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support in exchange for unpaid labour(2),
•
there is a predominant perception amongst GTAs
that they won’t receive that support unless they do the
unpaid work(3).
These trends are similar to those found in other countries:
•
In 2010 The Economist reported that while a
graduate assistant at Yale might earn $20,000 a year
for nine months of teaching, the average pay of full
professors in America was $109,000 in 2009—higher than
the average for judges and magistrates(4).
Many of those on temporary, fixed-term contracts and/
•
In Canada 80% of postdocs earn $38,600 or less
or working as hourly paid teachers are postgraduate
per year before tax—the average salary of a construction
students. A recent National Union of Students (NUS)
worker. A postdoc is a person who has received a
survey suggests that nationally,
•
one-third of postgraduate teachers are
doctoral degree and who is pursuing additional research,
effectively paid BELOW MINIMUM WAGE because their training, or teaching in order to have better skills to
contracts grossly underestimate the length of time it
pursue a career in academia, research, or any other
takes to prepare a class or mark an essay,
fields(5).
•
many have only partial contracts or no contracts (2)Under the new system most staff previously designated as Visiting Tutors will now be designated
Associate Lecturers, the only exception being postgraduate teachers understood to be on a one-year
at all,
training contract as a teacher (Notes taken during the Draft Agreement Information Meeting held by
GUCU on 8 July 2013). See also http://goldsmithsucu.org/content/general-meeting-minutes-11-jun-2013.
•
some universities may be effectively ‘dangling
(3)The National Union of Students (NUS) recently completed a survey of postgraduate teaching; read
carrots’ in front of Graduate Teaching Assistants
the report here: http://www.nus.org.uk/Global/1654-NUS_PostgradTeachingSurvey_v3.pdf. See also
http://goldsueducation.wordpress.com/2013/03/07/below-the-iceberg-the-casualisation-of-postgraduate(GTAs. In 2012/13 these were called Visiting Tutors in
workers-and-how-to-overcome-it/
Goldsmiths) – promising future academic and financial

According to the latest data from the Higher Education
Statistics Agency (Hesa), more than a third of the
academic workforce is now on temporary, fixedterm contracts. Moreover, the official staffing statistics
conveniently exclude the 82,000 academics employed in
jobs such as hourly paid teaching, which are classed as
“atypical” – which means the real figures are worse than
this(1).

\ the truth about academic employment /

(6)The Economist (2010) “The disposable academic: Why doing a PhD is often a waste of time” Dec
16th 2010, print edition http://www.economist.com/node/17723223?story_id=17723223

The Economist writes that in America, the recent rise
of PhD teachers’ unions reflects the breakdown of an
implicit contract between universities and PhD students:
crummy pay now for a good academic job later(6).
On April 8, 2013, the New York Times reported that
76 percent of American university faculty are adjunct
professors - an all-time high. Unlike tenured faculty,
whose annual salaries can top $160,000, adjunct

•
One OECD study shows that five years after
receiving their degrees, more than 60% of PhDs in
Slovakia and more than 45% in Belgium, the Czech
Republic, Germany and Spain were still on temporary
contracts. Many were postdocs. About one-third of
Austria’s PhD graduates take jobs unrelated to their
degrees. In Germany 13% of all PhD graduates end
up in low-paid occupations. In the Netherlands the
proportion is 21%.
•
In some countries, such as Britain and America,
poor pay and job prospects are reflected in the number
of foreign-born PhD students. One researcher estimates
that in 1966 only 23% of science and engineering PhDs
in America were awarded to students born outside
the country. By 2006 that proportion had increased to
48%. Foreign students tend to tolerate poorer working
conditions, and the supply of cheap, brilliant, foreign
labour also keeps wages down.

(7)Sarah Kendzior (2013) “Academia’s indentured servants” http://www.aljazeera.com/indepth/

Which begs the question:
why are universities doing this, and why are they
doing it now?

