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Abstract

As part of a larger study, the researchers
sought to understand how higher education
professionals (faculty and staff) and
employed students navigated work during
and since the peak of the COVID-19
pandemic. Results underscore the urgency
for targeted interventions to alleviate
identified challenges faced by students,
faculty, and staff.

Introduction

The societal upheaval related to the COVID-
19 pandemic was far-reaching and continues
to impact individuals 1n both personal and
professional ways. Attempts to mitigate the
spread of COVID-19 included quarantining
at home and temporarily closing schools,
businesses, and other public spaces. As these
disruptions of everyday life eased and
restrictions were lifted, individuals and
organizations alike are reflecting on the
impact of the COVID-19 pandemic.

The pandemic continues to have differential
effects across industry types. Higher
education institutions (HEIs) are a
particularly unique example as they serve as
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both an organization navigating employee
needs as well as providing learning services
and support to students who may also be
working outside of classes.

This study aimed to investigate the unique
impact of the pandemic on employee and
working student experiences within a HEI
using nine constructs of work-related
experiences.
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