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ABSTRACT

This report sought to help all those involved in the academic project at Wits understand the
extent to which precarious labour exists, its dimensions and nature. Drawing from different
academic perspectives, different values and vantage points, it is generally accepted that
certain principles should prevail across all working contexts. In practice, this is not always the
case as precarious labour seems to be spreading across variegated work environments. An
increasing number of academic staff can now firmly be classified under the category of
precarious labour. Shop floor is no longer the exclusive preserve of precarious labour, for
academic staff are increasingly providing services essentially indistinguishable from
permanent work while being denied permanent employment rights and benefits. Abdication
of institutional responsibility towards academic staff invariably happens at the level of
contract of employment. In instances that bespeak crude exploitation, respondents report
instances where employment contracts are renewed for more than 10 times, making it
difficult for any meaningful planning of career paths clearly eroding institutional commitment
from staff members.
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1.1

INTRODUCTION

Academia is typically a ‘space’ at the nexus of different perspectives, values and ways of
seeing the world. Many have used to term ‘paradigm’ to describe differences in these
perspectives. However, there seems to be more agreement when it comes to academic
workplace interests of those in the academic profession. It is the role of an academic staff
union to represent the interests of academic staff, and provide a platform for debate to these
ends.

One important aspect of academic work relates to the employment contract. Much academic
literature has explored dimensions of academic work, ranging from notions of psychological
contract to ideas offered by racial humanism, and the employment contract is perhaps a
primary concern for those tasked with representing academic staff interests. However, to be
able to represent academic staff’s interests, it is necessary to understand what forms of
employment contracts exist, their nature, and the extent to which differences in employment
contracts persist in this context. And therefore the extent to which precarious work exists
within the Wits employment context. Precarious work, or non-standard poorly paid work
which is poorly remunerated, insecure, unprotected and typically insufficient to support a
household, is not only perhaps an increasing feature of globalization, but also not typically
gender neutral in its proliferation or its effects.
The purpose of this survey was therefore to understand the extent to which precarious labour
may be prevalent in the Wits employment context; although this report only includes
responses from academics it provides useful insights into the reported experiences of those
working in this context. This report therefore offers a descriptive perspective of survey
question responses.
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DETAILED SURVEY FINDINGS

In the following sections, responses are reported and discussed, according to survey question
items.
2.1

PERMANENT VERSUS NON-PERMANENT

The question ‘Do you have a permanent contract at Wits?’ was answered in the affirmative
by a total of 143 (68 %) of respondents. Conversely, 67 (32%) respondents do not have a
permanent contract at Wits constitute. All 210 respondents answered this.

Permanent versus non-permanent
Not
Permanent
32%

Permanent
68%
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2.2

YEARS OF SERVICE

Most respondents indicated over three years’ service. The question posed here was ‘How
many years have you worked at Wits?’ This question was answered by 89 respondents, and
skipped by 121.
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years
years

Almost two-thirds (64%) of respondents have had more than 3 years of service with the
University while 7% of academic staff have been providing their services for less than a year.
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2.3

TYPE OF CONTRACT

Asked ‘What type of contract do you have at Wits?’ over half (52%) reported ‘other,’ which
captured academic posts from lecturer to professor, but also administrative and other types of
contract (answered by 85 and skipped by 125). The second most commonly reported was
from postdoctoral fellows (20%).

Contract
Associate Lecturer

Postdoctoral Fellow Researcher

Sessional Lecturer Other

15%

20%
52%

7%
6%

When asked to specify the type of contract, different responses emerged. These include
‘principal tutor’; ‘senior tutor’; and ‘researcher emeritus’. Other responses that suggest
administrative work include ‘course coordinator’ as well as ‘at risk coordinator’.

2.4

CONTRACT TIME PERIOD

A third of respondents answering the question ‘What is the duration (time period) of your current
contract?’ reported one year contracts. One the opposite end, only 6% of respondents

had 5 years contracts while 14% had contracts of more than 5 years. This question
was answered by 81 respondents and skipped by 129.
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RENEWALS OF CONTRACTS

The question ‘How many times has your contract been renewed?’ was answered by 82
respondents, and skipped by 128.

Contracts seem to be renewed multiple times, according to the information in these tables.
Responses pointing to interminable renewal of contracts as opposed to permanent offers seem
to be a cause of frustration among a number of staff members.

25%
Never
39%

1 time
2 times
3 times
16%
10%

10%
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Other

There are some staff members whose contracts have been renewed 7 times while others seem
to have lost count of the number of times that their contracts have been renewed. As one
respondent puts it, my contract has been “renewable annually for years”. Overall, the
majority of respondents (39%) had their contracts renewed more than 3 times.

2.6

FUNDING OF CONTRACTS

Responses to the question ‘How is your contract funded?’ were diverse, with 79 answering

this question and 131 skipping it.

Many of these sources of funding are grant-related, suggesting many employment contracts
relate to research, with employment contingent on grant income.

2.7

DIFFERENT TIME PERIODS FOR CONTRACTS

Respondents were asked: ‘Have you been given contracts of different durations (time
periods)? If so please explain. It was answered by 71 respondents and skipped by 139.

About 58% of the respondents reported that they have not had contracts with different
durations while 42% have had contracts that varied. It is apparent that temporary contracts
are not only insecure, but their duration is also unpredictable in some cases. This is
particularly the case when contracts are externally funded: “I worked on 1 year contract then
last year we were issued with a 5 year contract but have only 3 years to run on it. My contract
says Wits have no obligation to take me on as a contract or permanent member of staff if
Gauteng Provincial government pulls funding”.
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2.8

CONTRACT SALARY VALUES

The question ‘What is your rate of remuneration per annum (what is your yearly salary)
according to your contract?’ was answered by 77 respondents and skipped by 133.

The lowest per annum remuneration reported is less than R 12 000, followed by R 17 000 and
R 41 000. Majority of respondents earn between R 200 000 to 500 000 per annum. From the
total of 77, only 6 (about 8%) respondents fall under the higher end of the scale (R 600 000 –
R 850 000), with the highest earner at R 839 000 per annum. These ranges clearly show that
some staff members are poorly remunerated, with only a few getting decent salaries.
Responses in the next section dealing with ‘concerns about rate of remuneration’ clearly
capture disparities between remuneration scales and also how Wits compares with other
institutions of higher learning.

2.9

CONCERNS ABOUT RATE OF REMUNERATION

Building on the preceding section, respondents were asked: ‘Do you have any concerns about
your rate of remuneration? If so, please explain’. It was answered by 72, skipped by 138.

Various concerns regarding the rate of remuneration were cited by respondents. Concerns
ranged from remuneration packages that are arguably not internationally competitive;
assertions of some lowly qualified members of staff remunerated higher than those more
highly qualified than them; and Wits comparing unfavorably with other institutions of higher
learning. A tutor at Wits maintained that “it [remuneration] is very little in comparison to what

tutors get at the University of Pretoria and the University of Cape Town”. Similarly, a postdoc observed that: “remuneration is substantially lower than the same position at comparable
institutions (the University of Johannesburg, for instance), but my main concern is the lack of
understanding of what exactly is expected of postdocs. We are not - and cannot,
as per South African Revenue Services (SARS) – be paid to teach, for instance, but many are
coerced into doing so”.
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Moreover, some issues that will pass for oddities were raised by respondents regarding their rate
of remuneration. Consider a respondent whose remuneration has been ridiculously irregular who
had this to say: “[m]y main concern is that I do not get a regular income and I will only get paid
in a few years’ time for work such as supervision and publications in two or three years’ time. I
would like to have a contract with the university and be paid regularly”. In another instance, a
lecturer’s salary was slashed after being moved from fixed term contract to a sessional lecturer’s
position: “(…) in 2014 I was asked to do the same workload as now. Then I was on a fixed term
lecturer contract and now I am on a sessional contract. The difference in pay is huge! I was told
there is no money in the budget to open a permanent position for me. I find this absurd as I lecture
[removed] 1 course which is a large class and is the 1 course that brings in the majority of the

income for the entire school (we were shown the breakdown of income by course)”.
Respondents also raised red flags over issues such as supplementation being abruptly
discontinued without notice; being paid below Wits minimum associate lecturer’s rate1;
getting 80% salary while students numbers have increased threefold; being paid than what
ASAWU negotiated for2; non-transparent package offer3. In terms of Section 29 (1) (f) of the
Basic Conditions of Employment Act No. 75 of 1997 (as amended),4 “an employer must
supply an employee in writing, when an employee commences employment, with (…) the
employee’s wage or the rate and method of calculating wages”. It follows that not making this

kind of information to the employee in print constitutes a clear violation of the Basic
Conditions of Employment Act.

Other issues raised relate to insufficient or no salary increase for three years as well as
discrepancy regarding salary increments. In some instances, some members of staff receive
increases while others are overlooked for more than three years: “I do not have the same
annual increase as permanent colleagues. My salary remains the same over five years, despite
rising inflation and increasing costs of living”. Subjecting employees on fixed term contract to

this kind of treatment is a flagrant violation of statutory provisions, for Labour Relations
Act of 2014 clearly states that “an employee employed in terms of a fixed term contract for
1

This concern suggests that this particular respondent is paid at a rate that is lower than what one should get at
a particular teaching post level.
2
Pointing to a blatant violation of a collective bargaining agreement.
3
In this particular instance, pay scales were arguably requested during interview but were arguably never
made available in print.
4
By Act No. 11 of 2002.
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longer than three months must not be treated less favourably than an employee employed on
a permanent basis performing the same or similar work, unless there is justifiable reason for
different treatment”.5
Unhappiness with remuneration is of course not across the board, for there are a number of
respondents who professed no concerns about their remuneration. Of the 72 respondents who
did not skip the questions on ‘concerns with remuneration’, about 28% did not register any

unhappiness with their current level of remuneration.

2.10 REQUIREMENT TO BRING IN INCOME TO SUPPORT EMPLOYMENT

To ascertain how employment positions are funded, respondents were asked: ‘Does your
contract require you to bring in income to support your employment? If so, please
explain further.’ This question was answered by 66 and skipped by 144.
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See Section 198B (8) (a) of Labour Relations Act No. 6 of 2014.
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The majority of respondents (78%) are not required to bring in income to support their
employment. Nonetheless, the remaining 22% who are expected to bring in income raised a
number of concerns around conditions through which they are expected to raise funds to
support their employment positions. Employment contracts that are linked to grants are in
particular a cause of job insecurities as illustrated by responses such as: “since I am grantedfunded, my employment terminates if grant is withdrawn”; “(…) the Centre is running out of
money and my contract may not be renewed”.

In some instances, staff members are required to fundraise 100% towards their salaries in
addition to any overhead cost and research expenses. Therefore, renewal of contracts is
contingent on mobilizing additional funding by the concerned staff members.

