742282
https://doi.org/10.1080/13645579.2020.1805550
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Frediscovering-husserl-perspectives-on-epoch%C3%A9%2Fdocview%2F1847465599%2Fse-2
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Frediscovering-husserl-perspectives-on-epoch%C3%A9%2Fdocview%2F1847465599%2Fse-2
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Frediscovering-husserl-perspectives-on-epoch%C3%A9%2Fdocview%2F1847465599%2Fse-2


188 
 

 

 

Brett, M. (2021, September 17). Adjunct professors need a better ground game. 

https://washingtonmonthly.com/2021/09/17/adjunct-professors-need-a-better-ground-

game/ 

Brown, P. L., III. (2009). A comparison of burnout rates between part-time and full-time 

postsecondary educators at a community college (Unpublished master’s thesis). 

http://etd.ohiolink.edu/sendpdf.cgi/Brown%20Pearley%20Leroy%20III.pdf?acc_num=

marietta1239389945 

Burnett, S. (2019). Employee engagement and burnout: A quantitative study of their 

correlations with job/organizational satisfaction. https://doi.org/10.22371/05.2019.006 

Byrne, J. J. (1998). Teacher as hunger artist: Burnout: Its causes, effects, and 

remedies. Contemporary Education, 69(2), 86. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschol

arly-journals%2Fteacher-as-hunger-artist-burnout-causes-

effects%2Fdocview%2F1291787855%2Fse-2%3Faccountid%3D12085 

Cajander, Å., Larusdottir, M., & Hedström, G. (2020). The effects of automation of a patient-

centric service in primary care on the work engagement and exhaustion of nurses. 

Quality and User Experience. 5. 10.1007/s41233-020-00038-x. 

https://link.springer.com/article/10.1007/s41233-020-00038-x 

Cañadas-De la Fuente, G. A., Vargas, C., San Luis, C., García, I., Cañadas, G. R., & De la 

Fuente, E. I. (2015). Risk factors and prevalence of burnout syndrome in the nursing 

profession. International journal of nursing studies, 52(1), 240–249. 

https://doi.org/10.1016/j.ijnurstu.2014.07.001 

http://etd.ohiolink.edu/sendpdf.cgi/Brown%20Pearley%20Leroy%20III.pdf?acc_num=marietta1239389945
http://etd.ohiolink.edu/sendpdf.cgi/Brown%20Pearley%20Leroy%20III.pdf?acc_num=marietta1239389945
https://doi.org/10.22371/05.2019.006
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fteacher-as-hunger-artist-burnout-causes-effects%2Fdocview%2F1291787855%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fteacher-as-hunger-artist-burnout-causes-effects%2Fdocview%2F1291787855%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fteacher-as-hunger-artist-burnout-causes-effects%2Fdocview%2F1291787855%2Fse-2%3Faccountid%3D12085
https://link.springer.com/article/10.1007/s41233-020-00038-x
https://doi.org/10.1016/j.ijnurstu.2014.07.001


189 
 

 

 

Carcary, M. (2020). The research audit trail: Methodological guidance for application in 

practice. Electronic Journal of Business Research Methods, 18(2). 

https://doi.org/10.34190/jbrm.18.2.008 

Carlton, G. (2021, August 10). Adjunct professor vs. tenured professor: how do they differ? 

https://www.bestcolleges.com/blog/adjunct-vs-tenured-

professor/#:~:text=A%20tenured%20professor%20holds%20a,associate%20professor

%2C%20and%20full%20professor. 

Carroll, J. (2002, June 7). Avoiding adjunct burnout. https://www.apogee.us/blog/higher-ed-

burnout-is-real/ 

Cetrano, G., Tedeschi, F., Rabbi, L., Gosetti, G., Lora, A., Lamonaca, D., Manthorpe, J., & 

Amaddeo, F. (2017). How are compassion fatigue, burnout, and compassion 

satisfaction affected by quality of working life? Findings from a survey or mental 

health staff in Italy. BMC Health Services Research, 17(755). doi:10.1186/s12913-017-

2726-x 

Chen, Y., Li, S., Xia, Q., & He, C. (2017). The relationship between job demands and 

employees’ counterproductive work behaviors: The mediating effect of psychological 

detachment and job anxiety. Frontiers in Psychology, 8. 

https://doi.org/10.3389/fpsyg.2017.01890 

Chen, S., & Chen, C. (2018). Antecedents and consequences of nurses’ burnout: Leadership 

effectiveness and emotional intelligence as moderators. Management Decision, 56(4), 

777-792. https://doi.org/10.1108/MD-10-2016-0694 

Chen, X., Ran, L., Zhang, Y., Yang, J., Yao, H., Zhu, S., & Tan, X. (2019). Moderating role of 

job satisfaction on turnover intention and burnout among workers in primary care 

https://doi.org/10.34190/jbrm.18.2.008
https://doi.org/10.3389/fpsyg.2017.01890
https://doi.org/10.1108/MD-10-2016-0694


190 
 

 

 

institutions: A cross-sectional study. BMC Public Health, 19(1), 1–10. 

https://doi.org/10.1186/s12889-019-7894-7 

Chen, Z., Lee, T., Yue, X., & Wang, J. (2022). How Time Pressure Matter University 

Faculties’ Job Stress and Well-Being? The Perspective of the Job Demand Theory. 

Front. Psychol. 13:902951. https://doi: 10.3389/fpsyg.2022.902951  

Cherniss, C. (1980). Staff burnout: Job stress in the human services. Sage Publications 

Childress, H. (2019). The adjunct underclass. University of Chicago Press. 

https://www.degruyter.com/document/doi/10.7208/9780226496832/html?lang=de 

Choi, K. H. (2020). Reflective journals in qualitative inquiry. 

https://qualpage.com/2020/12/03/reflective-journals-in-qualitative-inquiry/ 

Cohen, L., Manion, L., & Morrison, K. (2008). Research methods in education. Routledge.  

Combs, K. B. (2022). A qualitative phenomenological study of educators’ experiences of well-

being at independent private schools. 

https://digitalcommons.liberty.edu/cgi/viewcontent.cgi?article=4844&context=doctoral 

ComRes. (2015). Teachers’ satisfaction and wellbeing in the workplace: NASUWT. The 

Teacher’s Union. https://comresglobal.com/polls/nasuwt-teachers-satisfaction-and-

wellbeing-in-the-workplace-survey/ 

Connelly, L. M. (2016). Understanding research. Trustworthiness in qualitative research. 

MEDSURG Nursing, 25(6), 435–436. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

r ly-journals%2Ftrustworthiness-

qualitativeresearch%2Fdocview%2F1849700459%2Fse-2%3Faccountid%3D12085 

https://doi.org/10.1186/s12889-019-7894-7
https://www.degruyter.com/document/doi/10.7208/9780226496832/html?lang=de


191 
 

 

 

Cooper, K. J. (2012). View from the top: community college leaders reflect on keys to success. 

Diverse Issues in Higher Education, 29(7), 24. 

https://link.gale.com/apps/doc/A290111658/BIC?u=vic_liberty&sid=summon&xid=26

511b1d 

Coplan, B., McCall, T. C., Smith, N., Gellert, V. L., & Essary, A. C. (2018). Burnout, job 

satisfaction, and stress levels of PAs. JAAPA: official journal of the American Academy 

of Physician Assistants, 31(9), 42–46. 

https://doi.org/10.1097/01.JAA.0000544305.38577.84  

Court, S., & Kinman, G. (2009). Tackling stress in further education. UCU. 

http://www.ucu.org.uk/media/pdf/d/7/ucu_festress_dec08.pdf 

Creswell, J. W. (2007). Qualitative inquiry & research design: Choosing among five 

approaches. Sage.  

Creswell, J. W. (2018). Research design: Qualitative, quantitative, and mixed methods 

approaches (5th ed.). Sage.  

Creswell, J. W., & Poth, C. N. (2018). Qualitative inquiry & research design: Choosing among 

five approaches (4th ed.). Sage Publications. 

Culver, K. C., & Kezar, A. (2020). The impacts of 2020 on advancement of non-tenuretrack 

and adjunct faculty. 

https://nap.nationalacademies.org/resource/26405/6_The_Impacts_of_2020_on_Advan

cement_of_Contingent_Faculty-Culver_Kezar.pdf 

Curran, S. (2014, April 16). Mission-driven or customer-driven? The plight of modern higher 

education institutions. https://evolllution.com/opinions/mission-driven-customer-

driven-plight-modern-higher-education-institutions/ 

https://link.gale.com/apps/doc/A290111658/BIC?u=vic_liberty&sid=summon&xid=26511b1d
https://link.gale.com/apps/doc/A290111658/BIC?u=vic_liberty&sid=summon&xid=26511b1d
http://www.ucu.org.uk/media/pdf/d/7/ucu_festress_dec08.pdf


192 
 

 

 

Cuyahoga Community College (Tri-C). (2018). Adjunct faculty hiring and employment 

procedure. https://www.tri-c.edu/policies-and-procedures/documents/3354-1-40-01-2-

adjunct-faculty.pdf 

da Costa, B., & Pinto, I. C. (2017). Stress, burnout and coping in health professionals: A 

literature review. Journal of Psychology and Brain Studies, 1(1: 4), 1-8. 

hdl.handle.net/10198/16958 

Dailey-Hebert, A., Norris, V. R., Mandernach, B. J., & Donnelli-Sallee, E. (2014). 

Expectations, Motivations, and Barriers to Professional Development: Perspectives 

from Adjunct Instructors Teaching Online. The Journal of Faculty Development, 28(1), 

67-82. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Fexpectations-motivations-barriers-

professional%2Fdocview%2F1667201293%2Fse-2%3Faccountid%3D12085 

Danaei, K. J. (2019). Literature Review of Adjunct Faculty. Educational Research: Theory and 

Practice, 30(2), 17-33. https://files.eric.ed.gov/fulltext/EJ1248412.pdf 

Darabi, M., Macaskill, A., & Reidy, L. (2017a). A qualitative study of the UK academic role: 

Positive features, negative aspects and associated 570 Urbina-Garcia stressors in a 

mainly teaching-focused university. Journal of Further and Higher Education, 41(4), 

566–580. https://doi.org/10.1080/0309877X.2016.1159287 

Datray, J. L., Saxon, D. P., & Martirosyan, N. M. (2014). Adjunct faculty in developmental 

education: Best practices, challenges, and recommendations. The Community College 

Enterprise, 20(1), 35-48. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

http://hdl.handle.net/10198/16958
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fexpectations-motivations-barriers-professional%2Fdocview%2F1667201293%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fexpectations-motivations-barriers-professional%2Fdocview%2F1667201293%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fexpectations-motivations-barriers-professional%2Fdocview%2F1667201293%2Fse-2%3Faccountid%3D12085
https://doi.org/10.1080/0309877X.2016.1159287


193 
 

 

 

rly-journals%2Fadjunct-faculty-developmental-education-

best%2Fdocview%2F1567546822%2Fse-2%3Faccountid%3D12085 

De Angelis, M., Mazzetti, G., & Guglielmi, D. (2021). Job insecurity and job performance: A 

serial mediated relationship and the buffering effect of organizational justice. Frontiers 

in psychology, 12. https://doi.org/10.3389/fpsyg.2021.694057 

De Diego-Cordero, R., Iglesias-Romo, M., Badanta, B., Lucchetti, G., & Vega-Escaño, J. 

(2022). Burnout and spirituality among nurses: A scoping review. Explore, 18(5), 612-

620. 

Deguchi, Y., Iwasaki, S., Ishimoto, H., Ogawa, K., Fukuda, Y., Nitta, T., Mitake, T., Nogi, Y., 

& Inoue, K. (2017). Relationships between temperaments, occupational stress, and 

insomnia among Japanese workers. PloS one, 12(4), e0175346. 

https://doi.org/10.1371/journal.pone.0175346 

DeJonckheere, M., & Vaughn, L. M. (2019). Semi structured interviewing in primary care 

research: a balance of relationship and rigor. Family medicine and community health, 

7(2), e000057. https://doi.org/10.1136/fmch-2018-000057  

Della Valle, E., De Pascale, G., Cuccaro, A., Di Mare, M., Padovano, L., Carbone, U., & 

Farinaro, E. (2006). Burnout: Rising interest phenomenon in stressful workplace. 

Annali Di Igiene, 18(2), 171-177. PMID: 16649514. 

Delta Cost Project at American Institutes for Research (AIR). (2014). Increased reliance on 

part-time college faculty. https://www.air.org/resource/increased-reliance-part-time-

college-faculty. 

Delve. (2022). Qualitative analysis made easy. https://delvetool.com/ 

https://doi.org/10.3389/fpsyg.2021.694057
https://doi.org/10.1371/journal.pone.0175346
https://doi.org/10.1136/fmch-2018-000057


194 
 

 

 

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-

resources model of burnout. Journal of Applied Psychology, 86(3), 499-512. 

https://doi.org/10.1037/0021-9010.86.3.499 

Demerouti, E., Bakker, A. B., Vardakou, I., & Kantas, A. (2003). The convergent validity of 

two burnout instruments: A multitrait-multimethod analysis. European Journal of 

Psychological Assessment: Official Organ of the European Association of 

Psychological Assessment, 19(1), 12-23. https://doi.org/10.1027//1015-5759.19.1.12 

Demerouti, E., & Bakker, A. B. (2008). The Oldenburg burnout inventory: A good alternative 

to measure burnout and engagement. In handbook of stress and burnout in health care 

(pp. 65-78). Nova Science Publishers 

http://www.psicopolis.com/burnout/bumesur.pdf 

Demerouti, E., & Bakker, A. B. (2011). The job demands-resources model: Challenges for 

future research. SA Journal of Industrial Psychology, 37(2), 01-09. 

https://doi:10.4102/sajip.v37i2.974 

Demerouti, E., Mostert, K., & Bakker, A. B. (2010). Burnout and work engagement: A 

thorough investigation of the independency of both constructs. Journal of Occupational 

Health Psychology, 15(3), 209–222. https://doi.org/10.1037/a0019408 

Demerouti, E., Bakker, A. B., Peeters, M. C., & Breevaart, K. (2021). New directions in 

burnout research. European Journal of Work and Organizational Psychology, 30:5, 

686-691, D https://doi: 10.1080/1359432X.2021.1979962 

Denzin, N. K., & Lincoln, Y. S. (2011). The SAGE handbook of qualitative research (4th ed.). 

Sage.  

https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1027/1015-5759.19.1.12
http://www.psicopolis.com/burnout/bumesur.pdf
http://dx.doi.org/10.4102/sajip.v37i2.974
https://doi.org/10.1037/a0019408


195 
 

 

 

de Onis, T. (2021, February 4). Higher ed burnout is real. https://www.apogee.us/blog/higher-

ed-burnout-is-real/ 

Derrington, M. (2019). The benefits and challenges of longitudinal qualitative studies. SAGE 

Publications, Inc., https://dx.doi.org/10.4135/9781071814277 

Diegel, B. L. (2013). Perceptions of community college adjunct faculty and division 

chairpersons: Support, mentoring, and professional development to sustain academic 

quality. Community College Journal of Research and Practice, 38, 596-607. 

https://doi:10.1080/10668926.2012.720863  

Diehl, S. D. (2016). Counting hours for adjunct professors for eligibility and vesting. Journal 

of Pension Benefits, 24(1), 72. 

http://bi.gale.com.ezproxy.liberty.edu/global/article/GALE%7CA464665305?u=vic_lib

erty 

Ditmyer, M. M. (2015). Reframing leadership: Framework for organizational change. 

