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Objectives
At the end of the presentation, the learner will be able to:

1. Identify barriers for full-time faculty during doctoral education;
2. Discuss opportunities for full-time faculty to complete their doctoral 

studies;
3. Discuss factors that influence success for faculty in doctoral studies.



Grant Information & Acknowledgment

• Grant: Increasing the Supply of Qualified Nurse Faculty (ISQNF)

• Grantor: Maryland Higher Education Commission
• Nurse Support Program II; Grant #19-119

• Acknowledgment
Dr. Joel T. Jenne and Dr. Nancy L. Michelson served as external evaluators 
for the focus group portion of the study.



Towson University
• Public university in Towson, Maryland

• Part of the University System of Maryland

• Department of Nursing Students
• Undergraduate Pre-licensure: 353
• Associate to Bachelor: 431

• Articulation agreements with seven community colleges
• RN to BS: 29
• Master of Science: 34

• Department of Nursing Locations
• Towson – serving the Greater Baltimore area
• Hagerstown – serving Western Maryland
• Belair – Serving North East Maryland



National Nursing Faculty Shortage

• Increasing age of the population (Ricketts, 2011)
• Decreasing number of nursing faculty (AACN, 2017)
• Increasing age of nurses (average age 45) (Carnevale, Smith, and Artem, 
2015)

• In 2017-2017, nursing schools turned away 64067 qualified applicants 
because of faculty shortages (AACN, 2017).

• By 2022, 10,200 faculty will have retired and 34,200 faculty will be needed to 
meet the health care demand (NLN, 2013).



Towson University Department of Nursing

• Faced a shortage of doctorally prepared faculty
• Increased use of adjunct instructors to teach five didactic courses per semester
• Requirement for new full-time faculty positions is an earned doctorate
• Requirement for new full-time faculty positions is an earned doctorate
• Current full-time faculty (n=34)
• Degree Preparation: MS = 15, PhD = 15, DNP = 4



Barriers to Advancement and Retention of Faculty

• Lack of mentors and mentoring
• Limited career growth
• Lower salaries as compared to clinical careers
• Need for an earned doctorate to advance in academia
• Financial burdens
• Competing commitments such as work and family



Grant Requirements

• Group meetings a minimum of four times during the academic year
• Project director served as a mentor for students
• Faculty-scholars must maintain all service and meeting obligations
• Degree progress recorded every semester
• Completed one focus group at the end of year one



Sample of Seven Full-time Faculty

• Enrolled in doctoral programs and the grant.
• Grant funded one course-release per semester.
• Enrolled in two-three courses per semester
• Tuition funding through MHEC with service expectation after graduation.
• New, grant-funded faculty were hired to teach the courses from which the 
faculty in doctoral programs were released



Grant Faculty-Scholar Diversity and Experience
Six female, one male, three Caucasian, three African-American, 
one middle Eastern

Two had been faculty members for more than five years

Two had completed their first year

Others had completed between two-four years of full-time service



Year 1 Activities
• Quarterly meetings with the project director

• Faculty progress
• Academic issues such as advising
• Time management
• Specific course or project issues
• Any other topics the group wanted to discuss
• Practice demonstrations of doctoral presentations
• Group sharing

• Locations
• Meetings were on the main campus and two off-site restaurants

• Focus Group
• Final meeting included a focus group discussion/evaluation



Method

• One focus group conversation
• External evaluators
• Thematic analysis



Focus Group

• External Evaluators

• Dr. Joel T. Jenne and Dr. Nancy L. Michelson
• Prevented biased interpretations of the activities of the year
• Conducted during a regularly scheduled meeting of the group on campus
• Discussion was audio-taped and professionally transcribed prior to analysis
• Report provided to investigators



Theme Categories:
Opportunities and Challenges of Doctoral Studies





Capitalize on Reassigned Time
• Reassigned time helped faculty to have the time to:

• Attend classes
• Meet deadlines
• Attend conference calls
• Use uninterrupted time to focus on scholarly work
• Working on doctoral study in their offices with the doors closed
• Complete the doctoral degree – without the release, the degree would not have been 

possible

• Examples:
• "It allowed me to have time where I wasn’t at the university teaching but could literally go 

and sit in a classroom to receive my education. That’s the format that my studies are 
presented. The majority of the classes, I would say 95 % of the classes, are traditional 
classes where you’re sitting in front of the instructor, who’s lecturing."