2.11 BENEFITS RECEIVED6
The question ‘What benefits do you receive?’ was answered by 83 respondents, and skipped

by 125.
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the benefits cited.
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As the graph above shows, more than half of the respondents are covered in terms of
unemployment insurance and medical aid. That at least 14 of the respondents receive no
benefits is disconcerting. Moreover, the fact that none of the benefits cited are individually
extended to all the respondents is worrying but nonetheless speaks to the vulnerability of staff
members on temporary contracts.

2.12 GENDER
The question ‘How do you identify in terms of gender?’ was answered by 89, skipped by
121. The majority (69%) identified as Female. This suggests that non-permanent employment
is gendered, with women potentially facing greater exposure to precarious labour in this
context.

28
Male
Female
61
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2.13 IMPACT OF TEMPORARY STATUS ON WORK RELATIONSHIPS
“I am not at all sure that I want to commit to academia if I am simply going to be
chewed up and spat out when I am no longer useful, with no benefits whatsoever”.7

Respondents were asked: ‘How does the temporary nature of your contract impact your
relationships within your research group/department?’ was answered by 77 and skipped by

133.
From the responses it became apparent that – for the most part – temporary status negatively
affects work relationships. The issue of insecurity and uncertainty came out poignantly as it
was cited by 40% (31) respondents. In some instances, insecurity and uncertainty was
couched in accusations of racism as this verbatim assertion by one of the interviewees
illustrates: “(…) despite the fact that the acting head of school informed me last year that my
contract will not be renewed and they will be advertising my post I was told that I was
welcome to apply, but I do not fill the criteria for the position. In other words, I am white”.
Personal growth is another major concern insofar as this is related to uncertainty and
insecurity caused by temporary contracts on work relationships.

Further betraying the fact that temporary employment is inherently precarious, a number of
respondents maintained that they are expected to do more for less compared to their
colleagues in permanent employment. As one respondent puts it, “permanent members get
away with a lot of duties; contract workers live on the margins and constantly have to prove
we are doing something. There is no acknowledgement even though we have published or are
research active”. This sentiment is shared by another respondent who avers that being on
temporary contract in essence denotes “working extremely long hours to prove value and possibly
get a permanent position”. In some departments, temporary members of staff are oftentimes

encumbered with a disproportionate teaching and administrative work load while long
serving professors enjoy a less demanding work schedule. By all indications, the constant
expectation to go beyond the call of duty is not valorized nor accompanied by prospects for
professional growth.

7

Respondent, Precarious Labour Survey (3.23.2016).
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Another issue that came out strongly from various interviewees is the enormous pressure to
complete PhDs without the necessary support environment. This disjuncture is vividly
illustrated by a contention from one of the respondents: “I have to do more work than is
required of the permanent members. My marking load is enormous, and I am in the middle of
my PhD, which the university insists that I do. However, given my workload, there is very
little time to work on the PhD. As contract staff, I receive none of the benefits that permanent
members do e.g. no sabbatical to work on research. But there is a lot of pressure to finish my
PhD as quickly as possible”. Similarly, another respondent expressed a feeling of
vulnerability as the “pressure to complete PhD is high while permanent colleagues are
granted sabbatical leave and I have to fill in for them”.

The treatment of post-doctoral staff also surfaced as a cause of frustration and elicited
allegations of discrimination based on nationality or subliminal xenophobia. One postdoc had
this to say: “we are not really part of the team. For postdocs it is to shut up and produce data.
Keep out of the current affairs in the department. Furthermore, all support to develop goes to
South Africans. For South African lecturers, the road to professorship is paved. Foreigners
(postdocs and lecturers) are – despite often having better experience and qualifications – just
there to fill the gaps and to produce research outputs the institution as a whole can decorate
itself with”. Another allegation that can to the fore was that postdocs are not treated as
members of staff, but as students. In an attempt to account for this state of affairs, what one
respondent suggested is worth recollecting: “it seems that this [postdoctoral posts] is a
relatively new form of labour in the South African academy, and people seem unable to tell:
a) that you are no longer a 'student'; b) that you ought to be considered as a full-fledged
researcher”. In light of the above, it seems that Wits needs to do a lot of benchmarking with
regards to appropriate support and honing of postdoctoral researchers in the academy.
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2.14 INCONSISTENCIES BETWEEN JOB CONTRACT AND ACTUAL WORK
OUTPUT
“Inconsistencies have existed in my contract from the beginning. I am employed as a lecturer,
but expected to perform daily duties as a personal assistant as well as a 'tea lady'. Thus, my
work has to be done when I get home. Most days I am working a double work day”.8

Respondents were asked: ‘Have you ever overlooked, or been asked to overlook,
inconsistencies between your job contract and your actual work output? If yes, please
elaborate.’ This question was answered by 70 respondents, and skipped by 140.

31
Yes

39

No

The insecurity and uncertainty that define temporary employment contracts seem to be
related to what could by all indications be termed exploitation. At least 56% of those who
responded to this question admitted that they at one point overlooked or were asked to
overlook the discrepancy between their work contract and actual work. These discrepancies take
shape of things such as ‘being asked to produce more research papers than specified in

the employment contract’; ‘doing two jobs while having a contract for one’; and ‘teaching
while the contract says research’.
Apart from the foregoing concerns that were raised across interviewees, one response that
appears to signify subterfuge is worth quoting in full: “My contract is not very specific. There

are many add-ons that fall under the category of additional (unspecified) tasks when
8

Respondent, Precarious Labour Survey (3.3.2016).
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required”. This inherent – and seemingly deliberate – vagueness of an employment contract
has the potential to be used as a tool for exploitation.

2.15 OTHER CONCERNS ABOUR CONTRACT OR PRECARIOUS WORK NOT
CAPTURED IN THESE QUESTIONS
Considering inherent limitation(s) of research instruments insofar as they are unable to
capture all dimensions germane to a particular object of study, respondents were asked: ‘Do
you have any other concerns about contract work or precarious conditions that have not been
captured in these questions? If so, please explain.’ This question was answered by 82
respondents, and skipped by 128.

This question brought to the fore a number of issues that could add to deepening our
understanding of precarious labour. Amongst others, reference was made to what appears to
be an unnecessarily long resignation notice period. Arguably, a three months’ notice must be filed
before an employee can resign. As one respondent insists, “this [3 months’ notice]

makes it difficult to plan a resignation and move to another job unless the contract has come
to an end. Considering that contracts are of short duration, one month should suffice”.

With regards to foreign members of staff, temporary contracts of employment invite
bureaucratic hurdles at the Department of Home Affairs (DHA). Renewing work permits
when employment contracts have not been renewed become very difficult, adding to more
uncertainty and insecurity.

The culture of fear, intimidation and bullying also seem to permeate the academic
environment. And these are by no means limited to staff on temporary contracts of
employment. In this regard, one respondent had this to say: “although I have a permanent
position, there are often threats made by [removed] or our Head of Department in line with –
‘if you have any issues or concerns, there is the door’”. In other words, voices of academic
staff members are not heard nor encouraged. These statements seem to be expressive of an
environment that does not appreciate academic staff and could potentially lead to
demotivated workforce.
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It also came to the fore that there are inconsistencies with regards to how staff members on
temporary contracts are treated, particularly in respect of benefits9 they receive. This is clearly
captured in an assertion made a respondent who argued that “it is shocking that as a

contract member I receive no benefits. I also discovered that this is not uniformly applied.
There are some staff members on temporary contracts who receive benefits while others do
not”. In yet another shocking finding, one respondent alleged to have been on temporary contract
for more than a decade: “I held a contract position for 15 years before becoming a
permanent member of staff. During this time, I did not get any benefits (pension or medical aid)
and undertook the lion’s share of the teaching. This obviously impacted on my career

progression”.10 That this kind of treatment does not augur well for social justice and the
meaning of decent work is an understatement. Other concerns that are worth flagging relate
to employment equity vis-à-vis staff living with disabilities, post-doctoral researchers’
exploitation and the exclusion of staff members from boarding inter-campus buses in spite of
dire transport needs.11

Respondents did not solely express dissatisfactions, but they also offered suggestions on how
some of the problems they experience could be addressed. A case in point is a respondent
who suggested that human resource departments in various faculties should play a proactive
role in guiding schools and divisions with regards to contract appointments.

9

Cf. 2.11 Benefits Received.

10
11

See Appendix A, Q 15, Response 31.
See Appendix A, Q 15, Responses 29, 36 & 46.
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2.16 WHAT CAN ASAWU DO?

As a recognized union representing the interests of academic staff at Wits, ASAWU’s
interventions should be guided by inputs from members it represents. It was in the latter spirit
that respondents were asked: ‘How would you like to see ASAWU helping to improve your
work environment?’ This question was answered by 85 and skipped by 125.
One of the responses raised the issue of the NRF and MRC’s reticence to fund those on fixed
term contracts. Addressing this concern in a meaningful way will require engaging with the
bodies concerned.
Union support for staff issues has a long history, and ASAWU operates on a principles-based
platform, seeking consultation and collective input into its decisions and processes. In short,
it is a collective, and its intent is bound by its statutes and principles. If any individual in
leadership feels potential for harm in the context of management-union dynamics, ASAWU
leadership have indicated discussions are always welcome, as malicious intent has no place in
working contexts, notwithstanding the natural tensions between worker and management
interests, and the checks and balances within a unionised environment. In fact, it is a broad
goal of most labour movements to work within institutions, so as to keep engagements
professional and not personal.

A response by one interviewee suggests that there seems to be lack of knowledge about
contract details and what the law says about short-term contracts. ASAWU has capacity to
assist staff with these types of questions, and will look to auditing capacity to ensure
increasing responsiveness over time. Similarly, another response brought to light certain
issues related to different experiences of staff under contracts versus permanent employment
and hinted at the involvement of ASAWU in staff planning. Although ASAWU cannot get
involved in staff planning, or in the operations of the university, increasing engagement with
management over these issues is a priority. This survey is the initial part of that kind of
21

engagement. Improved knowledge of specific issues faced by academics makes it easier to
develop pointed responses and the ability to negotiate from a position of collected evidence.

In the era of monetization of knowledge, the issue of profit versus academic excellence is an
important one.12 This is accentuated by what seems to be a global trend towards the
commercialisation of the academic project and to some extent due to lack of political will by
states to fund higher education from tax revenues. The higher education labour movement
needs to be vigilant in the face of the casualisation of academic work, and research that
becomes dependent on private funding, which may neglect basic research in favour of
commercialised research output.

SUPPORT FOR PRECARIOUS LABOUR SURVEY

A number of respondents offered support for ASAWU engagement with issues related to
precarious labour.13 The action items derived from academic staff responses will drive
engagement further. Ensuring that incidents of exploitation are exposed or identified will
enable the Union to better deal with them. This approach (to run continual surveys) is in
accordance with Action Point 1 which relates to deepening an evidence-based approach to
staff representation while simultaneously increasing responsiveness and accountability of the
Union to staff concerns.

