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Abstract: The main objective of current study was to determine the opinions of adjunct faculty members regarding the flexible and 
precariat form of employment policies at universities in Turkey. The research was conducted qualitatively. The participants were 
16 adjunct faculty members who were chosen with purposive sampling method. An interview technique was implemented in order 
to obtain data, and content analysis method was used to analyze the data. Results revealed that this form of employment policy 
causes organizational, academic and personal problems. As for organizational problems, it causes to prioritize financial points of 
views rather than academic expectations. Regarding personal problems, adjunct faculty members are underpaid, overworked, 
ignored regarding their professional development. Also academic and scientific knowledge production are ignored. Students do dot 
respect adjunct faculty members. It is recommended that this kind of employment policy should be reconsidered and full-time 
employment should be preferred. 
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Introduction 

Massification in higher education has been a controversial phenomenon of the 20th century for some reasons. It has 
changed many routines in higher education field such as changing student admission standards, student evaluation 
standards and faculty employment styles. Regarding academic side, this mass education in higher education has changed 
the elitist nature of the delivery of higher education service, and led entry of non-standard students to these institutions. 
It also caused diversification of employment policies of academic staff. Especially, with the neo-liberal economic policies 
around the world, the form of employment policies has shifted into a new form rapidly. In this regard, many higher 
education intuitions have employed part-timers and adjunct faculty members instead of tenure academic staff for some 
institutional reasons. One of the reasons is that employing adjunct or part-time faculty members is reducing increasing 
costs. By employing adjunct or part-time faculty members, institutions hope to reduce their expenses because they pay 
lower wages to adjunct faculty members and part-timer academic staff. These institutions also want to use contract 
renewal instrument to break their resistance towards un-academic implementations. In addition, this form of 
employment is considered to lead to the sense of insecurity among adjunct faculty members and part-time staff as their 
contract renewals are based on student satisfaction questionnaires. As their contract renewal process is based on student 
satisfaction, this may also lead adjunct faculty members and part-time staff to lowering academic standards in order to 
satisfy student satisfaction. As a result of all these reasons, this form of employment has become a problematic area in 
the field of higher education and it should be dealt with care. For all these reasons, this is important to research flexible 
and precariat form of employment policies at higher education in Turkey. 

Literature Review 

Employment Policies 

Adjunct faculty or part-time faculty term refers to teaching instructors who are hired or re-hired for an academic year or 
term on a temporary contract basis. Therefore, they receive proportionate benefits depending on that contract. Their 
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appointments are made on a year-to-year, semester-to-semester, or quarter-to-quarter basis and their workload and 
compensation are determined by the academic unit.  

With the post-fordist management policies, neo-liberal policies have started to differentiate employment policies at 
higher education institutions as well as other organizations. These employment policies result in flexible and precariat 
form of employment. As an increasing form of employment according to Standing (2018) precariat has been popular in 
emerging market economies. Precariat is a kind of employment type which consists of flexible contracts and temporary 
jobs (Standing, 2014). The problem which used to be a main concern for blue-collars started to be a problem for white 
collars as well. The most prominent and radical transformation in employment in the post-fordist period is that the 
understanding of full-time work based on full employment has been replaced by a flexible, part-time, adjunct, short-term 
and contractual work approach. Post-Fordism is a process characterized by the "flexibilization" of the workforce and has 
emerged mainly in order to accelerate the fluidity of capital by using technology, division of labor, organizational 
structures (Belek, 1999). Flexibility of working time and conditions is supported by practices such as recruiting if it is 
part-time, flexible or on temporary contract basis, employing trainees instead of professional workers. New white-collar 
people, who are increasingly insecure due to flexible working conditions and that they have lost their class organizing 
opportunities, are often called precarious (Vatansever, 2013). These differentiated employment policies result in flexible 
and precariat form of employment.  

With the changing neo-liberal policies in higher education, while nation-state universities tend to meet some of financial 
expenditures consisting faculty members’ wages or salaries, they may sometimes deny to compensate expenses for full-
time faculty members. As a result, universities prefer employing adjunct faculty members as a flexible employment 
policy. When academic staff are employed in this way, it is alleged that the workload of academic staff may increase, job-
satisfaction and motivation may decrease. In both cases, it may affect academic quality for both academicians and 
students in a way. This form of employment can lead to an erosion in the future of higher education industry and faculty 
work as well.  

According to Bergmann (2011) employing adjunct faculty started in the 1960’s especially in community colleges. Because 
there was a great demand for evening classes and it was a quick solution to employ adjunct faculty. Wickun and Stanley 
(2011) stated that adjunct or part-time faculty members were essential functions for these certain academic programs. 
In any case, this form of employment increased and this form of employment has started to shift full time tenure academic 
faculty members recently. According to Kezar (2013) 70% of the current faculty members are part-time or adjunct 
appointments. In this case, only 30% faculty members are full-time faculty members. A study conducted by Reid (2008) 
reported that in 2006 the rate of non-tenured track faculty members increased to approximately 60% in all academic 
staff.  