Retrieved from https://www.nnoha.org/nnoha-

content/uploads/2015/12/ReframingLeadership-Ditmyer.pdf 

Doane Student Media. (2013, December 5). Adjunct professors underappreciated. 

http://doaneline.com/opinion/columns/article_d9608ce0-4736-11e3-9235-

0019bb30f31a.html 

Dorfeld, N. M. (2015). National adjunct walkout day: Now what? College Composition and 

Communication, 67(1), A8–A13. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Fnational-adjunct-walkout-day-now-

what%2Fdocview%2F1707562610%2Fse-2%3Faccountid%3D12085.  

https://www.apogee.us/blog/higher-ed-burnout-is-real/
https://www.apogee.us/blog/higher-ed-burnout-is-real/
https://www.nnoha.org/nnoha-content/uploads/2015/12/ReframingLeadership-Ditmyer.pdf
https://www.nnoha.org/nnoha-content/uploads/2015/12/ReframingLeadership-Ditmyer.pdf


196 
 

 

 

Douglas-Gabriel, D. (2019, February 15). It keeps you nice and disposable: The plight of 

adjunct professors. https://www.washingtonpost.com/local/education/it-keeps-you-

nice-and-disposable-the-plight-of-adjunct-professors/2019/02/14/6cd5cbe4-024d-11e9-

b5df-5d3874f1ac36_story.html?noredirect=on 

Drozdowski, M. (2021, March 23). The plight of adjunct faculty on America’s campuses. 

https://www.bestcolleges.com/blog/plight-of-adjunct-faculty/ 

Druss, B. G., Cohen, A. N., Brister, T., Cotes, R. O., Hendry, P., Rolin, D., Torous, J., Ventura, 

J., & Gorrindo, T. (2021). Supporting the mental health workforce during and after 

COVID-19. Psychiatric services, 72(10), 1222-1224. https://doi: 

10.1176/appi.ps.202000509 

Du Plooy, G. M. (2001). Communication research: Techniques, methods, and applications 

(2nd ed.). Juta. 

https://store.samhsa.gov/sites/default/files/SAMHSA_Digital_Download/pep22-06-02-

005.pdf 

Duffin, E. (2022, May 31). College enrollment in public and private institutions in the U.S. 

1965-2030. https://www.statista.com/statistics/183995/us-college-enrollment-and-

projections-in-public-and-private-

institutions/#:~:text=There%20were%20approximately%2018.99%20million,students

%20enrolled%20in%20private%20colleges. 

Dzwigol, H. (2020). Innovation in marketing research: Quantitative and qualitative analysis. 

Marketing and Management of Innovations (1), 128-135. 

http://doi.org/10.21272/mmi.2020.1-10 J  

https://www.washingtonpost.com/local/education/it-keeps-you-nice-and-disposable-the-plight-of-adjunct-professors/2019/02/14/6cd5cbe4-024d-11e9-b5df-5d3874f1ac36_story.html?noredirect=on
https://www.washingtonpost.com/local/education/it-keeps-you-nice-and-disposable-the-plight-of-adjunct-professors/2019/02/14/6cd5cbe4-024d-11e9-b5df-5d3874f1ac36_story.html?noredirect=on
https://www.washingtonpost.com/local/education/it-keeps-you-nice-and-disposable-the-plight-of-adjunct-professors/2019/02/14/6cd5cbe4-024d-11e9-b5df-5d3874f1ac36_story.html?noredirect=on
https://store.samhsa.gov/sites/default/files/SAMHSA_Digital_Download/pep22-06-02-005.pdf
https://store.samhsa.gov/sites/default/files/SAMHSA_Digital_Download/pep22-06-02-005.pdf


197 
 

 

 

Eagan, M. K., Jr., Jaeger, A. J., & Grantham, A. (2015). Supporting the academic majority: 

Policies and practices related to part-time faculty’s job satisfaction. Journal of Higher 

Education, 86, 448–483. https://doi.org/10.1353/jhe.2015.0012  

Eddles-Hirsch, K. (2015). Phenomenology and educational research. International Journal of 

Advanced Research, 3(8). 251-260. 

https://researchonline.nd.edu.au/cgi/viewcontent.cgi?article=1172&context=edu_article 

Edelwich, J., & Brodsky, A. (1980). Burn-out: Stages of disillusionment in the helping 

professions (Vol. 1). Human Sciences Press. 

Edú-Valsania, S., Laguía, A., & Moriano, J. A. (2022). Burnout: A Review of Theory and 

Measurement. International journal of environmental research and public 

health, 19(3), 1780. https://doi.org/10.3390/ijerph19031780 

Elfman, L. (2021, October 22). Faculty and staff: Struggling for stability. 

https://www.diverseeducation.com/faculty-staff/article/15280344/struggling-for-

stability-some-adjuncts-are-leaving-higher-ed-in-favor-of-fulltime-employment 

El-Ibiary, S. Y., Yam, L., & Lee, K. C. (2017). Assessment of burnout and associated risk 

factors among pharmacy practice faculty in the united states. American journal of 

pharmaceutical education, 81(4), 75. https://doi.org/10.5688/ajpe81475 

English Standard Version Bible. (2022). ESV Online. https://www.esv.org/  

Ericksen, K. (2021, February 17). Why faculty burnout is an issue and how your school can 

avoid it. https://collegiseducation.com/news/online-learning/how-to-avoid-faculty-

burnout/ 

Esparza, R. (2014, June 19). The thread that ties faculty together: The passion to teach. 

https://www.higheredjobs.com/articles/articleDisplay.cfm?ID=527 

https://doi.org/10.1353/jhe.2015.0012
https://doi.org/10.3390/ijerph19031780
https://www.esv.org/


198 
 

 

 

Fako, T. T. (2010). Occupational stress among university employees in Botswana. European 

Journal of Social Sciences, 15(3), 313-326. 

https://www.researchgate.net/publication/287429653_Occupational_stress_among_univ

ersity_employees_in_Botswana#:~:text=Results%3A%20The%20overall%20prevalenc

e%20of,CI%20(57.4%2C%2063.5%25)%5D.  

Farber, B. A. (1991). Crisis in education stress and burnout in the American teacher. San 

Francisco, CA: Jossey-Bass.  

Farrell, S. (2016, September 25). 28 tips for creating great qualitative surveys. 

https://www.nngroup.com/articles/qualitative-surveys/ 

Fernández-Suárez, I., García-González, M. A., Torrano, F., & García-González, G. (2021). 

Study of the prevalence of burnout in university professors in the period 2005–2020. 

Education Research International, 2021, 1-10. https://doi.org/10.1155/2021/7810659 

Fgi, S. (2011). The sting of burnout on productivity. https://www.shepellfgi.com/EN-

CA/hrfundamentals/pdf/The%20Sting%20of%20Burnout%20on%20Productivity%20E

N.pdf. 

Fidelity Investments. (2021, February 25). Fidelity investments study: More than half of 

college and university faculty considering leaving teaching, citing burnout caused by 

pandemic. https://s2.q4cdn.com/997146844/files/doc_news/Fidelity-Investments--The-

Chronicle-of-Higher-Education-Study-More-Than-Half-of-College-and-University-

Faculty-Considering-Leaving-Te-G28WK.pdf 

Fiorilli, C., De Stasio, S., Benevene, P., Fioredistella, I. D., Pepe, A., & Albanese, O. (2015). 

Copenhagen burnout inventory (CBI): a validation study in an Italian teacher 

https://www.shepellfgi.com/EN-CA/hrfundamentals/pdf/The%20Sting%20of%20Burnout%20on%20Productivity%20EN.pdf
https://www.shepellfgi.com/EN-CA/hrfundamentals/pdf/The%20Sting%20of%20Burnout%20on%20Productivity%20EN.pdf
https://www.shepellfgi.com/EN-CA/hrfundamentals/pdf/The%20Sting%20of%20Burnout%20on%20Productivity%20EN.pdf


199 
 

 

 

group. TPM: Testing, Psychometrics, Methodology in Applied Psychology, 22(4). 

https://doi:10.4473/TPM22.4.7 

Fjortoft, N., Mai, T., & Winkler, S. R. (2011). Use of adjunct faculty members in classroom 

teaching in departments of pharmacy practice. American journal of pharmaceutical 

education, 75(7), 129. https://doi.org/10.5688/ajpe757129  

Flaherty, C., & Mulhere, K. (2015, February 26). Day of protest. 

https://www.insidehighered.com/news/2015/02/26/adjuncts-deem-national-walkout-

day-success 

Flaherty, C. (2013, January 9). Making the case for adjuncts. 

https://www.insidehighered.com/news/2013/01/09/adjunct-leaders-consider-strategies-

force-change 

Flaherty, C. (2016, August 12). Wellness programs, adjunct health care on the decline. 

https://www.insidehighered.com/news/2016/08/12/cupa-hr-survey-finds-declines-

wellness-programs-and-adjunct-benefits 

Flaherty, C. (2018, April 17). New limits on overtime. 

https://www.insidehighered.com/news/2018/04/17/labor-department-answers-

questions-academic-employees-and-overtime 

Flaherty, C. (2020c, April 20). Barely getting by. 

https://www.insidehighered.com/news/2020/04/20/new-report-says-many-adjuncts-

make-less-3500-course-and-25000-year 

Flaherty, C. (2020b, September 14). Burning out. 

https://www.insidehighered.com/news/2020/09/14/faculty-members-struggle-burnout 

https://doi.org/10.5688/ajpe757129
https://www.insidehighered.com/news/2015/02/26/adjuncts-deem-national-walkout-day-success
https://www.insidehighered.com/news/2015/02/26/adjuncts-deem-national-walkout-day-success


200 
 

 

 

Flaherty, C. (2020a, November 19). Faculty pandemic stress is now chronic. 

https://www.insidehighered.com/news/2020/11/19/faculty-pandemic-stress-now-

chronic 

Flamez, B., Lenz, A. S., Balkin, R. S., & Smith, R. L. (2017). A counselor’s guide to the 

dissertation process: Where to start and how to finish. John Wiley & Sons.  

Flick, U. (2004). Triangulation in qualitative research. A companion to qualitative research, 3, 

178-183.  

Fontes, F. (2020). Herbert J. Freudenberger and the making of burnout as a psychopathological 

syndrome. 37. 1-19. 10.35699/1676-1669.2020.19144.  

Frederick, T. V., Dunbar, S., & Thai, Y. (2018). Burnout in Christian perspective. Pastoral 

Psychology, 67, 267-276. https://doi.org/10.1007/s11089-017-0799-4  

Fredrickson, C. (2015, September 15). There is no excuse for how universities treat adjuncts. 

The Atlantic. https://www.theatlantic.com/business/archive/2015/09/higher-education-

college-adjunct-professor-salary/404461/ 

Freudenberger, H. J. (1974). Staff burnout. The Journal of Social Issues, 30(1), 159–165. 

https://doi:10.1080%2F02791072.1986.10472354 

Freudenberger, H. J., & Richelson, G. (1980). Burn-out: The high cost of high achievement. 

Anchor Press Doubleday.  

Gamdi, M. A., & Samarji, A. (2016). Perceived barriers towards e-learning by faculty 

members at a recently established university in Saudi Arabia. International Journal of 

Information and Education Technology, 6(1), 23-28. 

https://doi:10.7763/IJIET.2016.V6.652 

https://www.insidehighered.com/news/2020/11/19/faculty-pandemic-stress-now-chronic
https://www.insidehighered.com/news/2020/11/19/faculty-pandemic-stress-now-chronic
https://doi.org/10.1007/s11089-017-0799-4
https://www.theatlantic.com/business/archive/2015/09/higher-education-college-adjunct-professor-salary/404461/
https://www.theatlantic.com/business/archive/2015/09/higher-education-college-adjunct-professor-salary/404461/
http://dx.doi.org/10.7763/IJIET.2016.V6.652


201 
 

 

 

Gappa, J. M., & Leslie, D. W. (1993). The invisible faculty: Improving the status of part timers 

in higher education. San Francisco, CA: Jossey-Bass, Inc.  

Gappa, J. M., Austin, A.E., & Trice, A. C. (2007). Rethinking faculty work: Higher education’s 

strategic imperative. Jossey-Bass. 

García-Rivera, B. R., Mendoza-Martínez, I. A., García-Alcaraz, J. L., Olguín-Tiznado, J. E., 

Camargo Wilson, C., Araníbar, M. F., & García-Alcaraz, P. (2022). Influence of 

Resilience on Burnout Syndrome of Faculty Professors. International journal of 

environmental research and public health, 19(2), 910. 

https://doi.org/10.3390/ijerph19020910 

Gauche, C., de Beer, L. T., & Brink, L. (2017). Exploring demands from the perspective of 

employees identified as being at risk of burnout. Int. J. Qualitat. Stud. Health Well-

Being 12:1 1361783–1361787. https://doi: 10.1080/17482631.2017.1361783 

Gavelin, H. M., Domellöf, M. E., Åström, E., Nelson, A., Launder, N. H., Neely, A. S., & 

Lampit, A. (2021). Cognitive function in clinical burnout: A systematic review and 

meta-analysis. Work & Stress, 1-19. https://doi.org/10.1080/02678373.2021.2002972 

Gearing, R. E. (2004). Bracketing in research: A typology. Qualitative Health 

Research, 14(10), 1429-1452. https://doi.org/10.1177/1049732304270394 

Gewin, V. (2021, March 15). Pandemic burnout is rampant in academia. Nature 591, 489-491. 

https://doi.org/10.1038/d41586-021-00663-2 

Gillett-Swan, J. (2017). The challenges of online learning: Supporting and engaging the 

isolated learner. Journal of Learning Design, 10(1), 20-30. 

https://doi:10.5204/JLD.V9I3.293 

https://doi.org/10.3390/ijerph19020910
https://doi.org/10.1177/1049732304270394
https://doi.org/10.1038/d41586-021-00663-2
https://doi.org/10.5204/JLD.V9I3.293


202 
 

 

 

Giorgi, A. (1985). Sketch of a psychological phenomenological method. Phenomenology and 

psychological research, 8-22. Duquesne University Press 

Glass, C. R. (2017). Self-expression, social roles, and faculty members’ attitudes towards 

online teaching. Innovative Higher Education, 42(3), 239-

252. https://doi.org/10.1007/s10755-016-9379-2 

Goddard, R., O’Brien, P., & Goddard, M. (2006). Work environment predictors of beginning 

teacher burnout. British Educational Research Journal, 32(6), 857-874. 

https://doi.org/10.1080/01411920600989511 

Gómez-Urquiza, J. L., De la Fuente-Solana, E. I., Albendín-García, L., Vargas-Pecino, C., 

Ortega-Campos, E. M., & Cañadas-De la Fuente, G. A. (2017). Prevalence of burnout 

syndrome in emergency nurses: A meta-analysis. Critical Care Nurse, 37(5), e1-

e9. https://doi.org/10.4037/ccn2017508 

Goldhaber, G. M. (1972). Communication at the university. Western Journal of 

Communication (includes Communication Reports), 36(3), 169-180. 

https://doi.org/10.1080/10570317209373745 

Greaves, C. E., Parker, S. L., Zacher, H., & Jimmieson, N. (2017). Working mothers’ 

emotional exhaustion from work and care: The role of core self-evaluations, mental 

health, and control. Work & Stress, 31(2), 164‒181. 

https://doi:10.1080/02678373.2017.1303760  

Gross, N. (2017, September 30). Professors behaving badly. New York Times, 30. 

https://www.nytimes.com/2017/09/30/opinion/sunday/adjunct-professors-politics.html 

Grubb, N. W., & Associates. (1999). Honored but invisible: An inside look at teaching in 

 community colleges. Routledge 

https://doi.org/10.1007/s10755-016-9379-2
https://doi.org/10.4037/ccn2017508
https://doi.org/10.1080/10570317209373745


203 
 

 

 

Guba, E. G. (1981). ERIC/ECTJ annual review paper: Criteria for assessing the trustworthiness 

of naturalistic inquiries. Educational Communication and Technology, 29(2), 75–91. 

http://www.jstor.org/stable/30219811 

Guion, L. A., Diehl, D. C., & McDonald, D. (2011). Triangulation: Establishing the validity of 

qualitative studies: FCS6014/FY394, Rev. 8/2011. Edis, 2011(8), 3-3. 

https://doi.org/10.32473/edis-fy394-2011 

Guntupalli, K. K., Wachtel, S., Mallampalli, A., & Surani, S. (2014). Burnout in the intensive 

care unit professionals. Indian journal of critical care medicine: peer-reviewed, official 

publication of Indian Society of Critical Care Medicine, 18(3), 139–143. 

https://doi.org/10.4103/0972-5229.128703 

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (2006). Burnout and work engagement 

among teachers. Journal of School Psychology,43(6), 495-513. 

https://doi.org/10.1016/j.jsp.2005.11.001 

Hakanen, J. J., Bakker, A. B., & Jokisaari, M. (2011). A 35-year follow-up study on burnout 

among Finnish employees. Journal of Occupational Health Psychology, 16, 345-360. 

https://doi:10.1037/a0022903  

Halbesleben, J. R. B., & Demerouti, E. (2005). The construct validity of an alternative measure 

of burnout: Investigating the English translation of the Oldenburg burnout inventory. 

