Chapter 1

INTRODUCTION

The Research Aim: Labour Flexibility 

The employment market and the nature of work have changed at an unprecedented rate since the beginning of the twentieth century.  This research focuses on one of the key changes: the growth of flexibility at all levels of work.  Labour flexibility emerged as a major issue in the 1980’s, as the Western European economies were forced to respond to increased global competition and change. Specifically, increased competition has placed emphasis on quality, customer responsiveness, innovation, and the reduction of the unit costs of products and services.  Increased market uncertainty means that organisations need to become more flexible in their response to external change agents.  In particular, they need to be able to vary the size and deployment of their workforces to meet demand as effectively and efficiently as possible. 

In order to provide adaptability to the market environment, Atkinson (1984; 1985) suggests that organisations move away from their traditional, hierarchical structure, towards what he terms ‘the flexible firm’.  Flexible firm theory disrupts the conventional notions of ways of working, such as employees having a job for life with one employer, and being engaged on work that does not change substantially over time; this new paradigm of work has become a reality. Atkinson identifies three main types of organisational labour flexibility: numerical, functional, and pay flexibility.

This research is concerned mainly with numerical flexibility: the use of temporary, short-term, part-time and/or other non-standard employment contracts to respond to fluctuations in customer demand. Such a strategy segments the workforce into a ‘core’ group of permanent workers and  ‘peripheral’ groups of temporary workers. This type of flexibility has been criticised by numerous writers (for example, Culley et al, 1999; Winfield et al, 2000) for treating peripheral workers as a commodity. Workers occupying peripheral jobs are depicted in the model as being semi-skilled and less critical to the organisation; they may, therefore, be laid off relatively easily since applicants with similar skills can be rehired quickly if necessary. Peripheral work is typically associated with low pay, poor terms and conditions and little job security, in comparison to the extensive investment in training and development and the provision of job security enjoyed by core workers. 

Atkinson and Gregory (1986, p. 13) predict that peripheral workers will be ‘exposed more and more to raw market forces’.  In other words, there will be a growing divergence in the work experience of core and peripheral workers in terms of pay and other benefits, access to training, career progression and employment security. However, while employers may gain in terms of cost-savings and the ability to respond to changes in markets and technology, the divergence of treatment between core and peripheral workers will be counterproductive in many cases; there may be negative effects on the employee, morale and job satisfaction, and hence productivity and quality of output.  The overall aim of this research, therefore, is to evaluate the benefits and limitations derived from peripheral employment and the perceived effects on hourly-paid employees. 

The Research Context: Flexibility in the Higher Education Sector
There is evidence of the increased use of flexible forms of labour on an international scale.  Across the European Union, the 1990’s saw a decline in the number of full-time, permanent jobs.  Part-time employment rose from 12.7% of total employment in the EU in 1985 to 16.9% in 1997.  Employment on fixed-term contracts rose from 8.4% to 12.2% of the total.  Moreover, a growing proportion of new jobs is both part-time and temporary (European Commission, 1999, pp. 46-47).

The UK has a relatively high proportion of part-time workers (24.9% of total employment), but is one of the lowest users of temporary and fixed-term contract workers in Europe (7.4% of total employment) (European Commission, 1999, pp. 46-47).  However, according to the National Association of Teachers in Further and Higher Education (NATFHE, 2001a), the further and higher education sector has the highest employment levels of part-time staff in the UK, (45%, a joint ranking with the hotel and catering sector). The Bett Report (1998) stated that 23,000 academic staff members in post-1992 Higher Education Institutions (HEI’s) are employed on part-time contracts, of which there are two types: fractional and hourly-paid. Fractional staff represent 15% of all part-timers in the sector; they are employed on a fraction of a full-time post and therefore are entitled to pro-rata pay, terms and conditions of service. Hourly-paid lecturers represent 85% of higher education (HE) part-timers; they are employed and paid by the hour, for a fixed term (usually contracted for a term or semester). Thus, the HE sector uses fixed-term employment contracts much more extensively than other organisations in the UK. This research investigates the application of the core/periphery model in the higher education sector.

The research uses Swansea Institute of Higher Education (SIHE) as a case study organisation. The business of SIHE is to provide facilities for the attainment of knowledge leading to Higher National, undergraduate, postgraduate and professional qualifications, which are available to a broad spectrum of students from a variety of locations. SIHE’s mission, aims and objectives may be seen in appendix 1. 

The Research Objectives
Managerial Perceptions of the Organisational Benefits and Limitations of Hourly-Paid Lecturing Contracts

The previously stable HE industry has become much more dynamic and competitive. In such an environment, HEI’s need to act strategically; to adopt flexible patterns of work that will facilitate the long-term achievement of organisational objectives such as cost-efficiency, innovation, customer responsiveness and quality.  However, and just as importantly, they need to treat all their employees fairly and to offer opportunities for staff to develop their careers (NATFHE, 2001c). Yet, the idea that British firms might be acting strategically in their changing use of labour has been viewed with scepticism. Culley et al (1999) believe it to be an ad hoc strategy of cost-minimisation based on cheap labour. Indeed, the Bett Report’s (1998, paragraph 217) reference to the use of flexible labour in HE states that:

‘Whilst [HE institutions] need to retain sufficient flexibility to react to changes …we believe that significantly more staff could be offered “permanent” contracts.’

There is an implication that HEI’s use peripheral workers simply as a cheap, exploitable resource, rather than as part of a long-term, strategic plan to meet customer demand better.  This research seeks to evaluate managerial perceptions of the organisational benefits and limitations of the use of hourly-paid employment contracts. 

Hourly-paid Lecturers' Perceptions of Differences in Employment Conditions for Core and Peripheral Lecturers
Much of the literature on organisational flexibility (Atkinson, 1984, 1985; Beardwell and Holden, 2001; Dex and McCulloch, 1997) describes numerically flexible jobs as those that are secondary to the primary purpose of the organisation, tending to require low skill levels ‘that are…not critical to organisational performance’ (Beardwell and Holden, 2001, p. 105). This is the view often put forward by employers to justify different treatment of the core and peripheral groups of workers. However, Culley et al (1999) report that, when non-permanent workers are employed, they are more likely to be employed alongside and in the same functions as the core workforce. The use of hourly-paid, fixed-term lecturers in HE corroborates this view.  HE lecturers are described by NATFHE (2001a) as the highest qualified workers in the UK economy (an average of seven years education within HE), with the vast majority of temporary staff employed on a regular basis, delivering substantially the same core function to customers as permanent staff.  Nevertheless, within HE, hourly-paid staff are treated differently from their permanent counterparts; they are lower paid, they receive no annual incremental progression, nor contractual benefits such as sick pay, holiday pay or redundancy payments. This research seeks to establish hourly-paid lecturers' perceptions of the differences between core and peripheral employment conditions. 

Hourly-paid Lecturers’ Perceptions of the Effects on the Peripheral Lecturer of Different Employment Conditions Compared with the Core Group 

Adams’ (1965) Equity Theory of Motivation suggests that the perceived inequalities between core and peripheral workers cause tension between employee groups and between employees and the organisation, thereby lowering employees’ commitment, morale and the motivation to perform well. Legge (1998) proposes that commitment in employees is generated by: the provision of employment security; opportunities for training and promotion; opportunities to exercise discretion, responsibility and control over work; and the involvement of employees in decision-making. Yet, Blyton and Morris (1993) contend that the majority of non-standard workers are disadvantaged in most of these respects compared with full-time, permanent workers, which is likely to undermine their commitment and hence performance. Mant (1995) describes the individual expectations and needs that are embedded within the ‘psychological contract’ between the employer and employee: the need for equity and justice; the desire for job security in return for loyalty to the organisation; and the need for fulfilment, satisfaction and progression. He suggests that non-standard contracts disturb the satisfaction of these needs, thereby lowering morale and performance effort. This research evaluates hourly-paid lecturers' perceptions of the effects on the peripheral lecturer of different employment conditions compared with the core group. 

This research, therefore, focuses on the following research objectives:

1. To identify Higher Education institution (HEI) managers' perceptions of the organisational benefits and limitations associated with the employment of hourly-paid lecturers.

2. To analyse hourly-paid HEI lecturers' perceptions of differences in contractual terms and workplace treatment experienced by core and peripheral lecturers.

3. To evaluate hourly-paid HEI lecturers' perceptions of the effects on the peripheral lecturer of different employment conditions compared with the core group. 

The research will result in a set of recommendations that minimise any adverse effects on the peripheral lecturer and the organisation. 

This research’s original contribution to knowledge

A search of the literature identified limited direct studies that have examined numerical flexibility in the HE sector.  Yet, the use of peripheral workers in the HE sector is markedly different from most other industries. First, HE institutions employ above the national average number of temporary workers. Second, and contrary to the concept of the core/periphery model, the lecturers are ‘professional’, ‘primary’ employees who contribute directly to organisational performance, rather than low-skilled, ‘secondary’ labour. This research, therefore, represents an original contribution to the knowledge of the management of core and peripheral workers in the professional context. Furthermore, this research integrates theory and findings from several areas of research, particularly numerical flexibility, theories of motivation, employee commitment and morale. The outcome of the research is an original set of recommendations aimed at minimising the adverse effects of hourly-paid employment contracts on the individual and the organisation. Although the recommendations developed from this research are intended primarily for those in the educational environment, they will be applicable in a variety of professional contexts.

This chapter has outlined some of the implications of non-standard contractual labour for organisations and individuals.  Chapter 2, the Review of Literature, explores the key themes. 

Chapter 2

REVIEW OF LITERATURE

This chapter reviews critically the published literature on the management and experience of the flexible workforce.  The literature sources include human resource management texts and journal articles, journals and organisations relating to higher education, governmental publications and Swansea Institute organisational literature.  The chapter is organised around four themes drawn from the objectives of the research:

· Organisational flexibility

· Organisational benefits and limitations associated with the employment of peripheral workers 

· Differences in contractual terms and workplace treatment experienced by core and peripheral employees

· Effects on the peripheral employee of different employment conditions compared with the core group 

Organisational Flexibility

Since the 1980’s, the environments of many organisations have become increasingly volatile.  Increased globalisation, and the associated intensification of competition, demands greater customer responsiveness from organisations, while low labour costs in the developing world create pressure to decrease costs.  Such environmental change presents two significant problems for organisations. The necessity to change products and services in response to changes in customer tastes, and to take advantage of new technologies is the first problem.  The second is to be able to respond rapidly to changes in the level of demand for products and services.  To address these two problems, the organisation needs to be flexible in two ways.  Rapid adjustment of products and services requires that staff be flexible about what is done.  To cope with changes in the level of output, however, usually requires a change in the number of people employed (Rollinson with Broadfield, 2002).

A structural remedy to address these problems is suggested in the ‘flexible firm’ model, first proposed by Atkinson in 1984. He identified three types of organisational labour flexibility: functional flexibility; numerical flexibility; and pay flexibility.

Functional flexibility is described by Atkinson and Meager (1986, p. 4) as the ‘firm’s ability to adjust and deploy the skills of its employees to match the tasks required by its changing workload, production methods and/or technology’.  In other words, functional flexibility broadens job boundaries and skills in order to improve productive capacity - sometimes called job extension or multi-skilling.  This type of flexibility is commonly used to address the first environmental problem identified by Rollinson with Broadfield (2002); multi-skilled employees are prepared better and more capable of producing new or changed products and services in response to customer needs and to use new technologies. Such flexibility, though, involves extensive investment in staff training and development to upgrade and maintain those skills.

Numerical flexibility is defined by Atkinson and Meager (1986, pp. 3-4) as the ‘ability to adjust the level of labour inputs to meet fluctuations in output’.  This is achieved by altering working hours or the number of workers employed by the organisation, often utilising part-time or temporary employment contracts in order to match supply with demand (Rollinson and Broadfield’s second environmental problem). Numerical flexibility may also take the form of distancing (or outsourcing): replacing employees with subcontractors or agency staff; when ‘distancing’, contracts of employment are replaced by contracts for performance or services.

Pay (or financial) flexibility which is described by Atkinson and Meager (1986, p. 4) as being ‘concerned with the extent to which a company’s pay and reward structure supports and reinforces the various types of numerical and/or functional flexibility which are being sought’, centres around the reward-effort bargain to be struck with the job holder. It is achieved using, for example, performance-related pay, gainsharing/profit-related pay or cafeteria benefits.
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While other types of labour flexibility have subsequently been identified, for example, temporal flexibility (Blyton, 1993), all extend or relate to the three original forms proposed by Atkinson in 1984.

The key supposition of the flexible firm concept is that the firm becomes more responsive to changes in its product markets if the workforce is structured into two main groups.  The first and primary workgroup consists of a relatively small but permanent group of core workers. As Beardwell and Holden (2001, p. 105) suggest ‘since core worker status applies mainly to those supplying firm specific skills’, they represent the most valued workers to the organisation. These skills are generally the result of extensive organisational investment in the training and development of core workers to achieve functional flexibility; the provision of job security and an attractive package of benefits aimed at retaining employees protect this investment. Core workers are traditionally employed on standard, full-time, permanent contracts, enjoying comparatively fair pay and benefits within their industrial sector.  In return, core workers generally show well-developed levels of commitment and loyalty to the organisation.

Up to three peripheral sub-groups of workers comprise the secondary labour market. They provide the numerical flexibility that allows the firm to match supply with demand, and are subject to variations in hours and employment status, perhaps through part-time, temporary, casual or fixed-term contracts. Beardwell and Holden (2001, p. 105) describe peripheral workers as those who ‘will supply skills that are easily obtainable in the external labour market, and their co-operation in the production process is not critical to organisational performance’. Since jobs occupied by this type of worker are depicted by the model as being semi-skilled or less critical to the organisation, characterised by little responsibility and low levels of discretion, they receive little training and their career prospects, pay, terms and conditions reflect their secondary importance to the organisation. These employees can be laid off relatively easily, since according to the model, applicants with similar skills can be rehired quickly if necessary. Peripheral workers have little job security, but act as a buffer between the core workforce and market fluctuations, thereby providing increased job security for the core.

Atkinson and Gregory (1986, p. 13) suggest that numerical flexibility amounts to:

‘a reorganisation of firms’ internal labour markets and their division into separate components, in which the worker’s experience and the employer’s expectations of him/her are increasingly differentiated’.

This implies that different human resource management (HRM) policies will be applied to different groups of workers within the organisation. This is reflected in the two distinct orientations to flexibility, expressed as the distinction between ‘hard’ and ‘soft’ HRM.  The ‘hard’ version favours minimising labour costs by varying the quality and quantity of labour inputs.  As Storey (1997, p. 6) argues, it emphasises the ‘quantitative, calculative and business strategic aspects of managing the headcount in as rational a way as for any other economic factor’.  The ‘soft’ version, in contrast, sees employees as active contributors to competitive advantage based on their capacities for innovation, problem solving and customer care.  In order to develop and foster these capacities, however, it is necessary to generate employee commitment through ‘communication, motivation and leadership’ (Storey, 1997, p. 6).  
Hard and soft HRM are combined in Atkinson’s model.  The model predicts that policies of co-option based on ‘soft’ HRM will be directed at the core workforce designed to foster loyalty, commitment and enhanced performance. Peripheral workers, conversely, will be presented with the ‘hard’ face of HRM: they will be treated as disposable resources, often employed under inferior terms and conditions compared with the core group. 

The model was conceived as a conceptual, theoretical framework, rather than as a prescription for success.  Nevertheless, since flexibility is seen as an essential ingredient of an organisation’s ability to weather market conditions, and has played a key role in the success of many Japanese firms, the model has become an important one that has an intuitive appeal for managers. Legge (1998) suggests that this appeal stems from the 1980’s, when, for example, Guest (1987) predicted that flexibility would improve organisations’ abilities to harness strategic integration, commitment and quality while Piore and Sabel (1984) imagined that flexible specialisation would result in policies of decentralisation, participation and involvement, and an associated high-trust ideology. Although much scepticism emerged in the 1990’s (for example, Garrahan and Stewart, 1992; Hunter et al, 1993; Hyman, 1991; and Pollert, 1991), it was not echoed by the bulk of the influential ‘excellence’ school of writers (for example, Peters and Waterman, 1982; Kanter, 1984; Wickens, 1993; and Handy, 1989). Rollinson with Broadfield (2002) suggest that the complete use of the core-periphery design has been a comparatively rare phenomenon, confined to about 10% of organisations; the majority of firms tend to use only selected elements from the model. At its conception, the flexible firm concept seemed most applicable to large manufacturing organisations, yet Mullins (2002) contends that the increase in the flexible labour force is particularly noticeable in service industries. Sinclair (2001) concurs, and adds that numerical flexibility generally, and fixed-term contracts specifically, are more prevalent in the public sector, as in HE. 
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Handy’s contention that each group of workers must be managed in different ways, yet as part of the whole, means that organisations incorporating the paradigm are not easy to run.  Nevertheless, firms have chosen to incorporate labour flexibility into their organisations because of the organisational benefits inherent in the paradigm.

Organisational Benefits and Limitations Associated With the Employment of Peripheral Workers

An external environmental analysis of the HE industry (appendix 2) reveals that the previously stable industrial environment has become more dynamic and competitive in recent years. In particular, the structure of the HE industry has changed immensely, as have the principles of funding; colleges now function as independent institutions on the basis of commercial principles, as students make higher contributions to the funding of their courses. In the academic year 2001-2002, there were more than 2.1 million students studying at higher education level, a 9% increase on 1997-1998  (Higher Education Statistics Agency (HESA), 2002).  This growth in student enrolments has created an opportunity for new entrants to penetrate the market. Further education (FE) colleges, instead of feeding students through to HE, have become direct competitors by providing HE courses. Indeed, in 2001-2002, 241,200 students (11% of all HE enrolments) enrolled on HE courses provided by FE colleges (HESA, 2002). The intense competition between HE providers has encouraged efficiency and an increased emphasis on the ‘customer’ rather than the ‘provider’. Students have become more ‘value’ conscious, partly because many are self-funding and are increasingly seeking flexible courses due to employment commitments. 

Essentially, student recruitment levels are uncertain, as are the courses that will be provided; the number of lecturing staff required, and the particular skills demanded of them, are therefore also uncertain. In such an environment, numerical flexibility facilitates organisational adaptability to change and customer responsiveness, as the HEI is able to respond more effectively to external pressures (such as the market system or economy) by hiring or firing peripheral staff. 

However, while external environmental factors undoubtedly influence short-term resourcing decisions, Winfield et al (2000) cite the argument of the Chartered Institute for Personnel and Development (CIPD) that an employer should use temporary contracts only where there is a clear link to longer-term business strategy and competitive advantage. While identifying the sources of competitive advantage as cost-efficiency, innovation, quality and customer responsiveness, Hill and Jones (2001) suggest that each of these 'building blocks' of strategy is grounded in the skills and capabilities of an organisation's human resources. 

The labour that an organisation employs is usually the most expensive item of its operating costs, so organisations are seeking to use their most expensive resource in ever more cost-effective ways.  Peripheral workers are perceived to be cost-effective because they are often lower-paid than their core counterparts; rates of overtime and other unit labour costs such as pension contributions, sick and maternity pay, and National Insurance contributions are reduced.  Discontinuous service (‘breaks’ between contracts) allows employers to hire and fire relatively easily without incurring redundancy costs; and firms are able to maintain tighter control of labour costs as a result of the market mechanism for peripheral workers (Winfield et al, 2000). 

Furthermore, the use of peripheral workers to match supply to demand improves the deployment of labour, reduces the risk of idle time and makes optimum use of the workforce. Most importantly, if non-standard employment contracts help to optimise unit labour costs, competitive advantage can be gained or sustained (Legge, 1998).  Yet, according to Winfield et al (2000), arrangements for the pay and conditions for different types of employment contract become complex and costly, as do the logistics of organising and communicating with the workforce. The costs of induction and the administration of the workforce also rise.  In addition, Cross (1989) argues that employers’ focus on cost minimisation reflects short-term expediency.  He suggests (p. 35) that although employing peripheral workers ‘may allow short-term savings to be made, long-term costs will probably exceed those of employing an equivalent number of permanent staff’.

Indeed, the idea that British firms might be acting strategically in their use of flexible labour has been viewed with scepticism.  A large body of research has found British management to be reactive and pragmatic in its approach to the management of employees (Hunter and MacInnes, 1991; Sisson and Marginson, 1995; Storey, 1992).  These characteristics have been attributed to a preoccupation with short-term financial pressures rather than longer-term plans (Blyton and Morris, 1993; Lane, 1995; Nolan, 1989; Sisson and Marginson, 1995). Winfield et al (2000) believe that employers have, on an ad hoc basis, exploited the opportunities in the labour market as a rationale for flexibility, rather than as a human resource centred or long-term business strategy – what Culley et al (1999) call a strategy of cost-minimisation based on cheap labour. 

Beardwell and Holden (2001) suggest that, from a radical perspective, the further segmentation of the workforce represents an extension of divide-and-rule strategies for extending managerial control and increasing the effective exploitation of labour. Yet, in contrast, McGregor and Sproull (1992) found no strong evidence to suggest that employers saw non-standard labour as a way of reducing wage costs by paying lower rates compared with permanent workers.  In most cases hourly rates of pay were the same for all workers.  This is not the case within HE. While peripheral lecturers are paid an hourly-rate of pay per teaching hour, core staff are salaried. 