Casualisation is a process by which employment shifts
from full-time and permanent or contract positions
to higher levels of casual positions. Why should you
care about the casualisation of employment in Higher
Education? If you are a student, you are the one paying
for the university, and you want the best teaching you
can get. Teachers can do their job best when they’re
not worrying about how they’re going to pay their rent. If
you’re a permanent member of staff, you need to realise
that management is looking at you hungrily, thinking “How
can I replace permanent staff with casual staff?”

receive no health care or other benefits. Most adjuncts
professors make an average of $2,700 per course and
teach at multiple universities while still not making enough
to stay above the poverty line. Some are on welfare or
homeless. Others depend on charity drives held by their
peers. Adjuncts are generally not allowed to have offices
or participate in faculty meetings. With roughly 40 percent
of academic positions eliminated since the 2008 crash,
most adjuncts will not find a tenure-track job(7) .

In many US Higher Education institutions adjuncts can’t get
representation from the local lecturers’ union. When adjuncts
in the US ask for a living wage or benefits, they can be fired.
Their contingent status allows them no recourse. However, in
spite of these conditions, adjuncts across the US have found
ways of organising around their grievances. What they’re

A third reason is that the significance of the Research
Excellence Framework (a method of assessing the research
output of British higher education institutions) means that
academic staff with tenured or equivalent positions are under
increasing pressure to focus their attention on publications,
with the result that more and more teaching is performed by
postgraduate students and other staff on part-time, temporary
and/or hourly paid contracts.

Another reason is that whereas in the past many universities
in the UK saw a year-on-year increase in the numbers of
students in most departments, the increase in undergraduate
home student tuition fees that followed the Browne Review in
2010 means university management can no longer be certain
of this scenario – which makes it far more attractive to employ
staff on contracts that make them easier to get rid of than staff
on permanent contracts.

There are a number of reasons. One reason is that it is
convenient. Staff on temporary, fixed-term, part-time and/or
hourly paid contracts are much cheaper and more obedient
than full-time permanent staff.

In addition, in the 2012/13 academic year Goldsmiths UCU and
Goldsmiths SU launched a new campaign to improve working
conditions and pay for part-time and hourly paid staff (more on
this below, too). This pamphlet is a product of that campaign,
and is part of efforts to take the campaign to the next level.

For several years, Goldsmiths UCU has been engaged in
negotiations with management about contracts for part-time
and hourly paid staff, negotiations that resulted in a big change
in how their contracts are managed that came into force at the
start of this academic year (more on this below).

doing is exciting, audacious trade unionism that comes face-toface with one of the key motors of marketisation.
It should be easier to organise part-time and hourly paid
workers in the UK than in the US: they can join and get
representation from the lecturers’ union, the University and
College Union (UCU). But even if they have the right to get
involved in the union, the pressure of time and finances
usually undermines their ability to. Rushing from one campus
to another, juggling different jobs, makes it incredibly hard to
be around enough to build the kind of profile necessary to get
elected to the unions, or consistently raise issues.
UCU has noted that these kind of workers are underrepresented in union membership, and has recently taken action
to change this situation.

/ why universities try to get away with this, and why they can \

•
At present, several departments appear to
finalise at least some of their teaching allocations as
little as 2 weeks before teaching begins, and inform
part-time and hourly paid staff at this point what they will
be teaching. There have been cases of contracts being

The following comments on the current situation
were collected from temporary and part-time staff
during the 2012/13 academic year:
•
Postgraduates who teach more than 10 hours a
week in Goldsmiths complete a postgraduate teaching
certificate course with GLEU (Goldsmiths Learning
Enhancement Unit). In the feedback GLEU receives
from them, the most frequent comment is that “learning
pedagogic theory is great, but what we really need
to know is how to manage our managers – knowing
our rights and knowing how to ensure we are not
being exploited is central to any course that claims
to be training future teachers! At a time where many
people have little idea what a union is or is supposed
to do (see the next section), there is an urgent need
to help new workers understand work place relations
in the academic environment, to prevent isolation and
insecurity in the work place. Everyone needs to know
this, not only those who teach more than 10 hours a
week – therefore everyone should do the course.”