There are some institutional reasons of hiring adjunct faculty members. Among these reasons, there are economical 
limits, reduced state supports, retirements, and changing enrollment forms play significant roles in this need of 
employing adjunct staff. There are also some other reasons such as the increasing online and distance education 
programs and hybrid programs. In addition, some personal reasons for academics becoming an adjunct faculty played a 
role in this form of employment as well. In this sense, some academicians are in the need of receiving extra incomes while 
some other academicians seek intrinsic satisfaction in going back to the education environments and working with young 
generation. Furthermore, some retired professionals want to stay active as well. For these academicians, this position 
provides intellectual stimulation at the same time. What is more, there are some professionals who want to work as as 
adjunct faculty members because they hope to be hired for a tenure-track position in the following year. Finally, there 
are some other professionals who want to teach because they enjoy spending time away from their own children.  

Universities have some reasons to hire adjuncts or part-time faculty members. One of the reasons is that they save money 
because they pay less for these professionals that their full-time counterparts (National Center for Education Statistics 
[NCES], 2012; Stephens & Wright, 1999). Also, these institutions need these professionals for their remedial and 
specialized courses. They also substitute for their replacements for full-time faculty on sabbatical or other types of leaves 
(Pearch & Marutz, 2005). They are usually employed to teach lower-division courses in order to make tenured faculty 
members teach upper-division courses (Cross & Goldenberg, 2002). 

As a result of abovementioned reasons, this kind of employment implementation has become a new form of employment 
policy for public and foundation universities. Especially, in recent years, there has been a steady evolution of employing 
adjunct faculty members at higher education institutions. According to Cohen (1992), the switch from the term full-time 
to the term “adjunct” is symbolic change regarding employment type of academicians. In fact, with neo-liberal policies 
the form of employment of all working class has been changing fast. Today, academic labor, like any other type of labor, 
is indexed to market conditions and has become insecure all over the world and in all kinds of institutions (Vatansever 
& Gezici Yalçın, 2015). On the other hand, they have some problems. First of all, they feel undervalued and unappreciated 
because they are paid-less and have part-time contracts (Gillespie & Robertson, 2010, p. 351). This may mean that they 
have no job security (Pearch & Marutz, 2005).  

Leslie et al. (1982) underline that although employing adjunct or part-time faculty members may be attractive to many 
institutions for financial reasons, this form of employment may be hazardous for institutions. Because ıt may necessitate 
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more additional administrative work due to some supervisory charges (p. 3). In addition, Pearch and Marutz (2005) 
underlined that students think that they do not have to pay attention to adjunct or part-time faculty members because 
they do not see them as ‘real’ faculty members. Besides, McGuire (1993) and Morton (2012) emphasizes that these 
professionals are neglected institutionally and they are treated as second-class citizens. Therefore, they are called as the 
“neglected majority.” Because institutions do not invite them to faculty meetings and they do not take part in faculty 
development activities, do not participate in textbook selection decision making process. They also do not supervise 
students, and participate in curriculum development meetings (p. 2-3). Moreover, adjunct or part-time faculty members 
do not have an office, clerical support, or connection to other faculty while full-timers have internet access, an office, and 
administrative support Apart from all these, adjunct faculty members have no voice in governance issues as well (Green, 
2007; Wallin, 2007). Only reward for many adjunct instructors is renewing their teaching contract which may mean 
further opportunity to be in the field of higher education. For most of them, teaching brings joy, pleasure, and satisfaction 
(Sullivan, 1999, p. 55).  

Hoyt et al. (2008) report that most adjunct or part-time faculty members are not willing to conduct research because 
they believe that they are employed to teach. And as their workload is heavy, they have little time for their professional 
development. Hence, it is essential to be vital in order to be academic leaders (Lyons, 2007, p. 5). Higher education 
institutions do not provide professional development opportunities for adjuncts (Morton, 2012). Universities play a 
crucial role on the development of next future generations by providing education and training (Brzaković et al., 2019). 
It is underlined by Morton (2012) and Tice et al. (2005) that universities have to provide professional development 
opportunities and training and resources for them because they are already paid less and have no benefits to compensate 
for all these development opportunities themselves. It may be beneficial to employ adjunct faculty members instead of 
full-timers with full payment for financial reasons for higher education. However, it may result in lower quality 
instruction for their students (Jacobs, 1998; Louis, 2009; Roueche et al., 1996; Schmidt, 2008).  

Although they are considered as being a major asset of the institution (Wallin, 2007), it is claimed by many researchers 
that very few universities provide benefits for adjunct or part-time faculty members (Gappa & Leslie, 1997; Gottfried, 
1995; Roueche et al., 1996). Colsanti et al. (1991) underline that they work in low morale (p. 8).  