Fair wages for professional work was also foregrounded in the responses. ASAWU
successfully negotiated a three-year salary increase deal, which sought to improve Wits
salaries. The establishment of a Senate task team as an ASAWU proposal to look into
contract employment may go a long way in considering the possibility of establishing parity
and equity in the use of contracts. Nonetheless, the ultimate aim would be to do away with
contract work where possible and instead have permanent employment contracts. Moreover,
the need to standardise contracts for student lecturers is long overdue.14

12
13
14

See Appendix A, Q16, Response 5.
Ibid., Responses 7, 11 & 17.
Ibid., Response 9.
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Issue 10 relates to facilitating research at all levels. ASAWU has sought to undertake an
evidence-based approach to its activities, to ensure representation of staff issues based on full
knowledge of issues.

GRIEVANCES

Academic bullying appears to be a concern so much so that a respondent suggested it should
be made a serious offence.15 ASAWU is already actively engaged in formal disciplinary and
grievance processes to support our members. Much is being done to address these issues.

Time provision for those completing PhDs seems to be a major concern, with allegations that
the University does not provide an enabling environment. ASAWU supports staff
development in all possible forms, and leadership have undertaken to support this principle in
all forums.

LEGAL ADVICE IN WORK PLANNING

There seems to be uncertainty around resource planning which could be ‘exploited’ to ‘instill
fear’ in staff.16 It is precisely this type of uncertainty which is so problematic with
employment contracts and the trend toward casualisation of academic staff, which seems to be a
global trend. Inconsistencies in the use of contracts appear to be a serious problem, and further
highlight the need for greater employment contract staff support.17 This is where legal advice
comes in handy. The latter can also be addressed through providing paralegal support via a
hotline service, even if it runs for an hour or so per day. Mechanisms exist through which legal
rights and obligations of employers can be enforced, and grievance processes are fully

supported by the Union.
Another sticky issue relates to being ‘passed over’ insofar as promotion opportunities are

15
16
17

See Appendix A, Q16, Response 14.
Ibid., Response 12.
Ibid., Response 13.
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concerned.18 As this could constitute unfair labour practice, ASAWU will support its members in
grievance processes. The ‘voiceless’ and ‘oppressed’ and those at the mercy of

‘unethical issues’ are specifically those ASAWU seeks to support the most.19

MEDICAL AID

The issue of staff Medical Aid was highlighted in various responses as being inadequate or
completely absent in some instances. Concerns regarding Medical Aid are being addressed by
the Union Executive, and feedback on this to members will be ongoing. The Union is seeking
to strengthen its engagement on these issues.

WORK INTENSIFICATION
There are serious issues with work intensification and unremunerated overtime.20 Work
intensification can come in many forms, whether in new standards for teaching or other ways
of implementing performance management. Or it can come through overloading individuals
with tasks in an unreasonable way. In a global context of increasing casualisation of academic
work spaces, maximisation of output from labour inputs is a mind-set arguably not suited to
the academic project. ASAWU has taken a position against implementation of a new
performance management system. Feedback on this to members will be provided on an
ongoing basis.
EQUITY AND CONDITIONS OF EMPLOYMENT FOR CONTRACT STAFF

One respondent raised a concern around how pressure can be applied to ensure greater work
equity and conditions of employment for contract staff.21 Whereas the ‘Insourcing’
movement seems to have been successful in opening conversations with regard to staff
employed by service providers, feedback from this survey suggests a conversation around
contract work in the Wits employment space is perhaps overdue. ASAWU undertakes to be
18
19

See Appendix A, Q16, Response 22.

Ibid., Responses 32 & 33.
Ibid., Response 24.
21
Ibid., Response 6.
20
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responsive to issues raised in this survey, and a proposal for a Senate task team will be
instituted, in order to open up collective discussions around these issues. This is reflected in
Action Point 2. Inequality of work and working conditions between contract and noncontract (permanent) staff is an issue worth unpacking, particularly in terms of work overload
and substantive differences in the experience of work.22 The example of someone whose
contract has been renewed on a yearly basis for seven years highlights the importance of this
intervention.23 Sabbatical leave for contract staff is another important concern,24 and
standardisation of policies is necessary so expectations created for some are extended to
others. The case of contracts being used to employ people at a lower pay-scale25 is another
example of an issue that can be addressed as part of an institution-wide conversation. It
follows that the call for increased transparency and better communication by developing
frameworks26 for contract issues is imperative.

TRANSFORMATION

The issue of transformation continues to be topical as respondents raised concerns around
it.27 ASAWU supports transformation as a dominant priority, and instances whereby labour
law provisions are flouted need to be brought to the attention of the Union. Action item 3
relates to the provision of legal support and advice for members who feel discriminated
against in terms of contracts or any aspect of the employment relationship. ASAWU is also
engaged in attempts to increase representativeness of the Senate, and to ensure transformation
of its ranks. This will go a long way in galvanizing transformation debates across the
institution. ASAWU will increasingly facilitate discussions on transformation on the
committees and forums its members and executive are part of. Relatedly, long term contract
employment and its relationships with transformation cannot be overstated.28

22
23

See Appendix A, Q16, Response 16.

Ibid., Response 19.
Ibid., Response 25.
25
Ibid., Response 26.
26
Ibid., Response 28.
27
See for example Response 20 to Q 16 in Appendix A.
28
Ibid., Response 27.
24

25

POSTDOCTORAL FELLOWS

As pointed out earlier, there seem to be serious concerns around the treatment of postdoctoral
fellows and how they are remunerated.29 Ideally, postdocs should be treated as staff and
receive salaries commensurate with their level of qualifications on par with that of lecturing
staff. The vulnerability of postdocs is compounded by the fact that their Medical Aid is of
low quality and is different from that available to lecturing staff.30 ASAWU is engaged in
addressing these concerns of postdocs as a high priority. Pressure exists to do unpaid
teaching, and ad hoc responsibilities are loaded on postdocs.31 Status of graduate students on
postdoc contracts is problematic as in other parts of the world they are considered staff, and
contracts lack leave provisions, sick leave provisions or other rights and privileges of
academic staff.32 A suggestion for postdocs to form a bargaining unit was made by a
respondent.33

3

CONCLUSION AND RECOMMENDATIONS

Many respondents who participated in this survey were of the opinion that conducting a study
focusing on the prevalence of precarious labour among academic staff at Wits was a long
overdue step in the right direction. Indeed, this survey unearthed a multitude of shocking
revelations that do not augur well for issues of social justice. The fact that these things are
reported to be taking place at a reputable institution of higher learning is problematic. As
academic staff members report increasingly filling permanent employment posts while being
denied permanent employment rights and benefits, the shop floor is perhaps becoming
increasingly precarious; a number of respondents maintained that they are expected to do
more for less compared to their colleagues in permanent employment. Therefore, the
insecurity and uncertainty that define temporary employment contracts seem to go hand in
hand with exploitation. The heavy workloads that for all intents and purposes constitute
overtime without pay bespeak ‘massification’ without resources in higher education. Accordingly,
29
30

See Appendix A, Q16, Response 31.

Ibid., Response 34.
Ibid.
32
Ibid.
33
Ibid., Response 35.
31

26

compensation becomes the first casualty as various concerns regarding the rate of
remuneration were cited by respondents. Concerns ranged from remuneration packages that
are arguably not internationally competitive; and Wits comparing unfavorably with other
institutions of higher learning.

In light of the foregoing, it is recommended that Wits urgently review the extent to which the
practice of interminable contracting of academic staff on temporary basis corresponds to the
reality experienced by academic staff. If assertions of respondents are borne out, the
University should take seriously the provisions of relevant statutory provisions governing
employment relationships such as the Basic Conditions of Employment Act and the Labour
Relations Act. Inconsistencies with regards to extending benefits should be done away with
to dispel any ambiguities and obviate allegations of discrimination that may arise. Moreover,
an unambiguous institutional policy governing postdoctoral fellows’ engagement with the
University must be developed with a resolve of treating postdocs as integral members of staff
with remuneration packages commensurate with their qualifications. Certain Action Points
are now presented.
ACTION POINTS
1. It is recommended that an evidence-based approach to staff representation is
deepended, while simultaneously increasing responsiveness and accountability of the
Union to staff concerns. A continuous use of surveys should be used to increase
knowledge of issues, which may in turn increase responsiveness.
2. It is recommended that a Senate Task Team be set up to consider issues of precarious
labour within the institution, and to address staff concerns related to these practices.
3. It is recommended that capacity be increased for provision of legal support and advice
for members who feel discriminated against in terms of contracts or any aspect of the
employment relationship. This might entail innovative methods of ensuring sufficient
resources to support staff.
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Asawu Labour survey

Appendix A: Raw data (Q 1 – 16 and Responses)

Q1 Do you have a permanent contract at Wits? If the answer is Yes,
please ignore all the following questions then click DONE (right at
the bottom). If the answer is No, please continue to complete all
questions.
Answered: 210 Skipped: 0

Answer Choices

Responses
68.1%

143

Yes
31.9%

67

No
Total

210

Q2 How many years have you worked at Wits?
Answered: 89 Skipped: 121
Answer Choices

Responses
6.74%

6

Less than 1 year
20.2%

18

8.99%

8

64.0%

57

Between 1 and 2 years

Between 2 and 3 years

More than 3 years
Total

89

2

Q3 What type of contract do you have at Wits?
Answered: 85 Skipped: 125
Answer
Choices
Associate Lecturer

Responses
15.2%

13

Postdoctoral Fellow

20.0%

17

Researcher

7.06%

6

Sessional

5.88%

5

51.7%

44

Other (please specify type of contract)
Total

85

#
1

Other (please specify type of
contract)
Course co-ordinator

Date
3/24/2016 12:01 PM

2

On my contract, I'm listed as a "course co-ordinat

3/23/2016 3:10 PM

3

Sessional Lecturer

3/22/2016 5:03 PM

4

At Risk Coordinator

3/22/2016 4:16 PM

5

Contract grant funded
lecturer

3/22/2016 4:07 PM

6

Full-time fixed period contract as a
tutor

3/16/2016 1:30 PM

7

senior lecturer

3/14/2016 4:40 PM

8

Tutor

3/8/2016 12:40 PM

9

Postdoc

3/8/2016 10:43 AM

10

Tutor

3/8/2016 6:53 AM

11

Senior tutor

3/7/2016 3:16 PM

12

Senior Tutor

3/7/2016 1:38 PM

13

Admin Support: Database & Analysis

3/7/2016 1:19 PM

3

14

temporary lecturer

3/7/2016 1:18 PM

15

Programme Manager/Senior Lecturer

3/3/2016 4:20 PM

16

Lecturer

3/3/2016 4:15 PM

17

(Unpaid) Visiting Assoc Prof + (?) sessional for lectures?

3/2/2016 10:37 AM

18

First it was associate lecturer then lecturer through promotion

3/1/2016 5:01 PM

19

Lecturer Full time fixed period

3/1/2016 3:22 PM

20

Lecturing First and Second Year Eduction students at the WSOE for 1800 hours a year

3/1/2016 2:40 PM

21

" Part-time (50%) fixed term contract"

3/1/2016 1:55 PM

22

Principal Tutor

3/1/2016 1:50 PM

23

Lecturer

3/1/2016 1:41 PM

24

externally funded postdoc

3/1/2016 1:40 PM

25

Senior Tutor - one of the few survivors of the tutor track.

