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Some more 
data

• FTE  data 2019

• 17% total HE workforce is casual
• 31% of teaching only and teaching 

and research workforce is casual
• 57%of total HE workforce is 

female.
• 53% of total teaching only and 

teaching and research workforce 
is female

• Headcount 

• 36765 teaching only and 
teaching and research 
academics are in continuing or 
fixed term roles ( 2019)

• 43557 estimate of casual 
teaching only and teaching and 
research academics ( 2019)

• 54% of fixed term and casual 
staff in Victorian universities 
were female (2020)

• 59% of fixed term and casual 
job reductions in Victorian 
universities 2019 2020 were 
female



Does casualisation matter?

Impact on student experience
• “There is no negative correlation between 

casualisation of the teaching workforce in a 
given field and university, and student retention 
or completion rates within that field. Students 
taught by highly casualised workforces do not 
appear more likely to drop out or withdraw 
from studies. The lack of relationship is 
consistent over time when comparing the 2009 
cohort to previous years back to 2005.    If 
anything, the correlation is positive whereby 
highly casualised workforces tend to have a 
higher student completion and retention rate. “

• Managing the casual academic workforce in Australian universities. Elizabeth Baré, Peter 
Bentley, Diana Chegwidden, Tina Crawford, Leo Goedegebuure and Sue Thomas

Impact on job satisfaction



Controversy 
around 

casualisation

• Public universities  “ Wage theft”
• Failure to pay for work required
• Unilateral classification of work to lower 

payrates
• Payment structure and model is reflects HE as 

it was in the 1970s
• Gendered nature of  casual and contingent 

employment
• Concerns over quality of teaching and the 

student experience
• Lack of investment in capacity development of 

teaching staff
• TEQSA risk factors
• Community attitudes to “gig” working
• Moral issue.



Casual academic staff

• 30% professionals, e.g. judges and 
piccolo players giving back to the 
community

• 30% are RHD students

• Remaining 30%
• Teaching across institutions in 

areas where there is small 
demand, e.g. Korean

• PHD graduates waiting for an 
academic position

• Evidence given to the NSW Legislative 
Council Inquiry into Future 
Development of the Tertiary Education 
Sector. 2020



Factors which 
drive 

casualisation

Student demand and nature of pedagogy

Industrial instruments 

Institutional and HR strategies

Institutional culture and budget arrangements

Risk management
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Institutional strategies

Research drivers
• Importance of  achievement of research targets in 

strategic plans
• Institutional goals relating to  improving 

international rankings standards
• Weighting for research in recruitment and 

promotions process
• ERA exercise handicaps institutions with large 

numbers of T and R staff who mainly teach
• Staff preference for research
• Reward tied to achievement of strategic plan 

targets or outcomes

Measures of success
Increased and diversified research income, across 
grants, government, industry, international and 
philanthropy, and for research infrastructure. 
Improvements in research rankings across key 

systems, including subject ranks. 
Increasing the quality and impact of our publications. 

Increased external investment in facilities, growing 
numbers of digital collections, expanded users and 
partners of facilities. 
Greater numbers of staff recognised for their 
contributions.

UWA Strategic Plan 2020 - 2025



HR policies 
and 
Industrial 
instruments

Higher education industry academic staff award limitation on 
offering fixed term appointments for teaching purposes

Limited number and specified entry conditions to teaching 
scholar positions in EBAs

Academic workload models which allocate research time on 
past research performance, allowing reductions in time 
allocations for teaching and buy out for teaching 

Cost of redundancy and  recruitment failures at probation

Recruitment on merit involves lengthy and time-consuming 
processes



Organisation and culture

Internal systems and processes
• Decentralised budget models with hiring decisions made 

at School or Department level
• Simplified/ fast recruitment processes
• Lack of QA processes?
• Poor data and limited analysis