Work and Stress, 19(3), 208-220. https://doi.org/10.1080/02678370500340728 

Halim, L., Samsudin, M. A., Meerah, T. S. M., & Osman, K. (2006). Measuring science 

teachers’ stress level triggered by multiple stressful conditions. International Journal of 

Science and Mathematics Education, 4(4), 727-739. https://doi.org/10.1007/s10763-

005-9020-9 

http://www.jstor.org/stable/30219811
https://doi.org/10.32473/edis-fy394-2011
https://doi.org/10.4103/0972-5229.128703
https://doi.org/10.1016/j.jsp.2005.11.001
https://doi.org/10.1080/02678370500340728
https://doi.org/10.1007/s10763-005-9020-9
https://doi.org/10.1007/s10763-005-9020-9


204 
 

 

 

Harman, J. (2023). Time management for students: A psychological explanation of why we 

struggle. Colorado State University Online. 

https://blog.online.colostate.edu/blog/uncategorized/time-management-for-students-a-

psychological-explanation-of-why-we-struggle 

Harris, J. (2002). The correspondence method as a data-gathering technique in qualitative 

enquiry. International Journal of Qualitative Methods, 1(4), 1-9. 

https://doi.org/10.1177/160940690200100401 

Harris, A. (2019, April 8). The death of an adjunct: Thea hunter was a promising, brilliant 

scholar. and then she got trapped in academia’s permanent underclass. 

https://www.theatlantic.com/education/archive/2019/04/adjunct-professors-higher-

education-thea-hunter/586168/ 

Hechinger, F. (1982, May 2). A lost generation of young gypsy scholars. 

https://www.nytimes.com/1982/05/02/weekinreview/a-lost-generation-of-young-gypsy-

scholars.html 

Heidegger, M. (1962). Being and time (J. Macquarrie and E. Robinson, Trans.). New York: 

Harper & Row. (Original work published 1927)  

Henkel, T., & Haley, G. (2020). A Field Study: The Business Of Engaging Higher Education 

Adjunct Faculty. Journal of Applied Business Research (JABR), 36(2), 51-58. 

https://doi:10.19030/jabr.v36i2.10341 

Hekelman, F. P., Glover, P. B., & Galazka, S. S. (1992). Bulletin boards for 

 faculty development. Medical Teacher, 14(4), 287-293. 

https://doi.org/10.3109/01421599209018847 

https://doi.org/10.1177/160940690200100401
https://doi.org/10.3109/01421599209018847


205 
 

 

 

Heinemann, L. V., & Heinemann, T. (2017). Burnout research: Emergence and scientific 

investigation of a contested diagnosis. Sage 

Open, 7(1). https://doi.org/10.1177/2158244017697154 

Herman, K. C., Hickmon-Rosa, J., & Reinke, W. M. (2018). Empirically Derived Profiles of 

Teacher Stress, Burnout, Self-Efficacy, and Coping and Associated Student 

Outcomes. Journal of Positive Behavior Interventions, 20(2), 90–

100. https://doi.org/10.1177/1098300717732066 

Hewson, C. (2008). Internet-mediated research as an emergent method and its potential role in 

facilitating mixed-method research. In Hesse-Biber, S. N., Leavy, P. (Eds.), The 

handbook of emergent technologies in social research (pp. 525–541). The Guildford 

Press.  

Hill, R. W. (2021, May 14). The crises facing today’s colleges and universities. The 

EvoLLLution. https://evolllution.com/attracting-students/todays_learner/the-crises-

facing-todays-colleges-and-universities/ 

Hiltzik, M. (2016, June 3). Column: When universities try to behave like businesses, education 

suffers. https://www.latimes.com/business/hiltzik/la-fi-hiltzik-university-business-

20160602-snap-story.html 

Ho, L. (2020, November 4). How to analyze qualitative data using Delve. 

https://ocean.sagepub.com/blog/tools-and-tech/how-to-analyze-qualitative-data-using-

delve 

Hobfoll, S. E., Halbesleben, J., Neveu, J. P., & Westman, M. (2018). Conservation of resources 

in the organizational context: The reality of resources and their consequences. Annual 

https://doi.org/10.1177/2158244017697154
https://doi.org/10.1177/1098300717732066
https://evolllution.com/attracting-students/todays_learner/the-crises-facing-todays-colleges-and-universities/
https://evolllution.com/attracting-students/todays_learner/the-crises-facing-todays-colleges-and-universities/


206 
 

 

 

review of organizational psychology and organizational behavior, 5, 103-128. 

https://doi.org/10.1146/annurev-orgpsych-032117-104640 

Hogan, V., Hogan, M., & Hodgins, M. (2016). A study of workaholism in Irish academics. 

Occupational Medicine, 66(6), 460–465. 

Hoeller, K. (2021, May 17). How many contingents have lost their jobs from the pandemic? 

https://cpfa.org/how-many-contingents-have-lost-their-jobs-from-the-pandemic/ 

Holmes, A. G. D. (2020). Researcher positionality. A consideration of its influence and place 

in qualitative research. A new researcher guide. Shanlax International Journal of 

Education, 8(4), 1-10. https://doi.org/10.34293/ education.v8i4.3232 

Holliman, A., & Daniels, J. (2018). Faculty motivation in challenging times: Do leadership and 

economic conditions matter? Planning for Higher Education, 47(1), 49. 

https://www.proquest.com/docview/2161041855 

Horrell, B., Stephens, C., & Breheny, M. (2015). Online research with informal caregivers: 

Opportunities and challenges. Qualitative Research in Psychology, 12, 258–271. 

https://doi.org/10.1080/14780887.2015.1040318 

Hu, H. (2016). History of for-profit colleges shows heartbreaking cycle. Diverse Issues in 

Higher Education, 33(11), 24. 

https://link.gale.com/apps/doc/A458023138/BIC?u=vic_liberty&sid=summon&xid=5fb

47702 

Hubbard-Jackson, C., & Boyer, P. G. (2019). Burnout in part-time postsecondary faculty at 

Midwestern University. Online Submission. 

https://files.eric.ed.gov/fulltext/ED597922.pdf 

https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1080/14780887.2015.1040318


207 
 

 

 

Human Resource. (2021, February 10). Employee burnout in the workplace. 

https://www.paychex.com/articles/human-resources/employee-burnout-in-the-

workplace 

Husserl, E. (1931). Ideas: General introduction to pure phenomenology (D. Carr, Trans.). 

Northwestern University Press. 

Husserl, E. (1973). The Idea of Phenomenology. The Hague: Nijhoff. 

Hyer, M. C., Landau, J., & Workman, J. L. (2020). Recovering from burnout and budget cuts 

by cultivating faculty writing communities. Journal on Centers for Teaching and 

Learning, 12, 149-168. file:///C:/Users/Owner/Downloads/213-Article%20Text-666-1-

10-20210224.pdf 

Ibrahim, M. A., Isa, K. Q., Haji-Idris, H. A., Nawi, S. H., Teo, Y. C., Abdul Rahman, H., & 

Abdul-Mumin, K. H. (2020). Spiritual coping with stress among emergency and critical 

care nurses: A cross-sectional study. Community mental health journal, 56, 287-293. 

https://doi.org/10.1007/s10597-019-00486-6 

Integrated Postsecondary Education Data System (IPEDS). (2021). U.S. Department of 

Education, National Center for Education Statistics, Integrated Postsecondary 

Education Data System, 2019, Human Resources. https://nces.ed.gov/ipeds.  

Inside Scholar Community. (2022). The rise of adjunct faculty. 

https://blog.insidescholar.org/the-rise-of-adjunct-faculty/ 

IRS. (2021, September 3). Issue snapshot - 403(b) Plan: The universal availability 

requirement. https://www.irs.gov/retirement-plans/issue-snapshot-403b-plan-the-

universal-availability-requirement 

https://nces.ed.gov/ipeds


208 
 

 

 

Ishaq, R., & Mahmood, A. (2017). Relationship between job stress and employee burnout-the 

moderating role of self-efficacy for university teachers. Journal of Research & 

Reflections in Education (JRRE), 11(2). 

Isoard-Gautheur, S., Ginoux, C., Gerber, M., & Sarrazin, P. (2019). The stress-burnout 

relationship: Examining the moderating effect of physical activity and intrinsic 

motivation for off-job physical activity. Workplace Health and Safety, 67(7), 350–360. 

https://doi.org/10.1177/2165079919829497 

Jackson, D., Stebleton, M. J., & Laanan, F. S. (2013). The experience of community college 

faculty involved in a learning community program. Community College Review, 41(1), 

3-19. https://doi.org/10.1177/0091552112473145 

Jacobson, S. (2016, January 17). Ten game-changing communications steps for college and 

university presidents. http://www.nebhe.org/thejournal/ten-game-

changingcommunications-steps-for-college-and-university-presidents/  

Jamaludin, I. I., & You, H. W. (2019). Burnout in relation to gender, teaching experience, and 

educational level among educators. Education Research International, 2019(2), 1–5. 

https://doi.org/10.1155/2019/7349135 

Jansen, H. (2010). The logic of qualitative survey research and its position in the field of social 

research methods. In Forum Qualitative Sozialforschung/Forum: Qualitative Social 

Research, 11 (2). https://doi.org/10.17169/fqs-11.2.1450 

Jarzynkowski, P., Piotrkowska, R., Mędrzycka-Dąbrowska, W., & Książek, J. (2021). Areas of 

Work Life as Predictors of Occupational Burnout of Nurses and Doctors in Operating 

Theaters in Poland-Multicenter Studies. Healthcare (Basel, Switzerland), 10(1), 26. 

https://doi.org/10.3390/healthcare10010026 

https://doi.org/10.1177/2165079919829497
https://doi.org/10.1177/0091552112473145
https://doi.org/10.1155/2019/7349135
https://doi.org/10.17169/fqs-11.2.1450


209 
 

 

 

Jaques, D., & Salmon, G. (2007). Learning in groups: A handbook for face-to-face and online 

environments. Routledge 

Jentoft, N., & Olsen, T. S. (2019). Against the flow in data collection: How data triangulation 

combined with a ‘slow’ interview technique enriches data. Qualitative Social 

Work, 18(2), 179–193. https://doi.org/10.1177/1473325017712581  

Johnson, S., Cooper, C., Cartwright, S., Donald, I., Taylor, P., & Millet, C. (2006). The 

experience of work-related stress across occupations. Journal of Managerial 

Psychology, 20, 178-187. https://doi.org/10.1108/02683940510579803 

Johnston, J., Barrett, A., & Stenfors, T. (2020). How to … synthesize qualitative data. The 

Clinical Teacher, 17(4), 378-381. https://doi.org/10.1111/tct.13169 

Jonsen, K., & Jehn, K. A. (2009). Using triangulation to validate themes in qualitative 

studies. Qualitative Research in Organizations and Management, 4(2), 123-

150. https://doi.org/10.1108/17465640910978391 

Joyner, R. L., Rouse, W. A., & Glatthorn, A. A. (2018). Writing the winning thesis or 

dissertation: A step-by-step guide. Corwin Press. 

Kahu, E. R., & Nelson, K. (2018). Student engagement in the educational interface: 

Understanding the mechanisms of student success. Higher education research & 

development, 37(1), 58-71. https://doi: 10.1080/07294360.2017.1344197. 

Kaiser, S., Patras, J., Adolfsen, F., Richardsen, A. M., & Martinussen, M. (2020). Using the 

Job Demands–Resources Model to Evaluate Work-Related Outcomes Among 

Norwegian Health Care Workers. SAGE 

Open. https://doi.org/10.1177/2158244020947436 

Kaiser Health News. (2020, July 21). COVID crisis endangers adjunct professors. 

https://doi.org/10.1177/1473325017712581
https://doi.org/10.1108/02683940510579803
https://doi.org/10.1111/tct.13169
https://doi.org/10.1108/17465640910978391
https://doi.org/10.1177/2158244020947436


210 
 

 

 

https://www.usnews.com/news/healthiest-communities/articles/2020-07-21/adjunct-

professors-face-high-coronavirus-risk-with-jobs-low-on-pay-health-benefits 

Karasek, R., & Theorell, T. (1990). Healthy work: Stress, productivity, and the reconstruction 

of working life. Basic Books. 

Kaur, H. (2019, February 4). How to improve your student evaluations. 

https://www.adjunctnation.com/2019/02/04/how-to-improve-your-student-

evaluations/ 

Kelliher, R. (2022, January 9). Student-facing college workers, contingent faculty face 

exhaustion. https://www.diverseeducation.com/faculty-

staff/article/15286978/studentfacing-college-workers-contingent-faculty-face-

exhaustion 

Kelly, B., Margolis, M., McCormack, L., LeBaron, P. A., & Chowdhury, D. (2017). What 

affects people’s willingness to participate in qualitative research? An experimental 

comparison of five incentives. Field Methods, 29(4), 333–

350. https://doi.org/10.1177/1525822X17698958  

Kelly, L. (2021, June 25). Executive burnout: The new pandemic. 

https://www.linkedin.com/pulse/executive-burnout-new-pandemic-lisa-kelly 

Kezar, A. (2013). Departmental cultures and non-tenure-track faculty: Willingness, capacity, 

and opportunity to perform at four-year institutions. The Journal of Higher Education, 

84(2), 153-188. http://dx.doi.org/10.1353/jhe.2013.0011  

Kezar, A., & Sam, C. (2013). Institutionalizing equitable policies and practices for contingent 

faculty. Journal of Higher Education, 84(1), 56–87. 

https://doi.org/10.1080/00221546.2013.11777278 

https://doi.org/10.1177/1525822X17698958
https://doi.org/10.1080/00221546.2013.11777278


211 
 

 

 

Kezar, A. J., & Maxey, D. (2016). Recognizing the need for a new faculty model. Envisioning 

the faculty for the twenty-first century (pp. 23-42). Rutgers University Press. 