These comments came to us through meetings of part-time and hourly paid staff organised by
Goldsmiths UCU and Goldsmiths SU, and through responses submitted to the 2012/13 GUCU/
GSU Survey of Part-time and Hourly-Paid Staff organised by Goldsmiths UCU and Goldsmiths
SU.

•
“Realistically I am paid for half of what I actually
do.”
•
“My post is a 0.5 but my timetable this year
spanned across 4-5 days during 9 of the weeks making it
difficult to work in other places.”

•
“I’ve been hourly paid since 1997. I kid you
not. I think it’s about time I had a permanent, fractional
post!!!!!!!!!!!!!!”

•
“There is poor communication between staff
members in my department to the exclusion of all VTs.”

finalised several weeks after the beginning of teaching.
These practices seem to place unnecessary stress on
these staff.
•
“I was given a Visiting Tutor contract, which has
not been replaced by an Associate Tutor contract as
it should have been; this would not have affected my
pay but would mean different employment conditions.
While I have requested replacement several times it has
not happened, and I feel that I am being unnecessarily
demanding, which is not the case.”

/// testimonials \\\

Under the new system, the assimilation of existing hourly
paid staff onto the same pay spine used for other staff is
based on the introduction of a multiplier. This means that
for every hour a tutor teaches in the classroom, that tutor
gets an extra sum of money to represent the time it takes
him/her to prepare for teaching that hour. If I teach 1 hour
in the classroom at £15 an hour and my contract specifies
a multiplier of 2.25, I get paid £33.75, which covers
preparing for the class and teaching the class. The deal
secured by Goldsmiths UCU in 2013 will lead to better pay

Following many years of negotiation, the agreement
reached by UCU and Goldsmiths management over
the summer aims to bring hourly paid, Visiting Tutors
and fractional staff into alignment with the Framework
Agreement that brought all other staff onto a single pay
spine in 2008. Two key problems with the old system
– no uniformity across the college, and no incremental
progression to recognise seniority/experience built up
over several years’ work – have been rectified through
the assimilation of these contracts into the Framework
Agreement.

Over the summer of 2013 there has been a big change
in how contracts of part-time and hourly paid staff are
managed in Goldsmiths. Previously, there were as many
as 6 different types of contract operating across campus.
Many of these were hourly paid.

Last year, NUS calculated that a third of hourly-paid PhD
students teaching in universities are effectively earning less
than minimum wage. That’s because their multiplier grossly
underestimates how much time it takes to prepare to teach
a class.

Across the HE sector there is a lack of recognition of a key
problem of overwork in the profession as a whole. Nobody
goes into a full-time academic post realistically expecting to
work a 35-hour week. But part-time and hourly paid workers
bear the brunt of this, because they are more likely to be
preparing teaching material from scratch, for the first time,
and because there is a massive difference between being
overworked on a full-time salary of £40 000 a year and
being overworked on a part-time salary of £10 000 a year.

The key problem with the new system is that the multiplier
grossly underestimates how much time it takes to prepare
a class. The result is that while part-time staff – as they
will now be known – will have the best multiplier in UK HE
sector, they will still be massively underpaid. Some people
are of the opinion that what Goldsmiths now has is the
best deal for part-time and hourly paid staff anywhere in
the UK: the achievement of Goldsmiths’ unions, not nice
management. That’s good – but actually not saying much.

for most temporary and part-time teachers, and should put
people on an equivalent footing for equivalent work.