A further benefit of numerical flexibility is that the ease of ‘hiring and firing’ peripheral staff encourages firms to employ more workers, stimulating a more active labour market, and the national economy. But Cross (1989) points to the fact that it is not as easy for firms to assess the reliability of this rapidly changing labour force, which might negatively affect the service delivery to customers.  

Winfield et al (2000) suggest that as peripheral workers act as a buffer between the core workforce and market fluctuations, positive motivational effects are experienced by the core workforce; increased job security, the extensive training they receive, and an improved employment relationship, results in reduced absenteeism and turnover of core staff.  On the other hand, they contend, the inferior conditions under which peripheral workers are often employed creates a climate of low morale and commitment, resulting in poor attendance, time-keeping and attitude. Perhaps more importantly, Winfield et al (2000 pp. 39-40) suggest that ‘employers may be recognising the disadvantages of employing a transient, poorly committed body of workers, particularly because of the impact on product and service quality’. In the last two decades, quality has become important in giving a competitive edge; indeed, in the service sector, it is said to be the most critical attribute (Easton, 1993, cited by Rollinson with Broadfield, 2002). This is particularly true within HE due to the competitive nature of the industry; quality standards and responsiveness to student needs are used as criteria for the selection of service providers. But, as Cross (1989) says, it is more difficult to monitor work quality and safety standards of peripheral staff. This in turn has a long-term negative impact on the firm’s reputation and profitability. Kodz, Kersley and Strebber (1998, cited by Winfield et al, 2000 pp. 39-40) describe the repercussions of employing peripheral staff as ‘increased employee absence and turnover; low employee morale, commitment and loyalty; lower productivity, performance and quality; greater risk of accidents.’

Clearly, organisations can gain many benefits by structuring towards the flexible firm paradigm, many of these benefits derived from cost-minimisation.  However, firms must recognise the negative effects that peripheral workers may experience, and as Burton (cited by Winfield et al, 2000, p. 55) says, ‘A business must have a conscience as well as a counting house’.  Business ethics and corporate governance have become major issues as companies find themselves under pressure to account publicly for their behaviour towards stakeholders. Treating stakeholders such as employees according to the deontological principles of fairness and respect, as well as the utilitarian cost-benefit analysis, enables the socially responsible firm to gain the trust, confidence and loyalty of customers, while demonstrating to other partners that they are a good firm with which to do business. Companies that cannot demonstrate transparent, ethically-informed dealings, especially in areas of public concern such as pay, run the risk of being passed over by customers, investors and potential business partners (Personnel Today, 1999). Companies must therefore pay attention to the needs of all workers, and recognise that employing peripheral workers under inferior conditions negatively affects the employee and may have detrimental effects on the firm.

Differences in Contractual Terms and Workplace Treatment Experienced by Core and Peripheral Employees
Atkinson and Gregory (1986) predicted a growing divergence in the work experience of core and peripheral workers. Subsequently, numerical flexibility has been criticised by numerous writers (for example, Culley et al, 1999 and Winfield et al, 2000) for treating peripheral workers as disposable resources, often employed under inferior terms and conditions compared with the core group. Indeed, NATFHE (2001c) contend that peripheral employment can result in the unfair treatment of these employees when compared to their permanent counterparts.

As workers occupying peripheral jobs are depicted in Atkinson's model as being semi-skilled and less critical to the organisation, they may be laid off relatively easily; indeed, peripheral work is typically associated with little job security in comparison to core workers. For those on temporary contracts there is the insecurity of contract renewal and the frustration that the conditions of contract renewal (faculty budgets, awarding of research grants, student enrolment numbers, etc.) are largely out of the employee’s hands (Legge, 1998). 

MORI opinion polls within the UK show that the proportion of people who feel secure in their jobs fell from 65% to 54% from 1990-1995 (Sparrow, 1998).  However, while Guest et al (1996) found evidence of a modest increase in security on average, deterioration was restricted to around 20% of employees who were less well-educated and in peripheral jobs.  Job tenure was around six years on average in the 1970’s, dropped to 4.5 years in the early 1990’s, and was around 5.5 years in 1997 (Smith, 1997).  

In accord with much of the literature (Atkinson, 1984, 1985; Beardwell and Holden, 2001; Dex and McCulloch, 1997), many employers justify different treatment of the core and peripheral groups of workers because their duties differ. Yet, Culley et al (1999) report that when non-permanent workers are employed, they are more likely to be employed alongside and in the same functions as the core workforce. The use of hourly-paid, fixed-term lecturers in HE corroborates this view. NATFHE (2001a) contend that the vast majority of temporary staff are employed on a regular basis, delivering substantially the same core function to customers as permanent staff. 

There is evidence to suggest that temporary work may be a stepping stone into permanent employment. Emmott and Hutchinson (1998) cite a study conducted by Atkinson and Rick (1996) which showed that a fifth or more of employers used temporary jobs as trials for permanent ones.  Brewster (1998) concurs, and contends that the growth of flexible working at a time of mass unemployment cannot be explained largely by supply-side factors.  He suggests the growth in flexibility has been driven by employer demands, not employee preferences.  As he says (p. 255): 

‘Flexible work is often low paid…The individual and the family bear the cost of not working on standard hours and contractual arrangements…many individuals and the families they support cannot be sure of employment much beyond the near future…Thus the ability to purchase goods on credit, to have bank loans, to arrange housing and to provide pension arrangements are all dependent…on having a full-time long-term job.’

Indeed, peripheral workers are often lower-paid than their core counterparts; rates of overtime and other unit labour costs such as pension contributions, sickness and maternity pay, and National Insurance contributions are often reduced (Blyton and Morris, 1993). Legge (1998) agrees, and adds that the vast bulk of all part-timers’ work is in the service sector, which, with few exceptions, is notorious for low pay. Within HE, NATFHE (2001c) contend, hourly-paid staff are treated differently from their permanent counterparts; they are lower paid, they receive no annual incremental progression, nor contractual benefits such as sick pay, holiday pay or redundancy payments. 

In addition, the temporary employee must bear the costs of unemployment if there is discontinuity between contract renewal or the securing of another job/contract with a different employer (Legge, 1998). Discontinuous service (‘breaks’ between contracts) often mean that peripheral employees are not eligible for redundancy payments.
Blyton and Morris (1993) propose that the majority of non-standard workers are disadvantaged in respect of opportunities for training and promotion in comparison to the extensive investment in training and development received by core workers. Legge (1998, p. 288) concurs and states:

‘Most part-timers in the private service sector are located in work classified as unskilled or semi-skilled.  Even in the public sector…part-timers tend to be clustered in the lower grades of such skilled and professional work as is available to them…Employers appear to regard part-timers as less suitable for promotion or for use in positions of authority’

This is certainly the case in HE, where it is impossible to achieve a higher-grade position without being permanently employed. Winfield et al (2000, pp. 39-40) cite Kodz, Kersley and Strebber (1998) who state that there are ‘reduced opportunities for job progression, career enhancement, promotion and training’ for peripheral staff.  The Employment in Britain survey (cited by Emmott and Hutchinson, 1998, p. 241) reveals that when asked to rate their work performance, part-time and temporary workers were much less likely than full-timers to rate themselves above average.  The evidence suggests that this is due to a lack of training – employers are less keen to invest in the training of employees who are unlikely to remain with the firm. Yet, Emmott and Hutchinson postulate that employees attach considerable importance to career development, which is adversely affected by a lack of training and security of employment. 
Those on temporary contracts generally have differential access to fringe benefits and employment opportunities than those on permanent contracts (e.g. no entitlement to sabbaticals) (Legge, 1998). Under the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000, part-timers, except those casually employed, must be treated no less favourably in their employment conditions than comparable full-timers (holiday and sick pay, pensions, etc.) Yet, this does not afford protection to the hourly-paid lecturers within HE, as they are deemed ‘casual’ workers due to discontinuous service, and the lack of an equivalent full-time comparator. 

Emmott and Hutchinson (1998, p. 240) suggest that, unsurprisingly, part-timers want to be treated in the same way as other employees. 

‘Basically, they want to feel part of the organisation, they want to see their contribution recognised…the challenge for managers is not to treat this particular group of flexible employees differently from others, but to treat them the same.’

Effects On The Peripheral Employee Of Different Employment Conditions Compared With The Core Group 
Numerical flexibility does provide some advantages to the peripheral worker and may have a positive impact on groups traditionally disadvantaged in the labour market.  For example, ‘family friendly’ working hours and part-time work may suit carers of the young and aged (Winfield et al, 2000), and provides opportunities for individuals to supplement existing family incomes (Brewster, 1998).  Indeed, Emmott and Hutchinson (1998) suggest that many people prefer to work part-time rather than full-time as they are less tired and are able to combine work with outside interests. The Labour Force Survey (Spring 2002) shows that 74% of part-time employees work part-time because they do not want a full time job (compared to 62% in 1984) and only 8% do so because they cannot find a full-time job.  In contrast to part-time work however, many temporary workers do not take this type of work out of choice but do so because there is no permanent work available.  In the spring of 2002, according to the Labour Force Survey, about 27% gave this as a reason, compared to 24% in 1990.

There is, however, evidence that flexibility has not meshed easily with equal opportunities. Dex and McCulloch (1997) claim that numerically flexible jobs reflect gendered patterns of discrimination because they are occupied disproportionately by women.  Winfield et al (2000) estimated that by 2002 over 40% of employed work would be part-time, and that women would fill 86% of those jobs. There is a suggestion that men are not willing to apply for jobs in the expanding service sector because they perceive them to be low paid ‘women’s work’ (Legge, 1998).  Winfield et al (2000) cite research from the Equal Opportunities Commission and the Department for Education and Employment which showed that part-time work is taken up by women in their middle working years (when earning potential is generally highest). Conversely, men adopt part-time working when they first leave school (when earning potential is generally lower), or are close to retirement (when earning potential has been realised). The implication, then, is not only that over the ‘career lifespan’ men will earn more than women, but also, that women’s opportunities for career progression will be limited. Career advancement tends to take place before and during the crucial middle years, but far less so for part-time workers. 

Kodz, Kersley and Strebber’s report (cited by Winfield et al, 2000, pp. 39-40) outlines further repercussions for peripheral staff:

‘enhanced health risks for employees; detrimental effect on the family and social life of employees; and risk of alienation from work colleagues.’
Clearly, there are business reasons, mainly based on cost, for the different treatment of core and peripheral workers, some of which can benefit employees. As Legge (1998) says, if non-standard employment contracts help to optimise unit labour costs, competitive advantage can be gained or sustained, and with it stable or increasing employment levels which benefits employees as a category, if not individually. Furthermore, she adds, if employing part-timers is a strategy to avoid redundancies, it may have positive advantages for those who might otherwise be unemployed.  Under most other circumstances though, she argues, temporary employment has little to recommend it from the employee’s perspective - many part-time and temporary employees are perceived to have second-class employment status. She cites (p. 290) the more forthright view of Purcell and Purcell (1996):

‘There is a close relationship between E and F in the alphabet.  E is for exploitation and F is for flexibility.’

Winfield et al (2000) contend that the inferior conditions under which peripheral workers are often employed create a climate of low morale and commitment which affects employee performance. Poor employee performance has a negative impact on the quality of the product or service delivery, adversely affects the firm’s reputation with customers, and hence reduces profitability. The dilemma for the firm, then, is to ensure that the benefits gained from numerically flexible employees are not offset by the poor employee performance typically associated with the working conditions and treatment received by peripheral workers.

Productivity through people has been strongly linked with arguments about the performance of so-called ‘excellent’ companies (Goldsmith and Clutterbuck, 1984; Peters and Waterman, 1982).   Moreover, the drive for cost efficiency, coupled with a desire to cultivate customer loyalty, has introduced an emphasis on ‘quality’ of output as much as quantity (Rollinson with Broadfield, 2002).  These features not only require new employee skills, but also increased levels of willingness, flexibility and commitment.  Thus, most of the new people management initiatives emphasise methods such as teamworking, empowerment and employee involvement.  The aim is usually to mobilise the skills, motivations and commitment of employees to enhance operational effectiveness.

However, people usually join an organisation to satisfy their own needs and wants; by understanding what motivates people, managers hope to be able to control work performance so that employees work harder and more willingly. 

	Figure 2.3:                               Basic Motivation Process
Source: Adapted from Rollinson with Broadfield, 2002, p. 198

	



Figure 2.3 shows the basic process of motivation as posited by Rollinson with Broadfield (2002, pp. 198-201) and expresses the idea that ‘motivation is an inner mental state that prompts a direction, intensity and persistence in behaviour’. Needs and expectations of work are highly individualised and consist of the desire to obtain some combination of extrinsic and intrinsic reward.  Extrinsic rewards are those tangible benefits such as pay, fringe benefits, pensions, conditions of work and security that individuals receive from the organisation in return for their efforts.  Intrinsic rewards are the psychological rewards within the individual that come from the experience of work, such as sense of achievement, appreciation and recognition of effort. Intrinsic motivation is generally assumed to be the more powerful driving force and so relying on extrinsic motivators alone seldom results in motivated employees. 

Theories of motivation tend to be divided into content and process theories; the former focus on what motivates while the latter focus on how people are motivated - the psychological processes involved.  Early content theorists such as Taylor believed that employees were motivated primarily by money. However, as Schein (1965, p. 49 cited by Marchington and Wilkinson, 1996) critiqued: 

‘If employees are expected to be indifferent, hostile and only motivated by economic incentives, the management strategies used to deal with them are likely to train them to behave precisely in this fashion’.

The human relations movement, conversely, suggested that the giving of respect, recognition for work, and opportunities for involvement motivated employees. Both of these early approaches have been criticised for their ‘one best way’ approach. In the 1940’s, Maslow’s approach to motivation, rather than identifying a single source of motivation, suggested that there are five hierarchical levels of need, (figure 2.4), which people climb from bottom to top, satisfying each level of need before moving on to the next.  The message to managers is that having satisfied workers’ physiological, safety and social needs, motivation comes from opportunities to achieve the higher order needs. However, it is apparent that on the same day, employees may demand more money, say, but also more satisfying work, and are thus operating at more than one level of the hierarchy at one time.

	 Figure 2.4:              Maslow’s hierarchy of needs (1945)
                                                                 Adapted from Naylor, 1999, p. 544

	



Herzberg (1974) identified two different groups of factors that affect motivation at work. Hygiene factors, mainly extrinsic rewards such as pay, working conditions, and company policy, prevent dissatisfaction but do not promote satisfaction even if provided in abundance. The key point is that hygiene factors must be up to expected levels: unless the hygiene factors are satisfied, motivators are of little use. The motivators, mainly intrinsic rewards such as achievement, recognition, advancement and the work itself, push the individual to greater performance. Although criticised by Rollinson with Broadfield (2002) because the sample was confined to professional employees, Herzberg’s research is particularly applicable to this study.

Process theories of motivation, conversely, explore the crucial issue of individual differences. Vroom's (1964) 'expectancy' theory describes how employees assess the probability that particular actions will result in desired outcomes; if the reward is perceived to be unavailable, the employee might experience frustration and its associated negative responses.  Similarly, the premise of goal theory (Locke, 1968), is that people's goals play an important part in determining behaviour. If the employee perceives the goal to be blocked, that is, impossible to achieve, work performance will suffer over the longer-term. The implication is that employees must have visible confirmation that the goal is achievable, thereby motivating them to work to the best of their abilities.

Adams' (1965) equity theory describes the employment relationship as an exchange process in which the employee compares his or her work/reward exchange with the work/reward exchange of others.  Where negative inequities are perceived, and rewards are not increased, the employee will reduce the amount or quality of work input into the exchange to restore equity; managers must pay attention to employees' perceptions of what is fair and equitable (Mullins, 2002).  Adams’ (1965) work is substantiated more recently by Geary’s (1992) study. Geary found that the use of temporary staff in core functions (as in HE) led to comparisons between permanent and temporary workers, which generated feelings of inequity and vulnerability. The perceived inequity caused tension, resentment and conflict not only between the employees and the organisation, but also between the core and peripheral employee groups.   Secondly, Geary’s study found that employing temporary workers on inferior terms and conditions undermines the credibility of management’s claim to be following enlightened HRM policies for all workers, and damages employee relations.  In particular, concerns were expressed that temporary staff were inhibited from speaking out or expressing dissatisfactions, believing that it ruined their chances of gaining permanency.

Tampoe (1994, cited by Mullins, 2002), suggests that the motivation of knowledge workers, such as lecturers, is dependent upon: task competence; peer and management support; task and role clarity; and corporate awareness.  The challenge to management is to ensure the effectiveness of the four variables and to recognise the need for knowledge workers to manage themselves, and the wider rewards they expect.

Given the power held by the operating core in universities (Mintzberg's, 1979, professional bureaucracy), the lecturer controls his or her own work; as the organisation cannot control its workers, it must gain their commitment to work towards the organisation's goals. As Guest (1987, p. 513) says, 'committed employees will be more satisfied, more productive and more adaptable' and will go 'one step further' (Legge, 1995, p. 174). Legge (1995) describes commitment in employees as involving loyalty to the employing organisation, a belief in the values and goals of the organisation, and a willingness to supply high levels of effort. She suggests that commitment is generated by: employment security; opportunities for training and promotion; opportunities to exercise discretion, responsibility and control over work; and involvement in decision-making.  The majority of temporary workers are disadvantaged in most of these respects compared with permanent workers. Guest (1998) cites Ouchi (1980) who noted that the use of long-term contracts by the Japanese led to high levels of commitment and trust - a ‘clan’ culture where employees identify strongly with the organisation.  Guest (1998, p. 45) concurs when he states that:

‘an organisational culture designed to elicit high commitment to the organisation, is the most advanced, the most sophisticated and the most efficient basis for organising and for eliciting high performance from employees.  It is based on concepts of reciprocal commitment and high trust.’

It is the reciprocity that is important; fixed-term or casual contracts imply little organisational commitment to the individual employee. Such a fixed-term ‘contract culture’ (Guest, 1998, p. 45) contributes to the fragmented employment trend, where employees view their interaction with the organisation purely as a short-term transaction before they move on to the next employing organisation; this results in a withdrawal of loyalty, commitment and effort. 

There is, therefore, a shift in the trust/commitment continuum in a generally negative direction; employees respond to the increasingly limited offer of employment for life and career development, by themselves withdrawing down the trust-commitment scale.  Herriot, Manning and Kidd (1997) found that the employment relationship becomes more explicitly transactional and contractual in order to buy-in commitment where it matters, and the organisation experiences a higher proportion of dysfunctional behaviour. Indeed, Hunter and MacInnes, (1991, 1992) found that some organisations abandoned the use of fixed-term contracts because the initial cost savings from hiring temporary workers were seen to be outweighed by additional costs arising from lower commitment.   Yet a review of recent evidence presents a conflicting picture.  Many employees still claim to be committed to their organisation. Sparrow (1998) cites CIPD research that found that 77% of employees feel a lot or some commitment to their organisation. Emmott and Marchington (1998, p. 240) also cite CIPD survey research which found that: 

‘Only one in four respondents claims to be more committed to life outside work than to work. One in four employees had little or no trust in their organisation to keep its promises or commitments.  Interestingly, the attitudes of temporary workers were generally as positive as those of other employees, suggesting that such employees do not feel themselves to be a particularly disadvantaged group’.

If employers wish to develop employee trust and confidence, they need to take seriously the whole issue of communication: sharing information about business strategy and its implications for employees, placing an increased emphasis on employees’ contributions through involvement and teambuilding, in the interests of improving business performance. The significance of collective bargaining has been substantially lowered due to reduced perceived benefits of trade union membership, which might be expected to increase employees’ identification with the employer (Emmott and Marchington, 1998).  This may apply only to permanent workers, however; temporary workers may be in too precarious an employment position to negotiate individually improved contractual terms and conditions.

Argyris (1960) and Schein (1988) contend that the contractual relationship between the employer and employee can be described not only as a legal employment contract but also a psychological one. Sparrow and Marchington (1998) portray this ‘psychological contract’ as an unwritten, reciprocal agreement about the obligations between the individual and the organisation; what each will give to, and expect from the employment relationship. Schein (1965) typifies these obligations as hard work, trustworthiness and loyalty on the part of the individual, with the employer providing fair terms and conditions, job security and fair treatment (including prospects of financial and career advancement). Although Schein’s typology may now seem dated, and while it is recognised that the nature of work is rapidly changing in the new millennium, Winfield et al (2000) contend that many of the reasons why people work, and the rewards they seek in employment, remain unaltered. Yet, the psychological contract has undoubtedly changed.  Sparrow and Marchington (1998) cite the Conference Board (1997) report which found that 67% of organisations surveyed acknowledged that their psychological contract with employees no longer promised a secure job in return for dedicated service, with the majority of firms perceiving a trust gap and low employee morale.  Winfield et al (2000, p. 38) cite research by Kessler and Undy (1996) which showed that there was a profound feeling among individual respondents that employers had reneged on the psychological contract.  