Teixeira et al. (2016) conclude that they have insufficient part-time faculty members and they need to teach rather than 
doing PhD. Besides, according to the classification of Levy (2007), many private higher education institutions which 
employ adjuncts or part-time faculty members are not in the world class and elite categories. They are in the demand-
absorbing category, business-oriented and profit-oriented ones.  

On the other hand, Gottfried (1995) found in his study that almost 95% of community colleges work with adjunct or part-
time faculty members and he also indicates that some mechanisms are used to help them to become more effective in the 
classroom. In this type of employment, employers provide handbook or printed material to be used while, professional 
development possibilities, mentoring, other benefits in order to develop teaching, and individualized teaching help (p. 
35). 

As this form of employment becomes an indicator for higher education institutions in Turkey, it should be reconsidered 
more carefully. Because it is an indicator of a transformation towards flexible employment model in the public sector. It 
can also be observed in teacher employment process as well as higher education field in Turkey. According to Acar (2009) 
this way of flexible employment in the public sector may take permanent status at stake and contractual status may 
become a basis of employment model. Although there are a few foundation universities considered as elite status in 
Turkey, most of foundation universities are in demand-absorbing group (Erguvan, 2013). In this category, Mızıkacı 
(2010) puts that the most basic features that distinguish marked-driven ones from business-oriented ones are the 
employing part-time and adjunct faculty members from public universities. In addition, Zayim-Kurtay and Duran (2018) 
noted that working conditions in foundation universities are similar, labor is exploited, academic staff circulation is 
intense. There is no understanding of training research assistants and therefore, academic staff in some departments are 
insufficient (Council of Higher Education [CHE], 2007; Tuzgöl Dost & Cenkseven, 2007). 

On the other hand, research reveal that there are many disadvantages to foundation universities comparing public 
universities in Turkey (Birler, 2012; Blackmore & Sachs, 2007; Gürüz, 2006; CHE, 2017). In Turkey, the employment 
statistics for adjunct faculty members has risen significantly for almost 45 years. It is claimed that in 2011, the amount 
of part-time and adjunct faculty exceeded full-time faculty with the percentage of 50.01% of total faculty members 
nationwide (National Center for Education Statistics, 2013). As this may influence quality at universities in a negative 
way, this form of employment is considered as an important problem for the Turkish academy. For this reason, the main 
purpose of this research is to determine adjunct faculty members’ views regarding the flexible and precariat form of 
employment policies in higher education field in Turkey. To this end, we are interested in answering the following 
questions: 

• Who are adjunct or part-time faculty members?  

• Why do they prefer this form of employment?  

• To what extent are they supported and valued by their institutions?  
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• How satisfied are they with their employment status?  

• What implications do they make for the future?  

Methodology 

Research Design  

This study was conducted with a qualitative research methodology. To Creswell (2007) these kinds of qualitative studies 
are done to discover how participants experience or undertand any concept or phenomenon. Denzin and Lincoln (2005) 
and Marshall and Rossman (2006) indicate that it is also purposed to obtain in-depth knowledge with qualitative studies. 
The current study implemented a phenomenological design which is suggested that participants are considered as 
subjects to establish their own sense in their own social environments. In addition, the participants also create the 
relations. In this regard, they establishe, and re-create theirown social worlds with their own subjective points of views 
(Balcı, 2015; Kümbetoğlu, 2005; Punch, 2005). To that end, 16 part-time/adjunct faculty members were interviewed in 
order to find out their experiences and views on the flexible and precariat form of employment policies in higher 
education institutions in Turkey.  

Study Group 

Through this study 16 adjunct faculty members were interviewed. They are employed by a flexible form of employment 
at 23 public/state and foundation universities in Turkey. In order to get their experiences as adjunct faculty members, a 
purposive sampling technique was administered. As a technique, the purposive sampling technique requires a provides 
a richer possibility to the reserachers. According to Creswell (2007) and Marvasti (2004) this technique allows 
researchers to determine suitable participants according to the target of the study. In this sense, researchers choose this 
kind of technique since they do not want to work with a larger group, and do not plan generalize result to larger groups. 
Creswell (2007) and Patton (2002) purpose that this technique may also enable to enrich settings to get deeper data on 
certain subject. In this sense, the primary objective was to select subjects from gender groups, age group, post and 
professional experience. In Table 1, the demographics of participants are shown.  

Table 1. Demographic Features of The Participants 

Gender  Male 10 
Female 6 

 
 
Age 

25-30 - 
31-35 4 
36-40 4 
41-45 3 
46-50 2 
51 and over 3 

 
Academic Title 

Professor 5 
Associate Professor 7 
Assistant Professor 2 

 Lecturer (Dr.) 2 
 
 
 
Experience 

1-5 yrs - 
6-10 yrs 4 
11-15 yrs 3 
16-20 yrs 4 
21-25 yrs 2 
26 yrs and over 3 

As presented in Table 1 above, as for gender, while 10 of them are male, 6 are female. As far as their age is considered, 4 
participants are in 31-35 years old, 4 are in 36-40 years old, 3 are in 41-45 years old, 2 are in 64-51 years old and 3 
participants are 51 years and over. Regarding their academic title, 5 are professors, 7 are associate professors, 2 are 
assistant professors and 2 are lecturers. As far as the participants’ experience is considered, 4 participants are between 
6-10 years’ experience, 3 are in 11-15 years, 4 are in 16-20 years, 2 are in 21-25 years and 3 are in 21-25 years group. 