// the fractionalisation deal: the story of the multiplier \\

raising the awareness of students and staff about the
situation of part-time workers. The other key struggle is the
national pay campaign UCU is launching. Full-time staff
have not had a pay rise since 2008, and given inflation have
lost between 10-20% of their pay. The fractionalisation deal
means that if full-time pay goes up so does pay for part-time
staff. We want people to join the union and vote yes yes (yes
to strike and yes to action short of a strike) in the ballot at the
start of the autumn term. The interests of casual and full-time
staff converge on this issue.

What is to be done? Agitation for something better should
begin immediately. In the current context there are two
important struggles to be had. One is the struggle for a
better multiplier, a struggle that while necessarily involve

The success of this was limited (very few engaged with
the forum), meaning the decision-making was essentially
atomised. The new system was approved, and here we
are.

The union executive committee had the choice of holding
the ballot in July or waiting another year before replacing
the old system, and decided to hold it in July. An online
discussion forum was set up by Goldsmiths staff who felt For more information about the campaign, see our blog,
it would be useful to have a collective discussion about
http://belowtheiceberg.wordpress.com
the pros and cons of the agreement before the ballot,
rather than responding to this as atomised and ill-informed
individuals voting alone; these staff members were
concerned that such a discussion would not take place
face-to-face because this is the time of year that many
academics are likely to miss the emails regarding the ballot
completely.

A full five years after all other staff were brought onto
the same pay spine, union negotiators and Goldsmiths
management reached an agreement at the end of the
summer term. Before the agreement could enter into force
it had to be approved (or rejected) through a ballot of union
members.

•

Large numbers of postgraduate students who – on

We think of the university as an iceberg because a large
portion of the workers who keep the university going
are effectively invisible, below the waterline. The public
face of the university, the people visible above the waterline,
are full-time permanent academic staff, management and
administrators. The shadow workers below the waterline
include:

Er. An iceberg? Why?

Actions included: activists targeting departments that use large
numbers of casualised staff (Oxford), workshops on hourly-paid
staff rights (Edinburgh), stalls and meetings (Oxford, Dundee,
Sussex, Teesside, Goldsmiths), and a giant iceberg sculpture
(Goldsmiths).

Over the past year, this issue and campaign have been gaining
more and more press coverage, partly thanks to the launch of
a report on the conditions of postgraduate teachers nationally,
produced by the NUS in collaboration with the Postgraduate
Workers’ Association, and partly in relation to events and
activities that took place in universities and colleges across
the country on a National Anti-Casualisation Day of Action on
6 March 2013, called by the lecturers’ union (UCU) and the
Postgraduate Workers’ Association, seeking to raise the profile
of postgraduates who teach (GTAs or VTs) and the often poor
pay and conditions that they face.

The contribution these workers make to the life of the university is
largely unseen and unappreciated, and their working conditions
unknown to the students they serve. They are often rushing
between several underpaid part-time jobs in different parts of
London, and they tend to keep their heads down because they
hope that by doing so they will eventually get secure, full-time,
permanent job. Temporary and part-time academic workers
allow themselves to be exploited because they believe that in
the end they will become permanent members of staff. “It’s an
apprenticeship,” they tell themselves. But for most of them it won’t
be. They will never get that carrot they are chasing. Instead, they
will eventually give up that dream and move on to work outside
academia.

•
Cleaners and security staff who may or may not be
directly employed by the university and often serve the university
for years without receiving the benefits received by full-time and/or
permanent staff.

•
Temporary and part-time researchers and teaching
staff who, like the postgraduate students, make substantial
contributions to making the university work but are often poorly
paid, without job security, and excluded from decision-making and
the communal life of the departments they serve,

top of carrying out a sizeable chunk of the university’s research
in their PhD studies – make substantial contributions to the
university’s teaching by leading seminars, marking assessments
and helping with admin work,

