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Abstract
This article explores the employment contracts in higher education and the concept of casualisation. A rationale for the business model for casualisation that higher education institutes adopt is discussed revealing the benefit how atypical contracts such as Hourly Paid contract ensure a reduction in the overall cost and responsibilities for institutions while still fulfilling their obligations towards the students and providing flexibility to the academics. The article highlights the key challenges of such casual contracts in education on the income security, career progression and work life balance.
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Introduction
The global marketplace has seen an increase in more flexible approaches to working and employment status. In the United Kingdom the tax and employment responsibilities an employer is willing to take, make or commit to determines one’s employment status. According to Gov.uk (2021), the following contract types exist: Full and part-time contracts, Fixed-term contracts, Agency staff, Freelancers, Consultants, Contractors and Zero-hour contracts. Each of these contracts offers different conditions and benefits allowing flexibility for both the employer and employee, although in most instances mutually exclusive. 
The UK government has guidelines that help an employer to determine whether they need full time or part time staff, how much the National Minimum Wage is, how much National Insurance they need to pay for their employees. It also provides comprehensive guidance on the amount the employer is obligated to pay for sick pay, pension, maternity and paternity leave. These are the same rules and guidelines for the education sector. This article will be exploring the different types of contracts within Higher Education(HE) in the UK with a more specific focus on the more recent discuss on  contracts linked to casualisation in education. 

Types of Employment Contracts
This paper will focus predominately on three types of contracts common within higher education; Full and part-time, Fixed and ‘Atypical’ Hourly Paid Lecturer (HPL) contracts. According to the regulator for education in England: Office For Students (OfS) there are 417 registered higher education providers of these, 197 provided information to the Higher Education Statistics Agency (HESA) during the 2019/20 period about their staff employment data. The statistics from HESA  reveal that of the 289,690 academic staff 66,165 were on ‘atypical’ contracts. This figure was 4245 less than the figure recorded for the 2018/19 period where there were 70,410 academic staff on atypical contracts UCEA (2019) . 

The statistics show that “ .. of full-time 25% were on fixed-term contracts in contrast, 49% of part-time academic staff were employed on fixed-term contracts. Among those on an academic contract, 38% of part-time staff were hourly paid compared with 1% of full-time staff. More staff on fixed-term contracts were hourly paid than were hourly paid on open-ended/permanent contracts..” HESA(2019). This breakdown of the data is challenging to understand unless the clarity is given on the intricacy of employment mine field academics now have to navigate.

Full-time and Part Time Contracts
According to University and College Union (2016) a full time or part time contract requires the employer to give a written statement of employment, statutory paid holiday, rest breaks, sick pay, maternity, paternity and adoption leave, ensure employees do not work longer than the maximum allowed according to the Health and Safety Executive The Working Time Regulations (1998). These full time contracts are associated with income security and job security. These contracts are also known as open ended contracts as they have no end date. Termination is through notice given by either party when they want to terminate that contract. These were the commonly known contracts within academia and education in general. However this is becoming less common within the academic field as we find that Higher Education Institutes (HEI’s) are moving from full time and part time contracts to more flexible options when it comes to contracts. These full time or part time contracts are also known to integrate what is called fixed term contracts. The data that is collected by HESA shows that different types of contracts are being grafted into that same category of full time and part time contracts. It would appear that the higher education institutes are embracing the different types of contracts that afford flexibility to the academics as well as the institute. This flexibility to work options was not previously available in education but can be appraised for bringing much needed flexibility and choice in the sector (O'Malley, 2020). 