Data Collection  

Semi-structured interview technique was implemented to collect the data of the study. In this technique, it is essential to 
confront the participants with some elements. Bailey (1994), DeMarrais (2004), Kerkhof (2006) and Kümbetoğlu (2005) 
underlined that they were asked to announce some important paths where these elements seem alike and, thereby, show 
difference from each other. Moreover, in this technique, the adjuncts can express their views in a free atmosphere.  
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In the beginning of data collection, the researchers e-mailed the objective of the study to a large size of participants. It 
was also requested from them to answer back to the mail if they wished to engage in the study voluntarily or not. Thus, 
over 25 adjuncts volunteered to take part in the study. However, as a requirement of purposive sampling method, 16 
adjunct/part-time academicians were chosen to interview. Later, the researcher contacted to those academicians and 
consented them about the confidentiality of the data that will be obtained from them. In this regard, the researchers 
assured that the data will be used in a scientific article and will adhere to ethical principles. Therefore, their personal 
identities would be kept in secret, and their names would not be acknowledged in the manuscript. The researchers 
conducted the interviews on agreed-upon days. Finally, the participant adjuncts were visited on those planned days. The 
researchers both recorded and took notes with their approvals. Each interview lasted nearly half an hour.  

Data Analysis 

Content analysis technique was used in order to analyze the data. According to Mayring (2000) this technique purposes 
to analyze similar data on a certain topic and comment around it. In this data analysis process, firstly, the data were 
organized. Here, the researchers revisited each interview. They listened each participant’s recorded audiotape to provide 
the accuracy of the data. Then, as suggested by Bogdan and Biklen (2007), the researchers analyzed the participants’ 
interview transcripts. As a requirement of data analysis procedure, coding categories are developed, the data are sorted 
mechanically, and the data are analyzed within each coding category. Later, the researchers were coded each participant’s 
interview separately according to their views on flexible and precariat form of employment policies in higher education 
field in Turkey. Here, the researchers grouped emerging and repeated themes according to coding categories in three 
steps: These steps are category definition, exemplification, and codification regulation. In this regard, to start with, the 
researchers separated the answers to each question into meaningful categories, named, and coded. Second, the 
researchers gathered conceptualized statements. Third, the researches aimed to refrain from repetition. In the final 
phase, the researchers explained defined results and established relation to each other. The researchers also tried to 
institute a cause effect relation among the emerging sections. The researchers gave codes to adjunct faculty members as 
A1, A2, A3, and A4… 

The researchers also employed a constant comparative approach while organizing and analyzing the data. As 
recommended by Bogdan and Biklen (2007) and Glaser (1992) it was done for to emerge theory. It was done because 
theory can emerge during enduring analysis, doubling back for more data collection and coding as well. By employing 
this method, the researchers re-examined each set of gathered data concerning key issues, recurrent events, or activities. 
In this phase, the researchers re-analyzed each participant’s data for a few times to confirm the data and find out 
contradicting statements.  

Trustworthiness and rigor 

For trustworthiness and rigor, some precautions were taken in this study. Here, firstly, the interviewers played roles of 
facilitators and listeners. They only asked questions. After asking their questions, they recorded the participants’ answers 
without leading the respondents. Secondly, for providing content validity, the researchers requested four field experts’ 
views on the interview questions. As a result of these experts’ opinions, the questions were revised and the final forms 
of the questions were developed. What is more, the participant academicians were warranted for the confidentiality of 
their identities. The researches gave a warranty to the participant adjuncts to keep their identities in secret. The 
researchers also determined interview places especially out of the university buildings to refrain from any kinds of 
influences.  

Some other precautions are also taken for ensuring validity and reliability of the study. In this regard, first, while 
developing interview form, the researchers re-examined the literature on adjunct faculty members in order to establish 
a contextual framework for enhancing internal validity. The researchers also sent transcribed interviews to the 
participants for checking if their statements are written correctly or not. In order for them to feel free to explain their 
thoughts, their identities are promised to keep in secret. In the final phase, in order to increase external validity, the 
researchers described every minute of the research in detail. Here, the researchers described the methodology, the 
research design, the study group, the data collection process, and the data analysis procedures in detail. Also, the 
researchers kept the raw data, coded data for other researchers’ demand. In order to provide internal reliability, the 
researchers transcribed the data with no subjective judgement. The coded data were compared with that of the 
researcher and the consistency technique recommended by Miles and Huberman (1994), and it was calculated as 88%. 
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Findings / Results 