/ success stories from across the uk \

The biggest obstacle in organising postgrads is atomisation.
They rarely meet in large groups or get the chance to compare
their conditions, and this is aggravated by the widespread
perception that they’re not eligible to join the lecturers’
union, or that they’ll be punished if they do. The SU can be
a megaphone to get the message out that this isn’t the case.
There is still considerable work to be done; the networks need
to be built on a far bigger level and we have to figure out the
logistical demands of organising people who inevitably work
and study on completely different timescales. The SU has

Goldsmiths SU Education Officer Søren Goard offers this
perspective on the role of the SU and the campaign: “First
and foremost; postgrads are students too! Student Unions
historically have a bad record of engaging with postgrads.
This can be compounded by the fact that most postgrads are
under far greater financial pressure and time constraints –
often too great to come to SUs to attempt to build campaigns.
Goldsmiths also has a history of building networks of solidarity
with its staff – we can hardly neglect those who are facing
some of the harshest casualisation.

The campaign for temporary and part-time staff in Goldsmiths
has been built on a strong collaboration between Goldsmiths
UCU and Goldsmiths Students Union, combined with strong
links with the national UCU Anti-Casualisation Committee and
the national survey of postgraduate teachers produced by the
NUS and the Postgraduate Workers Association.

The Anti-Casualisation Day of Action at Goldsmiths in March
2013 was a big success for a single day of action. As well as
getting several Visiting Tutors signed up to UCU, we were
able to get contact details for dozens more. Our eye-catching
iceberg sculpture and charismatic, good-looking activists (loljk,
-Ed) provided an entry point into conversations with hundreds
of students and prospective students attending an open day.
Most of the students we spoke to didn’t realise the employment
situation of their seminar leaders, and promised to pass on to
them the leaflets we were distributing.

the time and the resources to change this situation, to help
postgrads get networked and organised. And we’ll be a far
stronger SU for it.”

\\ successes at goldsmiths //

Postgraduate students are likely to be on fixed-term, part-time
contracts. This does not mean they are any less a member
of staff or any less eligible to join UCU and benefit from trade
union membership. For staff whose annual income from
teaching is less than £5000, UCU membership is only £2.58 per
month. You can join online at https://join.ucu.org.uk

•
Funding cuts and reorganisations mean there has
never been a better time to join your union. Staff on insecure
contracts are vulnerable to redundancy and can be exploited
– under-paid, under-valued and unable to exercise their
employment rights.
•
UCU members with individual problems at work can
Goldsmiths UCU has played the central role in securing a
fractionalisation deal in summer 2013 that is probably the best get support from local trained UCU representatives backed
by full-time regional officials, as well as expert legal advice.
in the UK. This deal was secured by union negotiators, not
Last year, UCU’s legal services won more than £7 million in
freely given by a benevolent Senior Management Team.
settlements for members treated unfairly at work.
UCU campaigns for fair pay, increased job security and
Joining UCU and playing an active role in this campaign and in •
the union are important means by which staff can help improve for all staff to be valued as part of the academic team.
•
We negotiate pay and conditions nationally. Locally,
their workplace for themselves and for their colleagues.
UCU branches negotiate on a wide range of issues including
Postgraduate students who teach are automatically members
workloads, contracts and avoiding redundancies.
•
We represent your profession and ensure members’
of the Student Union, which can offer help, advice and
views are heard by government and professional bodies.
representation on issues they face as students. However, the
•
24-hours-a-day support is available through Recourse,
Student Union cannot effectively represent them on issues of
employment: that requires a trade union. UCU is the trade union a one-to-one counselling and advice service covering issues
for academic and academic-related staff which is recognised by including stress, bullying and debt.
•
Members also benefit from pension and financial
the University.
advice and savings on a range of products.

In the longer-term, while the union is not in and of itself the
solution to all the problems of academia, it offers the potential
for collective bargaining that is a crucial element in any attempts
to make the university a less exploitative, more balanced and
fairer place to work.

There are short-term and long-term arguments why all staff
should see joining the University and College Union, UCU, as
a key step in improving their position in your workplace. In the
short-term, the union has got your back. To access legal advice
through the union you need to be a member.