Kezar, A., Scott, D., & Yang, H. (2018). The faculty of the future. Inside higher education. 

https://www.insidehighered.com/views/2018/01/10/we-have-sharedvision-future-

faculty-its-time-implement-it-opinion#.WldedEozVj0.link 

Khan, I., Nawaz, A., Qureshi, Q. A., & Khan, Z. A. (2016). The impacts of burnout, 

absenteeism, and commitment on intention to leave. Journal of Education and 

Practice, 7(1), 5-9. https://files.eric.ed.gov/fulltext/EJ1089725.pdf 

Khorev, M. (2021, February 10). Importance of employee job security for workplace success. 

https://www.yoh.com/blog/importance-of-employee-job-security-for-workplace-

success 

Kinman, G., & Jones, F. (2004). Working to the limit: Stress and work-life balance in 

academic-related employees in the UK. The Higher Education Union. (AUT). 

Association of University Teachers 

Kinman, G., & Johnson, S. (2019). Special section on well-being in academic 

employees. International Journal of Stress Management, 26(2), 159–

161. https://doi.org/10.1037/str0000131 

Kinman, G., & Wray, S. (2014). Taking its toll: rising stress levels in further 

education. London: University and College Union. 

https://doi:10.13140/RG.2.2.31578.64967  

Kirch, W. (eds). (2008). Work overload. Encyclopedia of public health. Springer, Dordrecht. 

https://doi.org/10.1007/978-1-4020-5614-7_3775 

https://psycnet.apa.org/doi/10.1037/str0000131
http://dx.doi.org/10.13140/RG.2.2.31578.64967
https://doi.org/10.1007/978-1-4020-5614-7_3775


212 
 

 

 

Kirchherr, J., & Charles, K. (2018). Enhancing the sample diversity of snowball samples: 

Recommendations from a research project on anti-dam movements in Southeast 

Asia. PloS one, 13(8), e0201710. https://doi.org/10.1371/journal.pone.0201710 

Kirkwood, A., & Price, L. (2014). Technology-enhanced learning and teaching in higher 

education: What is enhanced and how do we know? A critical literature review. 

Learning, Media and Technology, 39(1), 6–36. 

https://doi:10.1080/17439884.2013.770404 

Kivunja, C. (2016). How to write an effective research proposal for higher degree research in 

higher education: Lessons from practice. International Journal of Higher 

Education, 5(2). https://doi.org/10.5430/ijhe.v5n2p163 

Knight, R. (2017, December 26). What to do when you don’t feel valued at work. 

https://hbr.org/2017/12/what-to-do-when-you-dont-feel-valued-at-work 

Koch, T. (1994). Establishing rigor in qualitative research: The decision trail. Journal of 

Advanced Nursing, 19, 976–986. https://doi:10.1111/ j.1365-2648.1994.tb01177.x 

Kohler, L. (2021, March 29). Does money really mitigate burnout? 

https://www.forbes.com/sites/lindsaykohler/2021/03/29/does-money-really-mitigate-

burnout/?sh=435bc9731a0f 

Korstjens, I., & Moser, A. (2018). Series: Practical guidance to qualitative research. Part 4: 

Trustworthiness and publishing. European Journal of General Practice, 24(1), 120-

124. https://doi.org/10.1080/13814788.2017.1375092  

Kross, J., & Giust, A. (2019). Elements of research questions in relation to qualitative 

inquiry. The Qualitative Report, 24(1), 24-30. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

https://doi.org/10.1371/journal.pone.0201710
https://doi.org/10.5430/ijhe.v5n2p163
https://doi.org/10.1080/13814788.2017.1375092
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Felements-research-questions-relation-qualitative%2Fdocview%2F2171118564%2Fse-2%3Faccountid%3D12085


213 
 

 

 

rly-journals%2Felements-research-questions-relation-

qualitative%2Fdocview%2F2171118564%2Fse-2%3Faccountid%3D12085 

Kulkarni, P. (2013, December 25). What is triangulation of data in qualitative research? Is it a 

method of validating the information collected through various methods? 

https://www.researchgate.net/post/What-is-triangulation-of-data-in-qualitative-

research-Is-it-a-method-of-validating-the-information-collected-through-various-

methods 

LaBree, C. (2017). Junct rebellion. The trashing of higher ed. in America [Motion picture]. 

(Available from 2255 Films, 2255 Bridgeton Fairton Rd, Bridgeton, New Jersey 

08302). 

Lashuel, H. A. (2020). What about faculty? eLife, 9, e54551. 

https://doi.org/10.7554/eLife.54551 

Lee, H. J. (2019). Time, structure, and teaching as an adjunct. Teaching Theology & 

Religion, 22(4), 297-301. https://doi.org/10.1111/teth.12508 

Leitão, J., Pereira, D., & Gonçalves, Â. (2021). Quality of work life and contribution to 

productivity: Assessing the moderator effects of burnout syndrome. International 

journal of environmental research and public health, 18(5), 2425. 

https://doi.org/10.3390/ijerph18052425 

Leiter, M. P. (2005). Perception of risk: An organizational model of occupational risk, burnout, 

and physical symptoms. Anxiety, Stress and Coping, 18(2), 131-144. 

https://doi.org/10.1080/10615800500082473 

Leiter, M., & Maslach, C. (2001). Burnout and quality in a sped-up world. The Journal for 

Quality and Participation 24(2): 48–51. http://elibrary.ru /item.asp?id=6048960  

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Felements-research-questions-relation-qualitative%2Fdocview%2F2171118564%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Felements-research-questions-relation-qualitative%2Fdocview%2F2171118564%2Fse-2%3Faccountid%3D12085
https://doi.org/10.7554/eLife.54551
https://doi.org/10.1111/teth.12508
https://doi.org/10.3390/ijerph18052425
https://doi.org/10.1080/10615800500082473


214 
 

 

 

Lesener, T., Gusy, B., & Wolter, C. (2019). The job demands-resources model: A meta-

analytic review of longitudinal studies. Work & Stress, 33(1), 76-103. 

https://doi.org/10.1080/02678373.2018.1529065 

Lesener, T., Pleiss, L. S., Gusy, B., & Wolter, C. (2020). The Study Demands-Resources 

Framework: An Empirical Introduction. International journal of environmental 

research and public health, 17(14), 5183. https://doi.org/10.3390/ijerph17145183 

Lever, N., Mathis, E., & Mayworm, A. (2017). School mental health is not just for students: 

Why teacher and school staff wellness matters. Report on emotional & behavioral 

disorders in youth, 17(1), 6–12. 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC6350815/ 

Levin, J. S., Kater, S., & Wagoner, R. L. (2011). Community college faculty: At work in the 

new economy (Revised ed.). Palgrave.  

Liberty University. (2022, January 10). SOE doctoral community. Dissertation resources: 

Qualitative dissertation template. Canvas @ Liberty University. 

https://canvas.liberty.edu/courses/37488/pages/dissertation-

templates?module_item_id=3665987  

Lincoln, Y., & Guba, E. (1985). Naturalistic inquiry. Sage. 

Liu, X., & Zhang, L. (2013). Flexibility at the core: What determines employment of part-time 

faculty in academia. Relations Industrielles / Industrial Relations, 68(2), 312–339. 

http://www.jstor.org/stable/23646254 

Lucas, C. J. (2016). American higher education: A history. Springer. 

Luciani, M., Campbell, K., Tschirhart, H., Ausili, D., & Jack, S. M. (2019). How to design a 

qualitative health research study. Part 1: Design and purposeful sampling 

https://doi.org/10.1080/02678373.2018.1529065
https://doi.org/10.3390/ijerph17145183


215 
 

 

 

considerations. Professioni infermieristiche, 72(2) , 152–161. 

https://europepmc.org/article/med/31550432 

Lumpkin, L. (2022, April 26). In a city full of adjunct faculty members, many struggle to get 

by. https://www.washingtonpost.com/education/2022/04/26/adjunct-professor-

american-georgetown-gwu/ 

Lutz, B. D., & Paretti, M. C. (2019). Development and implementation of a reflective 

journaling method for qualitative research. American Society for Engineering 

Education-ASEE. https://doi.org/10.18260/1-2--32646 

Madsen, I. E. H., Nyberg, S. T., Magnusson Hanson, L. L., Ferrie, J. E., Ahola, K., Alfredsson, 

L., & Kivimaki, M. (2017). Job strain as a risk factor for clinical depression: Systematic 

review and meta-analysis with additional individual participant data. Psychological 

Medicine, 47(8), 1342–1356. https://doi.org/10.1017/s003329171600355x 

Makarenko, E., & Andrews, J. J. W. (2017). An empirical review of the mental health and well-

being of online instructors. The Journal of Educational Thought (JET) / Revue de La 

Pensée Éducative, 50(2/3), 182–199. https://www.jstor.org/stable/26372403 

Malesic, J. (2021, December 21). Are we all really burning out? Academic burnout is real but 

difficult to diagnose. https://www.chronicle.com/article/are-we-all-really-burning-out 

Malik, N. A. A., Björkqvist, K., & Österman, K. (2017). Factors associated with occupational 

stress among university teachers in Pakistan and Finland. Journal of Educational, 

Health, and Community Psychology, 6(2), 1-14. http://doi:10.12928/jehcp.v6i2.7047 

Mandernach, J., Register, L., & O’Donnell, C. (2015). Characteristics of adjunct faculty 

teaching online: Institutional implications. Online Journal of Distance Learning 

Administration, 18(1), 1-17. 

https://doi.org/10.1017/s003329171600355x
https://www.jstor.org/stable/26372403
http://dx.doi.org/10.12928/jehcp.v6i2.7047


216 
 

 

 

file:///C:/Users/Owner/OneDrive/DISSERT%20ESSENT/Online_Adjunct_Faculty_Per

cept.pdf 

Manternach, B. (2020). Exploring adjunct teaching, part 1. Journal of Singing, 76(4), 459-464. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Fexploring-adjunct-teaching-part-

1%2Fdocview%2F2383072157%2Fse-2%3Faccountid%3D12085 

Marshall, C., & Rossman, G. B. (2015). Designing qualitative research (6th ed.). Sage. 

Martin, J. E., & Sinclair, R. R. (2007). A typology of the part-time workforce: Differences on 

job attitudes and turnover. Journal of Occupational and Organizational Psychology, 80 

(2), 301-319. https://doi.org/10.1348/096317906X113833 

Martínez, J. P., Méndez, I., Ruiz-Esteban, C., Fernández-Sogorb, A., & García-Fernández, J. 

M. (2020). Profiles of burnout, coping strategies and depressive 

symptomatology. Frontiers in psychology, 11, 591. 

https://doi.org/10.3389/fpsyg.2020.00591 

Maslach, C. (1976). Burned-out. Human Behavior, 5, 16-22. 

https://www.researchgate.net/publication/263847499_Burned-out 

Maslach, C. (1982). Burnout: The cost of caring. Prentice-Hall.  

Maslach, C. (2001). What have we learned about burnout and health? Psychology & Health, 

16(5), 607–612. https://doi:10.1080%2F08870440108405530  

Maslach, C. (2003). Job burnout: New directions in research and intervention. Current 

Directions in Psychological Science, 12(5), 189–192. https://doi:10.1111%2F1467- 

8721.01258 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fexploring-adjunct-teaching-part-1%2Fdocview%2F2383072157%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fexploring-adjunct-teaching-part-1%2Fdocview%2F2383072157%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fexploring-adjunct-teaching-part-1%2Fdocview%2F2383072157%2Fse-2%3Faccountid%3D12085
https://doi.org/10.3389/fpsyg.2020.00591


217 
 

 

 

Maslach, C. (2015). Burnout, psychology of. International encyclopedia of the social & 

behavioral sciences (Second ed., pp. 929-932). Elsevier Ltd. 

https://doi.org/10.1016/B978-0-08-097086-8.26009-1  

Maslach, C. (2019, February 18). Understanding job burnout. 

https://itrevolution.com/understanding-job-burnout-christina-maslach/ 

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of 

Organizational Behavior 2(2): 99-113. https://doi.org/10.1002/job.4030020205 

Maslach, C., & Leiter, M. P. (1997). The truth about burnout. JosseyBass 

Maslach, C., & Leiter, M. P. (2005). Banishing burnout: Six strategies for improving your 

relationship with work. John Wiley & Sons. 

Maslach, C., & Leiter, M. P. (2008). Early predictors of job burnout and engagement. Journal 

of Applied Psychology, 93(3), 498-512. https://doi.org/10.1037/0021-9010.93.3.498 

Maslach, C., & Leiter, M. P. (2016). Understanding the burnout experience: recent research and 

its implications for psychiatry. World Psychiatry, 15(2), 103-111. 

https://doi.org/10.1002/wps.20311 

Maslach, C., & Leiter, M. P. (2017). Understanding burnout: New models. In C. L. Cooper & J. 

C. Quick (Eds.), The handbook of stress and health: A guide to research and 

practice (pp. 36–56). Wiley Blackwell. https://doi.org/10.1002/9781118993811.ch3 

Maslach, C., Jackson, S. E. & Leiter, M. P. (1996). MBI: Maslach burnout inventory: CPP, 

Incorporated 

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annu Rev 

Psychol.52(1):397–422. https://doi:10.1146/annurev.psych.52.1.397. 

https://doi.org/10.1016/B978-0-08-097086-8.26009-1
https://itrevolution.com/understanding-job-burnout-christina-maslach/
https://doi.org/10.1002/job.4030020205
https://doi.org/10.1002/wps.20311
https://psycnet.apa.org/doi/10.1002/9781118993811.ch3
https://doi.org/10.1146/annurev.psych.52.1.397


218 
 

 

 

Maslach, C., Leiter, M. P., & Jackson, S. E. (2012). Making a significant difference with 

burnout interventions: Researcher and practitioner collaboration. Journal of 

Organizational Behavior, 33(2), 296-300. https://doi.org/10.1002/job.784 

Maxey, D., & Kezar, A. (2015). Revealing opportunities and obstacles for changing non-tenure 

track faculty practices: An examination of stakeholders’ awareness of institutional 

contradictions. Journal of Higher Education, 86, 564–594. https://doi.org/10.1353/jhe 

.2015.0022  

Mayo Clinic. (2021, June 5). Job burnout: How to spot it and take action. 

https://www.mayoclinic.org/healthy-lifestyle/adult-health/in-depth/burnout/art-

20046642 

McClure, K. (2020, August 14). Burnout is coming. Are college leaders ready? 

https://www.edsurge.com/news/2020-08-14-burnout-is-coming-to-campus-are-

college-leaders-ready 

McClure, K. R., & Fryar, A. H. (2022, January 19). The great faculty disengagement: Faculty 

members aren’t leaving in droves, but they are increasingly pulling away. 

https://www.chronicle.com/article/the-great-faculty-

disengagement?cid2=gen_login_refresh&cid=gen_sign_in 

McGregor, A., Magee, C. A., Caputi, P., and Iverson, D. (2016). A job demands-resources 

approach to presenteeism. Career Development International, Vol. 21 No. 4, pp. 402-

418. https://doi.org/10.1108/CDI-01-2016-0002 

McKee, A. (2017, September 5). How to be happy at work. http://www.anniemckee.com/3-

things-need-happy-work/ 

McKenna, L. (2015, May 26). The cost of an adjunct. The Atlantic. 

https://doi.org/10.1002/job.784
https://doi.org/10.1353/jhe%20.2015.0022
https://doi.org/10.1353/jhe%20.2015.0022
https://doi.org/10.1108/CDI-01-2016-0002
http://www.anniemckee.com/3-things-need-happy-work/
http://www.anniemckee.com/3-things-need-happy-work/


219 
 

 

 

https://www.theatlantic.com/education/archive/2015/05/the-cost-of-an-

adjunct/394091/ 

McMurtrie, B. 2020. Students without laptops, instructors without internet: How struggling 

colleges move online during Covid-19. The Chronicle of Higher Education. 

https://www.chronicle.com/article/students-withoutlaptops-instructors-without-internet-

how-struggling-colleges-move-online-during-covid-19/.  