Who They Are and Why They Work Part Time 

In this part, the participants’ views on who they are and why the reasons why they work part time were asked. As far as 
analyzing who they are, the majority of adjunct faculty members are position-seekers at universities while some are 
retired academicians. Position-seekers hope to develop network at universities and once they complete their academic 
studies, they hope to get a full-time contract there. The retired ones are daily-based contract owners. They prefer to work 
2-3 days and they want to spend other times with their families. When the reasons why they work part time is concerned, 
participants’ responses were presented below: 

Table 2. The Reasons Why They Work Part Time 

Main Theme Sub Themes f 

 
The reason for 
working as part-time 

Insufficiency of their own academic qualifications 6 

Personal priorities and preferences 
Saves time for other things 
(Coronavirus Disease) COVID-19 working conditions 

8 
5 
4 

*A participant may have engaged in more than one view. 

When the participants’ views on the reasons why they work part time are concerned, some reasons are underlined. One 
of the reasons is some participants’ insufficiency of required academic qualifications for a full-time position. In addition 
to the criteria the CHE asked, additional criteria are demanded by the universities themselves. In this regard, the 
candidates are asked to meet all these criteria. For this reason, they have to sign a part-time faculty contract rather than 
full-time. An adjunct faculty member said, “My qualifications are not sufficient to apply a full-time position. I need to 
complete my qualifications first. Therefore, I had to sign a part-time contract (A3).” The other reason is the participants’ 
personal priorities and preferences. Some participants underlined some personal priorities and preferences like 
spending more time with their families and children. They noted that by working part-time they have a chance to support 
their own children and save some time. For this reason, they prefer to work as an adjunct faculty member. In this sense, 
an academician noted, “When I work part-time, I have more free time to support my children. They need my support (A13).” 
Another reason is COVID-19 working conditions. When the virus emerged, some universities adopted a new employment 
policy. During COVID-19 restrictions process, some universities limited full-time faculty positions and prefer to employ 
part-time positions as it saves money. In this process, they employed most of academic staff as part-time. An academician 
indicated, “X university terminated most of the participants’ contracts and most of the academic staff are working part-time 
there now (A9).” 

Adjunct Faculty Members’ Academic, Social and Financial Rights 

In this part, the participants’ views on their academic, social and financial rights are evaluated. Their responses were 
presented below: 

Table 3. Adjunct Faculty Members’ Academic, Social and Financial Rights 

Main Theme Sub Themes f 

 
Academic, social and 
financial rights 
 

Have the same rights 5 

Insufficient financial support regarding professional development 4 

No assistants and less resources comparing full-time faculty 2 

Have education and professional development support 2 

*A participant may have engaged in more than one view 

Regarding adjunct faculty members’ academic, social and financial rights, three main issues are underlined. First, 
although academically and socially they have the same rights at first sight, when financial issues and professional 
supports are concerned, some participants stated that they are not treated the same as the full time faculty. In this regard, 
an academician stated, “Sometimes, the point of view of senior administration becomes disturbing. The senior management 
does not value and support adjunct faculty members comparing full time academicians. This situation may affect their sense 
of belonging and organizational commitment negatively (A9).” They mean that the senior management separate us as full-
time and part-time faculty members regarding some rights. A part-time faculty proposed, “For example, adjunct faculty 
members are not invited meetings. In addition, they are not informed about meeting results, conferences (A12).” The senior 
management does not support part-time faculty members’ professional development, because they prefer to invest full-
time academicians. Indeed, the part-timers are not valued and their problems are usually ignored. As a result, they are 
trying to find their own career path, which may also affect them negatively. An academician stated, “I can only get 
conference pay. It is generally paid 7 months later. In fact, it is one third of the payment I made (A3).”  The institutions do 
not provide assistants and even a private room to study or student meetings. An academician said, “We have to share a 
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common office with 5-6 other faculty members. There is no privacy especially while having talks with students. We do not 
have assistants to help us, either (A9).” The senior management also does not support adjunct faculty members for 
professional development. A part-time faculty said, “I wish I could have support from my institution, but we are not 
supported (A16). “On the other hand, few academicians stated that they had education and professional development 
support. An academician uttered, “Although it is paid late, we get support (A15).” 

The Experiences and Problems They Encounter as Part Time Adjunct 

In this part, the views on the experiences and problems of the participants encounter as part time adjuncts were asked. 
Their responses were presented below: 

Table 4. The Experiences and Problems They Encounter as Part Time Adjunct 

Main Theme Sub Themes f 

 
 