The consequence of job insecurity is the movement of individuals more regularly and rapidly between different jobs; as a result a new psychological contract has emerged that emphasises the notion of ‘employability’. Indeed, Ghoshal and Bartlett (1995, p. 2) suggest that this new ‘moral contract’ stresses the provision by the organisation of learning and training that is supported and accredited in ways which promote portability, enhancing the employee’s future employability.  However, peripheral workers are the employment group with the least job security, that is, who are most likely to have to move jobs, yet they are far less likely to receive the training and development that will enhance their employability. Furthermore, Sparrow (1998) cites recent research by the CIPD which suggested that employers who felt they had developed a new psychological contract with their employees were deluding themselves.  Employees did not believe in the ‘new deal’, saw it as one sided in terms of the amount of influence they could exert, and wished they could move but felt that they would not have the opportunity to do so.  Moreover, Sparrow cites Pascale’s (1995) contention that only around 10% of the workforce have the necessary traits of entrepreneurship and self-motivation deemed necessary for the new employability-based psychological contract.  The risk for employers is that the least flexible, innovative and committed employees will be the ones left after those best suited to the more precarious contract culture have left.

Herriot and Pemberton (1995) argue that a new psychological contract must be negotiated, explained, and ‘sold’ to the workforce because workers are now cynical about each new management ‘fad’. In most successful examples, fair rewards and incentives, both financial and career-related, have supported the change.  Contractual terms and conditions must reflect the individual needs of the employees; inclusion of collaborative systems of quality management, defined job security, involvement in key decision-making and effective two-way communications are critical.

The problem for organisations is that the benefits they offer have not kept pace with expectations and consequently a deterioration in the quality of psychological contracts is predicted. Good contracts result in more committed, motivated and trusting employees, which means that strategic change can be delivered without high indirect costs.  Although good contracts do not automatically result in superior performance, poor contracts do act as demotivators and are reflected in higher withdrawal behaviours (lower commitment, higher absenteeism and turnover). Yet, Guest et al (1996) have questioned evidence for any sustained relationship between the state of the contract and performance.

NATFHE (2001a) suggests that the trend to ‘casualisation’ is undermining the status of the lecturing profession, weakening employee morale. Mant (1995, p. 48) contends that inequitable treatment, job insecurity and the unfulfilled needs for satisfaction and progression that peripheral workers often experience, also negatively affect morale which he describes as: 

‘the satisfaction that is obtained from what you do (the job itself), enjoying the people you are working with (the work group), trusting the people you work for (management practices) and, finally, economic rewards’.

Non-standard contractual arrangements disturb these satisfactions. Indeed, Greenlaugh and Buch’s (1990, pp. 431-44) ‘threat rigidity’ thesis suggests that the outcome is bound to be fear. Fear, in turn, influences the behaviour of employees, who revert to the safest, narrowest, and most conservative modes of behaviour available to them, rather than innovation for competitive advantage.  Yet MacLachlan (1998a) cites Hamel (1999a, p. 10) who proposes that continuous innovation is the only way for organisations to maintain competitive advantage. But, Hamel adds, the UK education system has largely failed to develop the required talent for innovation and entrepreneurship. Approaches are becoming obsolete and counterproductive and that ‘those who live by the sword…will be shot’. Hamel (1998b, p. 16) argues that innovation is seen as something that is occasional, and is delivered by visionaries, and that ‘we need to move from innovation as serendipity, or as the product of visionaries, to innovation as a deep capability [of organisations] – a product of activists’. 
CIPD survey research has produced some compelling evidence that effective people management is the key to competitive advantage, increased productivity and profits (McClelland, 1994; Griffiths, 1999).   Furthermore, a healthy psychological contract between employer and employee is vital to enhance performance; the biggest single influence on the psychological contract is the adoption of progressive people management policies (Griffiths, 1999).  Therefore, gaining employee motivation, commitment and high levels of morale through the psychological contract is crucial in maintaining a climate in which the organisation can flourish.

This chapter has reviewed critically the secondary literature pertaining to the objectives of this research. The next chapter, Research Methodology, describes the process of primary research undertaken, and the rationale for the research methods selected. 

Chapter 3

RESEARCH METHODOLOGY

Research is defined by Hussey and Hussey (1997, p. 1) as ‘a process of enquiry and investigation [that]…is systematic and methodical…[and] increases knowledge’. Research methodology refers to the research process, the procedural framework within which the research is conducted.  This methodology is defined by Leedy (1989, cited by Remenyi et al, 1998, p. 28) as ‘an operational framework within which the facts are placed so that their meaning may be seen more clearly’. Hussey and Hussey (1997) contend that it is vital to select the most efficient ways to collect, analyse and present data whilst maintaining academic rigour. This chapter, consequently, describes and justifies the research design, data collection tools, the research process, and data analysis techniques employed to achieve the research objectives:

1. To identify Higher Education institution (HEI) managers' perceptions of the organisational benefits and limitations associated with the employment of hourly-paid lecturers.

2. To analyse hourly-paid HEI lecturers' perceptions of differences in contractual terms and workplace treatment experienced by core and peripheral lecturers.

3. To evaluate hourly-paid HEI lecturers' perceptions of the effects on the peripheral lecturer of different employment conditions compared with the core group. 

Research Design

A phenomenological research philosophy was adopted for the study as there was a necessity to discover what Remenyi et al (1998, p. 35) call ‘the details of the situation to understand the reality or perhaps a reality working behind them’.  This is vital in the ever-changing world of business organisations, in which the circumstances of today may not apply in the future. The phenomenological paradigm ‘is concerned with understanding human behaviour from the participant’s own frame of reference’ (Hussey and Hussey, 1997, p. 52). Such a paradigm tends to produce rich and subjective ‘qualitative’ data, appropriate for the exploration of participant perceptions of worker equity and the effects on the individual and performance. As the overall aim was to evaluate the benefits and limitations derived from peripheral employment, and the perceived effects on the employee rather than simply describing the characteristics of the issues, the research had an ‘explanatory’ purpose (Hussey and Hussey, 1997). The logic of the research approach was ‘inductive’ - the extension and development of existing theory, but within a new context. Easterby-Smith et al (2002) suggest that the inductive approach is most appropriate when the study involves qualitative research; it also facilitates the use of a variety of data collection methods to establish different views of phenomena. The inductive approach also emphasises: a close understanding of the research context; a realisation that the researcher is part of the research process; an understanding of the meanings humans attach to events; and less concern with the need to generalise (Saunders et al, 2000).

This research used a ‘case-study’ strategy. Eisenhardt (1989, p. 534) refers to a case study as ‘a research study which focuses on understanding the dynamics present within a single setting’, while Robson (1993, p. 40) adds that it allows ‘the development of detailed, intensive knowledge about a single “case”’. A number of the characteristics of case study research made it an appropriate method for this study: the research aims not only to explore certain phenomena, but to understand them within the particular HE context (Morris and Wood, 1991); the study focuses on a single unit of analysis, SIHE, with a view to obtaining in-depth knowledge (Hussey and Hussey, 1997); the research uses multiple methods for collecting data which are both qualitative and quantitative (Yin, 1994). 

As with most phenomenological approaches, the reliability of case studies may be low and the validity high. The case study approach captures the essence of the phenomenon and extracts data that is rich in explanation and analysis, consequently validity, the extent to which the research findings accurately represent what is really happening in the situation, is high under such a paradigm. The criterion of reliability may not be given so much status when using a case study strategy, because it is not important whether qualitative measures are reliable in the positivistic sense, but whether similar observations and interpretations can be made on different occasions and/or by different observers (Hussey and Hussey, 1997). 
The population for this study was all temporary (fixed-term), hourly-paid lecturers in UK HEI’s – The Bett Report (1998) estimated that there were 23,000 such employees.  The sample for the study was all fixed-term, hourly-paid lecturers within the case study organisation - Swansea Institute of Higher Education (SIHE) - which in the academic year 2001-2002 employed 75 fixed-term lecturers. This organisation/purposive sample was chosen on the judgmental basis of accessibility and convenience, and within the restraints of cost and time. Hussey and Hussey (1997) contend that it is not essential to find a representative case where statistical generalisations will not be attempted, i.e. to show that the sample represents a larger population.  However, a theoretical generalisation may be attempted, where the flexibility theory applied in HE can be generalised to other professional contexts.  As Remenyi et al (1998, p. 168) contend, case studies ‘can be generalisable and used to develop theoretical propositions, even if they do not represent a subsample of a particular population’. Furthermore, fixed-term contractual terms and conditions within HE are relatively homogeneous; the cluster of lecturers within the case study organisation should receive similar treatment to lecturers in other HEI’s.  Thus, purposive sample selection bias is minimised. 

Data Collection Methods

Eisenhardt, 1989, (p. 534) argues that it is best to:

 ‘combine data collection methods such as archive searching, interviews, questionnaires and observations.  The evidence may be qualitative (e.g. words), quantitative (e.g. numbers) or both’.  

Therefore, methodological triangulation - using both quantitative and qualitative methods of data collection in the same study - was used to overcome the potential bias and sterility of a single-method approach. The objectives of the study were met with the following methods:

Objective One: To identify HEI managers' perceptions of the organisational benefits and limitations associated with the employment of hourly-paid lecturers.
Secondary data pertaining to the research topic was obtained through a literature review of academic texts, journals and published statistics, and a review of SIHE’s policies, procedures and organisational literature pertaining to the research topic. To identify the corporate viewpoint, semi-structured, in-depth interviews with managers were selected, which, as advocated by Wass and Wells (1994, p. 34), enable the interviewer to ‘validate, clarify and explore the themes that emerge…’, ‘in order to understand the relationships between variables’ (Saunders et al, 2000, p. 245). Although time consuming, an interview was the most advantageous approach to attempt to obtain data as the questions were complex and open-ended, and the order and logic of questioning needed to be varied (Easterby-Smith et al, 2002; Healey, 1991; Jankowicz, 1995). Furthermore, as Saunders et al (2000) and North et al (1983) contend, managers are more likely to agree to be interviewed, rather than complete a questionnaire, especially where the interview topic is relevant to their own work. 

Objectives Two and Three: To analyse hourly-paid HEI lecturers' perceptions of differences in contractual terms and workplace treatment experienced by core and peripheral lecturers. To evaluate hourly-paid HEI lecturers' perceptions of the effects on the peripheral lecturer of different employment conditions compared with the core group. 

Secondary data pertaining to the research topic was obtained through a literature review of academic texts, journals and published statistics, and a review of SIHE’s policies, procedures and organisational literature. To obtain hourly-paid employees’ attitudinal data, questionnaires were selected as the most appropriate data collection tool. A questionnaire is defined by Hussey and Hussey (1997, p. 161) as: 

‘a list of carefully structured questions, chosen after considerable testing, with a view to eliciting reliable responses from a chosen sample.  The aim is to find out what a selected group of participants do, think or feel’.  

While not normally associated with the phenomenological paradigm, questionnaires allow standardised questions that will be interpreted in the same way by many respondents, vital criteria for this research as it assesses perception and strength of attitude (Easterby-Smith et al, 2002). Furthermore, the inclusion of open-ended questions provided rich qualitative data. While the careful design of questions, layout and steering information is crucial to maximise reliability, questionnaires are cheaper and less time-consuming to administer than conducting interviews, and, therefore, more appropriate for the relatively large sample size (Saunders et al, 2000). 

The Research Process
All 75 fixed-term lecturers within SIHE were surveyed via postal questionnaires. To ensure compliance with the Data Protection Act 1998, the Personnel department of SIHE attached the address labels of envelopes, and mailed them directly.  Secondary data collected in the review of literature informed the content of the questionnaire to ensure its validity. The questionnaire contained a mixture of open- and closed-ended questions (70 in total). Fifty-three closed, ordinal scale questions (e.g. the Likert scale) were designed to discover quantitative data regarding temporary employees' perceptions of the treatment they receive from the organisation compared to permanent lecturers.  This contextual data helped establish the types of issues that are seen to be important.  Five open-ended questions allowed the respondents to comprehensively explore these themes or introduce new themes for discussion - qualitative data. To compare the attitudes of different employee groups, 12 closed, nominal or interval, classification questions that asked about the respondent’s age, gender, length of service, etc., were included. The questionnaire was piloted to six fixed-term lecturers at HEI’s other than SIHE, as advocated by Fink (1995). The pilot questionnaire may be viewed in appendix 3.  Using Bell’s (1999) framework, each lecturer was invited to comment on the pilot questionnaire in terms of: completion time; clarity of instruction; unclear or ambiguous questions; ‘sensitive’ questions; major omissions; and layout.  The questionnaire was then revised in accordance with the comments received – see appendix 4.  To minimise cost and effort of response, the revised questionnaires were distributed by external mail and returned via internal mail. An explanatory letter was incorporated into the questionnaire to explain the purpose of the survey and highlight the importance of the individual’s contribution. This stimulated interest and participation, and helped overcome the low response rate associated with postal questionnaires. To further minimise non-response bias, as promoted by Wallace and Mellor (1988), ‘reminder’ letters requesting questionnaire return were issued two weeks after initial questionnaire distribution. The survey response rate was 56%.

Due to the time-consuming nature of depth interviews, and the limited time available for the study, five respondents at managerial level were selected for interview. The sample was selected on a purposive, judgmental basis, first to ensure that each faculty/function was knowledgeably represented by a manager directly involved in the recruitment and management of staff, and second, based on the accessibility of interviewees'.  It is recognised that interview data cannot be used to make generalisations about the entire population where it is based on such a small and unrepresentative sample (Yin, 1994).  However, the value of using this research method ‘is derived from the flexibility that may be used to explore the complexity of the topic’ (Saunders et al, 2000, p. 251). An interview schedule (appendix 5) was devised containing a list of themes and questions to be covered, although respondents were encouraged to lead the discussion into areas not previously considered, but which are significant to the phenomenon under investigation.

To ensure reliability and minimise subject error within the study, questionnaires were distributed at a neutral midweek time and interviews were scheduled at the interviewee's convenience.  To avoid subject bias and encourage honest responses, confidentiality of the study’s participants’ responses was guaranteed. Incorporating a degree of structure to the questionnaire and interview schedule reduced interviewer error.  Finally, to minimise interviewer bias, all interviews were taped and/or transcribed, with the transcripts returned to the interviewees for corroboration and/or amendment.  Furthermore, as the case study combined methodologies, and the conclusions were the same, there is greater validity and reliability than a single methodological approach (Denzin, 1970).

The informed consent of SIHE senior management was obtained prior to the commencement of the study.  The informed consent of the lecturers in the sample group was sought at the time they were approached to participate in the study.  All data was treated in a way that protected the confidentiality of the lecturers involved.  Number coding, rather than participant names, was used during the gathering and processing of questionnaires. 

Data Analysis








Quantitative questionnaire data was computer analysed using SPSS (Statistical Products and Service Solutions) for Windows. The data was entered as a data matrix, in which each labelled column represented a variable and each row a respondent.  The first variable was a unique identifier to link the data to the respondent and to facilitate error checking; this number was printed on the questionnaire. All quantitative data was recorded using numerical codes to facilitate analyses.  The pre-set codes were incorporated into the design of the questionnaire to minimise coding after collection. For qualitative variables where responses were not known before data collection, responses were grouped into categories and a codebook developed, after data collection (Hussey and Hussey, 1997).

Tukey’s (1977) exploratory data analysis approach was used in the initial stages of analysis.  This approach emphasises the use of diagrams to explore, understand and present the data. This was guided by the measurement scale of the data (nominal or ordinal in this study) and aspects of the data that required emphasis.  Tables were used to summarise individual variables’ data, indicating frequencies and percentages (appendix 6). Cross-tabulation tables enabled the examination of interdependence between variables. 

Subsequent analyses involved describing the data using statistical tests, including measures of central tendency (the median and mode). Ranking tables were used to present summarily the results of questionnaire data.  Respondents were asked to rate using an ordinal scale their perceptions of a number of statements. The ordinal scales were based on a five-category choice (and included a Likert scale, an importance scale, and a treatment scale). For each statement, the number of respondents in each scale category was totalled. The number of respondents per category was then multiplied by a weighting factor (1-5) for that category to produce a weighted score, and aggregated. A weighted average score was calculated by dividing the number of respondents by the number of categories [5], multiplying the result by each category's weighting factor, and aggregating the results. The total weighted score minus the weighted average score gave an indication of the strength of the responses for each statement (using positive and negative numbers). The statements were listed in rank order according to this score. 

Each statement's weighted score allowed its placement into an appropriate overall category. By matching the number of respondents and the weighted aggregate for each factor to the relevant category in table 3.1 below, the strength of the score was determined in ordinal scale terms.  

In addition, the Pearson chi square test, a 'measure of association', was used to examine whether or not there was a relationship between one variable and another.  The test is not a measure of causality, but calculates the probability that two variables are independent. A probability of 0.05 or smaller (≤0.05), indicates that there is only a 5% chance that the variables are independent of each other, or conversely, that there is a 95% certainty that the two variables are significantly associated (did not occur by chance) (Saunders et al, 2000).  Easterby-Smith et al (2002) cite the formula for the chi-square test as:

where O is the observed and E is the expected number of cases falling into that category.  Where there is a significant association, the Pearson chi-square test result is displayed in the crosstabulation tables presented in Chapter 4, Analysis of Results. However, the Pearson chi-square test requires that expected (not observed) frequencies for each category should be at least one, and that no more than 20% of the categories should have expected frequencies of less than five (Diamantopoulos and Schlegelmilch, 1997). This requirement limited the use of the Pearson chi-square test due to the large number of categories for most variables, combined with a relatively small sample size. 

To compensate, the one sample chi-square test procedure was used to tabulate an individual variable into categories (the ordinal 'scaling' questions) and compute a chi-square statistic. This 'goodness-of-fit' test compares the observed (actual) and expected (theoretical) frequencies in each category (strongly agree, agree, etc.) to determine if the observed frequencies depart significantly from the expected frequencies (≤0.05), that is, cannot reasonably be explained by sampling fluctuations.  This non-parametric test does not require assumptions about the shape of the underlying distribution. However, while it does require that no more than 20% of the categories should have expected frequencies of less than five (Diamantopoulos and Schlegelmilch, 1997), as it does not compare variables, the number of inherent categories is vastly reduced. Where these assumptions were not valid, the variable was recoded to combine adjacent categories/frequencies. Where there is a significant departure from the expected result, the one-sample chi-square test result is stated in the frequency tables presented in Chapter 4, Analysis of Results.  All tests may be viewed in appendix 7.

Qualitative data from the questionnaires and interview transcripts were examined for emergent patterns or themes, and data classified into meaningful categories.  Units of data (sentences, paragraphs, etc.) were then labelled in the margin of the transcript, photocopied and transferred into category files of related data. This had the effect of reducing and rearranging the data into a more manageable and comprehensible form.  

The material collected through interview was then connected to the data collected via the questionnaire survey.  Patterns that emerged inductively from the data were tested by seeking alternate explanations and negative examples that did not conform to the model being tested.  Such triangulation allows the development of valid and well-grounded conclusions (Saunders et al, 2000).

This chapter has described the research process undertaken, and the rationale for the research methods selected. The next chapter, Analysis of Research Results, will present and interpret analytically the data collected during the primary research.

Chapter 4

ANALYSIS OF RESEARCH RESULTS
This chapter presents and discusses the results of the primary research conducted at Swansea Institute of Higher Education. It is organised around the three objectives of the research:

· HEI managers' perceptions of the organisational benefits and limitations associated with the employment of hourly-paid lecturers. 

· Hourly-paid HEI lecturers' perceptions of differences in contractual terms and workplace treatment experienced by core and peripheral lecturers.

· Hourly-paid HEI lecturers' perceptions of the effects on the peripheral lecturer of different employment conditions compared with the core group.

HEI Managers' Perceptions of the Organisational Benefits and Limitations Associated with the Employment of Hourly-paid Lecturers 

This section considers the perceived organisational benefits and limitations associated with hourly-paid contracts of lecturing employment from the managerial perspective. SIHE employs 182 permanently employed and 75 hourly-paid lecturers; at 29% of the total academic staff, the representation of hourly-paid staff at SIHE is below the industry average of 38% cited by NATFHE (2001a), but substantially higher than the 7.4% of total UK fixed-term employment cited by the European Commission (1999). 

All managerial level interviewees cited the dynamic nature of the HE industry as the primary reason for employing hourly-paid lecturers. The intensification of competition associated with the removal of the binary divide, growth in student numbers and commercial independence, demands greater customer responsiveness from SIHE, particularly the continuous development of courses in response to changes in student and potential employer needs. SIHE must be able to respond rapidly to changes in the level of demand for the various courses that it provides. As one interviewee commented, hourly-paid staff provide 'a vital service to [each] faculty…because they provide a wide variety of skills…particularly in areas of new technologies'.  They enable SIHE to cope with changes in student enrolment numbers by changing the number of people employed in particular specialist areas, 'to even out fluctuations', corroborating the contention of Rollinson with Broadfield  (2002), and where SIHE 'only needs little [specialist] bits of people…I can buy two hours of this and two hours of that'.  These employees can be recruited on an ad hoc basis and laid off relatively easily, although one interviewee commented that 'I hate having to tell hourly-paid staff that there is no work for them'. However, customer responsiveness is enhanced, with some contribution to competitive advantage. 

Indeed, those hourly-paid lecturers for whom teaching is a secondary professional occupation were deemed by all interviewees to play a crucial role in enhancing the quality and vocational relevance of the subjects taught: 'they bring the outside world in'.  Moreover, because many hourly-paid staff choose, for a variety of reasons, to work only a small number of teaching hours and do not have to perform the administrative duties required of permanent staff, one interviewee remarked that they bring 'energy' to the department, stimulating both students and other lecturing staff. One interviewee felt that as Swansea produces a large number of teaching graduates, the vast pool of potential recruits allows the selection of high quality hourly-paid staff. 