Meier, K. (2019, January 29). Adjunct vs. full-time professor. 

https://www.google.com/search?q=Adjunct+Vs.+Full-

Time+Professor&rlz=1C1CHBF_enUS862US863&oq=Adjunct+Vs.+Full-

Time+Professor&aqs=chrome..69i57j69i60.10625555j0j4&sourceid=chrome&ie=UTF-

8 

Melchior, M., Caspi, A., Milne, B. J., Danese, A., Poulton, R., & Moffitt, T. E. (2007). Work 

stress precipitates depression and anxiety in young, working women and men. 

Psychological Medicine, 37(8), 1119–1129. 

https://doi .org/10.1017/S0033291707000414 

Merriam, S. B. (2009). Qualitative research: A guide to design and implementation. Jossey-

Bass. 

Microsoft. (2022). Microsoft teams: Meetings and video conferencing. 

https://www.microsoft.com/en-us/microsoft-teams/video-conferencing 

Miles, A. (2019). Article: Research methods and strategies: Let’s stop the madness part 2: 

Understanding the difference between limitations vs. delimitations. ResearchGate, 1-14. 

file:///C:/Users/Owner/Downloads/ARTICLE-

Miles2019LimitationsvsDelimitations.pdf 

https://www.chronicle.com/article/students-withoutlaptops-instructors-without-internet-how-struggling-colleges-move-online-during-covid-19/
https://www.chronicle.com/article/students-withoutlaptops-instructors-without-internet-how-struggling-colleges-move-online-during-covid-19/


220 
 

 

 

Miles, M., Huberman, A., & Saldaña, J. (2020). Qualitative data analysis: A methods 

sourcebook (4th ed.). Sage Publishing Inc. 

Milligan, C. (2005). Placing narrative correspondence in the geographer’s toolbox: Insights 

from care research in New Zealand. New Zealand Geographer, 61(3), 213-224. 

https://doi.org/10.1111/j.1745-7939.2005.00035.x 

Minich, E. L., & Sipes, J. (1997). Collaboration and cooperation: Using faculty handbooks to 

define faculty and staff responsibilities in distance learning programs. Florida 

Community College 

Mintz, S. (2017, May 7). 11 lessons from the history of higher ed. 

https://www.insidehighered.com/blogs/higher-ed-gamma/11-lessons-history-higher-ed 

Mintz, S. (2019, May 9). Overextended and overcommitted. 

https://www.insidehighered.com/blogs/higher-ed-gamma/overextended-and-

overcommitted 

Mitchell, R. (2020, October). On the verge of burnout: Covid-19’s impact on faculty well-being 

 and career plans. https://connect.chronicle.com/rs/931-EKA-

218/images/Covid%26FacultyCareerPaths_Fidelity_ResearchBrief_v3%20%281%29.p

df 

Mitchell, M., Leachman, M., & Saenz, M. (2019, October 24). State higher education funding 

cuts have pushed costs to students, and worsened inequality. 

https://www.cbpp.org/research/state-budget-and-tax/state-higher-education-funding-

cuts-have-pushed-costs-to-students 

https://doi.org/10.1111/j.1745-7939.2005.00035.x


221 
 

 

 

Moerer-Urdahl, T., & Creswell, J. W. (2004). Using transcendental phenomenology to explore 

the “Ripple effect” in a leadership mentoring program. International Journal of 

Qualitative Methods, 3(2), 19-35. https://doi.org/10.1177/160940690400300202 

Mohamed, S. A., & Abed, F. (2017). Job stressors, burnout levels and coping strategies among 

faculty members and assistants: A comparative study. Journal of Nursing and Health 

Science, 6(1), 22 36. https://www.iosrjournals.org/iosr-jnhs/papers/vol6-

issue1/Version-3/D0601032236.pdf 

Moon, M. (2019). Triangulation: A method to increase validity, reliability, and legitimation in 

clinical research. Journal of Emergency Nursing, 45 (1), 103-105. 

https://doi:10.1016/j.jen.2018.11.004.  

Moorehead, D. L., Russell, T. J., & Pula, J. J. (2015). “Invisible faculty”: Department chairs’ 

perceptions of part-time faculty status in Maryland four-year public and private higher 

education institutions. Delta Kappa Gamma Bulletin, 81, 102–119. 

https://www.questia.com/library/journal/1P3-3787386791/invisible-faculty-department 

-chairs-perceptions  

Morse, J. M., & Field, P. A. (1996). Nursing research: the application of qualitative approaches 

(2nd ed). Nelson Thornes Ltd. 

Moser, R. (2014). Overuse and abuse of adjuncts threaten academic values. [Commentary]. 

The Chronicle of Higher Education. https://www. chronicle.com/article/OveruseAbuse-

of-Adjuncts/143951 

Moustakas, C. (1994). Phenomenological research methods. Sage. 

Mudrak, J., Zabrodska, K., Kveton, P., Jelinek, M., Blatny, M., Solcova, I., & Machovcova, K. 

(2018). Occupational well-being among university faculty: A job demands-resources 

https://doi.org/10.1177/160940690400300202
http://dx.doi.org/10.1016/j.jen.2018.11.004


222 
 

 

 

model. Research in Higher Education, 59(3), 325-348. https://doi.org/10.1007/s11162-

017-9467-x 

Naidoo-Chetty, M., & du Plessis, M. (2021). Job demands and job resources of academics in 

higher education. Frontiers in psychology, 12, 2336. 

https://www.frontiersin.org/articles/10.3389/fpsyg.2021.631171      

Namachivayam, A. (2021). An appraisal of Microsoft teams and its features. 

https://www.researchgate.net/publication/356633631_An_appraisal_of_microsoft_team

s_and its features/citation/download 

Nash, J. A. (2015). Future of online education in crisis: A call to action. TOJET: The Turkish 

Online Journal of Educational Technology, 14(2) 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Ffuture-online-education-crisis-call-

action%2Fdocview%2F1700079265%2Fse-2%3Faccountid%3D12085  

National Academies Press (US). (2014, Jun 23). 8 Analysis through triangulation and synthesis 

to interpret data in a mixed methods evaluation. 

https://www.ncbi.nlm.nih.gov/books/NBK223163/ 

National Academies of Sciences, Engineering, and Medicine (NASEM). (2019). Taking action 

against clinician burnout: a systems approach to professional well-being. 

https://www.ncbi.nlm.nih.gov/books/NBK552621/ 

National Center for Education Statistics (NCES). (2011). Digest of education statistics, 2011. 

http://nces.ed.gov/programs/ digest/dll/ 

National Center for Education Statistics (NCES). (2016). Digest of Educational Statistics. 

http://nces.ed.gov/programs/digest/d14/tables/dt14_303.10.asp?current=yes 

https://www.researchgate.net/publication/356633631_An_appraisal_of_microsoft_teams_and%20its_features/citation/download
https://www.researchgate.net/publication/356633631_An_appraisal_of_microsoft_teams_and%20its_features/citation/download
http://nces.ed.gov/programs/digest/d14/tables/dt14_303.10.asp?current=yes


223 
 

 

 

National Center for Science and Engineering Statistics (NCSES). (2020). Doctorate recipients 

from U.S. colleges and universities. https://ncses.nsf.gov/pubs/nsf22300/data-tables 

Neesham, C. (2018). Philosophical foundations of qualitative organizational research. The 

Routledge Companion to Qualitative Research in Organization Studies. 

https://eprints.ncl.ac.uk/file_store/production/258911/75744263-E676-4ACA-9656-

7D66ADCEA5D5.pdf 

Neben, J. (2014). Attributes and barriers impacting diffusion of online education at the 

institutional level: Considering faculty perceptions. Distance Learning, 11(1), 41-50. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Fattributes-barriers-impacting-diffusion-

online%2Fdocview%2F1549547003%2Fse-2%3Faccountid%3D12085 

Neubauer, B. E., Witkop, C. T., & Varpio, L. (2019). How phenomenology can help us learn 

from the experiences of others. Perspectives on medical education, 8(2), 90–97. 

https://doi.org/10.1007/s40037-019-0509-2 

Nica, E. (2018). Has the shift to overworked and underpaid adjunct faculty helped education 

outcomes?. Educational Philosophy and Theory, 50(3), 213-216. 

https://doi.org/10.1080/00131857.2017.1300026 

Nittle, N. (2022, March 21). Adjunct professors, the ‘backbone’ of higher education, push for 

better wages and benefits. 

https://www.usatoday.com/story/news/education/2022/03/21/adjunct-professors-

struggle-low-wages-no-health-benefits/7114938001/ 

Noble, H., & Heale, R. (2019). Triangulation in research, with examples. Evidence-Based 

Nursing, 22(3), 67-68. https://doi.org/10.1136/ebnurs-2019-103145 

https://eprints.ncl.ac.uk/file_store/production/258911/75744263-E676-4ACA-9656-7D66ADCEA5D5.pdf
https://eprints.ncl.ac.uk/file_store/production/258911/75744263-E676-4ACA-9656-7D66ADCEA5D5.pdf
https://doi.org/10.1007/s40037-019-0509-2
https://doi.org/10.1080/00131857.2017.1300026
https://doi.org/10.1136/ebnurs-2019-103145


224 
 

 

 

Nordin, E., & Anthony, P. J. (2014). Supporting online faculty holistically: Developing a 

support website resource. Higher Learning Research Communications, 4(1), 30-45. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Fsupporting-online-faculty-holistically-

developing%2Fdocview%2F1628369782%2Fse-2 

Nowell, L. S., Norris, J. M., White, D. E., & Moules, N. J. (2017). Thematic analysis: Striving 

to meet the trustworthiness criteria. International Journal of Qualitative Methods, 

16(1), 1-13. https://doi.org/10.1177/1609406917733847  

Olawole, S. (2022, November 8). Job security: The benefits for employees and employers. 

https://www.coachhub.com/blog/job-

security/#:~:text=Employees%20who%20feel%20secure%20on,stability%20to%20kee

p%20their%20jobs. 

Oliver, M. (2022). Analyzing and synthesizing user research data. 

https://about.gitlab.com/handbook/engineering/ux/ux-research-training/analyzing-

research-data/ 

Onwuegbuzie, A. J., Frels, R. K., & Hwang, E. (2016). Mapping Saldana’s coding methods 

onto the literature review process. Journal of Educational Issues, 2(1), 130-150. 

https://doi:10.5296/jei.v2i1.8931 

Padilla, M. A., & Thompson, J. N. (2016). Burning out faculty at doctoral research 

universities: Burning out faculty. Stress and Health, 32(5), 551-558. 

https://doi.org/10.1002/smi.2661 

Page, K. (2018). Tell me what you want: Collective bargaining for adjunct faculty. 

https://digitalcommons.uri.edu/cgi/viewcontent.cgi?article=1069&context=cba_facpubs 

https://doi.org/10.1002/smi.2661


225 
 

 

 

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K. 

(2015). Purposeful sampling for qualitative data collection and analysis in mixed 

method implementation research. Administration and Policy in Mental Health, 42(5), 

533–544. https://doi.org/10.1007/s10488-013-0528-y 

Papastylianou, A., Kaila, M., & Polychronopoulos, M. (2009). Teachers’ burnout, depression, 

role ambiguity, and conflict. Social Psychology of Education, 12(3), 295-

314. https://doi.org/10.1007/s11218-008-9086-7 

Patel, R. S., Bachu, R., Adikey, A., Malik, M., & Shah, M. (2018). Factors related to physician 

burnout and its consequences: A review. Behavioral Sciences, 8(11), 98. 

https://doi.org/10.3390/bs8110098 

Patel, R. S., Shiana, S., Bhimanadham, N. N., Sundus, I., & Sadaf, H. (2019). A Review on 

Strategies to Manage Physician Burnout. Cureus, 11(6). 

https://doi.org/10.7759/cureus.4805 

Paterson, K. (2022, April 7). Zoom vs. Teams: Which is better for remote meetings? 

https://zapier.com/blog/zoom-vs-teams/ 

Patton, M. Q. (2002). Qualitative research & evaluation methods. SAGE. 

Patton, M. Q. (2014). Qualitative research & evaluation methods: Integrating theory and 

practice. Sage publications. 

Patton, M. Q. (2015). Qualitative research and evaluation methods (4th ed.). Sage 

Pedersen, D. E., & Minnotte, K. L. (2017). Workplace climate and STEM faculty women’s job 

burnout. Journal of Feminist Family Therapy, 29(1‒2), 45‒65. 

https://doi.org/10.10/08952833.2016.1230987 

Peoples, K. (2020). How to write a phenomenological dissertation: A step-by-step guide (Vol. 

https://doi.org/10.1007/s10488-013-0528-y
https://doi.org/10.1007/s11218-008-9086-7
https://doi.org/10.3390/bs8110098
http://dx.doi.org/10.7759/cureus.4805
http://dx.doi.org/10.7759/cureus.4805


226 
 

 

 

56). Sage Publications. 

Pines, A. M., & Aronson, E. (1981). Burnout: From tedium to personal growth. Free Press 

Pines, A., & Aronson, E. (1988). Career burnout: Causes and cures. Free Press.  

Pines, A. M., & Keinan, G. (2005). Stress and burnout: The significant difference. Personality 

and individual differences, 39(3), 625-635. doi.org/10.1016/j.paid.2005.02.009 

Pittaro, M. (2023, February n.d.). Professor burnout: Implications for university leadership. 

https://aboutleaders.com/professor-burnout/ 

Polster, C. (2016). Academic insecurity and privatization in western universities. In Routledge 

Handbook of the Sociology of Higher Education (p. 94). Routledge. 