Fixed-term contracts
Fixed term contracts however differ in that they are for a limited amount of time which is set in advance with a specific end date and a specific task that needs to be completed over a set period of time. This fixed term could be a semester or an academic year or it could be just for a particular week. According to government guidelines fixed term employees must receive the same treatment as full time staff. This type of contract is considered or counted as part of full time or part time contract according to HESA statistics. However the challenge and disadvantage of  fixed term employment is its limited duration that causes insecurity. In some cases it is seasonal or casual – in the form of Hourly Paid Lecturer contracts. This could be to cover maternity, paternity and sickness leave. Though the HEI’s count these academics as part of the staff in typical full-time, part-time contracts they do not provide the same security and benefits that would come from being on a permanent open-ended contract.  

Freelance and Contractors 
There has been an increase in the number of academic freelancers, consultants and contractors that are coming into the education industry(Standing,2008).  The increase in the number  of colleges that are delivering university courses has placed a demand on the amount of lecturers required to teach. The widening of access to education for students from disadvantaged backgrounds has also resulted in a higher demand for lecturers. The unpredictable student numbers have influenced HEI’s to have a different business model and resort to engaging the services of freelancers and contractors. Being a freelancer, consultant or contractor means that they are self-employed or part of another company and they are responsible for their own tax and National Insurance contributions. They may not be entitled to the same rights as those employees that are part of the higher education institute in which they are working such as a minimum wage. Their employment/engagement terms can also differ according to each academic, meaning that they are not paid the same as another colleague. This in itself can bring a level of unfairness and inequality within the income that academics receive from an institute (Weil, 2014). As a consultant, contractor, freelancer one is able to negotiate with the Institute an amount that they are going to be paid for the services rendered. This type of flexibility has been very influential in the number of academics who are coming in to fulfil these high demands in teaching within colleges and at the higher education institutes. This type of flexibility and demand has increased the number of hourly paid lecturers. 

Hourly Paid Lecturer contracts
There is a casual group of academics that are now more prominent within the industry. Due to the high demand that institutions face with student numbers because of the widening access to education, the hourly paid contracts have now been introduced into higher education institutes. The nature of these contracts is such that a lecturer is paid by the hour for teaching/lecturing. These are casualised contracts that do not promise nor guarantee a set amount of hours every semester or term. The hours allocated to a lecturer can vary every semester depending on the student numbers, subject speciality amongst others variables. The precarious nature and increase in the number of lecturers on these types of contracts has resulted in unions advocating for change in conditions and demanding for more secure contracts for lecturers (Wiegel et al,2016).  

The University and College Union (UCU) conducted a survey in June 2019 of 3,802 higher education staff that highlighted the problem of casualisation in education in UK. The survey revealed that casualization of academic services is becoming problematic particularly as it is linked to the economic and income insecurity of academics. The survey also explored the impact of casualisation on health, well-being and job satisfaction. Parfitt (2018), Read & Leathwood, (2020) point out how casualisation has left hourly paid lecturers feeling undermined and undervalued by their peers who are on secure and full-time contracts deeming them an underclass and asserts that the unions have tried without much success to advocate and address this casualization in education. The data collected by HESA however seems to indicate there has been a change from zero hours contracts, hourly paid contracts to more fractional contracts on a fixed terms.  Due to the limited number of respondents to the surveys conducted by HESA and UCU it would be irresponsible to assume that casualisation in higher education is not a viable option for some academics. 

The case for casualisation: the business model.
As higher education institutes are businesses they do need to run at a profit and for those reasons there has to be a business model that will be appropriate for that purpose. From a statutory position, institutes have to consider the responsibilities linked to employing staff. Gov.uk clearly states the obligations that an employer has regarding health and safety, pension, sick pay, maternity, paternity and adoption leave. These obligations apply regardless of the number of students that the institute has recruited for that semester or that academic year. Considering the average academic year constitutes between for 30 to 36 weeks of teaching, there are three months that no lecturing takes place and consequently the expenditure can be reduced. 