3/1/2016 12:45 PM

26

Personal Professor

3/1/2016 12:30 PM

27

“No contract. I get paid on an ad hoc basis”

3/1/2016 12:29 PM

28

AC.09

3/1/2016 12:28 PM

29

“A 'confused' Lecturer post. It was created with no teaching responsibilities”

3/1/2016 12:25 PM

30

Full time academic

3/1/2016 12:10 PM

31

Seniour Lecturer - Permanent

3/1/2016 12:03 PM

32

Senior lecturer full time

3/1/2016 12:00 PM

33

Full Professor

3/1/2016 11:59 AM

34

Associate Professor

3/1/2016 11:53 AM

35

Tutor

3/1/2016 11:48 AM

36

Lecturer

3/1/2016 11:41 AM

37

Lecturer

3/1/2016 11:41 AM

38

Researcher - emeritus

3/1/2016 11:27 AM

39

Lecturer - and having been confirmed I (rightly or wrongly) believe this to be permanent

3/1/2016 11:25 AM

40

Principal tutor

3/1/2016 11:21 AM

41

Senior Lecturer

3/1/2016 11:16 AM

42

Lecturer

3/1/2016 11:14 AM

4

43

Associate Professor

3/1/2016 11:10 AM

44

Doctoral fellowship

3/1/2016 11:03 AM

Q4 What is the duration (time period) of your current contract?
Answered: 81 Skipped: 129
Answer Choices

Responses
4.94%

4

Less than 1 year
33.33%

27

19.75%

16

22.22%

18

6.17%

5

13.58%

11

1 year

2 years

3 years

5 years

more than 5 years
Total

81

Q5 How many times has your contract been renewed?
Answered: 82 Skipped: 128
Answer
Choices

Responses
25.61%

21

15.85%

13

9.76%

8

9.76%

8

39.0%

32

Never

1 time

2 times

3 times

Other (please specify)
Total

82

5

#
1

Other (please specify)
Answered in survey sent through
yesterday

2

“It has been renewed annually for the 3 year postdoc
period”.

3

“My first contract was a two-year 60% contract, which was then renewed for a further five years at
60% when it came to
an end. During the five-year contract, I went from 60% to 75% and I got a
new contract”.

Date
3/24/2016 12:01 PM
3/24/2016 10:35 AM
3/23/2016 3:10 PM

4

“This is my first sessional lecturership. I am recently retired from my fulltime Principal
Tutorship at Wits”.

3/22/2016 5:03 PM

5

“I was holding contract lecturer position
before this one”.

3/22/2016 4:16 PM

6

5

3/14/2016 4:40 PM

7

6 times

3/8/2016 12:40 PM

8

7

3/8/2016 6:53 AM

9

Five times

3/7/2016 3:16 PM

10

“Since 2005 it has been renewed 5 times, this is
the 6th”.

3/7/2016 2:30 PM

11

“About five times now in the period of eight years I have worked at Wits”.

3/7/2016 1:38 PM

12

4 times

3/3/2016 4:31 PM

13

“First VAP for 3 years, now extended by 1 year”.

3/2/2016 10:37 AM

14

“Not renewed as such, but rephrased and revisited to accommodate my promotion to lecturer status”.

3/1/2016 5:01 PM

15

5 times

3/1/2016 4:00 PM

16

7 times

3/1/2016 3:22 PM

17

“Before the current contract I had a 3 year postdoctoral fellowship”.

3/1/2016 1:37 PM

18

Tenured

3/1/2016 12:30 PM

19

“Once. Then I applied for a new contract position at Wits Language School, moving from one unit to
another and from
60% contract to 100%. My current contract was due to be "rolled over" into a 60% one-year contract,
but at this point
this is no longer being offered”.

3/1/2016 12:28 PM

20

“3 one year contracts as an associate lecturer, 2 one year contracts as a lecturer and 1 one year contract
as a
Sessional”.

3/1/2016 12:27 PM

21

4 times!

3/1/2016 12:25 PM

22

“It has been renewed on a full-time basis”.

3/1/2016 11:59 AM

23

4

3/1/2016 11:55 AM

6

24

Permanent

3/1/2016 11:53 AM

25

7 times

3/1/2016 11:48 AM

26

“I do not have a fixed term contract; my contract is for permanent employment”.

3/1/2016 11:41 AM

27

“Renewable annually for years”.

3/1/2016 11:37 AM

28

4

3/1/2016 11:35 AM

29

“It expires in August and I do not know if it will be renewed”.

3/1/2016 11:29 AM

30

“This contract - never. Previous contract – once”.

3/1/2016 11:27 AM

31

“Note my answer above. perhaps, based on the nature of these questions I should be classified as not
having a
Contract”?

3/1/2016 11:25 AM

32

“Permanent staff with Wits for many years”.

3/1/2016 11:21 AM

Q6 How is your contract funded?
Answered: 79 Skipped: 131

#
1

Responses
Answered in survey sent through yesterday

Date
3/24/2016 12:01 PM

2

Family trust

3/24/2016 10:35 AM

3

“On the contract, it states "grant funded". However, the school where I work is third-stream income,
so my salary is
paid for from the work we bring in and do”.

3/23/2016 3:10 PM

4

From a Grant Fund

3/22/2016 5:17 PM

5

School of Social Science budget

3/22/2016 5:03 PM

6

“Through the department teaching assistants budget”.

3/22/2016 4:54 PM

7

Grant-funded

3/22/2016 4:16 PM

8

“Grant funded by the Mining Qualifications Authority (MQA)”.

3/22/2016 4:07 PM

9

By the department

3/18/2016 11:54 AM

10

“Staff salaries I believe”.

3/16/2016 1:30 PM

11

half is teaching development grant

3/14/2016 4:40 PM

12

“At first it was funded by the Limpopo in-service teacher Contract. Now I do not know”.

3/8/2016 12:40 PM

7
13

MRC

3/8/2016 10:43 AM

14

University Council (I think).

3/8/2016 7:19 AM

15

Not sure

3/8/2016 6:53 AM

16

Initially Limpopo project, now not sure.

3/7/2016 3:16 PM

17

Gauteng Provincial Govt & Wits employee

3/7/2016 3:09 PM

18

WSoE

3/7/2016 2:30 PM

19

“Sincerely, I do not know!”

3/7/2016 1:38 PM

20

University Research Council

3/7/2016 1:32 PM

21

grant funded

3/7/2016 1:18 PM

22

Ford Foundation Fellowship and some supplementary funds from the Wits research office

3/4/2016 12:05 PM

23

Department of higher education

3/3/2016 10:12 PM

24

First URC, then SPARC, and back to URC

3/3/2016 4:31 PM

25

From the Centre I'm employed by.

3/3/2016 4:20 PM

26

Clinical Training Grant

3/3/2016 4:15 PM

27

URC

3/2/2016 3:59 PM

28

Do not know

3/2/2016 10:37 AM

29

largely by URC for the first two years and thereafter by Agricultural Research Commission (ARC) in
collaboration with
Working for Water organization (WfW)

3/2/2016 9:18 AM

30

Development contract - transformation

3/2/2016 2:50 AM

31

School of Public Health

3/1/2016 6:08 PM

32

TDG grant

3/1/2016 5:01 PM

33

CoE-PAL fellowship

3/1/2016 4:31 PM

34

I was told it was grant funded

3/1/2016 4:04 PM

35

external grants

3/1/2016 4:00 PM

36

Post-doc and grant funding

3/1/2016 3:34 PM

37

University

3/1/2016 3:22 PM

38

URC

3/1/2016 2:46 PM

39

I believe it is funded by the WSOE through its means of income such as rental from the Linder
Auditorium

3/1/2016 2:40 PM

40

NRF

3/1/2016 2:32 PM

8
41

DOE

3/1/2016 1:55 PM

42

External - Andrew Mellon

3/1/2016 1:47 PM

43

DOE grant

3/1/2016 1:41 PM

44

External funding

3/1/2016 1:40 PM

45

Mellon Foundation

3/1/2016 1:37 PM

46

Externally, through the Andrew W. Mellon Foundation

3/1/2016 1:00 PM

47

From the university's coffers

3/1/2016 12:45 PM

48

By the university

3/1/2016 12:30 PM

49

My research account

3/1/2016 12:29 PM

50

“Allegedly "grant-funded"

3/1/2016 12:28 PM

51

“Not sure now as a sessional but before the lecturer contracts were grant funded”.

3/1/2016 12:27 PM

52

Clinical Training Grant for the Faculty of Health Sciences

3/1/2016 12:25 PM

53

From foreign agency

3/1/2016 12:24 PM

54

University

3/1/2016 12:11 PM

55

Council funded post

3/1/2016 12:10 PM

56

By Senate

3/1/2016 12:03 PM

57

University Council

3/1/2016 12:02 PM

58

Through government - higher education budget

3/1/2016 12:00 PM

59

Council

3/1/2016 11:59 AM

60

Wits salaries

3/1/2016 11:55 AM

61

By non-filled posts within the university

3/1/2016 11:48 AM

62

Council

3/1/2016 11:41 AM

63

Grant-funded

3/1/2016 11:41 AM

64

NRF

3/1/2016 11:37 AM

65

68.7% National Research Foundation and the rest is University research fund

3/1/2016 11:37 AM

66

Department

3/1/2016 11:35 AM

67

Mellon funding

3/1/2016 11:35 AM

68

Through the Department

3/1/2016 11:29 AM

69

URC

3/1/2016 11:27 AM

9
70

Not funded

3/1/2016 11:27 AM

71

University Research Council

3/1/2016 11:26 AM

72

I hope by the government

3/1/2016 11:25 AM

73

Permanent staff

3/1/2016 11:21 AM

74

“I am a recipient of a Research Career Advancement Fellowship from the National Research
Foundation”.

3/1/2016 11:19 AM

75

NRF/Departmental budget

3/1/2016 11:18 AM

76

University Payroll

3/1/2016 11:16 AM

77

“Through Wits, I am a replacement lecturer for 4 years”.

3/1/2016 11:14 AM

78

Council

3/1/2016 11:10 AM

79

External grant

3/1/2016 11:03 AM

Q7 Have you been given contracts
of different durations (time periods)? If so, please explain.
Answered: 72 Skipped: 138

#
1

Responses
Answered in survey sent through yesterday

Date
3/24/2016 12:01 PM

2

No

3/24/2016 10:35 AM

3

“Yes. My first contract was two years long. The second one was five years. Recently, I asked to go back
to 60%, but
3/23/2016 3:10 PM
was told that the only contracts being offered now are one-year in duration”.

4

“Yes. My first contract was for six months. The second contract was for three years. The third contract
(present) is for
3/22/2016 5:17 PM
one year”.

5

“No. I have a seven week contract during which I will teach two undergraduate courses as a Semester
One co-lecturer”.

3/22/2016 5:03 PM

6

“Yes, first contract was one year and second was two years”.