Two interviewees commented that hourly-paid lecturers contribute to the optimum use of the workforce by acting as a buffer between the core workforce and market fluctuations (Atkinson, 1984); employing temporary lecturers protects the job security of the permanent lecturers (Legge, 1998) and helps to improve the employment relationship between the core group and the organisation (Winfield et al, 2000). 

As suggested by Culley et al (1999) and Winfield et al (2000), cost-minimisation based on cheaper labour is a surrogate advantage claimed by all of the interviewees: 'hourly-paid [lecturers] are cheaper than permanent lecturers', which represents 'a very significant saving'.  

'This is an important advantage because…[the organisations in our competitive environment are] strapped for cash, so if you can do things more economically, you are going to do them.  It's not particularly fair to the individual, but nonetheless, it's a [commercial] reality.' 

This contradicts McGregor and Sproull's (1992) assertion that employers do not view non-standard labour as a way of reducing wage costs. SIHE displays Storey's (1997, p. 6) 'hard' orientation to numerical workers, that is, the organisation emphasises the ‘quantitative, calculative and business strategic aspects of managing the headcount in as rational a way as for any other economic factor’. Indeed, because students make higher contributions to the funding of their courses, they are increasingly 'value' conscious; if organisational labour costs are lower, some of the savings can be passed on to the customer, helping to differentiate the firm from its competitors.

Yet, while acknowledging the importance of cost efficiency for competitive advantage, the interviewees perceive the resourcing strategy at SIHE to be based primarily on the minimisation of permanent lecturing appointments to facilitate a 'mix and match' of the skills and capabilities that the organisation needs in the longer-term.  This disputes the claim of Blyton and Morris (1993), Lane (1995), Nolan (1989) and Sisson and Marginson (1995) that organisations that employ numerically flexible staff are preoccupied with short-term financial pressures rather than longer-term strategic plans. Furthermore, the contention of Winfield et al (2000) that employers have exploited the opportunities in the labour market as a rationale for flexibility, rather than as a human resource centred or long-term business strategy is not substantiated at SIHE. 

However, the resourcing reliance on hourly paid staff is not the preferred choice of faculty Deans and Heads of School: 'Over 30% of our School's teaching hours are performed by hourly-paid lecturers…I would rather not be in that position.'  'If I could have my way…and the money… I would have all but 5% of lecturers' permanent.'  While 'visiting [one-off, specialist] lecturers help raise our national and international profile, and have an eloquent way of putting into two hours what might take us three years to teach', because the duties of hourly-paid lecturers differ from their core counterparts, the burden of administration falls to permanent staff, 'which seems to take up 90% of our time'. Furthermore, as emphasised by one interviewee, an objective of SIHE (see appendix 1) is to widen access to students from less fortunate backgrounds; these students tend to require more pastoral care, particularly one-to-one support, the provision of which, similarly, rests with permanent staff. 'I wish we had more fractional staff and full-time permanent staff to help with the admin. and pastoral care.'  

Kodz, Kersley and Strebber's (1998, cited by Winfield et al, 2000) assertion that job performance and quality is lower for peripheral staff is not confirmed by the interviewees.  Comments included:

'In some cases they are better teachers because they are fresher…they come in [to teach] and that is all they have to think about.' 

'The upside is they don't have to think about this other "stuff"… so they're free to focus on their teaching.' 

'Hourly-paid staff teach very well…' 

Nevertheless, as one interviewee commented, 'the downside is that they [hourly-paid lecturers] don't know the procedures'. As hourly-paid lecturers are not required to attend meetings, they often do not know the administrative protocols and quality standards to which they must adhere; one interviewee cited a breach in health and safety regulations, in accord with the contentions of Cross (1989) and Kodz, Kersley and Strebber (1998).
Furthermore, customer responsiveness necessitates an adjustment of the modules and courses taught which requires that staff be flexible about what is done.  One interviewee believed that those lecturers wanting to increase their teaching hours, might suggest that they teach modules for which they are not qualified, thereby reducing the quality of the student learning experience.  Moreover, student access to hourly-paid lecturers outside of class contact time is problematic, as these lecturers tend to be present at the Institute only for the hours they teach.

There is an expectation that all staff conduct research and produce original work; one interviewee believed that hourly-paid staff find this type of innovation easier 'because they have more time, whereas the permanent staff are burdened with additional admin duties'.  Thus, while hourly-paid lecturers might help the organisation achieve a higher research assessment exercise (RAE) rating, their employment might adversely affect the teaching quality of permanent staff.  Moreover, four interviewees remarked that the expectation to innovate in terms of the conception and design of new courses rests with permanent staff, as course development is not a contractual requirement of hourly-paid lecturers.  However, two interviewees commented that some hourly-paid staff willingly perform duties outside their contractual obligations.

In contradiction to the assertions of Blyton and Morris (1993) and Kodz, Kersley and Strebber (1998), all the interviewees perceived hourly-paid staff to be committed but, as one interviewee commented, 'they [hourly-paid lecturers] are committed, but not in the same way [as permanent staff] - they are committed to students, but not so much to the Institute'. To corroborate the contentions of Blyton and Morris (1993), Cross (1989) and Kodz, Kersley and Strebber (1998), however, two interviewees believed hourly-paid lecturers to be less reliable than permanent staff. For some hourly-paid lecturers, employment commitments outside the Institute take precedence which can result in late cancellation of classes, while the attainment of a permanent employment position outside the Institute results in some lecturers resigning their teaching position mid-term; both instances create discontinuity of the service delivery to students which can negatively affect SIHE's reputation.  One interviewee commented that after spending time and money on new staff in terms of settling-in adjustments and induction: 

'I've lost excellent staff…some damn good lecturers who were perfect for the job …but because they have no security, they do a year [of hourly-paid teaching] to gain experience, then look for other posts.'

This substantiates Pascale's (1995) claim, that while the high-performing and/or better-qualified staff will move into other educational positions, or into industry, for improved pay and conditions, the weaker lecturers will be left behind.

Hourly-Paid HEI Lecturers' Perceptions of Differences in Contractual Terms and Workplace Treatment Experienced by Core and Peripheral Lecturers.

Whereas the previous section considered the corporate rationale and management experience of numerically flexible lecturers, this section analyses the hourly-paid individuals' perceptions of the differences in contractual terms and workplace treatment they experience compared with their permanently employed counterparts.

For each factor listed in table 4.1, hourly-paid respondents were asked to rate the degree of difference of treatment (if any) that they perceive they experience compared with permanently employed lecturers. The aggregate responses, with a weighting factor applied (the method of which is described in chapter three, pp. 45-46), are presented. The weighted scores (column H) allow the factors to be categorised according to the strength of perceived differences in treatment (column J). The factors have been ranked according to the difference between each factor's actual score and the weighted average score (column I), in descending order from those factors where much worse treatment is perceived (the higher the score, the worse the perceived treatment). 

The positive weighted scores attached to each of the factors indicate that in response to all of the statements, the respondents perceive their treatment to be much worse or a little worse than the treatment received by permanent lecturers. Indeed, as indicated in column J, factors one to eight may be categorised as those issues for which hourly-paid lecturers perceive they receive 'much worse treatment' than permanent lecturers, while factors nine to eighteen may be categorised as 'a little worse treatment'.  None of the factors may be categorised as the same/a little better/much better treatment of peripheral lecturers when compared with permanent lecturers.  Notably, the result for each of the differences in treatment factors is negatively skewed, that is, the responses bunch to the worse treatment end of the scale.  

Nevertheless, while perceiving that their treatment is worse than that received by permanent lecturers, peripheral lecturers may not attach much importance to particular differences. Respondents were asked, therefore, to rate the degree of importance that they attach to each factor listed in table 4.2 below. Each factor is presented and weighted as described previously. The result in column I gives some indication of strength of importance (the more positive the score, the more important the factor). The factors have been ranked in order of highest importance according to this score. 

Factors one to eight may be aggregately categorised as 'extremely important', factors nine to sixteen as 'important' and factor seventeen as 'somewhat important'.  None of the factors may be categorised as 'not very' or 'not at all important'. Such results indicate that with the exception of factor number 17, (opportunities for extra responsibilities), the result for each of the importance factors is negatively skewed, that is, the responses bunch to the higher importance end of the scale.


The results obtained from the ranking tables confirm that hourly-paid lecturers perceive themselves to experience worse treatment for all given factors when compared to their permanent counterparts (table 4.1), and that these peripheral lecturers attach at least some importance to each given factor (table 4.2), with the vast majority of differences rated important or very important.

The following discussion focuses on the results presented in the ranking table 4.1  (page 56) aimed at the identification and analysis of the differences in treatment as perceived by hourly-paid lecturers when they compare themselves to permanent staff. Where relevant, the importance level of particular factors is examined (table 4.2, p. 58). The quantitative data is supplemented, where appropriate, by the respondents' comments where they chose to expand on issues of difference and/or importance.

Receiving full pay during the holiday periods emerged as the top ranked difference perceived by hourly-paid lecturers, with an overall rating of 'much worse treatment' than that received by permanent staff, corroborating the findings of Legge (1998), an issue that they perceive to be 'important' (importance ranking: 11th). Both results have statistical significance (that is, using the one-sample chi square test, did not occur by chance), as 94.8% of respondents believed that their treatment was worse (table 4.3), and 85% of respondents attached at least some importance to the issue (table 4.4).  Six respondents chose to comment negatively on this issue, and as one respondent stated, 

'surviving from summer to November is a hard task [and] means taking on work over the summer holidays which should be spent relaxing and planning the next academic year…'  

The results are not surprising when the annual leave entitlements are compared.  The EC Working Time Directive requires that each employee be entitled to a paid annual leave entitlement.  In order to accommodate this leave entitlement, the hourly-paid lecturer has his or her overall work duties reduced from 2.3 hours to 2 hours for each hour paid to actually teach (see a typical hourly-paid contract in appendix 8). However, it could be argued that if the teaching hour remains the same length, then the preparation and assessment time should logically be the same.  The only other contractual duty that hourly-paid lecturers have, is the requirement to perform course-related administration such as the completion of registers and the provision of data.  Similarly, it is difficult to envisage exactly where the hourly-paid lecturer could conceivably cut back on these duties in order to receive the annual leave entitlement.

Hourly-paid contracts of lecturing employment tend to be for one semester at a time, usually lasting between 13 and 15 weeks.  While the commencement and termination dates of employment may run over a longer period of weeks (e.g. October to February, February to June), unlike permanent lecturers, the hourly-paid lecturer does not receive payment for statutory holidays and student holiday periods such as Christmas, Easter and the summer vacation.

Permanent lecturing staff, in contrast, receive 35 days paid annual leave, plus statutory days (eight) plus days when the institution is closed in the interest of efficiency (approximately five). The remainder of the year (i.e. outside the teaching year and annual leave, usually one to five weeks) is to be spent on self-managed research or scholarly activity. In effect, although both permanent and hourly-paid lecturers at SIHE teach for approximately 28 weeks of the year, hourly-paid lecturers are paid for 28 weeks whereas permanent lecturers are paid for 52 weeks. 

Under the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000, part-time workers must be treated no less favourably in their employment conditions than comparable full-timers. All part-timers, except those casually employed, have equal rights vis à vis holidays, sick leave, pensions, staff discounts, etc.  This, however, does not apply to, or afford protection to, the hourly-paid lecturers within SIHE, as they are deemed ‘casual’ workers because of the breaks between contracts, and because they do not have an equivalent full-time comparator. 

A similar situation is revealed when the sickness entitlement is examined; receiving full pay during periods of sickness was categorised by respondents as 'much worse' than their permanent counterparts' treatment (difference ranking: 3rd), and rated as 'very important' (importance ranking: 8th). As shown in tables 4.5 and 4.6, both results are statistically significant. If hourly-paid lecturers are absent due to sickness, they are paid any entitlement to Statutory Sick Pay for which they are eligible.  Permanent lecturers, conversely, are fortunate to receive full 'sick pay' (equivalent to 'ordinary' pay) for between one and six months, depending on the length of service (see appendix 10). Five respondents added negative comments on this issue, with one positive comment, including:
'Part-time lecturers, like myself, who have been teaching for a considerable number of years…should receive full pay during holiday periods and sickness.'

'As a part-time, temporary lecturer the pay level is very good, therefore pay in the holidays and sickness is somewhat covered.' 

In terms of the level of pay, hourly-paid lecturers perceive that they are treated 'a little worse' than permanent staff (difference ranking: 14th), an issue that is 'extremely important' to the respondents (importance ranking: 5th).  As shown in tables 4.7 and 4.8, both results are statistically significant. The rate of pay for hourly-paid lecturers in March/April 2002 was £28.48 per teaching hour.  This figure is calculated to include not just the hour of teaching, but also time for lesson 'preparation, assessment, marking of examinations, completion of registers, provision of data and related course administration' (see appendix 8 for a typical hourly-paid contract of employment).  Effectively, hourly-paid lecturers are paid for a total of 2.3 hours per contracted teaching hour, with no additional payment for duties outside of class contact. While one respondent remarked that 'temporary part-time lecturers receive a good hourly rate of pay', nine respondents disagreed, one commenting that they should receive 'more money'. A peripheral lecturer's full-time equivalent yearly salary can be calculated roundly to be £14,354 (an hourly rate of £28.48 x 18 hours per week x 28 teaching weeks). 
Unlike hourly-paid lecturers, permanent staff are employed on an incremental scale (see appendix 9), which runs from £19,575 (lecturer scale point 11) to £39,141 (principal lecturer scale point 9). For each year of employment, the permanent lecturer moves up the scale by one point.  The duties and responsibilities of a lecturer include 'direct teaching, tutorial guidance to students' learning, research and other forms of scholarly activity, curriculum development, educational management and administration, participation in the democratic processes of the institution (committee membership etc.), participation in quality assurance procedures, recruitment and admission of students, staff appraisal, income generating activities, and representing the institution on or to appropriate external bodies' (Staff Handbook, 2002 - see appendix 10). A typical permanent contract of employment may be viewed in appendix 11.  When comparing the levels of pay, one respondent remarked, 'pay for a part-timer is probably half of that of an equivalent full-timer.  Most problems stem from this.' Such perceptions corroborate Brewster's (1998, p. 255) statement that: ‘flexible work is often low paid…' 


While delivering substantially the same core function to customers, there are evidently some differences in the duties of hourly-paid and permanently employed lecturers. Yet, hourly-paid lecturers feel that they are treated a little worse than their permanent counterparts when expected to fulfil extra duties, which are outside their contractual obligations, unpaid (table 4.9). The nine comments from respondents included:

'There are staff meetings which I feel I should attend - if I do so it is without salary.' 

'Course and module development were expected [unpaid] from the outset.' 

'As a part-time staff member I am often expected to work for free - for example: external examiner visits, assessment days, trips and more…'
The implication of these results is that if hourly-paid lecturers fulfil much the same duties as their permanent counterparts, not only do they feel they are being paid an unequal wage for equivalent work, but also that they are being denied the annual increment in salary. The majority of unpaid duties mentioned by respondents related to attendance at meetings, and as suggested, might be resolved by 'paid planning days.'


Unsurprisingly given the fixed-term nature of their employment, respondents categorised their job security as 'much worse' compared with permanent lecturers (difference ranking: 2nd), which they rate as 'important' to them (importance ranking: 12th). Both results are statistically significant (tables 4.10 and 4.11). When cross-tabulated (table 4.12), 73% of respondents attach at least some importance to job security and feel that SIHE provides little opportunity for security compared with permanent staff.

Indeed, twenty respondents chose to add negative comments on the issue of job security, including: 'the total lack of security is one of the most disturbing factors for me, not knowing from one semester to the next if I will have a job.'  Such findings provide a worse picture than that painted by Sparrow (1998) who showed that 54% of people feel secure in their jobs. The contention of Guest et al (1996), that there is a deterioration in job security that is restricted to around 20% of employees who are less well-educated and in peripheral jobs has some validity in this context. However, 57% of hourly-paid lecturers hold a teaching qualification (table 4.13), while over 90% of respondents hold a first degree and 31% are educated to master's degree level (table 4.14). This substantiates NATFHE's (2001a) assertion that HE lecturers are the highest qualified workers in the UK economy and corroborates Legge's (1998, p.288) claim that 'even in the public sector… part-timers tend to be clustered in the lower grades of such skilled and professional work as is available to them'.

Corroborating the contention of Emmott and Hutchinson (1998), hourly-paid lecturers believe opportunities for promotion or advancement to be 'important' (importance ranking: 14th), but perceive themselves to receive 'much worse' treatment than permanent staff (difference ranking: 4th). Legge's (1998, p. 288) view that 'employers appear to regard part-timers as less suitable for promotion or for use in positions of authority’, does appear to have some validity in this context. The staff handbook (appendix 10) outlines the guidelines for incremental progression, and states that a lecturer 'shall be entitled to one increment on 1st September following appointment and each year subsequently' subject to the maximum of the scale. In other words, lecturers must be employed on the permanent pay scale in order to achieve career advancement. Such findings substantiate Kodz, Kersley and Strebber’s (1998) contention (cited by Winfield et al, 2000, pp. 39-40) that there are ‘reduced opportunities for job progression, career enhancement, [and] promotion' for peripheral staff.

In a similar vein, respondents believe opportunities for extra responsibilities to be 'somewhat important' (importance ranking: 17th), possibly viewing extra responsibilities as an opportunity to develop job related skills and experience. However, they believe their treatment to be 'much worse' compared with permanent staff (difference ranking: 5th) - significantly, over 85% perceive these opportunities to be limited (table 4.18). It is problematic to allocate course responsibilities to hourly-paid staff who work only a few hours a week; students require that staff responsible for their courses are easily accessible. 

A related issue, opportunities for training and development, are 'important' to respondents (importance ranking: 14th). As a consequence of job insecurity and the likelihood of moving jobs, hourly-paid lecturers appear to place increased emphasis on ‘employability’, and desire learning and training that supports portability (as proposed by Ghoshal and Bartlett, 1995). However, hourly-paid lecturers perceive that they are a little less likely to receive the training and development that will enhance their employability, compared to their permanent counterparts (difference ranking: 9th). Eight respondents commented, including: 

'I dislike being referred to as a lecturer as I feel more like a jack of all trades, master of none'.

'I would like the opportunity for training and development.'

'Training and development in my area of work (graphic design).  There are advancements in hardware and software all the time.'

'…the necessity to work extra hours to generate a reasonable income results in there being little or no time left for self-development.'
Yet opportunities for training and development at SIHE are available to all lecturers should they wish to apply.  While Emmott and Hutchinson's (1998) assertion that employers are less keen to train peripheral employees is not substantiated at SIHE, to motivate these staff, and enhance the quality of the service experience, the Institute must inform hourly-paid staff of their development entitlement.  

In particular, respondents believe that opportunities for mentoring and ongoing support are a 'little worse' for hourly-paid lecturers (difference ranking: 13th): 'most importantly I have received no mentorship.' As an experienced mentor helps the protégé navigate the organisation's culture, politics and protocols, and facilitates their career growth and development, compared to permanent staff who are allocated mentors, hourly-paid lecturers perceive that they are disadvantaged in their development efforts by a lack of support. Three respondents chose to comment, and as one experiencing difficulties remarked, '…nobody cared and I had no one to turn to to help me'.  One respondent remarked that the lecturing experience might be enhanced through 'more formal mentoring.  I have been extremely fortunate to have asked for, and received, support.  Others may not like to ask and will flounder alone.'  However, hourly-paid lecturers recruited since 2001-2002 will have benefited from a formal mentorship scheme, of which those lecturers whose length of service exceeds approximately one year may be unaware.
Furthermore, respondents perceive their induction to SIHE's policies and procedures to be 'much worse' than that received by permanent staff (difference ranking:8th). Such issues are communicated to permanent staff via the staff handbook issued during induction.  However, hourly-paid staff do not receive a handbook tailored to their conditions of work, and only in the current academic year have new hourly-paid recruits received formal induction sessions. Comments included: 

'What induction to SIHE's procedures?  I have had to find out nearly everything for myself and there's still lots I don't know.  Surely there should be some sort of handout on health and safety, where to get equipment, etc.'

'Little or no induction was offered in respect of SIHE's procedures.'

'Stronger induction procedures [are required].'

I would like a 'printed booklet…other than [the permanent] staff handbook.'

'Better communication of the Institute's policies and ideals would help.'

Indeed, respondents categorised open communication as 'extremely important' (table 4.23), yet, nearly 49% believed that they received less information than their permanent colleagues (table 4.24): 'If you don't ask you don't find out.' 

The twenty-one comments included:

'I would like feedback…from staff and students as I believe I am an outstanding lecturer and I am not intimidated to read fair comments on my abilities.'