• “Ability to manage time flexibly”
• “Working at home when possible”



Incorporate Material Learned into Instruction
Faculty were able to incorporate some information that they learned in 
doctoral studies into the undergraduate courses they taught. The application 
depended on the subject matter.

• “Was able to integrate topics or articles that I found in my study to enhance 
course content”

• “Found evidence-based practice is a priority and a must. Understanding that, 
it allows me to understand how we are teaching our students”

• Opportunity to learn current terminology
• “I didn’t know what I was missing until I went back to school”



Sources of Support for Doctoral Studies

•Family Support is ESSENTIAL!
•Gratitude for the understanding, encouragement, and assistance from their 
immediate family

•“You’ve got to have a family that’s willing to work with you…you have to 
have support.”

•Support from IQSNF Peers
•“We try to support each other through this… We share a comaraderie within 
this subgroup.”

•“More than the release time, the benefit of this grant is that you have a 
support group.”

•Group dynamics are very significant – “they get it.”



Support from the Grant and Beyond
•Support from Towson Doctorally Prepared Faculty

•Feeling that the doctorally prepared faculty had a wealth of knowledge that 
they were willing to share

•“Everyone has been very supportive from textbooks to looking over my 
work, to helping me figure out what type of study I was assessing.”

•Support from Mentor
•“How can I become a better educator?”
•“How should I go about that?”

•Department Chair
•Faculty praised the Chair's flexibility and sound advice



Opportunities and Challenges of Isolation

Isolation as an Opportunity
•Faculty needed to have the flexibility for work in isolation to complete 
assignments.

Isolation as a Challenge
•“I’m the only educator in my group. Our program does not focus on 
education at all.”



Better Understanding of the Roles of Doctorally 
Prepared Faculty

•Group members discussed the role of the terminal degree as an asset to the 
nursing profession’s place within the academic community and the community of 
health care providers

•Having a doctoral degree would give them “a seat at the table”
•“In order for me to have a voice…I would have to return to school and continue my 

education.”
•“Becoming a more effective educator”
•Gained a new awareness for a new educator to develop new habits of lifelong learning





Time Assisting New Faculty Who Were Taking Over
Their Courses

Faculty felt a professional obligation to assist the faculty teaching courses 
from which they had been released.

Such assistance included help with course materials, texts, and other 
activities. The issue is more challenging when a new adjunct is hired for 
the courses.

•“Everybody is still supporting them, answering questions, and answering 
them on whatever they need.”



Inadequate Course Release Time

• With full-time doctoral study and full-time teaching, a one course release 
cannot compensate for two full-time jobs.

• “While the course release is definitely beneficial…the amount of work in 
the doctoral program is greater than the course release.”



Conflicting Professional Priorities

•Conflicted feelings about working behind a closed door

•Faculty felt it was important to be available to students at times when they 
needed help.

•A more open-door policy was detrimental to managing time for doctoral work.
•In future semesters, faculty member will adopt a policy of closing the office 
door to complete doctoral work.



Conflicting Schedules in Student-Teacher Roles

•Semester where a required course in the program conflicted with a course that 
was required to be taught
•Conflicts add time to the doctoral program

•Faculty felt there was a lot of pressure from faculty in their doctoral programs.

•Faculty also felt that there more support from the peer group and the Towson 
doctoral faculty.



Department Chair Comments

• Faculty attending doctoral programs had questions about if release allowed 
them to be on campus less often.

• Faculty attending doctoral programs sometimes struggled with meeting all the 
expectations of school and work even with a course release.

• Courses from which faculty were released were taught by new hires funded by 
the grant. These new hires were not experienced faculty and therefore 
required mentoring which took Department resources.



Adjunct Faculty Education
• Further education and support for adjunct faculty are clearly needed.