Employers have to pay into pension funds for the people that they employ. For example, Universities Superannuation Scheme (USS) employers saw increases from 19.5% in April 2019 to 21.1% in October 2019 (UCEA,2019).  This level of increase impacts the profits that a business makes as well as the commitment to its employees. However placing employees on hourly paid contracts takes away the responsibility and obligation of the employer to provide that economic stability and places that responsibility and risk on the individual academic. It is understandable that employers need to maintain a level of flexibility by having contracts that match the unpredictable and fluctuating student numbers. It is not questionable therefore that an institute will advertise for lecturers to teach or lecture on an hourly contract for a short  term after which the employer has no obligation to provide further work. The Institute however retains the details of the lecturer and considers them as and when they need them creating a bank of contractors that they have approved. 
As most institutions are focusing on having a strong research background, having hourly paid lecturers is a short term solution that allows those lecturers who are on full time contracts to take time out for research purposes. There is also much to be gained from bringing in hourly paid lecturers who are practitioners coming from different specialities or also working within the industry who will enhance the learning and student experience. The cost on the Human Resources department becomes significantly less as they are not investing in further training for more staff.

Control and Security :The lecturer perspective.
The high number of hourly paid contracts in higher education confirms a need for them. Considering the different circumstances of individuals it is not surprising that academics welcome the option to be flexible. Traditionally access to higher education was not easy and the selection criteria difficult and unattainable for some sections of society. However there has been a push to widen access and participation to higher education thereby creating the need for more flexible provisions for higher education. 

Flexibility and Control
Amongst those that are being considered disadvantaged are; care leavers, mature students, part time students, refugees and asylum seekers, carers and people from ethnic minorities. Unions acknowledge that lecturers also have diverse needs that need to be catered for such as such as family commitments, health needs and other disabilities that might need them to have a flexible approach to their work (Mearns & Cain, 2003). The provision of hourly paid contracts allows the individual to have flexibility especially when educational provisions are becoming as diverse as the people benefiting from it. 

It can be noted that some students are working at the same time as studying and therefore need the flexibility of evening classes or weekend classes. These diverse needs require an appropriate response thereby making a case for the flexibility in the provision of education and those who provide it. The traditional provision of higher education will limit its remit to weekdays, during the working day in order to maintain a work/life balance for teachers however with the new way of working classes are available evenings as well as weekends.

Hourly paid lecturing contracts have the attraction of limiting themselves to term time only thereby providing opportunities for those needing more time for family with young children, other social interests and commitments having an hourly paid contract would be idea (Embse & Mankin,2020). That level of control over what one can do with their time and when they can do it is what is most attractive about an hourly paid contract. The harsh reality however, is the insecurity that comes with such a contract. The nature of such an hourly paid contract dictates a high level of job insecurity and possibly poor working conditions .

Working hours 
A survey conducted by UCU (2019) found that on average hourly paid lecturers worked 10 hours a week that was unpaid. Most of these hours are spent in preparing for the lecture, administrative tasks linked to the lecture and student support after the lecture. However accounting for these hours was not possible because of the nature of the contract. The hourly paid contract simply pays for the time allocated for lecturing and not for any other administrative purpose. That, according to Kimber( 2003) and Parfitt (2018) in itself then creates an inequality within the academics making the hourly paid lecturer feel like the underclass. 

Most institutes require the HPL to attend every induction, staff meeting, and to commit to continuous professional development training and conferences to remain in their pool of contractors. The time spent attending these inductions, staff meetings and conferences is not however paid for under the hourly paid contract as it is not considered lecturing whereas the lecturer on a full time/ open-ended contract has been already compensated for that time in their salary. This causes yet another inequality in the value placed on the HPL’s time.
 
Income security
Due to the precarious nature of hourly paid contracts, there is a lot of income insecurity that these lecturers experience. The lack of benefits such as sick pay, maternity, paternity and adoption leave places further insecurity and pushes lecturers to work more than the required number of hours in different institutions. The report ‘Counting the costs of casualisation in higher education’ by UCU in June 2019 found that there was a high percentage of lecturers working more than one job to compensate for the financial insecurity. Of the 2827 lecturers employed in the 12 months preceding the report, 1725 had two or more jobs to make ends meet. Key problems they experienced were: Paying rent and bills, securing a rented accommodation, getting a loan and problems accessing or maintaining access to benefits.  