'I would like the opportunity to meet other members of staff to discuss views, ideas, the students…'

'Greater communication between myself and full-time staff/management.'
One respondent suggests that 'it's difficult to communicate as a part-time member of staff - limited channels of communication open.' Hourly-paid lecturers are not expected to attend meetings (unless paid) where the more formal aspects of communication take place. Moreover, as they work only a few hours each week, often in the evenings when many permanent staff are unavailable, the more immediate and informal methods of communication are hampered: 'keeping up with the department in general [is problematic], as I can be all alone on the evening I teach.' Similarly, while permanent staff are allocated an e-mail address on recruitment, hourly-paid staff, some of whom do not have access to a computer, have to request an address. The allocation of pigeon-holes is also rather arbitrary, depending on a lecturer request, or the procedures followed by particular secretaries. One respondent remarked that 'willing support by secretarial/support staff [would enhance communication].  I have to chase everything - information is not forthcoming.'  Other comments included:

'I have found communication and information gathering difficult but I suspect that it is a college-wide problem - systems in general are poor.' 

'Through time one builds up relationships with full-time colleagues, which aids communication and the flow of information…However, the onus is often placed on the individual to ask for the minutes of any relevant meetings in order to ensure that he/she is working to agreed procedures, timetables, etc.'

'Improved communication within the department [is necessary] plus support from permanent …staff.'

'My lack of contact with staff within [the] department can affect a student's education - if we could cross-communicate then students would benefit.'

I would like 'feedback on students' performance at exams once my contract has expired.'

Communications might be enhanced 'by regular meetings with other lecturers on the courses I teach.'

The plethora of comments that relate to the perceived inadequacy of communication indicate that, as advocated by Herriot and Pemberton (1995), these lecturers view two-way, collaborative communication as a critical requirement. The communication methods used to disclose information to temporary and permanent staff must be standardised, to ensure that no member of staff is overlooked or uninformed, as must be the procedures used in and across different departments. 

Moreover, and significantly, 78.6% of respondents attach at least some importance to involvement in decision-making (table 4.25), with four comments including: 'I would like the opportunity…for further involvement.'  Whilst one respondent indicated that 'I have been included in future planning and standards for the courses', respondents when weighted perceive their level of involvement to be much worse than that of permanent staff (table 4.26). 

One respondent remarked that there is a 'feeling of anonymity within SIHE' for hourly-paid lecturers. Indeed, corroborating the human relations view of work motivation, respondents perceive social interaction with work colleagues (table 4.27) to be important, but perceive the opportunities for interaction to be limited compared to permanent staff (table 4.28). The seven comments from respondents included: 'I would like the opportunity for…interaction with colleagues' and 'an invitation to the Christmas party'.  The results are unsurprising, given that hourly-paid lecturers might work at the Institute only a few hours a week, often at unsocial hours and conduct their preparation and administration elsewhere. This substantiates Kodz, Kersley and Strebber’s claim (cited by Winfield et al, 2000, pp. 39-40) that temporary contracts have a detrimental effect on the social aspect of work and alienate the peripheral worker from work colleagues.

A contributory factor to the sense of isolation may be the perceived status of the position. Status measures the relative importance or value of an individual in comparison to others (Concise Oxford Dictionary, 1998). As one respondent remarked, hourly-paid contracts are limiting in terms of 'feeling like a proper member of staff.'  Significantly, over 76% of respondents attached at least some importance to the status of the position (table 4.29), whilst over 65% perceived their status to be lower than that of their permanent colleagues (table 4.30): 'As a part-time lecturer [there is] little sense of status.'  This corroborates NATFHE's (2001a) contention that the trend to casualisation undermines the status of lecturing staff, and substantiates Legge's (1998) assertion that many part-time employees are perceived to have second-class employment status. While one respondent remarked that 'I am valued as a staff member and included…and I am glad of this...This I feel may be an unusual department…', other respondents commented:

'It is impossible to feel valued if you are on very short term contracts.'

'Part-time staff seem to be badly treated on most levels - I certainly don't feel valued at all.'


Indeed, feeling valued or appreciated by colleagues was categorised by respondents as 'extremely important' (a significant 97% of respondents attached at least some importance to this issue - table 4.31). While one respondent remarked, 'generally, I am very happy with the manner in which I have been treated by staff at Swansea Institute', when weighted, respondents believe that permanent staff do not appreciate hourly-paid staff as they do their permanent colleagues (table 4.32). The three comments included: 

'My expectations were that as a part-time staff member, other full-time members would be understanding and supportive of the difficulties involved.  The reality is [different]… Are full-time staff aware of part-time conditions of employment?  I don't think so.'

Similarly, nearly 95% of respondents attach at least some importance to feeling valued by management (table 4.33), and one respondent remarked that, 'direct management are very positive and supportive'. Nevertheless, 60% believe that SIHE management place a little lower value on hourly-paid lecturers than on permanent lecturers (table 4.34), and accordingly treat the two groups differently. Nine comments expanded on this theme, including 'as a part-timer, students and colleagues generally treat you equally.  MANAGEMENT, with some limited exceptions, does NOT.'  This result is probably related to the allocation of teaching hours by managerial staff, in which permanent teaching staff take precedence. This is the basis of numerical flexibility, that is, where demand for teaching exceeds supply, peripheral workers shall be employed. Despite the 'impersonal' economic rationale for such a strategy, management's decisions might be perceived by hourly-paid staff as a more personal reflection of their value and teaching abilities. This finding is in accord with Tampoe's (1994) proposal that knowledge workers such as lecturers are dependent on peer and management support and seek recognition for their efforts. When asked how the situation might be improved, one respondent commented:

'More genuine support from management - the opportunity to voice concerns and share experience without fear of recrimination.  Involvement in appraisal in the hope that management would then recognise the difficulties faced and do more to help.'

This comment substantiates Emmott and Marchington's (1998) assertion that temporary workers perceive themselves to be in too precarious an employment position to negotiate individually improved contractual terms and conditions, without fear of recrimination and that unsurprisingly, part-timers want to be treated in the same way as other employees. SIHE managers do have the authority to select which hourly-paid staff to re-employ (or not), and therefore the balance of power in the employment relationship is heavily weighted in management's favour. 


When asked about the conditions of work, respondents perceived the availability of an office from which to work as much worse for hourly-paid lecturers than for permanent staff (table 4.35). The three discretionary comments included:

'Biggest drawback is no office/base from which to work.'

'I have no access to a computer, have no delegated place to sit and work, have no idea how to use the computer system and have no access to training.'

While some hourly-paid lecturers are fortunate to have been assigned a permanent desk and office from which to work, such provision for each hourly-paid lecturer might be perceived by management as a poor use of resources, particularly where some lecturers attend the Institute for only a few hours a week. One faculty, however, has made available a base room where these lecturers may work, furnished with computers with e-mail facilities; such an arrangement might be instigated Institute-wide.

The respondents categorised access to teaching resources as extremely important (table 4.36), but felt they had worse access to these resources than permanent staff (table 4.37). Yet, the procedure to obtain most teaching resources (such as overhead transparencies, whiteboard markers and other items of stationery) involves a request to the faculty secretary, which is the same for both temporary and permanent staff; the perceived difference may be because hourly-paid lecturers are not as familiar with their supporting colleagues, and simply do not like to ask for what they need. In addition, many hourly-paid staff work in the evenings, and may miss the office opening hours for the faculty secretaries. 

A fringe benefit differential raised by two respondents was that the '[permanent] staff car park (on-site) [is] not available' to part-timers. Such findings substantiate Legge's (1998) statement that those on hourly-paid contracts generally have poorer pay, working conditions and fringe benefits compared with those on permanent contracts. 

Hourly-Paid HEI Lecturers' Perceptions of the Effects on the Peripheral Lecturer of Different Employment Conditions Compared with the Core Group

Whereas the previous section identified and analysed the perceived differences of treatment between peripheral and core lecturers, this section evaluates the perceived effects of the differences of treatment on the hourly-paid lecturer.

To identify perceptions of the effects on the hourly-paid individual as a result of the differences in treatment received in comparison to permanent colleagues, hourly-paid respondents were asked to rate their agreement or disagreement with each statement listed in table 4.38 below. The aggregate responses, with a weighting factor applied (as described previously) are presented.  The weighted scores (column H) have been categorised according to the strength of perceived effects because of differences in treatment (column J). The factors have been ranked according to the difference between each statement's actual score and the weighted average score (column I), in descending order from those factors where hourly-paid lecturers perceive that they experience adverse effects (the higher the score, the worse the perceived effects). 

Statements one to eight are perceived as the adverse effects experienced by hourly-paid lecturers as a result of differences in treatment. Respondents neither agreed nor disagreed with statements nine to fifteen, but disagreed that statements sixteen to eighteen were adverse effects. None of the statements had extreme aggregate scores, that is, they cannot be categorised as strongly agree or strongly disagree. 



The following discussion focuses on the results presented above in table 4.38, aimed at the identification and analysis of the effects of differences in treatment perceived by hourly-paid lecturers when they compare themselves to permanent staff. Where appropriate, reference is made to the ranked factors of importance outlined previously in table 4.2, (page 58).

As perceived by respondents, the highest ranked adverse effect of hourly-paid, rather than permanent contracts is the inability to plan financially for the future due to the lack of job security. In accord with Brewster's (1998) research, a statistically significant 73% of respondents agree or strongly agree that job insecurity affects their ability to secure loans, credit, housing, etc. (table 4.39). This result reflects the importance rating placed on job security by respondents (table 4.2).  Comments included:

'Timetables change from one semester to the next and can dramatically affect pay…causing financial strain.'

'I would like to buy another house in approx. 4-5 years and will need to be in full-time permanent work to do so.'

The temporary employee must bear the costs of unemployment due to discontinuity between contract renewal or the securing of another job/contract with a different employer, as highlighted by Legge (1998). To exacerbate the financial situation, during student holiday periods such as Christmas and Easter, the hourly-paid lecturer, although receiving no pay, is technically employed by the Institute, and is therefore not eligible to claim unemployment benefit. Such results corroborate Brewster's (1998, p. 255) statement that: 'the individual and the family bear the cost of not working on standard hours and contractual arrangements'.  One respondent suggested that 'even payments spread over 12 months' would aid budgeting and ease the financial burden. 


While Brewster's (1998) contention that part-time work provides opportunities for individuals to supplement existing family incomes appears to have some validity for 45% of hourly-paid lecturers at SIHE (table 4.40), 48% earn the main income in their households.  For these lecturers, part-time work is not for 'pin-money', but is the only or majority household income, with a consequent effect on family finances. 

To compound the financial difficulties, hourly-paid staff, when aggregated, agree that they are expected to perform extra work or duties outside their contractual obligations and unpaid (ranked 8th). Furthermore, when weighted, respondents agree that the extra work they do is not recognised by management (ranked joint 6th). 

As one respondent commented:

'…they [colleagues and management] assume I earn as much as them and can put in all the extra hours of work for free - they get paid all the time.  I need my extra hours to try and earn money in other ways.'
Indeed, as displayed in table 4.43, 65% of hourly-paid lecturers also work at other institutions.  This may be to further supplement existing income, but also to minimise the financial insecurity of contract renewal - if employment is terminated at SIHE, hourly-paid lecturers are supported by their second income. They may believe moreover, that they have a better chance of securing a position if they are known in more than one employing organisation.
While over 71% of respondents have worked at SIHE for one year or more (table 4.44), corroborating NATFHE's (2001a) contention that the majority of temporary lecturers are employed on a regular basis, the modal category for length of service of SIHE respondents was less than one year, while the median length of service was in the three to five years category. Both are less than the 5.5 years of job tenure found by Smith (1997).  While recognising that some contracts will be ended by SIHE, there is an implication that the hourly-paid lecturers who desire job security, and hence the ability to plan financially for the future, will seek other employment: 

'[I] need to find secure employment, therefore [I am] always keeping an eye on the job ads; if something comes up I go for it.'  

'I believe I am an outstanding lecturer…After teaching part-time for 7 years…I am now tired of the lack of security and very confident in what I can deliver.  I am therefore on the search for a permanent job.' 

Similarly, while hourly-paid lecturers are patently aware that progression is limited to their permanently employed colleagues, two comments suggest that temporary lecturers perceive their contracts to be a stepping stone to permanency, and then advancement:

'I believed that I was starting at the bottom (5 hours/week) and would soon work my way up…'

'I would dislike having to leave the Institute but part-time employment offers little in the way of advancement.  If I thought this was it and I was never going to go any further, I'd leave now and get a job in Tesco - financial security and less hassle.'

The implication is clear: those hourly-paid lecturers who value career advancement and who recognise that they will not achieve it at the Institute, will seek employment elsewhere. Moreover, those 'capable' lecturers represent a loss to SIHE of its more entrepreneurial and self-motivated staff (Sparrow, 1998).
Indeed, over 48% of respondents stated that their loyalty to SIHE is lower than if they were permanently employed (ranked joint 6th  - see table 4.45).  This concurs with Guest's (1998) assertion that those employed on fixed-term contracts view their interaction with the organisation purely as a short-term transaction until, as one responded remarked, 'something better comes along'. 
'I would certainly be prepared to work on a part-time FRACTIONAL contract on an indefinite basis, but if a better "offer" comes along from another employer, I am unlikely to feel any loyalty to SIHE if my contracts continue to be hourly-paid'.

Apart from raising staff turnover and the associated costs, the loss of experienced staff might create discontinuity for students and adversely affect the service quality. 

Solutions proposed by respondents included:

'Part-time lecturers like myself, who have been teaching for a considerable number of years, could and should be made permanent part-time lecturers in order to make our job more secure…'

'The problem is the use of hourly-paid, casual contracts.  If SIHE provided fractional rather than hourly-paid contracts, many of the areas which are now extremely problematic would significantly improve.' 

Respondents ranked second the adverse effects of the lack of an induction process. A significant 75% perceive a lack of awareness of SIHE's policies and procedures which might adversely affect their performance (table 4.46).

There is a proportionally even split between those respondents who choose to work on an hourly-paid basis and those who do not. Of the respondents who choose to work on an hourly-paid basis, one favours such work because it suits caring/domestic arrangements: 'I have the holidays free to spend with my children and I feel that I have accomplished something in my work'.  Twelve respondents prefer to work on a part-time basis in accord with Emmott and Hutchinson's (1998) suggestion that they are able to combine work with outside interests. As one respondent commented, 'It's nice to be offered a variety of hours…and this flexibility and choice is one of the advantages of being part-time.'  Of the eight respondents who gave other reasons, three were students, supplementing their income; two had retired from full-time work but enjoyed teaching for just a few hours; and three had full-time (non-teaching) positions, but enjoyed teaching: 'my other work is more lucrative but I still enjoy teaching.'  

However, as table 4.48 reveals, nearly 60% of respondents would like to work more hours (18 teaching hours are deemed to be equivalent to a 'full-time' workload) with 48% of respondents currently working below 9 hours per week wishing to increase their workload. 

'As a part-time lecturer, I feel frustrated with the amount of hours available today.  In the last 15 years, I have seen these hours reduced from 10 a week to 4...' 

Furthermore, 50% of temporary lecturers at SIHE do not take this type of work out of choice but do so because there is no permanent full-time work available, contrasting with the 13% proposed by Brewster (1998). As one respondent remarked, 'I did not seek part-time work but have done such work for 6 years'.  This result concurs with Brewster's (1998) contention that the growth in flexibility has largely been driven by employer demands, not employee preferences.

SIHE's temporary lecturers may take hourly-paid work because they appear to believe (as per Atkinson and Rick, 1996 cited by Emmott and Hutchinson, 1998) that employers use temporary jobs as trials for permanent ones. Illustrative comments included:

 '[If] the post is likely to continue each year, [I hope to get] a permanent contract for part-time -this has been arranged in another authority I work for.'

'I hope to continue to work at the Institute for as long as I can.  I love my job and hope that I will eventually be given more hours and a "proper" contract.  If however after a year or two I do not receive such contracts, I may feel too uneasy about staying without security.'

The danger inherent in this expectation is that temporary lecturers may feel let down by the Institute when a permanent position does not materialise.

'I had assumed that after demonstrating the permanent nature of the role I fulfil, the management of SIHE would have demonstrated more commitment to me [by giving me a permanent position].  I have been told by a manager that "if I don't like it, I can always be replaced!"  Good management, eh?'

'I feel a bit like a pack horse - the hours keep being loaded on and I lumber on, but to no advantage.  Some day I'll be too exhausted and then they'll put me out to seed!'


As a consequence of differences of treatment, hourly-paid lecturers do not trust SIHE management to look after their interests (ranked 3rd). As shown in table 4.49, over 46% of respondents indicate a lack of trust which exceeds the CIPD survey research (cited by Emmott and Marchington, 1998) that found that one in four employees had little or no trust in their organisation to keep its promises or commitments.  As one respondent commented:

'I have often been promised more work [for] the following semester…these hours have instead been given to…trainees (whom the college does not have to pay).  I therefore feel let down and abused, i.e. very untrusting of my employers, however much I like them.' 


Fixed-term contracts imply little organisational commitment to the individual employee, compliant with the 'hard' face of HRM. Nevertheless, while expressing lower loyalty to the organisation and a lack of trust in management, respondents were aggregately neutral when asked if their commitment to SIHE was lower due to hourly-paid employment and the associated differences in treatment. Although hourly-paid workers at SIHE are disadvantaged in respect of most of the factors that generate commitment (e.g. employment security) the majority of respondents (65.9%) indicated that their commitment to SIHE was the same or no lower than if they were permanently employed (table 4.50).  The implication is that commitment is given to the organisation, but on a short-term basis only, until a more secure position is obtained. One respondent remarked:

'With no job security one doesn't know when or if the next contract will appear.  It's a cheap option for the Institute, with maximum commitment on the part of the part-time lecturers and minimum [commitment] on the part of SIHE.'

In acknowledgement of contractual inequities, respondents agreed that the treatment they receive in comparison to their permanent colleagues is unfair (ranked 5th). Hourly-paid lecturers appear to believe that their input into the job does not differ greatly from that of permanent colleagues, with little justification for the different rewards received. 


Yet, the majority of respondents did not feel exploited by SIHE (table 4.52), which contrasts with the contention of Purcell and Purcell (1996, cited by Legge, 1998). A significant 69% of respondents indicated no disparity between their expectations of the position and the reality they have experienced (see table 4.53).  

Comments from respondents included:

 'a temp's expectations, by the very nature of the role, will always be different to a full-time member of staff'.

Conditions 'are somewhat better than those I have experienced elsewhere, but they are all in need of improvement'. 

'I was aware of the ad hoc nature of lecturing generally before coming to SIHE - and I think it's a lot better than other places but there is plenty of room for improvement.' 

'I was aware of employment conditions when I began working for SIHE.' 

That only 19.5% of respondents admitted to having feelings of resentment towards permanently employed colleagues (table 4.54) does not substantiate the research of Geary (1992), who found that the use of temporary staff in core functions (as in HE) caused tension, resentment and conflict between the core and peripheral employee groups. However, over 58.6% of respondents (table 4.55) feel isolated from colleagues (ranked 4th). Opportunities for contact with permanent counterparts are probably limited; most hourly-paid staff attend the Institute for only a few hours a week, often at unsocial hours. 


 Herzberg's (1974) assertion that what really motivates staff is the sense of achievement and the satisfaction that comes from the job itself, appears to be valid in this context. The top ranking importance factor for respondents, with an overall categorisation of 'extremely important', is job satisfaction (table 4.56). When asked if the differences of treatment as a result of an hourly-paid rather than permanent contract lowered job satisfaction, (table 4.57), aggregate responses were neutral; job satisfaction appears to be derived from the teaching itself, rather than the terms and conditions of employment.

Similarly, and significantly, table 4.58 reveals that 100% of respondents attached at least some importance to the sense of achievement from the job, with an overall categorisation of 'extremely important' (importance ranking: 2nd). Yet, when asked if the differences of treatment as a result of an hourly-paid rather than permanent contract lowered the sense of achievement in the job, (table 4.59), the weighted response was neutral. This suggests that the sense of achievement in the job is derived from that part of the employment that is common to both employment groups (such as the teaching and interaction with students), which overrules the contractual issues.

Moreover, the contention of Winfield et al (2000) and Mant (1995) that inequitable treatment, job insecurity and the unfulfilled needs for progression that peripheral workers often experience, negatively affect morale, is not substantiated at SIHE (table 4.60). This suggests that other factors neutralise or compensate to some extent for the perceived contractual inequities; candidates include the sense of achievement and job satisfaction derived from the position, and the informal good relations with colleagues at SIHE inherent in the culture.

Greenlaugh and Buch’s (1990, pp. 431-44) assertion that fear of recrimination influences employees to revert to the safest, most conservative modes of behaviour available to them, rather than innovating for competitive advantage, is not substantiated at SIHE (see table 4.61). This may be because professional bureaucracies such as universities (Mintzberg, 1979), allow the lecturer to maintain control over his or her own work; any innovations benefit not only the organisation, but also the students and the lecturer involved.

While the results indicate a lack of trust in SIHE management, the findings do substantiate Herriot, Manning and Kidd’s (1997) contention that the employment relationship becomes more explicitly transactional and contractual in order to buy-in commitment where it matters: in SIHE's case, commitment to the students. Significantly, over 95% of respondents indicated that their commitment to students

 was unaffected by the nature of the employment contract (table 4.62). Indeed, Legge (1995) describes commitment in employees as involving a willingness to supply high levels of effort, and as table 4.63 reveals, a significant 92% of hourly-paid lecturers stated that the nature of their employment did not lower the effort they put into their work. While a significant 100% of respondents attached at least some importance to feeling valued by students, with a weighted categorisation of extremely important (table 4.64), will have influenced the previous results, professional ethics may also be influential.