• Efforts to address adjunct faculty preparation included:
• Partnership with Salisbury University's Faculty Academy Mentorship Initiative

• Provided resources and education for clinical faculty
• Multiple courses offered on the Towson University campus
• https://www.salisbury.edu/academic-offices/health-and-human-services/nursing/esfami-

academy/dates.aspx

• Creation of the Towson University Clinician to Educator: A Course for New 
Educators

• Provided resources and education for didactic faculty
• Inaugural course offered in January, 2020
• https://www.towson.edu/chp/departments/nursing/clinician-educator.html

https://www.salisbury.edu/academic-offices/health-and-human-services/nursing/esfami-academy/dates.aspx
https://www.towson.edu/chp/departments/nursing/clinician-educator.html


Limitations

• One sample (n=7);
• All participants work at the same northeastern United States public 
university;

• One male participant;
• Anonymity is a challenging issue with a small group



Future Opportunities

• Complete evaluations after years two and three of the grant.
• Follow the faculty after their graduation from doctoral programs.
• Design a study that includes faculty-scholars in multiple universities.



Conclusion
• Full-time nursing faculty returning for doctoral studies require:

• Family support
• Peer faculty support
• Course release time
• Financial assistance
• Time management skills
• Mentoring support for issues related to their programs

• Investments in faculty education increase the quality of education when faculty 
incorporate new evidence and praxis into their classrooms.

• Support for adjunct faculty is essential when adjuncts are hired for full-time 
faculty release.



Questions?

• Please feel free to contact us!
• Nikki Austin: eaustin@towson.edu
• Hayley Mark: hmark@towson.edu
• Kathy Ogle: kogle@towson.edu

mailto:eaustin@towson.edu
mailto:hmark@towson.edu
mailto:kogle@towson.edu


References
Allen, L. (2008). The nursing shortage continues as faculty shortage grows. Nursing Economic$, 26(1), 35-40.
Bittner, N. P., & O’Connor, M. (2012). Focus on retention: Identifying barriers to nurse faculty satisfaction. 

Nursing Education Perspectives, 33(4), 251-254.
Carnevale, A. P., Smith, N., Artem, G., & Georgetown University Center on Education and the Workforce. 

(2015). Nursing: Supply and demand through 2020. Georgetown University Center on Education and the 
Workforce.

Hinshaw, A. S. (2001). A continuing challenge: The shortage of educationally prepared nursing faculty. The 
Online Journal of Issues in Nursing, 6(1), 29-44.

Ricketts, T. C. (2011). The healthcare workforce: Will it be ready as the boomers age? A review of how we can 
know (or not know) the answer. Annual Review of Public Health, 32, 417-430. doi: 10.1146/annurev-
publhealth-031210-101227

Nardi, D. A., & Gyurko, C. C. (2013). The global nursing faculty shortage: Status and solutions for change. 
Journal of Nursing Scholarship, 45(3), 1-19. doi: 10.1111/jnu.12030

National League for Nursing. (2013). A vision for doctoral preparation for nurse educators: A living document 
from the National League for Nursing [PDF]. Retrieved from http://www.nln.org/docs/default-
source/about/nln-vision-series-%28position-statements%29/nlnvision_6.pdf?sfvrsn=4

Reid, T. P., Hinderer. K. A., Jarosinski, J. M., Mister, B. J., & Seldomridge, L. A. (2013). Expert clinician to 
clinical teacher: Developing a faculty academy and mentoring initiative. Nurse Education in Practice, 13, 288-
293. doi: 10.1016/j.nepr.2013.03.022


	Findings from a Program to Support �Full-time Nursing Faculty in �Doctoral Education
	Objectives
	Grant Information & Acknowledgment 
	Towson University
	National Nursing Faculty Shortage
	Towson University Department of Nursing
	Barriers to Advancement and Retention of Faculty
	Grant Requirements
	Sample of Seven Full-time Faculty
	Grant Faculty-Scholar Diversity and Experience 
	Year 1 Activities
	Method
	Focus Group
	Theme Categories:�Opportunities and Challenges of Doctoral Studies
	Slide Number 15
	Capitalize on Reassigned Time
	Incorporate Material Learned into Instruction
	Sources of Support for Doctoral Studies
	Support from the Grant and Beyond
	Opportunities and Challenges of Isolation
	Better Understanding of the Roles of Doctorally Prepared Faculty
	Slide Number 22
	Time Assisting New Faculty Who Were Taking Over�Their Courses
	Inadequate Course Release Time
	Conflicting Professional Priorities
	Conflicting Schedules in Student-Teacher Roles
	Department Chair Comments
	Adjunct Faculty Education
	Limitations
	Future Opportunities
	Conclusion
	Questions?
	References