Experiences and Problems They 
Encounter 

Economic problems 4 

Discrimination of part-time and full-time 5 

Problems with student respect 5 

Cannot cooperate with colleagues 5 

Psychological problems 4 

Administrative pressure 3 

 Unable to reach students 3 

 No private offices and bad physical conditions 2 

 No problem 2 

*A participant may have engaged in more than one view 

Regarding the part-time adjuncts’ experiences and problems, several experiences and problems are indicated. In this 
sense, first, adjunct faculty members encounter economic problems as they cannot get any pay during holidays. In this 
regard, an adjunct faculty member reported, “We have difficulty to survive when they do not pay us on holidays. Then, our 
priorities change and we cannot focus on our academic studies (A19).” The adjunct faculty members also complain about 
being discriminated as part-time and full-time faculty. When they are discriminated, they feel unvalued. In addition, they 
reported that they experience some psychological problems as we they separated as full-time and part time faculty 
members. Senior administrators usually imply this discrimination in every minute. An academician noted, “You are part 
time and have no security. You have to do whatever I order you in order to be contracted in the following year (A13).” It is 
considered that as a result of this policy, students do not respect them. Within this context, an academician uttered, “A 
student frankly told me he takes his full time professors more seriously, as part-time faculty members have to grade them 
better for renewing their contracts in the following semester. If students complain about them, their contracts are 
terminated (A8). Moreover, adjunct faculty members cannot cooperate with their colleagues adequately. They are even 
not invited to academic meetings and cannot take part in some projects. The adjunct faculty members also underlined 
that when they have hospital visit, the administration cuts their payments. An adjunct faculty said, “When I asked my full 
pay, the administrator threatened me not to sign contract next years. Although it is a common problem, no solution is 
provided (A1).” Another academician noted, “Students sometimes ask us if we are adjunct faculty members or not. This 
makes us worried. There occur negative thoughts on students’ minds. Therefore, we cannot be academically effective (A11).” 
Another problem is that part-time adjunct faculty are unable to reach students as they are not at school all the time. In 
this regard, they do not have private rooms and physical conditions are bad. On the other hand, few academicians 
underlined that they have no problems in this process.  

Part Time Employment Type and Its Influences on Their Institution, Satisfaction and Motivation 

In this part, the participants’ views on part time employment type and its influences on their institution and satisfaction 
and motivation were asked. Their responses were presented below: 

Table 5. Part Time Employment Type and Its Influences on Their Institution, Satisfaction and Motivation 

Main Theme Sub Themes f 

 
Influences of 
Part Time 
Employment 

No influences 4 

Beneficial for an institution 5 

Administratively beneficial for an institution 5 

 Problem with focusing on academic lives 4 

 Negative effects on academic promotion 3 

 As no connection with students and internet problems decreases motivation and job satisfaction 3 

*A participant may have engaged in more than one view 
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As can be seen in Table 5, the participants have differing opinions about influences of part time employment. According 
to some of the participants, it is administratively beneficial for an institution. When part-time faculty have better 
performance, it is beneficial for them to renew their contracts in the following year. As far as performance expectations 
from adjunct faculty members is concerned, performance expectation is high. They expect for the same performance as 
the full-time faculty members. In fact, an adjunct faculty stated, “It is administratively beneficial, because they make us 
work harder. We get lower salaries, and do not cause any problem (A16).” However, it is indicated by some academicians 
that it has negative influences on an institution. Students do nor even attend to part-time faculty members’ classes, and 
it affect educational process negatively. Here, an adjunct faculty member noted, “Students do not take us seriously because 
they are sure that our contract renewal depends on their satisfaction. We have to do our best to make them satisfied. We 
even grade well for average papers (A9).” It is understood from their statements that from time to time working as an 
adjunct faculty member affects their satisfaction and motivation negatively. An adjunct stated, “It influences us negatively 
because we work the same, but we get lower salaries comparing our full-time counterparts (A7).” Another academic 
reported, “It affects my motivation negatively. Although I love my profession, I plan to quit the job (A13).” Some adjunct 
faculty members find it difficult as it causes to a focus problem on their academic life. An academician said, “As my 
motivation is too low, I cannot focus on making more publications. I cannot show any effort on my academic career. Working 
part time did not contribute to my academic promotion. It influences me badly. (A5).” As there is no connection with 
students and internet problems, working part time decreases their motivation and job satisfaction as well. In this regard, 
an academician said, “I feel robotized day by day (A16)”. On the other hand, few adjunct faculty members are happy with 
this situation. In this regard, an adjunct faculty member said, “I sometimes face some problems, but I love my part-time 
work in general. Because, I am retired and I can socialize at work (A19).” Another academic says, “As I can save time for 
myself and my family, it increases my motivation (A16).”  

Future Implications on Part Time Employment Type in Higher Education 

Table 6. Future Implications on Part Time Employment Type in Higher Education 

Main Theme Sub Themes f 

 Equal rights and better salaries 5 

 Full-time contracts 5 

Future Implications Support for professional development 4 

 Better working and physical conditions (offices, internet etc.) 3 
 Part-time contracting employment system should be kept 2 

*A participant may have engaged in more than one view  

As far as the participants’ views on future implications of part time employment type in higher education are concerned, 
adjunct faculty members hope to have equal rights with full time counterparts and better salaries. A part-time academic 
noted, “Economic conditions should be developed (A16).” They also want to be contracted full-time. When they are 
contracted part-time, they are not paid during summer times and it is difficult for them to survive. In this regard, an 
adjunct faculty member emphasized, “Contracts should be full-year not 9-month contracts. Our salaries should be increased 
and our rights should be equal to full-time faculty (A12).” In addition, the part-time adjunct faculty members hope to be 
supported for their professional development. Another academician said, “As we are part-time, our professional 
development is ignored. Universities should support our professional development efforts the same as our full-time 
counterparts (A14).” Furthermore, the academicians want to their physical working conditions to be improved. They 
indicate that they do not have a regular office with internet connection. An academic says, “Physical conditions and 
internet connection should be improved. I have to supervise my students in the canteen, which is not professional (A13). On 
the other hand, very few academicians stated, “As this system helps save time for you and your family, this system should be 
continued (A14).” 