• Headcount generally not known 
• Victorian HC reporting is for fixed term and casual 

staff 
• No QLD university reported casual headcount in 

2020 annual report
• No QLD university reported a 2020 reduction on 

2019 FTE casual in 2020 annual report

Not a really important issue for some
• “Just to give a sense of the number of individuals who are 

involved in casual employment through UNSW, it is 
approximately 5,800 individuals doing just over 0.1 of a full-time 
equivalent in terms of employment. That comes down to about740 
full-time equivalents and our total staff numbers are over 7,200, so 
it is a relatively small part of our workforce.”  Prof. Ian Young, 
NSW Legislative Council Inquiry into the Future Development of 
the Tertiary Education Sector. 2020

• “School cultures in this climate tend to position casual 
academic staff  as marginal to the main strategic challenges 
of  the day, and although continuing academics may voice 
their disapproval of  the iniquitous treatment of  their casual 
colleagues, active, sustained and targeted opposition is a 
rarity.”

• “Maarten Rothengatter & Richard Hil A precarious presence, Some realities and 
challenges of academic casualisation in Australian universities.  Australian 
Universities Review. Vol 55, no 2 2013



Risk mitigation

A successful risk mitigation strategy
• With large subjects we are looking for 

additional teaching staff to service subjects 
that have large student enrolments and then 
we also will hire casual academic staff 
because they bring very particular expertise 
…. One of the ways that we have been, when 
you think about the impact of what we are 
experiencing now, we have seen basically a 
reduction in student load— that is just the 
fact of it. In consequence, we have less need 
for casual academic staff because we have, 
proportionately speaking, fewer students on 
our courses”.(Professor Farrell, NSW 
Legislative Council Inquiry into the future of 
Tertiary Education 2020)

Down side 

Potential loss of IP to private providers

Vulnerable to loss of key staff in specific areas

Diminution of the research /teaching nexus

Reputation 

Accreditation



HR  sponsored actions

• Mandated paid attendance at orientation program

• Limited access to parental and other leave provisions

• Career development, support and recognition programs

• Engagement in My Voice surveys and targeted initiatives

• Inclusion in recognition programs, eg teaching awards

• Improved engagement and payment arrangements

• Mandated conversion to fixed term positions if teaching 
60% ft load ( with conditions)

• Development new contractual arrangements to allow 
longer term engagement and regular payment



And more 
could be 
done!

• Increase level of specificity data collected on casuals 
and improve analysis

• Gain a better understanding of the size and nature of 
the “treadmill academic” cohort

• Remove incentives to engage casuals, eg aligning 
redundancy entitlements to public sector norms.

• Improve employment certainty for casual staff
• Offer right of refusal if course is to be offered 

again
• Develop new types of annualised hours contracts

• Improve recognition of casual staff
• Create a career structure recognising 

performance and experience



NTEU response; measure, mandate and 
shame

Past
• Mandate % of staff casual staff employed, 

turnround time for payments, office 
conditions, equipment support and payments 
for mandated training time

• Casual conversion clauses
• Limited development of early career 

academic  or teaching fellow roles
• Improving superannuation and access to 

other conditions, eg family violence leave, 
Covid leave.

Future
• Clearly define casual employment as 

being periodic and irregular
• Adopt broad based conversion laws
• Link university funding to on going 

employment targets
• Mandate clear and accurate statistics
• Improve legislated and union 

protection for contingent workers

• Senate Select Committee on Job Security, 2020



Solutions?



NTEU argues 
further 
regulation is 
necessary



Is there a 
case for 
regulatory 
reform?

• Fair Work Amendment (Supporting 
Australia’s Jobs and Economic Recovery) Act 
2021
• Align award conditions to current 

employment realities
• Remove limitation on use of fixed term 

roles for teaching
• Align casual academic pay structures with 

work required to be done
• Mandated reporting  on numbers at least in 

Annual Reports



Industrial change is 
insufficient

• Move from a HR/IR problem to an institutional problem

• Institutional leadership and commitment to change

• Workforce planning aligned to the nature and structure of 
pedagogy and student demand

• Inclusive workforce policies
• Better management of risk

• Clear institutional policies and practices in relation to 
engagement and recognition of casual/sessional staff



Your views?