3/22/2016 4:54 PM

7

“No. 3 years for lecturer position and then moved to At Risk Coordinator's post “.

3/22/2016 4:16 PM

8

No

3/22/2016 4:07 PM

10
9

No

3/16/2016 1:30 PM

10

“Yes it went from a 1 to 2 year contract”.

3/14/2016 4:40 PM

11

“Yes. 80% contract for 2015”.

3/8/2016 12:40 PM

12

No

3/8/2016 10:43 AM

13

No.

3/8/2016 7:19 AM

14

“70% 80% then 100%”.

3/8/2016 6:53 AM

15

“Initially three years, then renewals of one year each”.

3/7/2016 3:16 PM

16

“Yes - originally (from January 2012) I worked on 1 year contract then last year we were issued with a
5 year contract
3/7/2016 3:09 PM
but have only 3 years to run on it. My contract says Wits have no obligation to take me on as a contract
or permanent
member of staff if Gauteng Provincial government pull funding”.

17

“1 year, or 2 years, or three years, usually 3 years and renewed, I think, HR has all the details”.

3/7/2016 2:30 PM

18

No

3/7/2016 1:32 PM

19

No

3/7/2016 1:19 PM

20

“Yes - 6 months, 3 years, 1 year, 2 years”.

3/7/2016 1:18 PM

21

No

3/4/2016 12:05 PM

22

No

3/3/2016 10:12 PM

23

“No - just one year at a time”.

3/3/2016 4:31 PM

24

“Yes, I have worked 60% time. Presently I work 80% time”.

3/3/2016 4:20 PM

25

“Yes- contracts have always been 2 years, the current one is an 18 month contract”.

3/3/2016 4:15 PM

26

No

3/2/2016 3:59 PM

27

See Q6

3/2/2016 10:37 AM

28

“Yes, it is a contract of three years with ARC with a possible renewal for another three years through
my host
application for renewal contract with ARC”.

3/2/2016 9:18 AM

29

“Yes, I taught as a sessional staff member for one year and then entered into a 3 year ‘development
position’”.

3/2/2016 2:50 AM

30

No.

3/1/2016 6:08 PM

31

No

3/1/2016 5:01 PM

32

No

3/1/2016 4:04 PM

33

No

3/1/2016 4:00 PM

34

“Yes, two years, one year, two years”.

3/1/2016 3:34 PM
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35

No

3/1/2016 3:22 PM

36

No

3/1/2016 2:46 PM

37

No

3/1/2016 2:40 PM

38

“Yes, after 1 year it was renewed for 2 months then for the rest of the year”.

3/1/2016 2:32 PM

39

No

3/1/2016 1:55 PM

40

N/A

3/1/2016 1:41 PM

41

“Don't understand the question”.

3/1/2016 1:37 PM

42

No

3/1/2016 1:00 PM

43

“Originally had fixed time contracts, now permanent”.

3/1/2016 12:45 PM

44

No

3/1/2016 12:30 PM

45

“I was given annual contracts but not anymore”.

3/1/2016 12:29 PM

46

“Thus far, both have been two years. New contracts seem to be only 1-year contracts now. A few staff
members were
given 5-year contracts around about 2013/2014”.

3/1/2016 12:28 PM

47

“Yes, I have been given an 11 month contract in 2014 and I was supposed to receive a 11 month
contract this year but
it was changed last minute to 12 month by HR”.

3/1/2016 12:27 PM

48

“Yes - the 1st one was about 22 months, 2nd about 18 months now I'm on a 24 months contract”.

3/1/2016 12:25 PM

49

No

3/1/2016 12:24 PM

50

No

3/1/2016 12:11 PM

51

“Yes. I was first appointed as an associate lecturer in 2002 and promoted into a permanent post”.

3/1/2016 12:10 PM

52

No

3/1/2016 12:03 PM

53

No

3/1/2016 12:02 PM

54

No

3/1/2016 12:00 PM

55

“Yes, I retired in 2014, but my full-time employment was extended for 3 years”.

3/1/2016 11:59 AM

56

“2years, 6 months, 3 years, 1 year”.

3/1/2016 11:55 AM

57

“No. Each contract I have taken is per annum (1 yearlong)”.

3/1/2016 11:48 AM

58

No

3/1/2016 11:41 AM

59

No

3/1/2016 11:41 AM

60

No.

3/1/2016 11:37 AM

61

“Renewable annually for years”.

3/1/2016 11:37 AM

12
62

no

3/1/2016 11:35 AM

63

No

3/1/2016 11:29 AM

64

No

3/1/2016 11:27 AM

65

No

3/1/2016 11:25 AM

66

“Many years ago, but since 2000 I am permanent staff”.

3/1/2016 11:21 AM

67

No.

3/1/2016 11:19 AM

68

“Yes, I have had contracts for 6 months and 1 year at various times. I currently have two contracts in
different
departments, one for a year and one for six months”.

3/1/2016 11:18 AM

69

No

3/1/2016 11:16 AM

70

no

3/1/2016 11:14 AM

71

no

3/1/2016 11:10 AM

72

“Yes. 2015 was on a one year contract, now on a 3 year contract”.

3/1/2016 11:03 AM

Q8 What is your rate of remuneration per annum (what is
your yearly salary) according to your contract?
Answered: 77 Skipped: 133

#
1

Responses
Answered in survey sent through yesterday

Date
3/24/2016 12:01 PM

2

R300,000

3/24/2016 10:35 AM

3

“According to my payslip, it's R 326 106.00”.

3/23/2016 3:10 PM

4

538,379.00

3/22/2016 5:17 PM

5

“I am being payed R60.000 for these two courses. The usual sessional lecturership rate is R35,000 per
contract.

3/22/2016 5:03 PM

13
Therefore I should have been paid R70,000. I was told that this is not a teaching replacement contract.
It is! And, while
I felt the pressure of the recently introduced austerity budget at Wits - I felt unhappy in receiving
R10,000 less than
the absolute basic Sessional lecturership contract salary”.
6

<R12 000

3/22/2016 4:54 PM

7

R492 380.00

3/22/2016 4:16 PM

8

R620 000.00 per annum

3/22/2016 4:07 PM

9

R120 per tutorial

3/18/2016 11:54 AM

10

“I can't remember exactly but I think it is about R400,00”.

3/16/2016 1:30 PM

11

R600 000

3/14/2016 4:40 PM

12

R446836

3/8/2016 12:40 PM

13

290,000

3/8/2016 10:43 AM

14

3500000

3/8/2016 7:19 AM

15

425300

3/8/2016 6:53 AM

16

“Total annual package R541143.00 (not stated in contract)”.

3/7/2016 3:16 PM

17

“Circa R680, 000pa”.

3/7/2016 3:09 PM

18

R544 000 less 50% in 2016.

3/7/2016 2:30 PM

19

R516,000

3/7/2016 1:38 PM

20

ZAR180,000

3/7/2016 1:32 PM

21

R450k

3/7/2016 1:19 PM

22

R579000

3/7/2016 1:18 PM

23

220000

3/4/2016 12:05 PM

24

368995

3/3/2016 10:12 PM

25

R200,000

3/3/2016 4:31 PM

26

“R703 926.00 I also receive a supplement to this of R120 000 a year”.

3/3/2016 4:20 PM

27

Approximately R650 000 per annum.

3/3/2016 4:15 PM

28

Approximately R145,000

3/2/2016 3:59 PM

29

R0. Last year paid by the hour per lecture

3/2/2016 10:37 AM

30

“R250,000 collectively funded by URC with supplements from ARC”.

3/2/2016 9:18 AM

31

R400 000

3/2/2016 2:50 AM

32

200,000

3/1/2016 6:08 PM
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33

R554 086.00

3/1/2016 5:01 PM

34

ZAR 230000

3/1/2016 4:31 PM

35

“R216000 at the time but later adjusted to R358,000 over the course of 5 years”.

3/1/2016 4:04 PM

36

554 000 ZAR

3/1/2016 4:00 PM

37

R222 130 per annum + additional grant, sessional work (undefined)

3/1/2016 3:34 PM

38

517837.00

3/1/2016 3:22 PM

39

180'000

3/1/2016 2:46 PM

40

R352642

3/1/2016 2:40 PM

41

220000

3/1/2016 2:32 PM

42

244272.00

3/1/2016 1:55 PM

43

R187000

3/1/2016 1:47 PM

44

554210,00

3/1/2016 1:41 PM

45

450k

3/1/2016 1:37 PM

46

R 187,200

3/1/2016 1:00 PM

47

R517837

3/1/2016 12:45 PM

48

“At the bottom of the salary scale for professors”.

3/1/2016 12:30 PM

49

“If I was paid regularly it would come to R360 000 pa”.

3/1/2016 12:29 PM

50

R444 000 inclusive of medical aid

3/1/2016 12:28 PM

51

R95 400 p.a

3/1/2016 12:27 PM

52

Currently I'm on R546 261

3/1/2016 12:25 PM

53

R300,000

3/1/2016 12:24 PM

54

400 000.00

3/1/2016 12:11 PM

55

R839 000

3/1/2016 12:10 PM

56

418000

3/1/2016 12:03 PM

57

480000

3/1/2016 12:02 PM

58

R500,00

3/1/2016 12:00 PM

59

R450 000.00

3/1/2016 11:55 AM

60

-/+R44200-00

3/1/2016 11:48 AM

61

I have no idea.

3/1/2016 11:41 AM
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62

R555940.00 (for 2016)

3/1/2016 11:41 AM

63

R200,000 tax free.

3/1/2016 11:37 AM

64

R371000 per annum

3/1/2016 11:37 AM

65

17000

3/1/2016 11:35 AM

66

R210000,00 (part-time)

3/1/2016 11:35 AM

67

41

3/1/2016 11:29 AM

68

187200 ZAR, plus 10000 ZAR research fund and medical aid.

3/1/2016 11:27 AM

69

0.00

3/1/2016 11:27 AM

70

R185000

3/1/2016 11:26 AM

71

Lecturer scale

3/1/2016 11:25 AM

72

R250 000

3/1/2016 11:19 AM

73

R71010 (total from 2015)

3/1/2016 11:18 AM

74

684494.00

3/1/2016 11:16 AM

75

554085.59

3/1/2016 11:14 AM

76

835 000

3/1/2016 11:10 AM

77

R240 000

3/1/2016 11:03 AM

Q9 Do you have any concerns about your rate of remuneration? If
so, please explain.
Answered: 72 Skipped: 138
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#
1

Responses
Answered in survey sent through yesterday

Date
3/24/2016 12:01 PM

2

“I believe it is less than an (associate) lecturer post but is far more than what many of the other
postdocs receive”.

3/24/2016 10:35 AM

3

“No, I think it's fair. What concerns me more are the lack of benefits and the tacit requirement for
unacknowledged and
unpaid for overtime when necessary”.

3/23/2016 3:10 PM

4

No

3/22/2016 5:17 PM

5

Yes. Please see my explanation above

3/22/2016 5:03 PM

6

“Yes, we are expected to claim based on Teaching Assistant (TA) rates i.e. R79 per hour for a PhD
student, the total
amount that is able to be claimed is usually less that R8000 which then does not equate to the hours
that have actually
been put into lecturing and preparing a course”.