The implication of this set of results is that the employment of hourly-paid lecturers, while driven in part by cost-efficiencies, does not adversely affect the ‘quality’ of the service experienced by the customer (Rollinson with Broadfield, 2002).  

Furthermore, 64% of respondents said they would continue to teach indefinitely on part-time contracts (table 4.65).  Reasons given include: 

'I am very tempted to say NO…However, I can't afford to turn any teaching hours down and I don't believe that SIHE will ever change its policy regarding part-time lecturers contracts.  In 15 years there have been no changes towards loyal part-time lecturers.'

'I enjoy the work and wish to continue working at SIHE.' 

'On the whole my experience of SIHE is very good.' 
This chapter has presented and analysed the perceived benefits and limitations of hourly-paid, temporary employment contracts within a HE Institution, and the perceived effects on the individual employee. Chapter 5 will synthesise the corporate rationale of hourly-paid, temporary employment contracts with the employees’ experience, making recommendations that minimise any adverse effects in the Higher Education context.

Chapter 5

CONCLUSIONS AND RECOMMENDATIONS
This chapter synthesises the published literature relating to numerical flexibility with the primary research conducted at Swansea Institute of Higher Education. It evaluates the benefits, limitations and effects associated with hourly-paid employment contracts as perceived by managerial and temporary lecturing staff, making recommendations that minimise the adverse effects on the peripheral lecturer and the Higher Education organisation. The chapter is organised around the three objectives of the research.

Objective One: To identify HEI managers' perceptions of the organisational benefits and limitations associated with the employment of hourly-paid lecturers

The higher education sector generally, and SIHE specifically, uses fixed-term, hourly-paid employment contracts much more extensively than other organisations in the UK (NATFHE, 2001a).  This is because the intensification of competition within the higher education environment associated with the removal of the binary divide, growth in student numbers, and commercial independence, demands a greater emphasis on the 'building blocks' of competitive advantage: customer responsiveness, cost-minimisation, quality and innovation (Hill and Jones, 2001). For SIHE, the primary benefit derived from employing hourly-paid lecturers is adaptability to this dynamic market environment, as originally advocated by Atkinson (1984) in the 'flexible firm' paradigm. Numerically flexible peripheral lecturers facilitate customer responsiveness as they can be 'hired and fired' at relative ease to respond to, first, fluctuations in customer demand for the various courses which SIHE provides (Atkinson and Meager, 1986), and second, to changes in skill requirements (Rollinson with Broadfield, 2002). By utilising hourly-paid lecturers, SIHE can vary the size and deployment of the workforce to meet demand as efficiently as possible whilst avoiding redundancies within the core group of permanent lecturers which might adversely affect employment relations. This corroborates Atkinson and Gregory's (1986, p. 13) prediction that peripheral workers will be 'exposed more and more to raw market forces'.  

Kodz, Kersley and Strebber's (1998) prediction that there are negative effects on the quality of peripheral worker output as a consequence of the divergence of treatment between core and peripheral worker groups is not substantiated by SIHE's managers. Whilst acknowledging that hourly-paid lecturers are not fully aware of Institute standards and procedures, managerial level staff believe that hourly-paid lecturers enhance the quality of the student's learning experience. Because hourly-paid lecturers are often specialists in their vocational area, the relevance and currency of the teaching is maximised, and the variety of lecturers stimulates student interest. Furthermore, while recognising that that job insecurity experienced by hourly-paid lecturers is likely to affect adversely staff turnover rates, they are perceived by managers to be committed to the students, if not the Institute. Thus, Guest's (1987) prediction that flexibility improves organisations abilities to harness quality has some validity in this context.

Cost-minimisation is achieved because hourly-paid lecturers receive lower pay and other benefits in comparison to their permanent counterparts.  They are presented with the 'hard' orientation to flexibility described by Storey (1997), in that they are treated as relatively cheap, disposable resources. Yet, while acknowledging the importance of cost-efficiency, managerial level staff believe it is not the primary driver of numerical flexibility, which contradicts the contentions of Blyton and Morris (1993), Lane (1995), Nolan (1989) and Sisson and Marginson (1995).  In opposition to the assertion of Winfield et al (2000), the strategic rationale for flexibility at SIHE is the harnessing of the skills and capabilities that the organisation requires to meet challenges in the future.  Thus, as advocated by the CIPD (cited by Winfield et al, 2000), SIHE's use of temporary contracts has a clear link to business strategy.

However, in accord with NATFHE (2001c), managerial level staff believe there is an over-reliance on hourly-paid lecturers that places an intolerable administrative and pastoral care burden on permanent staff, and that more fractional and/or full-time permanent lecturers are required.  This concurs with the Bett Report's (1998, para. 217) reference to the use of flexible labour in HE:

‘We are convinced…that there is scope for many HE institutions to reduce their use of fixed-term and casual employment.  'Whilst they will need to retain sufficient flexibility to react to changes in funding and student demand…we believe that significantly more staff could be offered “permanent” (i.e. open-ended) contracts.’

Recommendation One: In the immediate-term, SIHE should reduce its reliance on hourly-paid lecturers by creating more one/two year fixed-term and permanent (full-time and/or fractional) positions. While this will increase labour costs, particularly in the short term, benefits to be gained include: the reduction of the administrative burden on permanent staff, thereby improving their morale and the time they can devote to the quality of the core business of teaching; the motivation of hourly-paid staff to perform to the best of their abilities where they can see that job and financial security, are attainable; and the demonstration of fair and ethical treatment of employees which will enhance employee relations and loyalty.  To minimise wage costs and meet the flexibility needs of employees, SIHE should consider term-time only teaching contracts.

Objective Two: To analyse hourly-paid HEI lecturers' perceptions of differences in contractual terms and workplace treatment experienced by core and peripheral lecturers

In accord with the assertion of Atkinson and Gregory (1986), SIHE's hourly-paid lecturers perceive there to be a divergence in the contractual terms and workplace treatment received by core and peripheral workers. Moreover, as per Culley et al (1999) and Winfield et al (2000), hourly-paid lecturers perceive their treatment to be inferior when compared to the core group. 

For eight given differences (in rank order), hourly-paid lecturers perceive that they receive much worse treatment than their core counterparts: holiday pay; job security; sick pay; promotion; extra responsibilities; office base; involvement in decision-making; and induction. Of these conditions perceived as extremely inferior, respondents attach considerable importance to differences in sick pay, but also view as important (in rank order) differences in: holiday pay; job security; promotion; and involvement in decision-making. Although perceived as an extreme difference, the importance of opportunities for extra responsibilities was somewhat neutral.

Peripheral lecturers perceive that they receive a little worse treatment for a further ten given differences: training; status; appreciation by management; social interaction with colleagues; mentorship; pay level; communication; appreciation by colleagues; access to resources; and duties outside contractual obligations.  However, although the difference in treatment for these factors is not perceived to be as inferior relative to the 'much worse treatment' set of issues, some of these differences are perceived to be extremely important to respondents (in rank order): pay level, communication; appreciation by colleagues; and access to resources.  Other lesser adverse differences rated by respondents as important include: training; status; appreciation by management; and social interaction with colleagues.

Focusing only on those factors of difference to which respondents attach importance or considerable importance, the factors can be modelled visually: each factor can be categorised according to the extent of the difference, and its importance to respondents (figure 5.1). Such a categorisation accords a prioritised distinction by respondents to particular differences (the numbered sections).

Corroborating the views of Blyton and Morris (1993), Legge (1998) and NATFHE (2002c), respondents perceive considerable differences in sick pay (which they believe to be extremely important) and holiday pay (important) when compared to the financial contractual benefits received by core lecturers. In addition, the pay level is perceived to be lower, an issue of extreme importance to respondents; the payment rates at SIHE contradict McGregor and Sproull's (1992) survey evidence that rates of pay were the same for the core and peripheral groups. These findings substantiate Brewster's (1998, p. 255) statement that 'flexible work is often low paid'. 

While the inequity in pay levels might, to some extent, be explained by the evident differences in the contractual duties of the two employee groups, over a third of the hourly-paid lecturers felt that they were expected to fulfil some of these extra duties unpaid. Furthermore, in accord with Culley et al (1999) and NATFHE (2001a), peripheral lecturers deliver substantially the same core service to customers as their permanent colleagues. The core-periphery concept, however, ignores the possibility that workers who are numerically flexible carry out core functions, and that these lecturers are highly educated ‘professional’, employees, rather than low-skilled labour (see Atkinson, 1984, 1985; Beardwell and Holden, 2001; Dex and McCulloch, 1997). 

Inevitably, given the fixed-term nature of the employment, respondents believe that SIHE provides much worse job security for hourly-paid lecturers compared with their permanent counterparts, in accord with the contention of Guest et al (1996), and worse than that found by Sparrow (1998). At SIHE, secure, permanent employment is a prerequisite for career advancement, which substantiates the contentions of Emmott and Hutchinson (1998) and Kodz, Kersley and Strebber (1998, cited by Winfield et al, 2000). Although opportunities for promotion are important to respondents, this explains their perception that they are much less likely to achieve it when compared to permanent counterparts. Legge's (1998, p. 288) view that 'employers appear to regard part-timers as less suitable for promotion [and that] even in the public sector… part-timers tend to be clustered in the lower grades', is valid in this context. Similarly, peripheral lecturers perceive their status to be important, but lower than the status of core workers. 

The importance levels placed on job security and training imply that hourly-paid lecturers at SIHE place increased emphasis on the notion of employability (as proposed by Ghoshal and Bartlett, 1995), and desire learning and development that supports portability. Yet, while Emmott and Hutchinson's (1998) assertion that employers are less keen to train peripheral employees is not substantiated at SIHE - opportunities for development at SIHE, including mentorship, are available to all lecturers - hourly-paid lecturers perceive that they are less likely to receive development training compared with their permanent counterparts; they seem to be unaware of their development entitlement.

Indeed, respondents commented widely on the perceived inadequacy of information and communication at SIHE for peripheral compared to permanent lecturers (particularly information regarding SIHE's policies and procedures). Corroborating Herriot and Pemberton's (1995) assertion, communication is of considerable importance to respondents, and they perceive that they have a lower involvement in decision-making than core workers. There is a perception, moreover, that both core colleagues and management value and appreciate the hourly-paid lecturers a little less than they do their permanent colleagues. Respondents, however, place more importance on appreciation from colleagues than they do from management; this is in accord with the importance they place on social interaction with colleagues, for which they perceive they have less opportunity than their permanent counterparts. 

While a difference in access to resources is not substantiated at SIHE, hourly-paid lecturers perceive that they have less access than salaried staff, an issue of extreme importance to them. This perception is probably due to unfamiliarity with SIHE's procedures. Other fringe benefits, such as the availability of an office from which to work, and car parking facilities, were perceived to be worse than those received by permanent lecturers.

This section has analysed hourly-paid HEI lecturers' perceptions of differences in contractual terms and workplace treatment experienced by core and peripheral lecturers.  The next section evaluates the effects of these differences on the hourly-paid lecturer.

Objective Three: To evaluate hourly-paid HEI lecturers' perceptions of the effects on the peripheral lecturer of different employment conditions compared with the core group 

As a result of the inferior employment terms and conditions perceived by peripheral lecturers when compared to the core group, hourly-paid lecturers believe that they are adversely affected in eight given ways (in rank order): an inability to plan financially for the future; a lack of awareness of SIHE's policies and procedures; a lack of trust in management to look after hourly-paid lecturers' interests; isolation from colleagues; unfair treatment; any extra work is not recognised by management; lower loyalty to SIHE; and peripheral lecturers feel they are expected to perform extra duties unpaid. 

Respondents replied neutrally (neither agreed nor disagreed) to seven given adverse effects: withholding of ideas; lower job satisfaction; feeling of exploitation by SIHE; lower morale; lower commitment to SIHE; lower sense of achievement; and resentment of permanently employed counterparts.

Peripheral lecturers perceived that the lack of permanency did not adversely affect them in three given ways: absence from work is not higher; the effort put into the job is not lower; and commitment to students is not lower than if permanently employed.

In substantiation of Legge's (1998) assertion, peripheral lecturers claim that hourly-paid rather than permanent employment contracts (and the associated job insecurity, inferior pay level, holiday/sickness entitlements, and ineligibility for unemployment benefit), adversely affects their ability to plan financially for the future (to secure loans, credit, housing, etc.). This result corroborates Brewster's (1998, p. 255) statement that: 'the individual and the family bear the cost of not working on standard hours and contractual arrangements'.

Indeed, while half of the respondents choose to work on an hourly paid basis because it suits their domestic, work or leisure arrangements, the rest do so because there is no permanent work available. This represents a substantial increase on the 13% proposed by Brewster (1998), but concurs with his contention that flexibility is largely driven by employer demands, not employee preferences. Moreover, the majority of respondents wish to increase the number of hours worked.  These conditions might affect critically nearly half of the respondents as they earn the main income in their households.  Indeed, to minimise the dependency on payment received from SIHE, and/or work extra hours, the majority of these lecturers also work at other institutions. However, respondents perceive that they are expected to perform extra duties unpaid at SIHE, which impinges on their ability to supplement their income elsewhere. 

Given that half of the respondents aspire to permanent positions, it is unsurprising that the uncertainty of contract renewal is seen as one of the most disturbing and stressful aspects of the job. While corroborating NATFHE's (2001a) contention that the majority of temporary lecturers are employed on a regular basis, the length of service of the respondents is less than that found by Smith (1997). The implication is clear: those hourly-paid lecturers who value job security, and hence the ability to plan financially for the future, will seek other employment.  Similarly, while peripheral lecturers perceive career advancement and higher status (and the associated rewards) to be limited to their permanently employed colleagues, those who recognise that they will not achieve them at the Institute will seek employment elsewhere. Their departure represents a loss of valuable experience, a rise in staff turnover rates and associated costs, and possibly an adverse effect on the quality of the service delivery to students. The main risk is that the least flexible, innovative and committed employees will be the ones remaining after those best suited for career advancement, the achievers, have departed (Sparrow, 1998).

Recommendation Two: To avoid the loss of valuable staff, to provide financial and job security for those appointed, and opportunities for career advancement, SIHE should provide more permanent positions (as previously advocated).

Because of job insecurity, the psychological contract (Schein, 1965) between hourly-paid lecturers and SIHE no longer contains the obligation of loyalty to the organisation on the part of the individual. This confirms the Conference Board (1997) report (cited by Sparrow and Marchington, 1998) and concurs with Guest's (1998) assertion that temporary workers view their interaction with the organisation as a short-term transaction until something better comes along. However, while hourly-paid lecturers clearly recognise that SIHE does not offer a 'job-for-life', the supplementary comments provided by respondents indicate there is a profound feeling that SIHE has reneged on the psychological contract by not making permanent those positions in which lecturers have worked for long-periods of time. This corroborates the research of Kessler and Undy (1996, cited by Winfield et al, 2000) and Atkinson and Rick, (1996 cited by Emmott and Hutchinson, 1998). Furthermore, in recognition that half of the respondents desire a permanent position, Locke's (1968) goal theory and Vroom's (1964) expectancy theory, suggest that to maintain or improve the work performance of these lecturers, SIHE must demonstrate that the hourly-paid lecturers' goal is both achievable, and the result of good performance. 

Recommendation Three: Should SIHE choose to provide more permanent positions (as recommended previously), the prime candidates for recruitment are those in positions as hourly-paid lecturers. A long-term commitment to these lecturers should be incorporated into SIHE's resourcing policy; where it can be demonstrated that an hourly-paid lecturer has filled a position or role for two years, and where the role is likely to continue indefinitely, the position should be offered on a permanent basis. Furthermore, this will demonstrate to hourly-paid staff that job and financial security are attainable, and motivate them to perform to the best of their abilities. 

Peripheral lecturers perceive that there is an implicit management expectation that they perform duties that are outside their contractual obligations and unpaid.  Managers referred to these more 'willing' employees in the previous section. Indeed, hourly-paid lecturers, some of whom believe that temporary jobs are trials for permanent positions, might perceive that refusal to perform these duties would harm their employment prospects. Furthermore, respondents perceive that the extra work they perform is not recognised by management; in accord with Emmott and Hutchinson's (1998) contention, hourly-paid staff want to have their contribution recognised in the same way as other employee groups. Indeed, comments from peripheral lecturers state that the organisation demands a high commitment return from them with little reciprocity; SIHE management adopt a low commitment strategy for this employment group, compared to the high commitment (and reward) strategy targeted at permanent workers. 

Recommendation Four: The psychological contract needs to be renegotiated between peripheral lecturers and SIHE management (as per Herriot and Pemberton, 1995) to refine what each party will give to, and take from, the employment relationship. This will involve emphasising that no permanent positions are promised to the lecturers, and explaining to both lecturers and management what fair work duties comprise. 

Recommendation Five: A staff handbook should be produced and distributed (other than that aimed at permanent staff), that will outline the rights, responsibilities and entitlements of hourly-paid lecturers. 

Recommendation Six: Induction sessions should discuss the implicit expectations of both parties in the employment relationship. Those hourly-paid lecturers who were employed before the induction policy was introduced should receive 'review' sessions at which expectations might be renegotiated. 

Although disadvantaged in respect of most of the factors that generate commitment described by Legge (1998) (for example, job security, opportunities for training, and responsibility), lower commitment to SIHE was not substantiated by respondents. This contradicts Guest's (1998) contention that the 'hard' face of HRM experienced by peripheral workers results in an uncommitted workforce.  Nevertheless, while the contention of Winfield et al (2000) and Mant (1995) that the inequitable treatment experienced by peripheral workers negatively affects morale is not substantiated at SIHE, respondents do not trust management to look after their interests. This is unsurprising, given the transactional nature of the fixed-term employment relationship (Guest, 1998).  

Although respondents perceive deficiencies in terms of job security, financial rewards/entitlements, working conditions and the information that they receive from the organisation, the results do not substantiate any adverse effect on the satisfaction and sense of achievement hourly-paid lecturers derive from the job itself. Furthermore, respondents deny that the inferior terms under which they are employed have an adverse effect on the effort they put into the job or the commitment they give to students. This accords with Rollinson with Broadfield's (2002) view that for professional employees, the extrinsic factors act as hygiene factors rather than motivators (corresponding to Herzberg's, 1974, motivational theory). Hygiene factors serve only to prevent dissatisfaction; improvements to these extrinsic factors will reduce dissatisfaction to a neutral level, but even if provided in abundance, are unlikely to satisfy or motivate staff to perform better in the longer-term. Nevertheless, attention to hygiene factors is necessary to avoid unpleasantness at work and to deny the charge of unfair treatment levied at SIHE. However, change to employment conditions relating to pay is not feasible, as SIHE conforms to terms nationally agreed with the trade union; NATFHE is currently campaigning to improve terms for temporary lecturers. 

Recommendation Seven: To provide both tangible and psychological rewards, and minimise perceptions of inequity, SIHE should harmonise those extrinsic factors that are under the control of the organisation (mostly working conditions). Irrespective of the nature of the employment contract, all staff should, for example, have access to an office base from which to work, equal access to teaching resources, computing facilities, secretarial support and car parking spaces. 

Substantiating Herzberg's (1974) theory, respondents place considerable importance on the intrinsic factors derived from the job itself (for example, job satisfaction, a sense of achievement, appreciation by students). Indeed, that the inferior extrinsic rewards they receive in comparison to their permanent colleagues lowers the satisfaction and sense of achievement they derive from the job is not substantiated at SIHE.  Lecturers are empowered with a high degree of autonomy in their work; the freedom to choose how to perform the work seems to be viewed as a reward in itself. They appear to find motivating those aspects of the work that they can control – mainly the teaching - possibly attributing satisfying incidents at work as a favourable reflection on their own performance.  Conversely, the dissatisfying incidents can be attributed to the contractual side of the employment under the control of the organisation. 

In contradiction of Adams' (1965) equity theory, although the respondents perceive their treatment to be unfair when compared with that received by permanent lecturers, hourly-paid lecturers deny that they lower the performance effort put into the job to achieve a more equitable exchange. In addition, Geary's (1992) contention that peripheral workers resent their permanently employed colleagues because of the inequitable treatment is not substantiated at SIHE. 
Recommendation Eight: Because equity theory emphasises the need for managers to pay attention to employees' perceptions of what is fair and equitable, management must clarify and justify the different work contributions from the distinct employment groups in order to restore a feeling of equity. A perception of fair and ethical treatment of employees will enhance employee relations and loyalty.

Peripheral lecturers perceive that they are disadvantaged in terms of Tampoe's (1994, cited by Mullins, 2002) knowledge worker motivational variables: task competence, peer and management support, task and role clarity and corporate awareness. Although not substantiated at SIHE, peripheral lecturers perceive that they receive less opportunity for the training and development that would maintain and enhance their task competence. They also perceive themselves to be isolated from their colleagues, and do not trust managers to look after their interests, supporting the claim of Kodz, Kersley and Strebber (cited by Winfield et al, 2000). Furthermore, in accord with Herriot and Pemberton's (1995) assertion, the perceived inadequacy of communication and involvement might undermine hourly-paid lecturers' task competence and role clarity due to an unfamiliarity with procedures, and reduce their status within the organisation.  Such deficiencies contribute to a 'them and us' culture.