Pons, P. E., Burnett, D. D., Williams, M. R., & Paredes, T. M. (2017). Why do they do it? A 

case study of factors influencing part-time faculty to seek employment at a community 

college. Community College Enterprise, 23(1), 43–59. Retrieved from http://www 

.schoolcraft.Edu/cce/ 

Posluns, K., & Gall, T. L. (2020). Dear Mental Health Practitioners, Take Care of Yourselves: 

a Literature Review on Self-Care. International journal for the advancement of 

counseling, 42(1), 1–20. https://doi.org/10.1007/s10447-019-09382-w 

Noushad, P. P. (2008). From teacher burnout to student burnout. Online submission. 

https://files.eric.ed.gov/fulltext/ED502150.pdf 

Pyram, M. J. (2016). For-profit career college adjunct faculty and their affiliation needs and 

experiences. https://files.eric.ed.gov/fulltext/EJ1178403.pdf 

Rakshit, D. (2020, December 2). Workplace burnout can damage confidence, relationships for 

years. https://theswaddle.com/workplace-burnout-can-damage-confidence-

relationships-for-years/ 

https://doi.org/10.1016/j.paid.2005.02.009
https://doi.org/10.1007/s10447-019-09382-w


227 
 

 

 

Reevy, G. M., & Deason, G. (2014). Predictors of depression, stress, and anxiety among non-

tenure track faculty. Frontiers in Psychology 5, 1-32.  

https://doi: 10.3389/fpsyg.2014.00701 

Reevy, G. M. (2015, August 24). Adjunct faculty: Highly educated, working hard for society, 

and struggling to survive. https://psychologybenefits.org/2015/08/24/adjunct-faculty-

highly-educated-working-hard-for-society-and-struggling-to-survive/ 

Reynolds, B. W. (2022). FlexJobs, mental health America survey: Mental health in the 

workplace. https://www.flexjobs.com/blog/post/flexjobs-mha-mental-health-

workplace-pandemic/ 

Rich, T. (2015). A worthy asset: The adjunct faculty and the influences on their job 

satisfaction. To Improve the Academy, 34(1/2), 156-170. 

http://dx.doi.org/10.1002/tia2.20010 

Rhoades, G. (2017). Bread and roses, and quality too? A new faculty majority negotiating the 

new academy. Journal of Higher Education, 88, 645–671. https://doi.org/10.1080 

/00221546.2016.1257310  

Rocha, F., de Jesus, L. C., Marziale, M., Henriques, S. H., Marôco, J., & Campos, J. (2020). 

Burnout syndrome in university professors and academic staff members: psychometric 

properties of the Copenhagen Burnout Inventory-Brazilian version. Psicologia, reflexao 

e critica : revista semestral do Departamento de Psicologia da UFRGS, 33(1), 11. 

https://doi.org/10.1186/s41155-020-00151-y 

Rockinson-Szapkiw, A. J., & Spaulding, L. S. (2014). Navigating the doctoral journal: A 

handbook of strategies for success. Lanham, MD: Rowman & Littlefield  

https://psychologybenefits.org/2015/08/24/adjunct-faculty-highly-educated-working-hard-for-society-and-struggling-to-survive/
https://psychologybenefits.org/2015/08/24/adjunct-faculty-highly-educated-working-hard-for-society-and-struggling-to-survive/
http://dx.doi.org/10.1002/tia2.20010
https://doi.org/10.1186/s41155-020-00151-y


228 
 

 

 

Rodrigues, K. (2020, February 12). The undervalued voices of adjunct professors. 

https://bcgavel.com/2020/02/12/the-undervalued-voices-of-adjunct-professors/ 

Roksa, J., Trolian, T. L., Blaich, C., & Wise, K. (2017). Facilitating academic performance in 

college: understanding the role of clear and organized instruction. Higher Education, 

74(2), 283-300. https://doi: 10.1007/s10734-016-0048-2. 

Ross, A. (2022, February 24). A snapshot of pandemic life for adjunct faculty members. 

https://www.chronicle.com/article/a-snapshot-of-pandemic-life-for-adjunct-faculty-

members 

Roueche, J. E., Roueche, S. D., & Milliron, M. D. (1996). Identifying the strangers: Exploring 

part-time faculty integration in American community colleges. Community College 

Review, 23(4), 33-48. https://doi.org/10.1177/009155219602300404 

Rožman, M., Grinkevich, A., & Tominc, P. (2019). Occupational stress, symptoms of burnout 

in the workplace, and work satisfaction of the age-diverse 

employees. Organizacija, 52(1), 46-52. https://doi: 10.2478/orga-2019-0005 

Ryan, S. V., Nathaniel, P., Pendergast, L. L., Saeki, E., Segool, N., & Schwing, S. (2017). 

Leaving the teaching profession: The role of teacher stress and educational 

accountability policies on turnover intent. Teaching and Teacher Education, 66, 1-11. 

https://doi.org/10.1016/j.tate.2017.03.016 

Rydmark, I., Wahlberg, K., Ghatan, P. H., Modell, S., Nygren, Å., Ingvar, M., Åsberg, M., & 

Heilig, M. (2006). Neuroendocrine, cognitive, and structural imaging characteristics of 

women on long-term sick leave with job stress-induced depression. Biological 

Psychiatry, 60(8), 867–873. https://doi.org/10.1016/j.biopsych.2006.04.029 

Sabagh, Z., Hall, N. C., & Saroyan, A. (2018). Antecedents, correlates, and consequences of 

https://bcgavel.com/2020/02/12/the-undervalued-voices-of-adjunct-professors/
https://doi.org/10.1177/009155219602300404
https://doi.org/10.1016/j.tate.2017.03.016
https://doi.org/10.1016/j.biopsych.2006.04.029


229 
 

 

 

faculty burnout. Educational Research, 60(2), 131–156. 

https://doi.org/10.1080/00131881.2018.1461573 

Salami, S. O. (2011). Job stress and burnout among lecturers: Personality and social support as 

moderators. Asian Social Science, 7(5), 110. DOI:10.5539/ass.v7n5p110 

Salary.com. (2022). Tenured professor salary in the United States. 

https://www.salary.com/research/salary/posting/tenured-professor-salary 

Saldaňa, J. (2012). The coding manual for qualitative researchers (2nd ed.). Thousand Oaks, 

CA: Sage.  

Saldaña, J. (2021). The coding manual for qualitative researchers (4th ed.). Sage Publishing 

Inc. 

Salimzadeh, R., Hall, N. C., & Saroyan, A. (2021). Examining academics’ strategies for coping 

with stress and emotions: A review of research. Front. Educ. 6: 660676. https://doi: 

10.3389/feduc. 

Salvagioni, D., Melanda, F. N., Mesas, A. E., González, A. D., Gabani, F. L., & Andrade, S. 

M. (2017). Physical, psychological, and occupational consequences of job burnout: A 

systematic review of prospective studies. PloS one, 12(10), e0185781. 

https://doi.org/10.1371/journal.pone.0185781 

Saunders, E. S. (2019, July 15). 6 Causes of burnout, and how to avoid them. 

https://hbr.org/2019/07/6-causes-of-burnout-and-how-to-avoid-them 

Schaufeli, W. B., & Enzmann, D. (1998). The burnout companion to study and practice: A 

critical analysis. Philadelphia, PA: Taylor and Francis. 

Schaufeli, W. B., Salanova, M., González-romá, V., & Bakker, A. B. (2002). The measurement 

of engagement and burnout: A two sample confirmatory factor analytic 

https://doi.org/10.1080/00131881.2018.1461573
https://doi.org/10.5539/ass.v7n5p110
https://doi.org/10.1371/journal.pone.0185781


230 
 

 

 

approach. Journal of Happiness Studies, 3(1), 71–

92. https://doi.org/10.1023/A:1015630930326 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship 

with burnout and engagement: A multi‐sample study. Journal of Organizational 

Behavior: The International Journal of Industrial, Occupational and Organizational 

Psychology and Behavior, 25(3), 293-315. https://doi.org/10.1002/job.595 

Schaufeli, W. B., Leiter, M.P. and Maslach, C. (2009). “Burnout: 35 years of research and 

practice”, Career Development International, Vol. 14 No. 3, pp. 204-

220. https://doi.org/10.1108/13620430910966406 

Schaufeli, W. B., & Taris, T. W. (2014). A critical review of the job demands-resources model: 

Implications for improving work and health. Bridging occupational, organizational, 

and public health: A transdisciplinary approach, 43-68. 

https://www.wilmarschaufeli.nl/publications/Schaufeli/411.pdf 

Schaufeli, W. (2017). Applying the job demands-resources model. Organizational 

Dynamics., 2(46), 120–132. https://doi.org/10.1016/j.orgdyn.2017.04.008 

Schnaider-Levi, L., Mitnik, I., Zafrani, K., Goldman, Z., & Lv-Ari, S. (2017). Inquiry-based 

stress reduction meditation technique for teacher burnout: A qualitative study. 

International Mind, Brain, and Education, 11(2), 75‒84. https://doi:10.1111/mbe.12137 

Schonfeld, I. S., & Chang, C.-H. (2017). Occupational health psychology: Work, stress, and 

health. Springer. 

Schonfeld, I. S., Bianchi, R., & Palazzi, S. (2018). What is the difference between depression 

and burnout? An ongoing debate. Rivista di Psichiatria, 53(4), 218–219. 

https://doi .org/10.1708/2954.29699 

https://doi.org/10.1023/A:1015630930326
https://doi.org/10.1002/job.595
https://www.emerald.com/insight/search?q=Wilmar%20B.%20Schaufeli
https://www.emerald.com/insight/search?q=Michael%20P.%20Leiter
https://www.emerald.com/insight/search?q=Christina%20Maslach
https://www.emerald.com/insight/publication/issn/1362-0436
https://doi.org/10.1108/13620430910966406


231 
 

 

 

Schonfeld, I., Verkuilen, J., & Bianchi, R. (2019). Inquiry into the correlation between burnout 

and depression. Journal of Occupational Health Psychology., 24(6), 603–616. 

https://doi.org/10.1037/ocp0000151 

Schulz, A. D., Schöllgen, I., & Fay, D. (2019). The role of resources in the stressor–detachment 

model. International Journal of Stress Management, 26(3), 306–

314. https://doi.org/10.1037/str0000100 

Schuman, R. (2014, April 25). It’s student evaluation time—Are student evals worthless? 

https://www.adjunctnation.com/2014/04/25/its-student-evaluation-time-are-student-

evals-worthless-2/ 

Schwartz, J. M. (2014). Resisting the exploitation of contingent faculty labor in the neoliberal 

university: The challenge of building solidarity between tenured and non-tenured 

faculty. New Political Science, 36(4), 504-522. 

https://doi.org/10.1080/07393148.2014.954803 

Seidler, A., Thinschmidt, M., Deckert, S., Then, F., Hegewald, J., Nieuwenhuijsen, K., & 

Riedel-Heller, S. G. (2014). The role of psychosocial working conditions on burnout 

and its core component emotional exhaustion–a systematic review. Journal of 

occupational medicine and toxicology, 9(1), 1-13. http://doi: 10.1186/1745-6673-9-10 

Seidman, I. (2006). Interviewing as qualitative research. Teachers College Press.  

Selingo, J. J. (2013). College (un) bound: The future of higher education and what it means for 

students. Houghton Mifflin Harcourt. 

Selye, H. (1956). The stress of life. McGraw-Hill. 

Shamrell, M. (2021, February 25). Fidelity investments & the chronicle of higher education 

study: more than half of college and university faculty considering leaving teaching, 

https://doi.org/10.1037/ocp0000151
https://psycnet.apa.org/doi/10.1037/str0000100
https://doi.org/10.1186/1745-6673-9-10


232 
 

 

 

citing burnout caused by pandemic. 

https://www.businesswire.com/news/home/20210225005616/en/Fidelity-Investments-

The-Chronicle-of-Higher-Education-Study-More-Than-Half-of-College-and-

University-Faculty-Considering-Leaving-Teaching-Citing-Burnout-Caused-by-

Pandemic 

Shanafelt, T. D., Hasan, O., Dyrbye, L. N., Sinsky, C., Satele, D., Sloan, J., & West, C. P. 

(2015, December). Changes in burnout and satisfaction with work-life balance in 

physicians and the general US working population between 2011 and 2014. Mayo 

Clinic Proceedings, 90(12), 1600-1613. https://doi.org/10.1016/j.mayocp.2015.08.023 

Sharma, E. (2014). Stressors: A challenge for the faculty members of the higher educational 

institutions. Case Stud Bus Manag, 1(2), 22-33.10.5296/csbm.v1i2.6711.  

Sharma, S. (2017, August 5). Difference between faculty and staff. 

https://keydifferences.com/difference-between-faculty-and-staff.html 

Sharma, H. (2022). How short or long should be a questionnaire for any research? Researchers 

dilemma in deciding the appropriate questionnaire length. Saudi journal of 

anesthesia, 16(1), 65–68. https://doi.org/10.4103/sja.sja_163_21 

Sheehan, S. (2014). A conceptual framework for understanding transcendental phenomenology 

through the lived experiences of biblical leaders. Emerging leadership journeys, 7(1), 

10-20. https://www.regent.edu/journal/emerging-leadership-journeys/understanding-

transcendental-phenomenology/ 

Shenton, A. K. (2004). Strategies for ensuring trustworthiness in qualitative research 

projects. Education for Information, 22(2), 63-75. https://doi.org/10.3233/EFI-2004-

22201 

https://doi.org/10.1016/j.mayocp.2015.08.023
https://doi.org/10.4103/sja.sja_163_21
https://www.regent.edu/journal/emerging-leadership-journeys/understanding-transcendental-phenomenology/
https://www.regent.edu/journal/emerging-leadership-journeys/understanding-transcendental-phenomenology/
https://doi.org/10.3233/EFI-2004-22201
https://doi.org/10.3233/EFI-2004-22201


233 
 

 

 

Shoji, K., Cieslak, R., Smktunowicz, W., Rogala, A., Benight, C. C., & Luszcynska, A. (2016). 

Associations between job burnout and self-efficacy: A meta-analysis. Anxiety, Stress, & 

Coping, 29(4), 367‒386. https://doi:10.1080/10615806.2015.1058369 

Shrivastava, A., & Shukla, N. (2017). A critical review on occupational stress factors affecting 

faculty members working in higher educational institutions in India. Pacific Business 

Review International, 10(3), 129-138. 