3/22/2016 4:54 PM

7

No

3/22/2016 4:16 PM

8

“Benchmarked with similar position and based on my experience and qualifications to Senior lecturer
position and
remuneration rates”.

3/22/2016 4:07 PM

9

“It is very little in comparison to what tutors get at the University of Pretoria and UCT”.

3/18/2016 11:54 AM

10

“Yes. It does not recognise my nearly 30 years of work, mostly in senior high school teaching, but also
teaching
Cambridge Sixth Form. It only recognises my qualification”.

3/16/2016 1:30 PM

11

“Yes, I am still at the low end of senior lecturer scale after more than 20 years. I was permanent before
but moved to a new
School in 2010 on a contract”.

3/14/2016 4:40 PM

12

No

3/8/2016 12:40 PM

13

no

3/8/2016 10:43 AM

14

“Yes, after medical aid and tax, my salary is barely enough to get by”.

3/8/2016 7:19 AM

15

“I am in the middle of PhD study. I would like to be on lecturer track. I feel stuck where I am”.

3/7/2016 3:16 PM

16

“No - except I am 54 and have no pension (except Wits Provident fund since 2012)”.

3/7/2016 3:09 PM

17

“Yes, my salary (above) was cut by 50% and will be 100% cut next year and in 2018. WSoE will not be
contributing
anything to my salary”.

3/7/2016 2:30 PM

18

“It is not internationally competitive. Whilst this is not an issue in South Africa, it makes attending
international
conferences very expensive. This is also exacerbated because postdocs are only guaranteed ZAR10,000
per annum
towards conference/research costs. This means that, unless additional support can be obtained from
your school
(often, even if), you often have to spend a significant amount of your pay on attending conferences,
conducting research or obtaining books not available via the library”.

3/7/2016 1:32 PM

17
19

No

3/7/2016 1:19 PM

20

“Yes - I receive a supplementation which was suddenly cut a few days before salary without much
notice”.

3/7/2016 1:18 PM

21

Yes. I didn't mind the rate being so much below the remuneration of postdocs in Europe and North
America, but I am
concerned that it is so low in comparison to the salaries of permanent academic staff. Postdocs in
South Africa just get
25% of what associate professors make, while postdocs in the US make 60% of average associate
professor salaries”.

3/4/2016 12:05 PM

22

“Yes. Well below Wits minimum associate lecturer rate”.

3/3/2016 10:12 PM

23

“Yes. For someone with a PhD, who has had to pay back student loans, this is a very low wage.
Especially as we have
had no inflation increase”.

3/3/2016 4:31 PM

24

25

“Yes I do have concerns about my remuneration. Staff in the Faculty of Health Sciences who are far
less qualified,
receive far better rates of remuneration as well as additional bonuses. Many of these staff also do not
work full days at
Wits”.

3/3/2016 4:15 PM

“Yes - it's insufficient, particularly if one has to also pay back student loans in foreign currencies. While
I live fairly
3/2/2016 3:59 PM
frugally, I believe, I nevertheless find myself running short in the last two weeks of the final month
before being
paid. The quarterly system of payment is extremely onerous and it would be much preferable to be paid
monthly, like
all other staff”.

26

“Grateful for what I get”.

3/2/2016 10:37 AM

27

“Yes, I have taken this remuneration when the Rand was 10.5 against 1 USD”.

3/2/2016 9:18 AM

28

No

3/2/2016 2:50 AM

29

“Yes. It is just enough to live and it is expected to use this money for research costs”.

3/1/2016 6:08 PM

30

“If I knew the salary scales I am sure I would have questions”.

3/1/2016 5:01 PM

31

“I did have concerns at the time. I no longer hold a paid position at Wits. I'm now an honorary
research fellow”.

3/1/2016 4:04 PM

32

“At present only on 50% contract and have to make up full salary with additional work”.

3/1/2016 3:34 PM

33

N/A

3/1/2016 3:22 PM

34

“It is low given the expectation of two papers per annum”.

3/1/2016 2:46 PM

35

36

“Yes currently I am only given 80% of my salary as that is all the school can afford to give me.
However, my working
hours and commitments to the school have remained the same and the number of students in my
classes has doubled
and in some places tripled!”

3/1/2016 2:40 PM

“Yes. There are no pension benefits and the health insurance is bad. The money is enough to survive as
a single
3/1/2016 2:32 PM
person but I still have the same living conditions as a student. A car is almost unaffordable. You
survive like this for the
moment but the future ?”

18
37

“Because I am part-time (50%) - difficult to find flexible additional work. Thus not taking Provident
and Medical aid in an
attempt to increase monthly take-home salary”.

3/1/2016 1:55 PM

38

“Yes, it is much lower than the salary I had as an Associate Lecturer at Wits, even though I am more
qualified now”.

3/1/2016 1:47 PM

39

N/A

3/1/2016 1:41 PM

40

No

3/1/2016 1:37 PM

41

42
43

44
45

“It is substantially lower than the same position at comparable institutions (UJ, for instance), but my
main concern is the
lack of understanding of what exactly is expected of postdocs. We are not - and cannot, per SARS paid to teach, for
instance, but many are coerced into doing so”.
“Too low”.
“My main concern is that I do not get a regular income and I will only get paid in a few years’ time for
work such as
supervision and publications in two or three years’ time. I would like to have a contract with the
university and be paid regularly”.

No
“Yes, in 2014 I was asked to do the same workload as now. Then I was on a fixed term lecturer
contract and now I am
on a sessional contract. The difference in pay is huge!! I was told there is no money in the budget to
open a
permanent position for me. I find this absurd as I lecture [removed] 1 course which is a large class and
is the 1 course
that brings in the majority of the income for the entire school (we were shown the breakdown of
income by course)”.

3/1/2016 1:00 PM

3/1/2016 12:45 PM
3/1/2016 12:29 PM

3/1/2016 12:28 PM
3/1/2016 12:27 PM

46

“My concern relates to last year's (2015) pay scale - I was paid less than what ASAWU had negotiated
for as the entry
level for my category. I have since reported this matter to ASAWU and I'm awaiting the response”.

3/1/2016 12:25 PM

47

“We have been paid quarterly (every three months)”.

3/1/2016 12:24 PM

48

“Yes. Pay scales during interview were requested and never made available in print. Not a transparent
package offer”.

3/1/2016 12:11 PM

49

No

3/1/2016 12:10 PM

50

No

3/1/2016 12:03 PM

51

No

3/1/2016 12:02 PM

52

“Yes, increases are now based on yearly publications. I came to Wits with a PhD, but due to politics
and in crowds I
was promoted to a senior lecturer after 8 years only”.

3/1/2016 12:00 PM

53

No

3/1/2016 11:59 AM

54

“I have two Masters degrees and over 20 years of experience in university education. I am not sure if
this is taken into
3/1/2016 11:55 AM
account for remuneration purposes or even deciding appointment to being a lecturer rather than
Associate Lecturer.
There are colleagues with similar or less qualifications and experience who were given a tenured post. It

19
looks like the
goal posts change for different people based on nationality, race or gender”.
55

“Yes. I am paid on the rating scale as a tutor, yet I carry an equivalent load to lecturers and even senior
lecturers. The
annual increase makes it difficult to keep up with the margins of tax etc.”.

3/1/2016 11:48 AM

56

“I am concerned about increases as well as about the ease with which I can obtain a promotion”.

3/1/2016 11:41 AM

57

None

3/1/2016 11:41 AM

58

“Insufficient and no annual increase for three years”.

3/1/2016 11:37 AM

59

“This depends on availability of funds from both institutions”.

3/1/2016 11:37 AM

60

“I will also be doing some undergraduate teaching for which I will be paid at an hourly rate, and a fair
amount of PG
supervision on the retired professor's scheme which is only paid in arrears”.

3/1/2016 11:35 AM

61

62

“Yes, I believe that I am in a lower position than some of my colleagues with the same qualifications as
I have and
hence I am paid less. I joined the University with over years of experience in industry and I was given
an associate
lecturer position. I was told that one can only be lecturer if they have a PhD. However, my colleagues
with an MSc or
lower qualification are appointed as Lecturer's”.

3/1/2016 11:29 AM

“This is less than half the salary of associate lecturers (who are usually completing a PhD), yet postdocs
require a PhD.
3/1/2016 11:27 AM
In general, it seems unfair that postdocs are remunerated (perhaps valued) at less than 50% of the
bottom end of the
academic scale - especially as we are not paid for teaching we are frequently required to carry out and
cannot
accumulate RINC money”.

63

No

3/1/2016 11:27 AM

64

“Yes. No increase for 2016”.

3/1/2016 11:26 AM

65

“Basically all academics are underpaid. Those of us who can compare ourselves with our counterparts
in commerce
would argue that we earn between a third and half of what we could earn "outside". I am prepared to
pay that price for
the freedom I am afforded (which is quickly being eroded by workload models, etc.) and if I was just
starting my career
under these circumstances I am not sure I would find a reason to stay”.

3/1/2016 11:25 AM

66

“Yes. Despite the fact that I have a lot more responsibility that people on the tutor track I am still at
the lower level of
the paying scale”.

67

“Yes. I do not have the same annual increase as permanent colleagues. My salary remains the same over
five years,
3/1/2016 11:19 AM
despite rising inflation and increasing costs of living”.

68

“It is much less than I can earn in the private sector, but I enjoy the work so I supplement my income
through other
Activities”.

3/1/2016 11:18 AM

69

“How do we improve salary "within" the designated grade range?”

3/1/2016 11:16 AM

70

No

3/1/2016 11:14 AM

3/1/2016 11:21 AM
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71

No

3/1/2016 11:10 AM

72

No

3/1/2016 11:03 AM

Q10 Does your contract require you to bring in income to support your
employment? If so, please explain further.
Answered: 66 Skipped: 144

#
1

Responses
Answered in survey sent through yesterday

Date
3/24/2016 12:01 PM

2

“The money that the school brings in is classified as third-stream income, so if there's no money
coming in, technically,
there's no money for my salary”.

3/23/2016 3:10 PM

3

No

3/22/2016 5:17 PM

4

No

3/22/2016 5:03 PM

5

No

3/22/2016 4:54 PM

6

No

3/22/2016 4:16 PM

7

No

3/22/2016 4:07 PM

8

“Yes. I am a single mother with no support for my disabled child forthcoming from the father. My
salary does not cover
my costs”.

3/16/2016 1:30 PM

9

No

3/14/2016 4:40 PM

10

No

3/8/2016 10:43 AM

11

No

3/8/2016 7:19 AM

12

“Yes, no pension, no medical aid”.