/// the need for organisation \\\

•
Workers at the University of Sussex set up
a pop-up union to bring together all the different
kinds of workers in the university (academic
staff, administrative staff, cleaners, security - and
STUDENTS), arguing that because all these different

workers had different unions they were fragmented
It should go without saying that the situation of
temporary and part-time workers in academia is
not a one-off. As the economy continues to stumble • Some activists are trying to take forward the USbased, Occupy-derived ‘strike debt’ campaign
through the fall-out of the 2008 financial crisis, there
(strikedebt.org) in the UK, on the basis that
is an increasingly visible shift towards casualisation
the constituency of such a campaign extends
of labour across the economy, so that casualisation
beyond current students to ex-students with
is a threat to all workers in Higher Education and in
student loans
the education sector more broadly, and a threat to
workers in other sectors too. What we are also seeing
• One group specifically trying to organise
is resistance to casualisation. How do we link with
and mobilise casualised/precarious workers
other struggles, how do we link across struggles?
across sectors in the UK is the Precarious
Workers Brigade, a UK-based group of
•
In Goldsmiths, the fractionalisation deal is one
precarious workers in culture and education.
step in the right direction.
You can find out more about them at http://
precariousworkersbrigade.tumblr.com/
•
Elsewhere in the University of London, a
determined campaign is seeking equal rights for
outsourced cleaning workers.

linking in with other casualised/precarious employment

Help us gather information that will enable us to turn a
spotlight on the College’s budget decisions, i.e. how much they
have decided to spend on a facelift for the College and creating new
senior management roles, and how much they have decided not to
spend on part-time and hourly paid staff.

To campaign effectively for better terms of work for part-time and
hourly paid staff, we need detailed and accurate information on
working conditions and pay. In the 2012/13 academic year we
piloted a survey of part-time and hourly paid staff at Goldsmiths.
This year we want to make that survey comprehensive. Help us get
information about the survey and the campaign out to these
notoriously hard-to-reach members of staff. If they are your
colleague or they teach you, direct them to our blog.

For effective organising, a priority is accurate email lists of parttime and hourly paid staff in Goldsmiths. Past experience has
taught us that turnover of such staff is high and the fastest way
for us to obtain accurate email lists is by contacting departmental
administrators directly to ask for these. Ask us if you want to help
us put together an accurate email list by contacting your own
departmental administrator (it may be that we have already done
it). We can provide you with a standard template email that will
explain why you need this information and why the union has a right
to request this information from them.

Email GSU Education Officer, Søren Goard, to tell him you’re
interested in getting involved in the campaign.

Encourage staff in your department to honestly inform new PhD
students and potential PhD students of exactly what they are
signing up to, i.e. how shit the academic job market is, i.e. “You can Help us build a UK-version of the US-based Adjunct name-andshame website (http://adjunct.chronicle.com/).
do a PhD if you want, but are you sure it is what you want?”

Help us make our blog more sexy by contributing anonymous
vox pops and testimonies, links to media articles and videos on the
issue (there are loads), artwork, whatever.

What can you do?
Visit our blog http://belowtheiceberg.wordpress.com/ for the
latest news on the campaign and issues facing part-time and
hourly paid staff in Goldsmiths and in academia more broadly.

Why should you care? If you are a student, you are the one
paying for the university, and you want the best teaching you can
get. Teachers can do their job best when they’re not worrying
about how they’re going to pay their rent. If you’re a permanent
member of staff, you need to realise that my fight is your fight too:
management is looking at you hungrily, thinking “How can I turn
permanent staff into casual staff?”

Our plan is very simple. We are going to make sure everyone
knows that the university is run by crushing the life out of us. By
drawing attention to this, we are going to force the university to
pay us fairly for the work we do. If they say they don’t have the
money, we are going to have to examine more closely what they
are spending money on.

\\\ what is to be done? /// next steps \\\