Shuck, M. B., Rocco, T. S., & Albornoz, C. A. (2011). Exploring employee engagement from 

the employee perspective: Implications for HRD. Journal of European Industrial 

Training, 35(4), 300-325. https://doi.org/10.1108/03090591111128306 

Simionato, G., Simpson, S., & Reid, C. (2019). Burnout as an ethical issue in 

psychotherapy. Psychotherapy, 56(4), 470–482. https://doi.org/10.1037/pst0000261  

Simmons, J. C. (2020). Overcoming the Onslaught: A Tale of Woe from One Adjunct 

Professor. In Confronting Academic Mobbing in Higher Education: Personal Accounts 

and Administrative Action (pp. 1-28). IGI Global. https://doi: 10.4018/978-1-5225-

9485-7.ch001 

Simpson, S., Simionato, G., Smout, M., van Vreeswijk, M. F., Hayes, C., Sougleris, C., & 

Reid, C. (2019). Burnout amongst clinical and counseling psychologists: The role of 

early maladaptive schemas and coping modes as vulnerability factors. Clinical 

Psychology and Psychotherapy, 26(5), 637-637. https://doi.org/10.1002/cpp.2397 

Sirén, C., Patel, P. C., Örtqvist, D., & Wincent, J. (2018). CEO burnout, managerial discretion, 

and firm performance: The role of CEO locus of control, structural power, and 

organizational factors. Long Range Planning, 51(6), 953-971. 

https://doi.org/10.1108/03090591111128306
https://psycnet.apa.org/doi/10.1037/pst0000261
https://doi.org/10.1002/cpp.2397


234 
 

 

 

Skaalvik, E. M., & Skaalvik, S. (2017). Dimensions of teacher burnout: Relations with 

potential stressors at school. Social Psychology of Education. 20(4), 775‒790. 

https://doi:10.1007/s11218-017-9391-0  

Smith, A. A. (2016). Experiencing developmental education. 

https://www.insidehighered.com/news/2016/02/23/broad-study-community-

collegestudents-who-take-developmental-education-courses 

Smith, J., Blevins, B., Werse, N. R., & Talbert, S. (2021). Researcher positionality in the 

dissertation in practice. In Practice-Based and Practice-Led Research for Dissertation 

Development (pp. 43-63). IGI Global. https://doi.org/10.4018/978-1-7998-6664-

0.ch003 

Snook, A. G., Schram, A. B., Sveinsson, T., & Jones, B. D. (2019). Needs, motivations, and 

identification with teaching: a comparative study of temporary part-time and tenure-

track health science faculty in Iceland. BMC medical education, 19(1), 349. 

https://doi.org/10.1186/s12909-019-1779-4 

Soares, J. J. F., Grossi, G., & Sundin, O. (2007). Burnout among women: Associations with 

demographic/socio-economic, work, lifestyle and health factors. Archives of Women’s 

Mental Health, 10, 61-71. https://doi: 10.1007/s00737-007-0170-3 

Spaniel, S. H., & Scott, J. A. (2013). Community college adjunct faculty inclusion: Variation 

by institutional type. Research in Higher Education Journal, 21, 1-7. Retrieved from 

http://www.aabri.com/NO2013Manuscripts/NO13008.pdf 

Spencer, R., Pryce, J. M. & Walsh, J. (2014). Philosophical approaches to qualitative research, 

in P. Leavy (ed.) The Oxford handbook of qualitative research. Oxford University Press 

(pp. 81-98). Oxford University Press. 

https://www.insidehighered.com/news/2016/02/23/broad-study-community-collegestudents-who-take-developmental-education-courses
https://www.insidehighered.com/news/2016/02/23/broad-study-community-collegestudents-who-take-developmental-education-courses
https://doi.org/10.1186/s12909-019-1779-4
https://doi.org/10.1007/s00737-007-0170-3
http://www.aabri.com/NO2013Manuscripts/NO13008.pdf


235 
 

 

 

Spiller, T. R., Weilenmann, S., Prakash, K., Schnyder, U., von Känel, R., & Pfaltz, M. C. 

(2021). Emotion network density in burnout. BMC psychology, 9(1), 1-9. 

https://doi.org/10.1186/s40359-021-00670-y 

Spitalniak, L. (2022, March 2). AFT: Pandemic worsened adjunct faculty’s struggles with low 

wages and job insecurity. https://www.highereddive.com/news/aft-pandemic-worsened-

adjunct-facultys-struggles-with-low-wages-job-

inse/619637/#:~:text=Some%2025%25%20of%20respondents%20earn,21%20and%20

Aug%2018%2C%202020. 

Sprang, G., Clark, J. J., & Whitt-Woosley, A. (2007). Compassion fatigue, compassion 

satisfaction, and burnout: Factors impacting a professional’s quality of life. Journal of 

Loss & Trauma, 12(3), 259-280. https://doi.org/10.1080/15325020701238093 

St George’s, University of London. (2022). Microsoft-office-365. 

https://www.sgul.ac.uk/about/our-professional-services/information-

services/library/help/microsoft-office/Microsoft-Office-365 

Stake, R. E. (1995). The art of case study research. Sage.  

Stamper, C. (2020). Letter writing: Life in Letters—A method of qualitative inquiry. Using 

arts-based research methods (pp. 177-208). Springer International Publishing. 

https://doi.org/10.1007/978-3-030-33069-9_7 

Starcher, K., & Mandernach, B. J. (2016). An examination of adjunct faculty characteristics: 

Comparison between non-profit and for-profit institutions. Online Journal of Distance 

Learning Administration, 19(1). https://www.learntechlib.org/p/193167/. 

Stenerson, J., Blanchard, L., Fassiotto, M., Hernandez, M., & Muth, A. (2010). The Role of 

Adjuncts in the Professoriate. Peer Review, 12(3), 23-26. 

https://doi.org/10.1080/15325020701238093
https://www.sgul.ac.uk/about/our-professional-services/information-services/library/help/microsoft-office/Microsoft-Office-365
https://www.sgul.ac.uk/about/our-professional-services/information-services/library/help/microsoft-office/Microsoft-Office-365
https://doi.org/10.1007/978-3-030-33069-9_7
https://www.learntechlib.org/p/193167/


236 
 

 

 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

rly-journals%2Frole-adjuncts-professoriate%2Fdocview%2F758939374%2Fse-

2%3Faccountid%3D12085 

Stowe, J. B. (2022). Burnout in Virginia’s community college adjuncts with relation to gender, 

age, and number of jobs held. 

https://digitalcommons.liberty.edu/doctoral/3520 

Suh, R. (2019). Teacher burnout. In Salem press encyclopedia. 

hyttps://ezproxy.otc.edu/login?url=https://search.dbscohost.com/login.aspx?direct 

=true&db=ers&AN=89164485&site=eds-live&scope=site 

Surmiak, A. (2020). Ethical Concerns of Paying Cash to Vulnerable Participants: The 

Qualitative Researchers’ Views. The Qualitative Report, 25(12), 4461-

4481. https://doi.org/10.46743/2160-3715/2020.4441  

Sutton, J., & Austin, Z. (2015). Qualitative Research: Data Collection, Analysis, and 

Management. The Canadian journal of hospital pharmacy, 68(3), 226–231. 

https://doi.org/10.4212/cjhp.v68i3.1456 

Svrluga, S. (2015, February 25). Adjunct professor: This is why part-time professors are 

walking out today. https://www.washingtonpost.com/news/grade-

point/wp/2015/02/25/adjunct-professor-this-is-why-part-time-professors-are-walking-

out-today/ 

Szempruch, J. (2018). Feeling of professional burnout in teachers of secondary schools. New 

Educational Review, 54(4), 219‒230. https://doi:10.15804/tner.2018.54.4.18 

Tahmasbi, S., Karimnia, S., & Rahimi, A. (2022). A combination of action research and 

reflective journal writing in an English as a foreign language class: Learners’ 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Frole-adjuncts-professoriate%2Fdocview%2F758939374%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Frole-adjuncts-professoriate%2Fdocview%2F758939374%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Frole-adjuncts-professoriate%2Fdocview%2F758939374%2Fse-2%3Faccountid%3D12085
https://doi.org/10.46743/2160-3715/2020.4441
https://doi.org/10.4212/cjhp.v68i3.1456


237 
 

 

 

psychological point of views and their grammar use in writing. Frontiers in Psychology, 

13. https://doi.org/10.3389/fpsyg.2022.810775 

Taylor, E. (2018, May 15). How many questions should I ask in my survey? 

https://www.driveresearch.com/market-research-company-blog/how-many-questions-

should-i-ask-in-my-survey/ 

Teachers Insurance and Annuity Association of America-College Retirement Equities (TIAA-

CREF) (2015, April 30). The career experience of academics in adjunct faculty 

positions. https://www.tiaa.org/public/institute/publication/2015/career-experience-

academics-adjunct  

Teles, R., Valle, A., Rodríguez, S., Piñeiro, I., & Regueiro, B. (2020). Perceived stress and 

indicators of burnout in teachers at Portuguese higher education institutions 

(HEI). International Journal of Environmental Research and Public Health, 17(9), 

3248. https://doi.org/10.3390/ijerph17093248 

Terry, G., & Braun, V. (2017). Short but often sweet: The surprising potential of qualitative 

survey methods. In V. Braun, V. Clarke, & D. Gray (Eds.), Collecting qualitative data: 

A practical guide to textual, media and virtual techniques (pp. 15–44). Cambridge 

University Press.  

Thelin, J. R. (2011). A history of American higher education. JHU Press. 

The Editorial Team. (2020, September 1). Adjunct professor: Job outlook, education, salary. 

https://resilienteducator.com/teaching-careers/adjunct-professor/ 

Thomas, M. (2018, March 26). Overly qualified, underappreciated adjunct professors. 

https://www.fsuthevoice.com/overly-qualified-underappreciated-adjunct-professors/ 

https://doi.org/10.3390/ijerph17093248


238 
 

 

 

Thomas, L. (2022, October 24). Longitudinal study | Definition, approaches & examples. 

https://www.scribbr.co.uk/research-methods/longitudinal-study-design 

Thorne, S. (2016). Interpretive description: Qualitative research for applied practice (Second 

edition). Routledge. 

Trow, M. (1989). American higher education-past, present, and future. Studies in Higher 

Education (Dorchester-on-Thames), 14(1), 5-22. 

https://doi.org/10.1080/03075078912331377582  

Tummers, L., & Bakker, A. B. (2021). Leadership and job demands-resources theory: A 

systematic review. Frontiers in Psychology, 12, 722080-722080. 

https://doi.org/10.3389/fpsyg.2021.722080 

Umpierrez, A. (2021, March 2). Higher ed institutions facing increased turnover due to 

burnout during pandemic. https://www.plansponsor.com/higher-ed-institutions-facing-

increased-turnover-due-burnout-pandemic/ 

University of Nevada Reno. (2020, September 23). 300. Recruitment Settings and Procedures 

https://www.unr.edu/research-integrity/human-research/human-research-protection-

policy-manual/300-recruitment-settings-and-procedures 

Urbina‐Garcia, A. (2020). What do we know about university academics’ mental health? A 

systematic literature review. Stress and Health, 36(5), 563-

585. https://doi.org/10.1002/smi.2956  

van Kaam, A. L. (1959). Phenomenal analysis: Exemplified by a study of the experience of 

“feeling really understood.” Journal of Individual Psychology, 15, 66-72. 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fschola

https://doi.org/10.3389/fpsyg.2021.722080
https://doi.org/10.1002/smi.2956
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fphenomenal-analysis-exemplified-study-experience%2Fdocview%2F1303446605%2Fse-2%3Faccountid%3D12085


239 
 

 

 

rly-journals%2Fphenomenal-analysis-exemplified-study-

experience%2Fdocview%2F1303446605%2Fse-2%3Faccountid%3D12085 

van Kaam, A. L. (1966). Existential foundations of psychology. Duquesne University Press. 

van Manen, M. (1990). Researching lived experience. The University of New York Press 

Vignoli, M., Guglielmi, D., Bonfiglioli, R., & Violante, F. S. (2016). How job demands affect 

absenteeism? The mediating role of work-family conflict and exhaustion. International 

archives of occupational and environmental health, 89(1), 23-31. 

https://doi.org/10.1007/s00420-015-1048-8 

Villeneuve-Smith, F., Munoz, S., & McKenzie, E. (2008). FE Colleges: The Frontline Under 

Pressure? The Learning and Skills Network 

Wagoner, R. L. (2019). Ethics of employment: The new adjunct majority. New Directions for 

Community Colleges, 2019(185), 89–96. https://doi-

org.ezproxy.liberty.edu/10.1002/cc.20341  

Wallin, D. L. (2004). Valuing professional colleagues: Adjunct faculty in community and 

technical colleges. Community College Journal of Research and Practice, 28(4), 373-

391. https://doi:10.1080/10668920490424087  

Wallin, D. L. (Ed.). (2005). Adjunct faculty in community colleges: An academic 

administrator’s guide to recruiting, supporting, and retaining great teachers. Bolton, 

MA: Anker. 

Wenzel, M. (2020, May 27). How to synthesize research data. Making sense of feedback. 

https://uxdesign.cc/how-to-synthesize-research-data-cabcfcab074e 

http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fphenomenal-analysis-exemplified-study-experience%2Fdocview%2F1303446605%2Fse-2%3Faccountid%3D12085
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fwww.proquest.com%2Fscholarly-journals%2Fphenomenal-analysis-exemplified-study-experience%2Fdocview%2F1303446605%2Fse-2%3Faccountid%3D12085
https://doi-org.ezproxy.liberty.edu/10.1002/cc.20341
https://doi-org.ezproxy.liberty.edu/10.1002/cc.20341


240 
 

 

 

Weingarten, R., Johnson, L., & DeJesus, E. (2020). An army of temps: AFT 2020 adjunct 

faculty quality of work/life report. 

https://www.aft.org/sites/default/files/media/2020/adjuncts_qualityworklife2020.pdf 

West, C. P., Dyrbye, L. N., & Shanafelt, T. D. (2018). Physician burnout: Contributors, 

consequences, and solutions. Journal of Internal Medicine, 283(6), 516–529. 

https://doi.org/10.1111/joim.12752 

Western Governors University. (2019, June 6). Workplace burnout: causes, effects, and 

solutions. https://www.wgu.edu/blog/workplace-burnout-causes-effects-

solutions1906.html 

Wickun, W. G., & Stanley, R. E. (2000). The role of adjunct faculty in higher education. The 

Montana Professor, 10(1). https://mtprof.msun.edu/Win2000/Wickun.html 

Williams, D. (1997, September 14). Adjunct faculty: Overworked, underpaid. 

https://www.washingtonpost.com/archive/opinions/1997/09/14/adjunct-faculty-

overworked-underpaid/76970b1f-13aa-4d73-b95f-bd835c0bc03f/#comments 

Willits, F. K., Theodori, G. L., & Luloff, A. E. (2016). Another look at Likert scales. Journal of 

Rural Social Sciences, 31(3), 6. https://egrove.olemiss.edu/jrss/vol31/iss3/6 

Woods, C. (2010). Employee wellbeing in the higher education workplace: A role for emotion 

scholarship. Higher Education, 60(2), 171-185. https://doi.org/10.1007/s10734-009-

9293-y 

Woolston, C. (2021, June 8). Researchers’ career insecurity needs attention and reform now, 

says international coalition. https://www.nature.com/articles/d41586-021-01548-0.  

https://doi.org/10.1111/joim.12752
https://doi.org/10.1007/s10734-009-9293-y
https://doi.org/10.1007/s10734-009-9293-y
https://www.nature.com/articles/d41586-021-01548-0


241 
 

 

 

World Health Organization (WHO). (2019). ICD-11 for Mortality and morbidity statistics. 

International classification of diseases, 11th Revision (ICD-11). https: 

//icd.who.int/browse11/l-m/en. 

Wu, J., Dong, Y., Zhao, X., He, S., & Zhang, X. Y. (2020). Burnout in university faculty: An 

interaction between subjective sleep quality and the OXTR rs2268498 polymorphism. 