3/8/2016 6:53 AM

13

No

3/7/2016 3:16 PM

14

No

3/7/2016 3:09 PM

15

16

“The other 50% has to be found. This year it is funded from a research position, so in effect I am
doing two jobs as in
2015 for the same salary without salary security next year. I have put a grievance against Wits School of
Education, and this is still open and unresolved”.
“The contract with the URC requires that I apply for NRF funding and other funding when available.
Often, especially
with the NRF, the likelihood of gaining funding is next to none (I don't work in sciences and am not
South African) yet I

3/7/2016 2:30 PM

3/7/2016 1:32 PM
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am expected to spend considerable amount of time filling in the application form and contacting
people to ask them if
they would be prepared to be one of six references”
17

No

3/7/2016 1:19 PM

18

“Since I'm grant-funded, my employment terminates if grant is withdrawn”.

3/7/2016 1:18 PM

19

No

3/4/2016 12:05 PM

20

No

3/3/2016 10:12 PM

21

No

3/3/2016 4:31 PM

22

“Yes, the Centre is running out of money and so my contract may not be renewed”.

3/3/2016 4:20 PM

23

“Yes. I will take on additional work for additional income where possible”.

3/3/2016 4:15 PM

24

“Yes, in order to meet costs of living that I cannot meet with the stipend, I do contract work within
Wits that gets added
to my stipend payments (since as a foreigner with a visitor's visa like all postdocs, I'm unable to legally
'work' in South
Africa)”.

3/2/2016 3:59 PM

25

“I had ARC funding first and I would not have been if it was for that funding, although it was later cofunded by URC”.

3/2/2016 9:18 AM

26

No

3/2/2016 2:50 AM

27

“No, but I am required to publish two articles a year”.

3/1/2016 6:08 PM

28

No

3/1/2016 5:01 PM

29

No.

3/1/2016 4:04 PM

30

“Yes, I am required to fundraise 100% of my salary in addition to any overhead costs and to research
expenses”.

3/1/2016 4:00 PM

31

“Yes, contract is grant funded, but additional funding and renewal requires raising additional funding”.

3/1/2016 3:34 PM

32

No

3/1/2016 2:46 PM

33

No

3/1/2016 2:40 PM

34

No

3/1/2016 2:32 PM

35

No

3/1/2016 1:55 PM

36

No

3/1/2016 1:50 PM

37

No

3/1/2016 1:41 PM

38

No

3/1/2016 1:37 PM

39

No

3/1/2016 1:00 PM

40

No

3/1/2016 12:45 PM

41

“Yes. The income is either generated through contract money that I get for research or from the

3/1/2016 12:29 PM
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money the university
gets from supervision and publications from government. The university does not pay me any money
from its own funds”.

42

“I was never informed of this when I began working on a 60% contract in 2012. My contracts have
never overtly stated
this. However, Wits Language School operates as a "third stream income" generator for the university.
Staff members
are repeatedly told that we have to run as a business. My employment has been very closely linked to
income for the
unit I work in at WLS recently, although I have no control over generating income in the sense that I
am employed as a
"tutor" and that I am not part of management and thus not part of decision-making process around
income generation”.

3/1/2016 12:28 PM

43

no

3/1/2016 12:27 PM

44

No

3/1/2016 12:25 PM

45

No

3/1/2016 12:24 PM

46

No

3/1/2016 12:11 PM

47

No

3/1/2016 12:03 PM

48

No

3/1/2016 12:02 PM

49

No

3/1/2016 11:59 AM

50

No

3/1/2016 11:55 AM

51

“In a way it does because I have to bring in research funding to help me with my teaching”.

3/1/2016 11:53 AM

52

No

3/1/2016 11:48 AM

53

“Contract does not require me to bring in income”.

3/1/2016 11:41 AM

54

No.

3/1/2016 11:37 AM

55

“Yes. More than half of my salary is from NRF”.

3/1/2016 11:37 AM

56

No

3/1/2016 11:29 AM

57

“I am required to apply for external funding - and have in the past been required to specifically apply
for NRF postdoc
funding, which as a non-SA humanities/social science postdoc there is no chance whatsoever of being
awarded”.

3/1/2016 11:27 AM

58

No

3/1/2016 11:27 AM

59

No

3/1/2016 11:26 AM

60

“No, but my preferred lifestyle does - so I consult”.

3/1/2016 11:25 AM

61

No

3/1/2016 11:21 AM

62

No

3/1/2016 11:19 AM

63

No

3/1/2016 11:18 AM
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64

No

3/1/2016 11:16 AM

65

No

3/1/2016 11:14 AM

66

“Not at this stage”.

3/1/2016 11:03 AM

Q11 What benefits do you receive? Please tick all appropriate boxes.
Answered: 85 Skipped: 125
Answer Choices

Responses
38.82%

33

50.59%

43

51.76%

44

16.47%

14

14.12%

12

Pension

Unemployment insurance (UIF)

Medical Aid

None at all

Other (please specify)
Total Respondents: 85
#

Date

1

Other (please specify)
“I receive a study bursary for the MSc - Pension and UIF are directly
deducted from my pay package”.

2

Staff bursary

3/7/2016 3:16 PM

3

“I pay my own medical aid because I needed to stay on the medical aid I was on when I
started with Wits (on-going
chronic health)”.

3/7/2016 3:09 PM

4

“For 2016, but this will possibly change in 2017.”

3/7/2016 2:30 PM

5

“I have a pension fund and medical aid, but both come off my salary”.

3/1/2016 1:37 PM

6

Staff bursary

3/1/2016 12:45 PM

3/22/2016 5:17 PM
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7

“I could opt for any of these but I have not done so due to the unstable
nature of this contract”.

3/1/2016 12:25 PM

8

Staff and Staff dependents bursaries

3/1/2016 11:55 AM

9

Provident fund

3/1/2016 11:41 AM

“Basic medical, which I supplement extensively”.

3/1/2016 11:37 AM

10
11
12

“I am a recently retired professor, so have received my pension”.

3/1/2016 11:35 AM

“I opted out of medical aid as these benefits are from your cost to company salary”.

3/1/2016 11:29 AM

Q12 How do you identify in terms of gender?
Answered: 89 Skipped: 121
Answer
Choices

Responses
31.46%

28

68.5%

61

0.00%

0

Male

Female

Other (please specify)
Total

89

Q13 How does the temporary nature of your contract impact
your relationships within your research group/department?
Answered: 77 Skipped: 133

#
1

Responses
Answered in survey sent through yesterday

Date
3/24/2016 12:01 PM

2

“No impact on relationships”.

3/24/2016 10:35 AM

3

While I was still growing in the work I was doing, it had little or no impact. Now that I am older and

3/23/2016 3:10 PM

25
my priorities have
changed financially and in terms of my interests, I am starting to look around for work that is less
temporary and that
has more benefits. If I went back to 60% at Wits, I would be offered a one-year contract. Quite frankly,
at this stage, a
one-year contract would not bother me at all. I would regard it as a 12-month notice period. The vast
majority of my
colleagues are on contracts, so luckily I'm not in a situation where I'm comparing myself unfavourably
to others. On a
personal note, I've found that the whole "precarious labour" issue is giving me serious pause when
considering
whether I should enrol for a PhD. I'm not at all sure that I want to commit to academia if I'm simply
going to be chewed
up and spat out when I'm no longer useful, with no benefits whatsoever. Also, this might not be the
forum to express
this, but I'd like to express it anyway. I'm a Wits alumna and just after the Fees Must Fall protests at the
end of last
Year (2015), I received a letter from the Alumni Office together with a glossy brochure. I was urged to
make a contribution and in the letter, was told repeatedly, “you matter”. What I cannot reconcile is
how I can matter as an alumna but not as an employee, when I am one and the same person”.
4
5

6

“I am unable to plan my future in academia”.
“It doesn't. I am glad to have this temporary teaching appointment and an office for associated
professional work - i.e.
course preparation, student consultations and ongoing research to inform my teaching so that it up to
date with the literature in my field”.
“I have to sacrifice time on my own PhD research to carry out this teaching but the experience of
teaching courses is
valuable to me so it is worth it from a gaining experience point of view but not necessarily a financial
angle”.

3/22/2016 5:17 PM
3/22/2016 5:03 PM

3/22/2016 4:54 PM

7

“I am less than a year from the end of my contract. A lot of times I feel impatient with my Department
for not
3/22/2016 4:16 PM
understanding that I require more certainty”.

8

“Informed that MQA is not going to renew our contracts beyond 3 years as such difficult to focus on
doctorate studies
and research with all the uncertainties”.

3/22/2016 4:07 PM

9

“It brings me closer to the department in many respects”.

3/18/2016 11:54 AM

10

11

“The two people in my department who are on contracts (this includes me) feel very insecure, and
become intensely
3/16/2016 1:30 PM
worried from November onwards. We are only notified of renewal of contracts very late in the year.
often late
November, early December. If our contracts are not renewed, it would be virtually impossible to find
new employment
in January. This is extremely unfair and does not take into consideration our own needs. I feel that as a
contract
member, I have to do more work than is required of the permanent members. My marking load is
enormous, and I am
in the middle of my PhD, which the university insists that I do. However, given my workload, there is
very little time to
work on the PhD. As contract staff, I receive none of the benefits that permanent members do e.g. no
sabbatical to
work on research. But there is a lot of pressure to finish my PhD as quickly as possible. This, despite
the fact that the
acting head of school informed me last year that my contract will not be renewed and they will be
advertising my post.
I was told that I was welcome to apply, but I don't fill the criteria for the position. In other words, I am
white”.
“I am co-supervising 2 PhD students and they are aware that I am temporary. It hasn’t affected my

3/14/2016 4:40 PM

26
own research. I am
often told verbally that I will be getting a post but nothing has materialized thus far. Contract staff
definitely do more
teaching and have less time for research. The usual catch 22”.
12

Accepted

3/8/2016 10:43 AM

13

“Very badly. I feel I inhabit a strange temporal space, yet am required to put in much dedication and
work into the Unit”.

3/8/2016 7:19 AM

14

“Often expected to do more for less. Permanent members get away with a lot of duties, contract
workers live on the
margins constantly have to prove we doing something - no acknowledgement even though we've
published or are
research active- pushed to complete PhDs and do supervision”.

3/8/2016 6:53 AM

15

“I feel vulnerable in that the pressure to complete the PhD is high while permanent colleagues are
granted sabbatical
and I have to fill in for them”.

3/7/2016 3:16 PM

16

“We are all on contract”.

3/7/2016 3:09 PM

17

18
19

“So far, it has rolled over, but in 2017, I have no idea what will happen. I do know that WSoE is not
going doing to
contribute to my salary as a lecturer. Hopefully I will have completed PhD and this will open doors.
But I am in a toxic
workspace at Wits at the moment. I want to be an academic and contribute to knowledge generation
and teaching, but
am being forced out, at least into a researcher domain. I do not know if this is where I want to go or
not. I am forced to
do an advanced statistics course with Wits + to upskill on stats analysis for the research position that I
am doing right now
to supplement the other half of my salary. This is too much. I am stressed and angry with Wits for
making me feel
unwanted when the problem is that our courses are often curtailed, hampered in terms of gathering
students. It is a
catch -22 because then I am told that there is not enough work load for me. But the numbers are
artificially cut,
limited from applying and entering”.
“It's unsettling!”
“The temporary nature of a contract discourages engaging in long term or open ended projects as you
are not able to
to commit to completing them or feel that you may not have the ability to complete them if your
contract ends
without a new position being obtained”.