This has caused lecturers to put their health and well-being at risk by being overworked and overstretched. The fear of not being able to secure a lecturing position with enough hours to meet their financial responsibilities has been noted to be one of the key causes of stress and mental health concerns. The inability to have a stable number of hours has placed more pressure and mental health strain on those who have insecure contracts. This causes an inability for one to plan their life. The survey found that 60.8% felt strongly that their contractual status had made it difficult to make long term family plans and 63.6% strongly agreed that it was hard for them to make long term financial commitments such as buying a house. Not surprisingly 84.6% confirmed they had considered leaving the sector because of the lack of job security, work-life balance issues, dissatisfaction with career progression, lack of promotion opportunities, unequal treatment and prospects of better pay in another field. 

The pull towards hourly paid contracts for lecturers has predominantly been on the flexibility that it provides however the statistics show that 80.4% would prefer a guaranteed permanent contract at the cost of the flexibility. Those already on a fixed term hourly contract showed that 97.3% would prefer to be on a permanent contract.  Though the flexibility is attractive the reality of the insecurity it brings is less so.

Coronavirus impact
COVID-19 has brought its own challenges to an already complicated and precarious situation. The lack of support from the state for those who are on hourly paid contracts who cannot meet the strict criteria puts further strain and highlights the challenges and disadvantage that those on atypical contracts face. Key criteria such as: ‘Has your work been affected by the current pandemic?’ becomes difficult to answer as technically higher education is continuing online however due to the fact that classes have been merged there is no need for extra lecturing staff to be online. Before the pandemic the need for HPL’s was justified by the class sizes and the health and safety linked to classroom capacity however, transferring the class onto a virtual platform removes those restrictions. 
Those on casualised contracts cannot benefit from the UK government Furlough scheme or equipment and service to meet the digital and technical requirements to continue online such as sufficient internet connection which will require a contractual agreement with an internet provider that one may not be able to afford long term. 
   
Unions
The main higher education trade unions GMB, EIS, UCU, UNISON and Unite have shown a concern over the precarious situation that casualisation causes for those in the sector. There has been an attempt to oppose and advocate against insecure contracts and have encouraged higher education institutes to introduce better conditions within their contracts to replace hourly paid contracts and zero hour contracts.  
The unions highlight the risk that is linked to these precarious contracts and the impact it will have on students in general. According to the survey 67% of lectures confirmed they did not have enough time to enable them to adequately prepare for their classes. 71% said they did not have enough time to give student feedback or to support them. Other reports and research have also found a link to student retention and satisfaction. This then causes a risk to the quality and the standard of education and the quality of the service that is given to the students. 

Conclusion 

The issue of casualisation in education contracts is indeed difficult to address. For some who need the flexibility as lecturers to attend to their family commitments hourly paid contracts a suitable however for those who need a more secure income this would put them in a precarious situation. From an organisational perspective casual contracts are an appropriate business model that reduces the responsibility and cost for the Institute and places it on the individual whilst still achieving its purpose. For the Unions this is not a tenable situation for its members to be in. Striking a balance between flexibility and income security should be something that can be achieved by reconsidering the terms of contracts within the sector. 