Recommendation Nine: To ensure that all staff are aware of the strategic objectives to which they must contribute, and procedures and policies to which they must adhere, the communication media used to impart and receive information must be provided consistently to all employment groups. Hourly-paid staff should be allocated an e-mail account and pigeon-hole to ensure that no-one is overlooked in the communication chain. 

Recommendation Ten: To provide opportunities for involvement, information and social interaction with colleagues, hourly-paid lecturers should be invited to attend (with payment) examination boards and course team meetings. This will allow these lecturers to share with and learn from their peers, encourage innovation in terms of course development and raise their awareness of procedures.  It also provides opportunities to understand the factors involved in managers' decision-making processes, thereby reducing the trust gap. 

Recommendation Eleven: The formal staff appraisal system should involve hourly-paid staff. This gives these lecturers an opportunity to voice concerns and share experiences, to receive support from management and feedback on performance, to discuss development needs and entitlement, and feel their contribution is recognised and valued.

Recommendation Twelve: Mentors should be assigned to those lecturers who were employed before the formal mentoring policy was introduced. Each lecturer will then have a personal contact should they experience difficulties or need advice on how to navigate the political and procedural systems at SIHE.  

A significant percentage of respondents indicated no disparity between their expectations of the position and the reality they have experienced, exploitation by SIHE was unsubstantiated, with the majority willing to continue to teach indefinitely on part-time contracts. In contrast to the contention of Purcell and Purcell (1996, cited by Legge, 1998), such results imply that while acknowledging the inequities present between the two employee groups, these lecturers were aware of the conditions on recruitment and are relatively content to receive what they were promised. Furthermore, the many supplementary comments from respondents such as 'SIHE is my preferred place of employment…' and 'I'm happy' support the CIPD survey research (cited by Emmott and Marchington, 1998) which found that the attitudes of temporary workers suggest that they do not feel themselves to be a particularly disadvantaged group. Indeed, many of the criticisms that have emerged from this research are general indictments of SIHE's HR policies and practices that might equally be claimed by permanent lecturers (for example, lack of formal mentorship, induction). 

Yet, the challenge to treat flexible employees the same as the core group, as proposed by Emmott and Hutchinson (1998), appears to be rather naïve, and ignores the rationale for numerical flexibility: it is impossible to provide job security, say, to this 'casual' group of lecturers, who are hired and fired in accord with student enrolment levels. The total harmonisation of working conditions would result in the abolition of this employment group, an unrealistic proposition given the competitive challenges facing HEI's, and possibly to the detriment of those who choose to work on a numerically flexible basis. 

There are, however, clearly two groups of peripheral lecturers at SIHE: those who are relatively content with their temporary contracts, and those who seek permanent positions.  The latter group is inevitably frustrated as they are in positions that do not match their aspirations. A particular challenge to management that emerges from this research is that the expectations of this group of peripheral workers must be managed more effectively (as suggested in the recommendations). 

In general though, peripheral lecturers enjoy the work, and although they perceive a number of inequities in their employment conditions when compared to the core group, and experience as individuals a number of adverse effects, they believe that these inequities of treatment do not adversely affect their work performance. The recommendations developed from this research are intended to minimise the adverse effects associated with hourly-paid employment contracts for the peripheral lecturer and the organisation. Although the recommendations are intended primarily for those in the educational environment, they should be applicable in a variety of professional contexts.

Therefore, while SIHE has not applied the complete 'Flexible Firm' design, the adoption of numerical flexibility has proved to be a successful HR strategy that facilitates adaptation to the dynamic environment, with few adverse effects. Atkinson's model, developed for use in the largely private, manufacturing sector has been transferred into the public, service sector with considerable success. This is probably because the model aids adaptability to changing market conditions, particularly relevant to today's service organisations. Indeed, SIHE has taken advantage of the relatively high degree of labour market flexibility in the UK, partly evidenced by the above national average number of temporary workers employed within HE, mainly to gain the benefits of cost-minimisation. Furthermore, the core-periphery application within SIHE is in direct contrast to the peripheral workforce described by Atkinson in 1984; the lecturers are ‘professional’, ‘primary’ employees who contribute directly to organisational performance, rather than low-skilled, ‘secondary’ labour. SIHE has blurred the core-periphery boundary and extended numerical flexibility into core functions. 

Review of Research and Directions for Future Research

This research successfully fulfilled the desired objectives and resulted in an original set of recommendations.  However, certain limitations of the research must be acknowledged.  First, the research focused on a single unit of analysis, SIHE, as a case study organisation. While this was suitable to obtain in-depth knowledge of the phenomenon under investigation within the particular HE context, the organisation is not necessarily a representative case.  However, as a theoretical generalisation rather than a statistical representation was attempted, that is, the conclusions were not attributed to a larger population, the flexibility theory applied in this particular organisation can be generalised to other professional contexts. Furthermore, as the contractual terms and conditions within HE are relatively homogeneous, the cluster of lecturers within the case organisation should receive similar treatment to lecturers in other HEI's. Nevertheless, an area for future research might be a cross-case study of the treatment received by peripheral lecturers.

Second, it is recognised that the reliability of research results tends to be low when using a case study strategy; however, the questionnaire survey employed to collect much of the primary data facilitates the replication of this research. Moreover, the combination of methodologies (using both qualitative and quantitative methods of data collection - triangulation), reached similar conclusions, thus the reliability was improved when compared to a single methodological approach.

Third, much of the research involved participant perception rather than facts; care has been taken however, to distinguish between certainty and opinion.

Fourth, while the research incorporated the views of managerial level staff and the peripheral workers, it did not obtain the views of the core workforce.  Further research might undertake a comparative study of the conditions experienced by the core and peripheral worker groups.
Fifth, although care has been taken to avoid bias and subjectivity of analysis throughout the study, the researcher has experienced both hourly-paid and permanent employment at SIHE, which challenges the validity of the study's design and findings. 

This research has provided a 'snapshot' view of the application of Atkinson's (1984) flexible firm paradigm within higher education. An original set of recommendations has been produced, which if implemented, and combined with the dynamic nature of the industry and possible legislative changes to the management of temporary workers, provides an opportunity for a longitudinal comparison in the future.
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Table 3.1: Aggregate weightings shown by category�
�
Scale Weighting:�



1�



2�



3�



4�



5�
Weighted average�
�
Number of respondents�
42


�
1-42�
43-84�
85-126�
127-168�
169-210�
126�
�
�
41


�
1-41�
42-82�
83-123�
124-164�
165-205�
123�
�
�
40


�
1-40�
41-80�
81-120�
121-160�
161-200�
120�
�
�
39�
1-39


�
40-78�
79-117�
118-156�
157-195�
117�
�
�
38�
1-38


�
39-76�
77-114�
115-152�
153-190�
114�
�
�
37�
1-37


�
38-74�
75-111�
112-148�
149-185�
111�
�









χ2 = Σ(O - E)2


	  E								





Table 4.1: Differences in treatment between hourly-paid and permanently employed lecturers as perceived by hourly-paid lecturers�
�
A�
B�
C�
D�
E�
F�
G�
H�
I�
J�
�
i�
�
Much better treatment�
A little better treated�
Same treatment�
A little worse treatment�
Much worse treatment�
    Total respondents and


weighted aggregate�
    Difference from  weighted


     average score�
    Aggregate category�
�
ii�
Weighting factor:


FACTOR: �
1�
2�
3�
4�
5�
�
�
�
�
1�
Receiving full pay during holiday periods  (respondents)�
0�
0�
2�
2�
34�
38�
�
Much worse treatment


�
�
�
                                                           (weighting applied)�
�
�
(6)�
(8)�
(170)�
(184)�
+70�
�
�
2�
Provision of job security �
0�
0�
6�
5�
30�
41�
�
�
�
�
�
�
�
(18)�
(20)�
(150)�
(188)�
+65�
�
�
3�
Receiving full pay during periods of sickness �
0�
0�
4�
2�
31�
37�
�
�
�
�
�
�
�
(12)�
(8)�
(155)�
(175)�
+64�
�
�
4�
Opportunities for promotion or advancement �
0�
0�
5�
9�
26�
40�
�
�
�
�
�
�
�
(15)�
(36)�
(130)�
(181)�
+61�
�
�
5�
Opportunities for extra responsibilities �
0�
0�
6�
19�
16�
41�
�
�
�
�
�
�
�
(18)�
(76)�
(80)�
(174)�
+51�
�
�
6�
Availability within SIHE of an office/base from which to work �
0�
0�
12�
12�
17�
41�
�
�
�
�
�
�
�
(36)�
(48)�
(85)�
(169)�
+46�
�
�
6�
Involvement in decision-making �
0�
1�
8�
17�
15�
41�
�
�
�
�
�
�
(2)�
(24)�
(68)�
(75)�
(169)�
+46�
�
�
8�
Induction to SIHE’s procedures �
0�
0�
10�
18�
13�
41�
�
�
�
�
�
�
�
(30)�
(72)�
(65)�
(167)�
+44�
�
�
9�
Opportunities for training and development �
0�
1�
12�
15�
13�
41�
�
A little worse treatment�
�
�
�
�
(2)�
(36)�
(60)�
(65)�
(163)�
+40�
�
�
10�
Status of the position�
0�
0�
14�
16�
11�
41�
�
�
�
�
�
�
�
(42)�
(64)�
(55)�
(161)�
+38�
�
�
11�
Feeling valued or appreciated by management �
0�
0�
16�
15�
9�
40�
�
�
�
�
�
�
�
(48)�
(60)�
(45)�
(153)�
+33�
�
�
12�
Opportunities for social interaction with colleagues �
0�
0�
17�
16�
7�
40�
�
�
�
�
 �
�
�
(51)�
(64)�
(35)�
(150)�
+30�
�
�
13�
Mentorship/ongoing support�
1�
0�
16�
15�
8�
40�
�
�
�
�
�
(1)�
�
(48)�
(60)�
(40)�
(149)�
+29�
�
�
14�
Pay level�
1�
4�
13�
9�
12�
39�
�
�
�
�
�
(1)�
(8)�
(39)�
(36)�
(60)�
(144)�
+27�
�
�
15�
Open communication and information�
0�
0�
21�
18�
2�
41�
�
�
�
�
�
�
�
(63)�
(72)�
(10)�
(145)�
+22�
�
�
16�
Feeling valued or appreciated by colleagues�
0�
0�
23�
14�
3�
40�
�
�
�
�
�
�
�
(69)�
(56)�
(15)�
(140)�
+20�
�
�
17�
Access to teaching resources�
0�
0�
26�
12�
3�
41�
�
�
�
�
�
�
�
(78)�
(48)�
(15)�
(141)�
+18�
�
�
18�
Expectation to undertake duties outside contractual obligations�
4�
6�
18�
7�
5�
40�
�
�
�
�
�
(4)�
(12)�
(54)�
(28)�
(25)�
(123)�
+3�
�
�






Table 4.2: Factors of Importance (in general terms)�
�
A�
B�
C�
D�
E�
F�
G�
H�
I�
J�
�
i�
�
Not at all important�
Not very important�
Somewhat important�
Important�
Extremely important�
    Total respondents and


weighted aggregate�
    Difference from  weighted


     average score�
    Aggregate category�
�
ii�
Weighting factor:


FACTOR: �
1�
2�
3�
4�
5�
�
�
�
�
1�
Job satisfaction                                          (respondents)                      �
0�
0�
2�
11�
29�
42�
�
Extremely important�
�
�
                                                         (weighting applied)�
�
�
(6)�
(44)�
(145)�
(195)�
+69�
�
�
2�
Sense of achievement                                                  �
0�
0�
3�
16�
23�
42�
�
�
�
�
�
�
�
(9)�
(64)�
(115)�
(188)�
+62�
�
�
2�
Feeling valued or appreciated by students                  �
0�
0�
2�
18�
22�
42�
�
�
�
�
�
�
�
(6)�
(72)�
(110)�
(188)�
+62�
�
�
4�
Open communication and information                        �
1�
1�
6�
17�
17�
42�
�
�
�
�
�
(1)�
(2)�
(18)�
(68)�
(85)�
(174)�
+48�
�
�
5�
Access to teaching resources                                       �
0�
3�
7�
14�
18�
42�
�
�
�
�
�
�
(6)�
(21)�
(56)�
(90)�
(173)�
+47�
�
�
5�
Pay level                                                                      �
0�
0�
9�
20�
12�
41�
�
�
�
�
�
�
�
(27)�
(80)�
(60)�
(167)�
+47�
�
�
7�
Feeling valued or appreciated by colleagues              �
0�
1�
6�
23�
12�
42�
�
�
�
�
�
�
(2)�
(18)�
(92)�
(60)�
(172)�
+46�
�
�
8�
Receiving full pay during periods of sickness            �
1�
2�
11�
7�
19�
40�
�
�
�
�
�
(1)�
(4)�
(33)�
(28)�
(95)�
(161)�
+41�
�
�
9�
Feeling valued or appreciated by management           �
0�
2�
8�
20�
11�
41�
�
Important�
�
�
�
�
(4)�
(24)�
(80)�
(55)�
(163)�
+40�
�
�
10�
Opportunities for training and development               �
2�
3�
8�
16�
13�
42�
�
�
�
�
�
(2)�
(6)�
(24)�
(64)�
(65)�
(161)�
+35�
�
�
11�
Receiving full pay during holiday periods                  �
1�
5�
9�
9�
16�
40�
�
�
�
�
�
(1)�
(10)�
(27)�
(36)�
(80)�
(154)�
+34�
�
�
12�
Provision of job security                                             �
1�
6�
4�
18�
12�
42�
�
�
�
�
 �
(1)�
(12)�
(12)�
(72)�
(60)�
(157)�
+31�
�
�
13�
Opportunities for social interaction with colleagues   �
0�
6�
14�
16�
6�
42�
�
�
�
�
�
�
(12)�
(42)�
(64)�
(30)�
(148)�
+22�
�
�
14�
Opportunities for promotion or advancement�
5�
9�
4�
13�
11�
42�
�
�
�
�
�
(5)�
(18)�
(12)�
(52)�
(55)�
(142)�
+16�
�
�
14�
Involvement in decision-making�
1�
8�
14�
12�
7�
42�
�
�
�
�
�
(1)�
(16)�
(42)�
(48)�
(35)�
(142)�
+16�
�
�
16�
Status of the position�
2�
8�
15�
14�
3�
42�
�
�
�
�
�
(2)�
(16)�
(45)�
(56)�
(15)�
(134)�
+8�
�
�
17�
Opportunities for extra responsibilities�
3�
12�
17�
6�
4�
42�
�
SI�
�
�
�
(3)�
(24)�
(51)�
(24)�
(20)�
(122)�
-4�
�
�






Table 4.3: Perceived differences compared with permanent staff: full pay during holiday periods�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0�
�
A little better treatment�
0�
0�
�
Same treatment�
2�
5.3%�
�
A little worse treatment�
2�
5.3%�
�
Much worse treatment�
34�
89.5%�
�
Total�
38�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 1�
�
Weighted category: Much worse treatment�
�






Table 4.4: Importance of pay during holiday periods�
�
�
Frequency�
Valid %�
�
Extremely important�
16�
40%�
�
Important�
9�
22.5%�
�
Somewhat important�
9�
22.5%�
�
Not very important�
5�
12.5%�
�
Not at all important�
1�
2.5%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.004�
�
Ranked position: 11�
�
Weighted category: Important�
�






Table 4.5: Perceived differences compared with permanent staff: full pay during periods of sickness�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0�
�
A little better treatment�
0�
0�
�
Same treatment�
4�
10.8%�
�
A little worse treatment�
2�
5.4%�
�
Much worse treatment�
31�
83.8%�
�
Total�
37�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 3�
�
Weighted category: Much worse treatment�
�






Table 4.6: Importance of full pay during periods of sickness�
�
�
Frequency�
Valid %�
�
Extremely important�
19�
47.5%�
�
Important�
7�
17.5%�
�
Somewhat important�
11�
27.5%�
�
Not very important�
2�
5%�
�
Not at all important�
1�
2.5%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.000�
�
Ranked position: 8�
�
Weighted category: Very important�
�






Table 4.7: Importance of pay level�
�
�
Frequency�
Valid %�
�
Extremely important/ Important�
32�
78.1%�
�
Somewhat important


�
9�
22%�
�
Not very important/ 


Not at all important�
0�
0�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 5�
�
Weighted category: Extremely important�
�






Table 4.8: Perceived differences compared with permanent staff: pay level�
�
�
Frequency�
Valid %�
�
Much better treatment�
1�
2.6%�
�
A little better treatment�
4�
10.3%�
�
Same treatment�
13�
33.3%�
�
A little worse treatment�
9�
23.1%�
�
Much worse treatment�
12�
30.8%�
�
Total�
39�
100%�
�
Chi-square significance (≤0.05): 0.008�
�
Ranked position: 14�
�
Weighted category: A little worse treatment�
�






Table 4.9: Perceived differences compared with permanent staff: expectation to undertake extra duties unpaid�
�
�
Frequency�
Valid %�
�
Much better treatment�
4�
10.0%�
�
A little better treatment�
6�
15.0%�
�
Same treatment�
18�
45.0%�
�
A little worse treatment�
7�
18.0%�
�
Much worse treatment�
15�
38.0%�
�
Total�
40�
100%�
�
Ranked position: 18�
�
Weighted category: A little worse treatment�
�






Table 4.10: Importance of job security�
�
�
Frequency�
Valid %�
�
Extremely important�
12�
29.3%�
�
Important�
18�
43.9%�
�
Somewhat important�
4�
9.8%�
�
Not very important�
6�
14.6%�
�
Not at all important�
1�
2.4%�
�
Total�
41�
100.0%�
�
Chi square significance (≤0.05): 0.00016�
�
Ranked position: 12�
�
Weighted category: Important�
�






Table 4.12: The importance of job security crosstabulated by the provision of job security at SIHE�
�
�
Perceived differences in treatment compared with permanent staff: provision of job security�
�
�
Much better treatment�
A little better treatment�
Same


treatment�
A little worse treatment�
Much worse treatment�
Total�
�
Importance of job security


�
Extremely important�
0�
0�
2�
0�
10�
12�
�
�
Important�
0�
0�
3�
1�
14�
18�
�
�
Somewhat important�
0�
0�
0�
2�
2�
4�
�
�
Not very important�
0�
0�
0�
2�
3�
5�
�
�
Not at all important�
0�
0�
1�
0�
0�
1�
�
Total�
0�
0�
6�
5�
29�
40�
�






Table 4.11: Perceived differences in treatment compared with permanent staff: provision of job security�
�
 �
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
6�
14.6%�
�
A little worse treatment�
5�
12.2%�
�
Much worse treatment�
30�
73.2%�
�
Total�
41�
100.0%�
�
Chi square significance (≤0.05): 0.00000�
�
Ranked position: 2�
�
Weighted category: Much worse treatment�
�






Table 4.14: Level of education�
�
�
Frequency�
%�
�
HND or equivalent�
4�
9.5�
�
First degree or equivalent�
25�
59.5�
�
Masters degree or equivalent�
13�
31.0�
�
Total�
42�
100.0�
�






Table 4.13: Teaching qualification�
�
�
Frequency�
%�
�
Yes�
24�
57.1�
�
No�
18�
42.9�
�
Total�
42�
100.0�
�






Table 4.15: Importance of opportunities for promotion or advancement�
�
�
Frequency�
Valid %�
�
Extremely important�
11�
26.2%�
�
Important�
13�
31.0%�
�
Somewhat important�
4�
9.5%�
�
Not very important�
9�
21.4%�
�
Not at all important�
5�
11.9%�
�
Total�
42�
100%�
�
Ranked position: 14�
�
Weighted category: Important�
�






Table 4.16: Perceived differences in treatment compared with permanent staff: opportunities for promotion or advancement�
�
�
Frequency�
Valid %�
�
Much better treatment/ 


A little better treatment�
0�
0�
�
Same treatment�
5�
12.5%�
�
A little worse treatment /Much worse treatment�
35�
87.5%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 4�
�
Weighted category: Much worse treatment�
�






Table 4.18: Perceived differences compared with permanent staff: opportunities for extra responsibilities�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
6�
14.6%�
�
A little worse treatment�
19�
46.3%�
�
Much worse treatment�
16�
39.0%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.034�
�
Ranked position: 5�
�
Weighted category: Much worse treatment�
�






Table 4.17: Importance of opportunities for extra responsibilities�
�
�
Frequency�
Valid %�
�
Extremely important�
4�
9.5%�
�
Important�
6�
14.3%�
�
Somewhat important�
17�
40.5%�
�
Not very important�
12�
28.6%�
�
Not at all important�
3�
7.1%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.002�
�
Ranked position: 17�
�
Weighted category: Somewhat important�
�






Table 4.20: Perceived differences in treatment compared to permanent staff: opportunities for training and development�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
1�
2.4%�
�
Same treatment�
12�
29.3%�
�
A little worse treatment�
15�
36.6%�
�
Much worse treatment�
13�
31.7%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00006�
�
Ranked position: 9�
�
Weighted category: A little worse treatment�
�






Table 4.19: Importance of opportunities for training and development�
�
�
Frequency�
Valid %�
�
Extremely important�
13�
31.0%�
�
Important�
16�
38.1%�
�
Somewhat important�
8�
19.0%�
�
Not very important�
3�
7.1%�
�
Not at all important�
2�
4.8%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.001�
�
Ranked position: 14�
�
Weighted category: Important�
�






Table 4.21: Perceived differences in treatment compared to permanent staff: mentorship/ongoing support�
�
�
Frequency�
Valid %�
�
Much better treatment�
1�
2.5%�
�
A little better treatment�
0�
0%�
�
Same treatment�
16�
40.0%�
�
A little worse treatment�
15�
37.5%�
�
Much worse treatment�
8�
20.0%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.00001�
�
Ranked position: 13�
�
Weighted category: A little worse treatment�
�






Table 4.22: Perceived differences in treatment compared to permanent staff: induction�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
10�
24.4%�
�
A little worse treatment�
18�
43.9%�
�
Much worse treatment�
13�
31.7%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 8�
�
Weighted category: Much worse treatment�
�






Table 4.24: Perceived differences in treatment compared to permanent staff: open communication and information�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
21�
51.2%�
�
A little worse treatment�
18�
43.9%�
�
Much worse treatment�
2�
4.9%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 15�
�
Weighted category: A little worse treatment�
�






Table 4.23: Importance of open communication and information�
�
�
Frequency�
Valid %�
�
Extremely important�
17�
40.5%�
�
Important�
17�
40.5%�
�
Somewhat important�
6�
14.3%�
�
Not very important�
1�
2.4%�
�
Not at all important�
1�
2.4%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.0000�
�
Ranked position: 4�
�
Weighted category: Extremely important�
�






Table 4.26: Perceived differences in treatment compared to permanent staff: involvement in decision-making�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
1�
2.4%�
�
Same treatment�
8�
19.5%�
�
A little worse treatment�
17�
41.5%�
�
Much worse treatment�
15�
36.6%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00001�
�
Ranked position: 6�
�
Weighted category: Much worse treatment�
�






Table 4.25: Importance of involvement in decision-making�
�
�
Frequency�
Valid %�
�
Extremely important�
7�
16.7%�
�
Important�
12�
28.6%�
�
Somewhat important�
14�
33.3%�
�
Not very important�
8�
19.0%�
�
Not at all important�
1�
2.4%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.017�
�
Ranked position: 14�
�
Weighted category: Important�
�






Table 4.27: Importance of social interaction with colleagues�
�
�
Frequency�
Valid %�
�
Extremely important�
6�
14.3%�
�
Important�
16�
38.1%�
�
Somewhat important�
14�
33.3%�
�
Not very important�
6�
14.3%�
�
Not at all important�
0�
0%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.00042�
�
Ranked position: 13�
�
Weighted category: Important�
�






Table 4.28: Perceived differences in treatment compared to permanent staff: opportunities for social interaction with colleagues�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
17�
42.5%�
�
A little worse treatment�
16�
40.0%�
�
Much worse treatment�
7�
17.5%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 12�
�
Weighted category: A little worse treatment�
�






Table 4.30: Perceived differences in treatment compared to permanent staff: status of the position�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
14�
34.1%�
�
A little worse treatment�
16�
39.0%�
�
Much worse treatment�
11�
26.8%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.00001�
�
Ranked position: 10�
�
Weighted category: A little worse treatment�
�






Table 4.29: Importance of status of position�
�
�
Frequency�
Valid %�
�
Extremely important�
3�
7.1%�
�
Important�
14�
33.3%�
�
Somewhat important�
15�
35.7%�
�
Not very important�
8�
19.0%�
�
Not at all important�
2�
4.8%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.00170�
�
Ranked position: 16�
�
Weighted category: Important�
�






Table 4.31: Importance of feeling valued or appreciated by colleagues�
�
�
Frequency�
Valid %�
�
Extremely important�
12�
28.6%�
�
Important�
23�
54.8%�
�
Somewhat important�
6�
14.3%�
�
Not very important�
1�
2.4%�
�
Not at all important�
0�
0%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 7�
�
Weighted category: Extremely important�
�






Table 4.32: Perceived differences in treatment compared to permanent staff: feeling valued or appreciated by colleagues�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
23�
57.5%�
�
A little worse treatment�
14�
35.0%�
�
Much worse treatment�
3�
7.5%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 16�
�
Weighted category: A little worse treatment�
�






Table 4.33: Importance of feeling valued or appreciated by management�
�
�
Frequency�
Valid %�
�
Extremely important�
11�
26.8%�
�
Important�
20�
48.8%�
�
Somewhat important�
8�
19.5%�
�
Not very important�
2�
4.9%�
�
Not at all important�
0�
0%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 9�
�
Weighted category: Important�
�






Table 4.34: Perceived differences in treatment compared to permanent staff: feeling valued or appreciated by management�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
16�
40.0%�
�
A little worse treatment�
15�
37.5%�
�
Much worse treatment�
9�
22.5%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 11�
�
Weighted category: A little worse treatment�
�






Table 4.35: Perceived differences in treatment compared with permanent staff: availability of office/base from which to work�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
12�
29.3%�
�
A little worse treatment�
12�
29.3%�
�
Much worse treatment�
17�
41.5%�
�
Total�
41�
100%�
�
Ranked position: 6 (joint)�
�
Weighted category: Much worse treatment�
�






Table 4.36: Importance of access to teaching resources�
�
�
Frequency�
Valid %�
�
Extremely important�
18�
42.9%�
�
Important�
14�
33.3%�
�
Somewhat important�
7�
16.7%�
�
Not very important�
3�
7.1%�
�
Not at all important�
0�
0%�
�
Total�
42�
100%�
�
Ranked position: 5 (joint)�
�
Weighted category: Extremely important�
�






Table 4.37: Perceived differences in treatment compared with permanent staff: access to teaching resources�
�
�
Frequency�
Valid %�
�
Much better treatment�
0�
0%�
�
A little better treatment�
0�
0%�
�
Same treatment�
26�
63.4%�
�
A little worse treatment�
12�
29.3%�
�
Much worse treatment�
3�
7.3%�
�
Total�
41�
100%�
�
Ranked position: 17�
�
Weighted category: A little worse treatment�
�






Table 4.38:  Effects of different treatment on the hourly-paid individual or his or her performance as perceived by hourly-paid lecturers�
�
A�
B�
C�
D�
E�
F�
G�
H�
I�
J�
�
i�
�
Strongly disagree�
Disagree�
Neither agree nor disagree�
Agree�
Strongly agree �
    Total respondents and


weighted aggregate�
    Difference from  weighted


     average score�
    Aggregate category�
�
ii�
Weighting factor:


STATEMENT: �
1�
2�
3�
4�
5�
�
�
�
�
1�
Insecurity of contract renewal affects my ability to plan my financial future, e.g. securing loans, credit, housing, etc.�
1�
7�
3�
10�
20�
41�
�
Agree�
�
�
�
(1)�
(14)�
(9)�
(40)�
(100)�
(164)�
+41�
�
�
2�
Lack of induction means that I don’t always know SIHE’s internal procedures and policies�
1�
3�
6�
22�
8�
40�
�
�
�
�
�
(1)�
(6)�
(18)�
(88)�
(40)�
(153)�
+33�
�
�
3�
I do not trust SIHE management to look after my interests�
0�
10�
12�
8�
11�
41�
�
�
�
�
(Positive statement and responses reversed)�
�
(20)�
(36)�
(32)�
(55)�
(143)�
+20�
�
�
4�
I sometimes feel isolated from my colleagues�
2�
7�
8�
20�
4�
41�
�
�
�
�
�
(2)�
(14)�
(24)�
(80)�
(20)�
(140)�
+17�
�
�
5�
I feel the treatment I receive is unfair�
3�
8�
10�
11�
9�
41�
�
�
�
�
(Positive statement and responses reversed)�
(3)�
(16)�
(30)�
(44)�
(45)�
(138)�
+15�
�
�
6�
The extra work I do is not recognised by management�
0�
9�
21�
9�
2�
41�
�
�
�
�
(Positive statement and responses reversed)�
�
(18)�
(63)�
(36)�
(10)�
(127)�
+4�
�
�
6�
My loyalty to SIHE is lower than if I were permanently employed�
6�
9�
6�
16�
4�
41�
�
�
�
�
�
(6)�
(18)�
(18)�
(64)�
(20)�
(126)�
+3�
�
�
8�
I feel that I am expected to do extra work or duties outside my contractual obligations and unpaid�
4�
11�
11�
10�
5�
41�
�
�
�
�
�
(4)�
(22)�
(33)�
(40)�
(25)�
(124)�
+1�
�
�
9�
If I do not agree with SIHE’s practices, procedures, policies, etc., and think they could be improved, I keep my ideas to myself�
2�
15�
11�
10�
3�
41�
�
Neither agree nor disagree�
�
�
�
(2)�
(30)�
(33)�
(40)�
(15)�
(120)�
-3�
�
�
10�
The satisfaction I feel in the job has been lowered�
6�
11�
10�
9�
5�
41�
�
�
�
�
�
(6)�
(22)�
(30)�
(36)�
(25)�
(119)�
-4�
�
�
11�
I sometimes feel exploited by SIHE�
6�
12�
10�
6�
6�
40�
�
�
�
�
�
(6)�
(24)�
(30)�
(24)�
(30)�
(114)�
-6�
�
�
11�
 My morale has been lowered by the different treatment I receive�
7�
12�
7�
8�
6�
40�
�
�
�
�
                                                              �
(7)�
(24)�
(21)�
(32)�
(30)�
(114)�
-6�
�
�
13�
My commitment to SIHE is lower than if I were permanently employed�
7�
13�
7�
8�
6�
41�
�
�
�
�
�
(7)�
(26)�
(21)�
(32)�
(30)�
(116)�
-7�
�
�
14�
The sense of achievement I get from the job is lower�
7�
15�
7�
7�
5�
41�
�
�
�
�
�
(7)�
(30)�
(21)�
(28)�
(25)�
(111)�
-12�
�
�
15�
I sometimes resent my permanently employed counterparts�
17�
11�
5�
6�
2�
41�
�
�
�
�
�
(17)�
(22)�
(15)�
(24)�
(10)�
(88)�
-35�
�
�
16�
My absence from work is higher than if I were permanently employed�
23�
12�
5�
1�
0�
41�
�
Disagree�
�
�
 �
(23)�
(24)�
(15)�
(4)�
�
(66)�
+57�
�
�
17�
The effort I put into the job is lower than if I were permanently employed�
23�
15�
3�
0�
0�
41�
�
�
�
�
�
(23)�
(30)�
(9)�
�
�
(62)�
-61�
�
�
18�
My commitment to students is lower than if I were permanently employed�
24�
15�
1�
1�
0�
41�
�
�
�
�
�
(24)�
(30)�
(3)�
(4)�
�
(61)�
-62�
�
�






Table 4.39: Effects of different treatment on individual: unable to plan financial future due to job insecurity�
�
�
Frequency�
Valid %�
�
Strongly agree/Agree�
30�
73.2%�
�
Neither agree nor disagree�
3�
7.3%�
�
Disagree/Strongly disagree�
8�
19.5%�
�
Total�
41�
100.0%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 1�
�
Weighted category: Agree with statement�
�






Table 4.40:  Household highest earnings�
�
 �
Frequency�
%�
�
Respondent�
20�
47.6%�
�
Respondent's partner�
19�
45.2%�
�
Equal�
3�
7.1%�
�
Total�
42�
100.0%�
�






Table 4.41: Effects of different treatment on individual and performance: expected to perform extra duties unpaid�
�
�
Frequency�
Valid %�
�
Strongly agree�
5�
12%�
�
Agree�
10�
24%�
�
Neither agree nor disagree�
11�
27%�
�
Disagree�
11�
27%�
�
Strongly disagree�
4�
10%�
�
Total�
41�
100%�
�
Ranked position: 8�
�
Weighted category: Agree �
�






Table 4.42: Effects of different treatment on individual and performance: extra work not recognised by management�
�
�
Frequency�
Valid %�
�
Strongly agree�
2�
5%�
�
Agree�
9�
22%�
�
Neither agree nor disagree�
21�
51%�
�
Disagree�
9�
22%�
�
Strongly disagree�
0�
0%�
�
Total�
41�
100%�
�
Ranked position: 6�
�
Weighted category: Agree �
�






Table 4.43: Work at other organisations?�
�
�
Frequency�
Valid %�
�
Yes�
26�
65%�
�
No�
14�
35%�
�
Total�
40�
100%�
�






Table 4.44: Length of service at SIHE�
�
�
Frequency�
%�
�
Less than 1 year�
12�
28.6%�
�
1 year or more but less than 3 years�
8�
19.0%�
�
3 years or more but less than 5 years�
10�
23.8%�
�
5 years or more but less than 7 years�
7�
16.7%�
�
7 years or above�
5�
11.9%�
�
Total�
42�
100%�
�






Table 4.45: Effects of different treatment on individual and performance: lower loyalty to SIHE�
�
�
Frequency�
Valid %�
�
Strongly agree�
4�
9.8%�
�
Agree�
16�
39.0%�
�
Neither agree nor disagree�
6�
14.6%�
�
Disagree�
9�
22.0%�
�
Strongly disagree�
6�
14.6%�
�
Total�
41�
100%�
�
Ranked position: 6 (joint)�
�
Weighted category: Agree �
�






Table 4.46: Effects of different treatment on individual and performance: unawareness of SIHE's procedures due to lack of induction�
�
�
Frequency�
Valid %�
�
Strongly agree�
8�
20.0%�
�
Agree�
22�
55.0%�
�
Neither agree nor disagree�
6�
15.0%�
�
Disagree�
3�
7.5%�
�
Strongly disagree�
1�
2.5%�
�
Total�
40�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 2�
�
Weighted category: Agree �
�






Table 4.47:  Reason for part-time, hourly-paid work�
�
 �
Frequency�
%�
�
Do not want to teach full-time�
12�
28.6%�
�
Suits caring/domestic arrangements�
1�
2.4%�
�
No full-time positions available�
21�
50%�
�
Other�
8�
19%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.000�
�






Table 4.48: Hours worked cross-tabulated by hours desired�
�
�
More hours�
Less hours�
Same hours�
Ttl�
�
<9 hours�
20�
1�
9�
30�
�
≥9 hours�
5�
0�
7�
12�
�
Total�
25�
1�
16�
42�
�






Table 4.49: Effects of different treatment on individual and performance: lack of trust in management �
�
�
Frequency�
Valid %�
�
Strongly agree�
11�
26.8�
�
Agree�
8�
19.5�
�
Neither agree nor disagree�
12�
29.3�
�
Disagree�
10�
24.4�
�
Strongly disagree�
0�
0�
�
Total�
41�
100%�
�
Ranked position: 3�
�
Weighted category: Agree �
�






Table 4.50: Effects of different treatment on individual and performance: lower commitment to SIHE�
�
�
Frequency�
Valid %�
�
Strongly agree�
6�
14.6%�
�
Agree�
8�
19.5%�
�
Neither agree nor disagree�
7�
17.1%�
�
Disagree�
13�
31.7%�
�
Strongly disagree�
7�
17.1%�
�
Total�
41�
100%�
�
Ranked position: 13�
�
Weighted category: Neither agree nor disagree�
�






Table 4.51: Effects of different treatment on individual and performance: 


the treatment I receive is unfair�
�
�
Frequency�
Valid %�
�
Strongly agree�
9�
22.0%�
�
Agree�
11�
26.8%�
�
Neither agree nor disagree�
10�
24.4%�
�
Disagree�
8�
19.5%�
�
Strongly disagree�
3�
7.3%�
�
Total�
41�
100%�
�
Ranked position: 5�
�
Weighted category: Agree �
�






Table 4.52: Effects of different treatment on individual and performance: feeling of exploitation by SIHE�
�
�
Frequency�
Valid %�
�
Strongly agree�
6�
15%�
�
Agree�
6�
15%�
�
Neither agree nor disagree�
10�
25%�
�
Disagree�
12�
30%�
�
Strongly disagree�
6�
15%�
�
Total�
40�
100%�
�
Ranked position: 11�
�
Weighted category: Neither agree nor disagree�
�






Table 4.53: Difference between expectation of employment conditions and the reality experienced?�
�
�
Frequency�
%�
�
No�
29�
69.0%�
�
Yes�
13�
31.0%�
�
Total�
42�
100.0%�
�
Chi square significance (≤0.05): 0.014�
�






Table 4.54: Effects of different treatment on individual and performance: resentment of permanently employed colleagues�
�
�
Frequency�
Valid %�
�
Strongly agree�
2�
4.9%�
�
Agree�
6�
14.6%�
�
Neither agree nor disagree�
5�
12.2%�
�
Disagree�
11�
26.8%�
�
Strongly disagree�
17�
41.5%�
�
Total�
41�
100%�
�
Ranked position: 15�
�
Weighted category: Neither agree nor disagree�
�






Table 4.55: Effects of different treatment on individual and performance: isolation from colleagues�
�
�
Frequency�
Valid %�
�
Strongly agree�
4�
9.8%�
�
Agree�
20�
48.8%�
�
Neither agree nor disagree�
8�
19.5%�
�
Disagree�
7�
17.1%�
�
Strongly disagree�
2�
4.9%�
�
Total�
41�
100%�
�
Ranked position: 4�
�
Weighted category: Agree �
�






Table 4.56: Importance of job satisfaction�
�
�
Frequency�
Valid %�
�
Extremely important�
29�
69.0%�
�
Important�
11�
26.2%�
�
Somewhat important�
2�
4.8%�
�
Not very important�
0�
0%�
�
Not at all important�
0�
0%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.0000�
�
Ranked position: 1�
�
Weighted category: Extremely important�
�






Table 4.57: Effects of different treatment on individual: lower job satisfaction�
�
�
Frequency�
Valid %�
�
Strongly agree�
5�
12.2%�
�
Agree�
9�
22.0%�
�
Neither agree nor disagree�
10�
24.4%�
�
Disagree�
11�
26.8%�
�
Strongly disagree�
6�
14.6%�
�
Total�
41�
100%�
�
Ranked position: 10�
�
Weighted category: Neither agree nor disagree�
�






Table 4.59: Effects of different treatment on individual and performance: sense of achievement is lower�
�
�
Frequency�
Valid %�
�
Strongly agree�
5�
12%�
�
Agree�
7�
17%�
�
Neither agree nor disagree�
7�
17%�
�
Disagree�
15�
37%�
�
Strongly disagree�
7�
17%�
�
Total�
41�
100%�
�
Ranked position: 14�
�
Weighted category: Neither agree nor disagree�
�






Table 4.58: Importance of sense of achievement�
�
�
Frequency�
Valid %�
�
Extremely important�
23�
54.8%�
�
Important�
16�
38.1%�
�
Somewhat important�
3�
7.1%�
�
Not very important�
0�
0%�
�
Not at all important�
0�
0%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.0000�
�
Ranked position: 2�
�
Weighted category: Extremely important�
�






Table 4.60: Effects of different treatment on individual and performance: lower morale�
�
�
Frequency�
Valid %�
�
Strongly agree�
6�
15.0%�
�
Agree�
8�
20.0%�
�
Neither agree nor disagree�
7�
17.5%�
�
Disagree�
12�
30.0%�
�
Strongly disagree�
7�
17.5%�
�
Total�
40�
100%�
�
Ranked position: 11 (joint)�
�
Weighted category: Neither agree nor disagree�
�






Table 4.61: Effects of different treatment on individual and performance: withholding of ideas for improvement�
�
�
Frequency�
Valid %�
�
Strongly agree�
3�
7.3%�
�
Agree�
10�
24.4%�
�
Neither agree nor disagree�
11�
26.8%�
�
Disagree�
15�
36.6%�
�
Strongly disagree�
2�
4.9%�
�
Total�
41�
100%�
�
Ranked position: 9�
�
Weighted category: Neither agree nor disagree�
�






Table 4.62: Effects of different treatment on individual and performance: lower commitment to students�
�
�
Frequency�
Valid %�
�
Strongly agree�
0�
0%�
�
Agree�
1�
2.4%�
�
Neither agree nor disagree�
1�
2.4%�
�
Disagree�
15�
36.6%�
�
Strongly disagree�
24�
58.5%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 18�
�
Weighted category: Disagree �
�






Table 4.63: Effects of different treatment on individual and performance: lower effort put into the job�
�
�
Frequency�
Valid %�
�
Strongly agree�
0�
0%�
�
Agree�
0�
0%�
�
Neither agree nor disagree�
3�
7.3%�
�
Disagree�
15�
36.6%�
�
Strongly disagree�
23�
56.1%�
�
Total�
41�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 17�
�
Weighted category: Disagree �
�






Table 4.64: Importance of feeling valued or appreciated by students�
�
�
Frequency�
Valid %�
�
Extremely important�
22�
52.4%�
�
Important�
18�
42.9%�
�
Somewhat important�
2�
4.8%�
�
Not very important�
0�
0%�
�
Not at all important�
0�
0%�
�
Total�
42�
100%�
�
Chi-square significance (≤0.05): 0.00000�
�
Ranked position: 2 (joint)�
�
Weighted category: Extremely important�
�






Table 4.65: Continue with part-time contracts indefinitely?�
�
�
Frequency�
%�
�
Yes�
27�
64.3%�
�
No�
15�
35.7%�
�
Total�
42�
100.0%�
�






Figure 5.1: Importance of factors of difference perceived by hourly-paid lecturers�
�
�
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