Discussion 

This qualitative study aimed determine the views of adjunct faculty members on flexible and precariat form of 
employment policies in higher education system in Turkey. In this research, some results were obtained. According to 
one of the results obtained through this research, the number of adjunct or part-time faculty members has been 
increasing at universities. Results show that the adjuncts or part-timers have some main basic motivations. One of the 
reasons is that they have insufficient to apply to an academic position in terms of their academic qualifications. As they 
cannot meet required qualifications to apply to full time faculty positions, they prefer to work as an adjunct or part-time. 
Another reason is that adjuncts or part-time academicians hope to save extra time to spend with their family and children. 
When they sign 3-4 day-basis contracts, they can spend some of their time with their own family and children. Some of 
them have infants to look after, and as a result of this form of employment, they can look after their children. A final 
reason is COVID-19 process and the anxiety concerns it brought to both their professional, personal lives and institutional 
working conditions. During the COVID-19 restrictions process, some universities limited full-time faculty positions, and 
preferred to employ part-time positions as it saves money. Some universities benefitted from COVID-19 process in order 
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to reduce the number of academic staff. They gathered tens and hundreds of students in an online class with limited staff. 
Personally, some faculty members preferred to work part-time or online instead of going to the campus as they have 
some health concerns. They did not want to get infected by a virus. Therefore, they wanted to work from home. According 
to Altbach et al. (2005) approximately 50 percent of the total faculty is adjunct faculty members. higher education 
institutions started to employ more adjunct faculty members for economic, social and personal reasons. When analyzed 
about who these adjunct faculty members are, it is understood that the majority of adjunct faculty members are position-
seekers at universities while some are retired academicians. For example, some position-seekers hope to develop 
network at universities once they complete their academic studies and after that they hope to get a full-time contract 
there. The retired ones are daily-based contract owners. They prefer to work 2-3 days and they want to spend other 
times with their families. Universities are hiring part-time faculty to teach the overcrowded, preparatory courses because 
senior faculty are less interested in teaching these lower level and crowded classes. These classes are considered to be 
available for part-time instructors (Caruth & Caruth, 2013; Halcrow & Olson, 2008). 

According to another result obtained from this research, although adjunct faculty members have the same rights 
academically and socially, when professional support is concerned, most participants stated that they are not treated the 
same as the full time faculty staff. For example, they are paid less comparing to full-time faculty and they do not have 
social security. It is considered that this may affect their sense of belonging and organizational commitment negatively. 
Sam (2021) proposed that their sense of belonging is affected negatively.  

Another point is that adjunct faculty members are not invited faculty meetings. They are even not informed about meeting 
results. This shows that adjuncts or part-timers are ignored at institutions. It may affect their motivation, sense of 
belonging negatively. In addition, results reveal that the professional development initiatives of adjunct faculty members 
are not supported. For example, when they wanted to participated in a conference, a training, they are not invited or 
financially supported while full-timers are supported. Adjunct faculty reported they did not perceive money for travel to 
conferences would improve their teaching. At this point, the institutions are alleged to prefer to invest full-time 
academicians. Also, adjuncts or part-timers are not provided research assistants and adequate resources. They are even 
not aware of the availability of campus services, and seldom participate in extracurricular student faculty interactions. 
Bergmann (2011) also found that the most adjunct faculty do not take part in support services. One-third of them 
reported that they do not have offices. On the other hand, it was discovered in this research that only two part-timers are 
happy with their current situations as they can have some time to do other activities themselves. Only, few part-timers 
stated that they had enough support regarding professional developments. Literature supports the finding of this 
research. For instance, Caruth and Caruth (2013) reported that adjuncts or part-timers receive little or no professional 
development opportunities as compared to their colleagues. Hence, Bergmann (2011) found that adjuncts asked more 
support. By being supported, they would be able to answer student questions better; they would feel more confident in 
their teaching. In a similar research conducted by Bergmann (2011) it was found that although part-time faculty are 
generally well-qualified to perform their duties, they are more weakly linked to their students, colleagues and institutions 
than full-timers.  