REFERENCES & BIBLIOGRAPHY
Cox, T., Boot, N., Cox, S., & Harrison, S. (1988). Stress in schools: An organizational perspective. Work & Stress, 2(4), 353-362. 
[bookmark: _Hlk62480647]Embse, N. v. d., & Mankin, A. (2020). Changes in teacher stress and wellbeing throughout the academic year. Journal of Applied School Psychology, 
Kimber, M. (2003). The Tenured 'Core' and the Tenuous 'Periphery': the casualisation of academic work in Australian universities. Journal of Higher Education Policy & Management, 25(1), 41–51. 
Kimber, M., & Ehrich, L. C. (2015). Are australia's universities in deficit? A tale of generic managers, audit culture and casualisation. Journal of Higher Education Policy and Management, 37(1), 83-97. 
[bookmark: _Hlk62480824]Mearns, J., & Cain, J. E. (2003). Relationships between teachers' occupational stress and their burnout and distress: Roles of coping and negative mood regulation expectancies. Anxiety, Stress, & Coping, 16(1), 71-82. 
[bookmark: _Hlk62479285]O'Malley, B. (2020). ‘Dehumanising’ impact of casualisation of HE staff exposed. Retrieved from https://www.universityworldnews.com/post.php?story=20200121072332456
Parfitt, S. (2018). Academic casualization in the UK. International Labor and Working-Class History, 93, 221-227. 
[bookmark: _Hlk62480291]Read, B., & Leathwood, C. (2020). Casualised academic staff and the lecturer-student relationship: Shame, (im)permanence and (il)legitimacy. British Journal of Sociology of Education, 41(4), 539-554. 
Sheffield, D., Dobbie, D., & Carroll, D. (1994). Stress, social support, and psychological and physical wellbeing in secondary school teachers. Work & Stress, 8(3), 235-243. 
[bookmark: _Hlk62479674]Standing, G. (2008). Economic insecurity and global casualisation: Threat or promise? Social Indicators Research, 88(1), 15-30.
Travers, C. J., & Cooper, C. L. (1993). Mental health, job satisfaction and occupational stress among UK teachers. Work & Stress, 7(3), 203-219. 
[bookmark: _Hlk62479857]Weil, D. (2014). The Fissured Workplace. Harvard University Press. Available at: http://www.jstor.org/stable/j.ctt6wppdw (Accessed 23 January 2021) 
[bookmark: _Hlk62479994]Wiegel, C., Sattler, S., Göritz, A. S., & Diewald, M. (2016). Work-related stress and cognitive enhancement among university teachers. Anxiety, Stress, & Coping, 29(1), 100-117. 
Higher Education Statistics Agency(2017) “Student Enrolments and Qualifications Obtained at Higher Education Providers in the United Kingdom 2015/16,” Available at: https://www.hesa.ac.u/ew/2-01-201/fr242-student-enrolments-and-qualifications (Accessed 20 January 2021).
Office for National Statistics (2016) “How Has the Student Population Changed,” 20 September 2016. Available at: http://visual.ons.gov.u/ow-has-the-student-population-changed/ (Accessed 12 December 2020).
Parfitt, S. (2018). Academic Casualization in the UK. International Labor and Working-Class History, 93, 221-227 (Accessed 12 December 2020)
Universities UK, “International Students Now Worth 25 Billion to UK Economy,” 6 March 2017. Available at: http://www.universitiesuk.ac.u/ew/age/nternational-students-now-worth-25-billion-to-UK-economy---new-research.aspx (accessed 12 February 2018).
Editor, N. (2019). Casualisation is shattering the mental and physical health of university staff. Retrieved from https://wrp.org.uk/features/casualisation-is-shattering-the-mental-and-physical-health-of-university-staff/
[bookmark: _Hlk62478809]UCEA (2019)  Higher Education Workforce Report. Available at: https://www.ucea.ac.uk/library/publications/he-workforce-report-2019/ (Accessed January 2021)
[bookmark: _Hlk62478952]University and College Union (2016) “Precarious Work in Higher Education: A Snapshot of Insecure Contracts and Institutional Attitudes,” Available at: https://www.ucu.org.u/edi/99/recarious-work-in-higher-education-a-snapshot-of-insecure-contracts-and-institutional-attitudes-Apr-1/d/cu_precariouscontract_hereport_apr16.pdf (Accessed 12 December 2020).