Journal of Affective Disorders, 276(1), 927–935. 

https://doi.org/10.1016/j.jad.2020.07.094 

Yakoboski, P. J. (2016). Adjunct views of adjunct positions. Change, 48(3), 54–59. 

https://doi .org/10.1080/00091383.2016.1170553 

Yao, S. M., Yu, H. M., Ai, Y. M., Song, P. P., Meng, S. Y., & Li, W. (2015). Job-related burnout 

and the relationship to quality of life among Chinese medical college staff. Archives of 

environmental & occupational health, 70(1), 27–34. 

https://doi.org/10.1080/19338244.2013.859120 

Yates, J., & Leggett, T. (2016). Qualitative Research: An Introduction. Radiologic 

Technology, 88(2), 225–231. https://pubmed.ncbi.nlm.nih.gov/27837140/ 

Yglesias, M. (2018). More time 2 teach. https://moretime2teach.com/master-of-your-own-

minutes-4/ 

Yin, R. K. (2014). Case study research design and methods (5th ed.). SAGE 

York-Barr, J., Sommers, W., Ghere, J., & Montie, J. (2005). Reflective practice to improve 

schools: An action guide for educators. Corwin Press 

Young, A. (2021, November 19). 8 unusual signs of burnout. 

https://www.everydayhealth.com/burnout/unusual-signs-of-burnout. 

https://doi.org/10.1080/19338244.2013.859120


242 
 

 

 

Zábrodská, K., Mudrák, J., Šolcová, I., Květon, P., Blatný, M., & Machovcová, K. (2018). 

Burnout among university faculty: The central role of work-family conflict. 

Educational Psychology (Dorchester-on-Thames), 38(6), 800-819. 

https://doi.org/10.1080/01443410.2017.1340590 

Zippia Expert. (2022, January 21). Why are adjuncts paid so little? 

https://www.zippia.com/answers/why-are-adjuncts-paid-so-little/ 

Zitko, P. A., & Schultz, K. (2020). The Adjunct Model as an Equity Crisis in Higher 

Education: A Qualitative Inquiry into the Lived Experience of” Part-Time” Community 

College Faculty in Northern California. Education Leadership Review of Doctoral 

Research, 8, 1-19. https://www.researchgate.net/profile/Peter-

Zitko/publication/348714786_The_Adjunct_Model_as_an_Equity_Crisis_in_Higher_E

ducation_A_Qualitative_Inquiry_into_the_Lived_Experience_of_Part-

Time_Community_College_Faculty_in_Northern_California/links/600c53dd45851553

a0676b0a/The-Adjunct-Model-as-an-Equity-Crisis-in-Higher-Education-A-Qualitative-

Inquiry-into-the-Lived-Experience-of-Part-Time-Community-College-Faculty-in-

Northern-California.pdf 

  

https://doi.org/10.1080/01443410.2017.1340590


243 
 

 

 

Appendix A  

IRB Approval Form For The Use Of Human Research Participants 
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Appendix B 

Collaborative Institutional Training Initiative (CITI Program) 
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Appendix C 

Adjunct Professor Participant Letter 

Dear Recipient,  

As a candidate for a Ph.D. in the School of Education at Liberty University, I am conducting 

qualitative research as part of the requirements for a doctorate. The purpose of my research is 

to understand the lived experiences of burnout among adjunct professors at higher education 

institutions, and I am writing this letter to extend an invitation to qualified individuals to 

participate in my study. 

Participation in this transcendental phenomenological research study was limited to a 

participant who is or was an adjunct professor at a higher education institution and a 

participant who experienced or is currently experiencing burnout, a state of exhaustion, 

mental fatigue, or overload caused by excessive stressors as an adjunct professor in the 

higher education workplace. 

Participants, if willing, will be asked to complete all the following collection steps: first, 

participants will complete the Oldenburg Burnout Inventory 16-item open-ended survey (30 

minutes). Second, participants will engage in reflective journaling on their past or current 

experiences of exhaustion, mental fatigue, or overload. Third, participants will participate in a 

video-recorded and audio-recorded interview on Microsoft Teams that will last 45-60 minutes. 

Participants may be asked to do a follow-up interview if any clarity is needed (15-30 minutes). 

As part of this study, participants will be asked to review all data collection processes for 

accuracy (15-30 minutes). Participants will also be asked for their names and other identifying 

information. All of this information will be kept strictly confidential and subsequently deleted. 

If you are interested in participating, please reply to this email expressing your interest. A 

consent form is attached to this email. The consent form contains additional information about 

my research. If you opt to participate, you will first need to sign the consent form and return it 

to me using the email jwhitmore6@liberty.edu. After I receive your consent form, I will email 

you the open-ended survey with instructions and schedule a time for the interview. 

Participation in this research is voluntary, and you can withdraw anytime. Please let me know 

if you have any questions or if you would know of anyone else who could be interested in 

participating. Thank you for considering participation in my study. 

Participants will receive $100 as a thank-you for participating in the study if all three data 

collection activities are completed within three weeks of signing the consent form.  

Sincerely, 

Janette Whitmore  

Ph. D. Candidate 

jwhitmore6@liberty.edu   
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Appendix D 

Consent Form 

 

Title of the Project: A Phenomenological Study of Burnout Among Adjunct Professors at 

Higher Education 

Principal Investigator: Janette Whitmore, Ph.D. Candidate, Liberty University School of 

Education 

 

As a candidate for a Ph.D. in the School of Education at Liberty University, I am conducting 

qualitative research as part of the requirements for a doctorate. The purpose of my research is 

to understand the lived experiences of burnout among adjunct professors at higher education 

institutions. 

Participation in this transcendental phenomenological research study was limited to a 

participant who is or was an adjunct professor at a higher education institution and a participant 

who experienced or is currently experiencing burnout, a state of exhaustion, mental fatigue, or 

overload caused by excessive stressors as an adjunct professor in the higher education 

workplace. 

Taking part in this research project is voluntary.  

Please take time to read this entire form and ask questions before deciding whether to take part 

in this research.  

 

 

The purpose of this transcendental phenomenological study was to understand the lived 

experiences of burnout among adjunct professors at higher education institutions. At this stage 

in the research, burnout will be defined as a symptom of persistent emotional exhaustion 

brought on by extreme job demands and a lack of resources. 

 

 

 

If you agree to be in this study, I will ask you to do the following things: 

1. Complete a 16-item open-ended burnout open-ended survey (30 minutes). 

2. Engage in reflective journaling on their past or current experiences of burnout at a 

higher education institution. Participants will be given writing prompts to take 

them through the journaling process. 

3. Participate in a video-recorded and audio-recorded interview for 45-60 minutes on 

Microsoft Teams. 

Invitation to be part of a research study. 

 

What will happen if you take part in this study?  

 

What is the study about and why is it being done? 
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4. Participants may be asked to do a follow-up interview if clarity is needed (15-30 

minutes).  

5. Review all data collection steps for accuracy (15-30 minutes).  

 

 

 

 

Participants should not expect a direct benefit from participating in this study.  

Benefits to society include adding to the body of knowledge by shedding light on the perceived 

role, responsibilities, lack of resources, and the effects thereof related to the lived experiences 

of burnout among adjunct professors at higher education institutions. 

 

 

The risks involved in this study are minimal, which means they are equal to the risks you 

would encounter in everyday life.  

 

 

 

The records of this study will be kept private. Published reports will not include any 

information that will make it possible to identify a subject. Research records will be stored 

securely, and only the researcher will have access to the records. Data from you may be shared 

in future research studies or with other researchers. If data collected from you is shared, any 

information that could identify you, if applicable, will be removed before the data is shared.  

 

• Participant answers will be kept confidential through the use of pseudonyms. Semi-

structured individual interviews will be conducted in a location where others will not 

easily overhear the conversation. Only the researcher will have access to the participants’ 

names.  

• Open-ended surveys and journals will be stored on a password-locked hard drive and 

locked in a safe. Data may be used in future presentations. Only the researcher will have 

access to these open-ended s and journals. After three years, all open-ended surveys and 

journals will be deleted. 

• Semi-structured individual interviews will be video-recorded and audio-recorded, and 

transcribed. Only the researcher will have access to these recordings and transcriptions. 

After three years, Microsoft Teams’ recordings and transcripts, and hand-held recordings 

will be deleted.  

 

 

 

How could you or others benefit from this study?  

 

What risks might you experience from being in this study?  

 

How will personal information be protected?  

 

How will you be compensated for being part of the study? 
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Participants will receive $100 as a thank-you for participating in the study if all three data 

collection activities, which include an open-ended survey, reflective journaling, and an 

interview, are completed within three weeks of signing the consent form. The $100 will be sent 

via Cash App, Venmo, or Zelle to participants after the data collection process. 

 

Appendix D (Continued) 

 

Participation in this study is voluntary. Your decision on whether or not to participate will not 

affect your current or future relations with Liberty University. If you decide to participate, you 

are free to not answer any question or withdraw at any time without affecting those 

relationships. 

 

 

If you choose to withdraw from the study, please contact the researcher at the email 

address/phone number included in the next paragraph. Should you choose to withdraw, data 

collected from you will be destroyed immediately and will not be included in this study.  

 

 

The researcher conducting this study is Janette Whitmore. You may ask any questions you 

have now. If you have questions later, you are encouraged to contact her at 216-650-7044 or 

jwhitmore6@liberty.edu. You may also contact the researcher’s faculty chair, Dr. Andrea 

Bruce, at ambruce@liberty.edu 

 

 

If you have any questions or concerns regarding this study and would like to talk to someone 

other than the researcher[s], you are encouraged to contact the Institutional Review Board, 

1971 University Blvd., Green Hall Ste. 2845, Lynchburg, VA 24515, or email at 

irb@liberty.edu.  

 

Disclaimer: The Institutional Review Board (IRB) is tasked with ensuring that human subjects 

research will be conducted in an ethical manner as defined and required by federal 

regulations. The topics covered, and viewpoints expressed or alluded to by student and faculty 

researchers are those of the researchers and do not necessarily reflect the official policies or 

positions of Liberty University.  

 

 

Is study participation voluntary? 

 

What should you do if you decide to withdraw from the study? 

 

Whom do you contact if you have questions or concerns about the study? 

 

Whom do you contact if you have questions about your rights as  

a research participant? 

 

Your Consent 

 

mailto:irb@liberty.edu
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By signing this document, you are agreeing to be in this study. Make sure you understand what 

the study is about before you sign. You will be given a copy of this document for your records. 

The researcher will keep a copy of the study records. If you have any questions about the study 

after you sign this document, you can contact the study team using the information provided 

above. 

I have read and understood the above information. I have asked questions and have received 

answers. I consent to participate in the study. 

 

 The researcher has my permission to video-record and audio-record me as part of my 

participation in this study. 

 

 

____________________________________         ____________________________________            

Printed Subject Name             Signature & Date 
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Appendix E 

Any Job Demand and Any Job Resource List (Schaufeli & Bakker, 2004) 
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Appendix E (Continued) 
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Appendix F 

Social Media Recruitment Ad 
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Appendix G 

 Oldenburg Burnout Inventory  

Open-Ended Survey For Adjunct Professor Participants 

 
Name:                            
 
Date: 
 

Instructions: Below, you will find a series of items. Based on the prompt on the left, please 

supply a minimum of two complete sentences about how you relate to the item using the 

“Participant Open-Ended Response” boxes on the right. 

OLBI Open-ended Items Participant’s Open-ended Responses 

1.  

I always find new and 

interesting aspects in my work  

(D)  

 

2.  

There are days when I feel  

tired before I arrive at work  

(E.R.)  

 

3.  
It happens more and more often that   

I talk about my work in a negative way  (D.R)  
 

4.  

After work, I tend to need more time than  

in the past in order to relax and feel better  

(E.R)  

 

5.  I can tolerate the pressure of my work very well 

(E)  

 

6.  

Lately, I tend to think less at work  

and do my job almost mechanically  

(D.R)  

 

7.  I find my work to be a positive challenge  (D)   

8.  

During my work, I often  

feel emotionally drained 

(E.R.)  

 

9.  

Over time, one can become 

disconnected from this type of work  

(D.R)  
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10.  

After working, I have enough  

energy for my leisure activities  

(E)  

 

11.  Sometimes I feel sickened by my work tasks  

(D.R)  

 

12.  
After my work, I usually feel  

worn out and weary (E.R)  
 

13.  

This is the only type of work  

that I can imagine myself doing  

(D)  

 

14.  
Usually, I can manage the  

amount of my work well (E)  
 

15.  I feel more and more engaged in my work  (D)   

16.  When I work, I usually feel energized  (E)   

  

 Disengagement items are 1, 3(R), 6(R), 7, 9(R), 11(R), 13, 15.  Exhaustion items are 2(R),    

4(R), 5, 8(R), 10, 12(R), 14, 16.  
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Appendix H 

Reflective Journaling Instructions 

Based on your current or previous experiences burnout as an adjunct professor, please 

journal reflecting on your current or previous experience with burnout in your adjunct 

professor role. You may find it helpful to utilize the following journal prompt to guide you 

through the reflective journaling experience: 

1. How would you describe your course workload as an adjunct professor at a higher 

education institution? SQ1 

2. What are the job resources (e. g., pay, job security, administrative support, benefits, 

inclusion) needed for you that are lacking as an adjunct professor at higher education 

institutions? SQ2  

3. What is your ultimate goal as an adjunct professor at higher education institutions, and 

do you think it can be accomplished? Why or why not? How does that make you feel? 

SQ2 

4. How would you describe your current or previous emotional health as an adjunct 

professor at a higher education institution? SQ3 

5.  How would you describe your current or previous physiological health as an adjunct 

professor at a higher education institution? SQ3 

6. How has your psychological and physiological health impacted your relationships with 

yourself? SQ4 

7. How has your psychological and physiological health impacted your relationships with 

students? SQ4 
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8. How has your psychological and physiological health impacted your relationships with 

the higher education institution where you work? SQ4   

9. How have your spiritual practices helped with your lived experience of burnout? SQ3 
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Appendix I 

 Semi-Structured Interview  

Questions For Adjunct Professor Participant 

1. Please share your age, educational background, how long you have been teaching, what 

subject (s) you teach, and what led you to work at this community college or university. 

CRQ 

2. What is a typical work week for you as an adjunct professor at a higher education 

institution? CRQ/SQ1 

3. Describe the moment when you realized you were burned-out or mentally exhausted. 

SQ3 

4. What components of your job contributed in the past or are contributing to your 

burnout or mental exhaustion now? SQ1/SQ2 

5. Discuss how long you have been struggling with burnout or mental exhaustion. SQ3 

6. Discuss what could amend the components of your job that contributed to burnout or 

mental exhaustion. SQ1/SQ2 

7. Describe the effects of your burnout or mental exhaustion on yourself, your students, 

your coworkers, and the higher education institutions where they work. SQ3 

8. Describe how a lack of resources, such as tenure, compensation, benefits, professional 

growth, job stability, communication, administration, and well-being, contribute to your 

experience of burnout or mental exhaustion. SRQ2 

9. Describe any issues you have concerning your physiological health. SQ3 

10. Describe any issues you have regarding your psychological health. SQ3  
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11. Describe your feelings about being an adjunct professor at a higher education 

institution. CRQ 

12. Describe how you feel towards the conclusion of the working day or the week. SQ3 

13. Please describe any instances in which you became disengaged, withdrew from, or 

isolated yourself from your students, other faculty members, administrators, or the 

greater academic community. SQ3 

14. Describe a perfect role as an adjunct professor at a higher education institution. 

SQ1/SQ2 

15. Considering our conversation on your burnout as an adjunct professor at higher 

education institutions, what more would you want to add? CRQ/SQ1/SQ2/SQ3 
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Appendix J 

American Psychological Association 
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Appendix K 

American Psychological Association 

 

License To Use OLBI Qualitatively 
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Appendix L 

Springer Nature 
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