A further result shows that the adjuncts or part-time participants encounter financial problems, as they cannot get any 
pay during holidays. When they are not paid during summer time, they have difficulty to survive, and this leads to stress 
on them. Also, the adjunct faculty members complain about being discriminated as being part-time or full-time. Even 
their hospital visits result in loss in wages. The adjunct faculty members also experience some psychological problems 
as they are discriminated as full-time and part time faculty members. As a result, they start to lose respect to their work 
and students do not respect them accordingly. Moreover, adjunct faculty members do not have regular offices and they 
are not invited to meetings. As a result, they cannot cooperate with their colleagues adequately. In their study, Caruth 
and Caruth (2013) discovered that the average salary for adjunct faculty members is not enough to live on therefore, they 
are forced to eventually leave the profession.  

When influences of part time employment are concerned, while some participants find it administratively beneficial, 
some other academicians indicate its negative influences on an institution. Those who find it beneficial think that part-
time faculty have better performance in order to renew their contracts in the following year. However, those who indicate 
its negative influences reveal that students do not even attend to classes, and it affects educational process negatively. 
Furthermore, they cannot focus on their academic life. It is inferred from their statements that from time to time working 
as an adjunct faculty member affects their satisfaction and motivation negatively. According to Bergmann (2011) this 
kind of employment policy may create an erosion in terms of academic freedom and academic profession. Even though 
some part-time faculty members appear satisfied with their jobs, this form of employment may harm profession. In their 
research Leslie and Gappa (2002) revealed that as far as instructional methods are concerned there is no difference. 
However, adjuncts or part-time faculty members seem less committed, less accomplished, and less creative comparing 
to their full-time counterparts. It was also found that adjunct faculty members of this sample tend to satisfy students 
lower expectations. Similar results were obtained by Murray (2021). She found that academicians are attentive and 
receptive to the needs of the student, the instructor responds in such a way to satisfy the need or provides an alternative 
goal, and the student recognizes, or receives, in some way the efforts of the instructor to show caring.  



138  BALYER & TABANCALI / Flexible and Precariat Form of Employment Policy 
 

As far as future implications on part time employment type in higher education are concerned, adjunct faculty members 
hope to have better working conditions, full-time contracts, better salaries, support for professional development and 
equal rights. They want full-time contracts, as it is hard to survive and focus on academic studies when they have basic 
needs problems. They also want to be supported as well as full-time faculty members. They need to develop themselves 
but they may not have a chance to develop themselves when the institution does not support financially. The adjunct 
faculty members hope to have regular offices to supervise their students. As they do not have offices, they have to meet 
their students at canteens or cafes. As Lyons (1996) suggested adjunct or part-time instructors need more orientation 
regarding institution, institutional culture, classroom management skills, commitment. They also need ongoing 
professional development. Gelman et al. (2022) states that a multi-faceted approach that fosters adjunct inclusion, 
promotes professional development, and provides concrete resources to support teaching not only supports part-time 
faculty, but also serves students, the school, and, ultimately, the profession. 

Conclusion 

As a result of this qualitative research, it can be concluded that this form of flexible employment policy in higher education 
management field causes organizational, academic and personal problems for some reasons. As for organizational 
problems, it was found that this form of flexible employment causes to prioritize financial points of views rather than 
academic expectations. By employing adjunct and part-time faculty members, many institutions hope to reduce their 
institutional costs. However, this may lead to lower academic standards. In addition, regarding personal problems, 
adjunct faculty members and part-time faculty members are underpaid, overworked, ignored regarding their 
professional development. Their professional development needs are ignored and they are undervalued. As 
academicians, they need to follow new approaches but they are not supported in this manner. It was also discovered that 
students’ points of views are affected by these intuitional attitudes. As their contract renewal process heavily depends 
on student satisfaction, they may have a tendency to accept lower student outcomes to satisfy them. In this sense, 
students do not respect adjunct faculty members. It also reduces the status of academic work and it may influence 
academy in the long term. 

Recommendations 

As a result of the findings obtained from this study, it is recommended that this kind of employment policy should be 
reconsidered and full-time employment should be preferred. If they want to continue adjunct and part-time faculty 
members, their working conditions, and their rights should be improved. This research was conducted with a limited 
group of adjunct faculty members with a qualitative research method. Other researchers can conduct a similar research 
with a quantitative or mixed research methodology with more academicians. Also an international comparative research 
can be carried out to find out what the situation is in other country cases.  

Limitations 

As can be for all researches, this study has several limitations in terms of results transferability to the population. In the 
first place, the study group was composed of volunteer adjunct faculty members so they may not necessarily be 
representatives of other adjuncts in other higher education institutions. For this reason, the results can only be limited 
to the participants of this study. When inferring the results, researchers must be more careful. Secondly, the researchers 
consist of the main instruments of data analysis in this study. Therefore, the analyses and comments are a product of 
their own interpretations. This means that according to Bogdan and Biklen (2007) and Creswell (2007) other researchers 
may discover different features of importance with the same data sets Finally, even though the researchers purposed to 
interview equal genders, it was not possible as a result of the high representatives of male participants.  
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