3/7/2016 2:30 PM

3/7/2016 1:38 PM
3/7/2016 1:32 PM

20

“Creates uncertainty when starting new initiatives. Not sure if I'm going to be around long enough to
fully
implement/support. Long-term initiatives are avoided = weaker strategy”.

3/7/2016 1:19 PM

21

“The uncertainty creates a feeling of inferiority”.

3/7/2016 1:18 PM

22

“While SWOP is very good at including postdocs, I feel that I have all the burdens of staff (admin,
logistics, organizing
3/4/2016 12:05 PM
workshops and events) without most of the privileges (in terms of salary, paid leave, research funding,
good medical
aid, etc.). I also feel generally patronized and dismissed by the attitude of the university and the research
office”.

23

“Work extremely long hours to do as much as possible to prove value and get a permanent position”.

3/3/2016 10:12 PM

24

“I have managed to build rapport with a number of my colleagues who have made every attempt to

3/3/2016 4:31 PM

27
integrate me into
the department. However, other members of the department, including my former mentor, are quite
keen to put me in
my place and to actively try to limit my voice on departmental matters. Others have assumed I will do
the grunt labour.
I am not sure if this is because I am a woman or a postdoc or both”.
25

“There is also a requirement for the post that PhD be complete and therefore the demands associated
with the contract
post are significant”.

3/3/2016 4:20 PM

26

“The temporary nature of my contract severely affects my prospects of acquiring research grants”.

3/3/2016 4:15 PM

27

28
29

30

“More than the temporary nature of the work is the problem of the status of the postdoctoral fellow. It
seems that this is
3/2/2016 3:59 PM
a relatively new form of labour in the South African academy, and people seem unable to tell: a) that
you are no
longer a 'student'; b) that you ought to be considered as a full-fledged researcher”.
“No complain on this”.
“It's very precarious. This year is my last year and I am cautious to take on new supervisions etc. it's
particularly difficult
because there is no real clarity about how the process works. It seems like there is an opportunity to
renew, but it's
contingent on the school finding budget for the post. In addition we are required to present a
"teaching portfolio", but
technically aren't on probation, so it's difficult to have a sense of what to expect”.

3/2/2016 9:18 AM
3/2/2016 2:50 AM

“As a postdoc, I'm not part of a research unit and have to provide my own research infrastructure and
bring in or pay
3/1/2016 6:08 PM
from my stipend my own research costs. As a foreigner, there are few opportunities to apply for grants.
Plus, my
department does not pay us our individual RINC money, that is, it's pooled together and we have to
ask permission
from our head of school”.

31

“Very difficult to work towards long term plans. Just feel like a passer-by and viewed as one people I
work with and
report to”.

3/1/2016 5:01 PM

32

“I can only be in the lab for short period of time and mostly work home based”.

3/1/2016 4:31 PM

33

“It had a negative impact. In my case I felt like I am not wanted”.

3/1/2016 4:04 PM

34

35

“As a grant funded employee I am responsible for ensuring that funders’ deliverables are met. These
are often in the
form of research reports and policy engagements, outputs that do not constitute core academic
activities at Wits and
do not contribute to enabling me to apply for a promotion”.
“I like the department, but not willing to commit to longer term goals in research and teaching (for
instance supervising
PhDs), as not sure the position is tenable. In terms of long-term academic and theoretical projects it
makes little sense
to invest these in the department, if one's own employment is not secure”.

3/1/2016 4:00 PM

3/1/2016 3:34 PM

36

“It has a detrimental effect on research and further study towards a PhD as no sabbatical time is given
and the
teaching load is very heavy”.

3/1/2016 3:22 PM

37

“Not a fully recognised member of the team as contract is one year (subject to renewal) it becomes
difficult to commit
to collaboration for more than a few months”.

3/1/2016 2:46 PM

28

38

39

40
41

“It makes me feel very isolated. I have missed out on many opportunities for research and
development as people are
unsure if I will still be a part of the School to engage in their projects”
“We are not really part of the team. For postdocs it is to shut up and produce data. Keep out of the
current affairs in
the department. Further: All support to develop goes to South Africans. For SA lecturers the road to
professorship is
paved. Foreigners (postdocs and lecturers) are despite often better experience and qualifications just
there to fill the
gaps and to produce research outputs the institution as a whole can decorate itself with”.
“The part-time nature of post has greater impact”.
“It has negatively affected my relationship with my department. I was on a temporary associate
lectureship contract
before, which was not renewed. A new temporary contract has made me reluctant to do work that
takes me away from
publishing - which is my main route to getting work in academia”.

3/1/2016 2:40 PM

3/1/2016 2:32 PM

3/1/2016 1:55 PM
3/1/2016 1:47 PM

42

“None what so ever”.

3/1/2016 1:41 PM

43

“It's difficult to plan anything long-term; it also raises the question on whether or not I want to try and
stay in academia”.

3/1/2016 1:40 PM

44

“The most direct impact will be around student supervision, especially as the contract comes to an end
as I will not be
able to take on more PG students to supervise”.

3/1/2016 1:37 PM

45

“My research chair/department has two post-doctoral fellowships and generally does a very good job
of integrating us
into the culture of the department and decision-making processes”.

3/1/2016 1:00 PM

46

N/A

3/1/2016 12:45 PM

47

“It creates a great deal of insecurity and uncertainty because some are paid regularly and others not”.

3/1/2016 12:29 PM

48

“The majority of staff at Wits Language School are on short fixed-term contracts or sessional teaching
contracts so most
of us are essentially "in the same boat" and thus our working relationships are not negatively affected”.

3/1/2016 12:28 PM

49
50

“It gives me little incentive to engage in research as my future here is never certain. This is my 6th 1
year contract”.
“I have had several battles with my department. In 2014 when my 2nd contract was coming to an end
in June, I was
asked to stay home for the month of July and start on the new (3rd) contract in August - I REFUSED
TO DO SO. I
have had heated arguments with our HR department and I am still battling to 'give my all' in my duties.
I am just not
trusting...at all!”

3/1/2016 12:27 PM
3/1/2016 12:25 PM

51

“It affects the nature of the project and the work to be done, because of the limited time”.

3/1/2016 12:24 PM

52

Have been asked to take on more teaching and admin work than long serving Professors in the
department”.

3/1/2016 12:11 PM

53

NA

3/1/2016 12:10 PM

54

N/A

3/1/2016 12:03 PM

55

“It makes one less committed than one should be. It means one has to be careful about making
contentious statements

3/1/2016 12:02 PM
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or suggestions”.
56

N/A Permanent

3/1/2016 12:00 PM

57

N/A

3/1/2016 11:59 AM

58

59
60

“Tendency to be overlooked and being told what you can teach and can’t teach. I was blatantly told by
a HOS ‘that your
3/1/2016 11:55 AM
research publications will not count for promotion purposes unless you have completed your PhD’. I
was taken by
surprise because my publications are my work and should be taken into account for promotion
purposes in the same
manner Wits benefits from the RINC money that come with my publications. In addition, my
experience in supervising
and teaching Masters level courses should count towards my probation once I get the PhD. Why
should this work,
which Wits is recognising now not be recognised for promotion purposes. The rules and regulations
are exploitative. In
spite of my qualifications, I have been used as a tutor and not a lecturer for the past 5 years except
when I am teaching
my Masters course. When I indicated I would like to teach a particular course, one male white colleague
told me it is
by invitation only in spite of my Division having allocated me to teach on that course. So the
marginalisation is real in
some cases and one assumes it has nothing to do with competence but power play based on identity
categories”.
NA

3/1/2016 11:53 AM

“It does so negatively. Due to the insecurity of my work position in the university, I am often unable to
work within
3/1/2016 11:48 AM
programmatic research initiatives, interact in longitudinal projects and be part of envisaging the current
ecurriculation
process. A such, developing lasting, sustainable and collaborative working relations is difficult and
limited in their
scope and value”.

61

N/A

3/1/2016 11:41 AM

62

“I am unsure if what I am employed to do will continue after the contract - it feels like my work is
dabbling, tinkering
without assurances of continued employment after the contract period”.

3/1/2016 11:41 AM

63

N/A.

3/1/2016 11:37 AM

64

“It greatly impacts my career development as I cannot plan beyond my contract”.

3/1/2016 11:37 AM

65

“I have none”.

3/1/2016 11:35 AM

66

“Once my contract ends with WAM, they will have no research supervision available in-house”.

3/1/2016 11:35 AM

67

“I feel like an outsider passing time and it has caused tremendous stress in my life. I do not have any
job security and I
constantly think about what will happen when my contract expires”.

3/1/2016 11:29 AM

68

“For much of my fellowship I have been out of the loop in the department as postdocs (university
wide) are frequently
not treated as staff”.

3/1/2016 11:27 AM

69

“I feel less committed. This is unusual for me because I am used to be very involved in academic
work”.

3/1/2016 11:27 AM

70

“Difficult to think long-term for joint projects”.

3/1/2016 11:26 AM

30

71

Not applicable

3/1/2016 11:25 AM

72

Not applicable

3/1/2016 11:21 AM

73

“I find it difficult to commit long-term to projects. I am currently looking for work elsewhere”.

3/1/2016 11:19 AM

74

“I do not feel like I am part of either department I work in, and sometimes weeks will go by with no
contact with my
colleagues. This is quite an isolating experience”.

3/1/2016 11:18 AM

75

Not applicable

3/1/2016 11:16 AM

76

“I am wary to take on long term students as I might not be around to see their supervision through”.

3/1/2016 11:14 AM

77

“Whole centre is grant funded, so on temporary contracts, which means that the stability of the whole
unit is constantly
in question and a significant amount of time is spent on fundraising”.

3/1/2016 11:03 AM

Q14 Have you ever overlooked, or been asked to overlook,
inconsistencies between your job contract and your actual
work output? If yes, please elaborate.
Answered: 70 Skipped: 140

#
1

2
3

Responses
Date
I sent through my survey yesterday but on reflection, I'd like to just clarify something. I mentioned that
I last year I was
3/24/2016 12:01 PM
in a situation in which “I worked for nearly 14 days in a row, several days of which had been spent
training on-site. I
also said that I had refused to do that again. The refusal was not related to the 14 days I worked, but
was related to
spending such a length of time (in that case, six days) away from home training on site. But as I said, it
was hard to
say that, and it was not well received. Travel is a requirement of the job, when needed, but until last
year, I had only
spent one night away from home at most. The issue is the length of time, the scheduling in between
other work and
the necessity of spending Sunday packing, dong last minute prep and travelling for hours to the
location of the training.
I've come to the conclusion that no matter how good a teacher I am, I am no longer the right person
for the job that I'm
in because I feel that I am unable to give what is required. The personal cost is just too high”.
“I was asked to produce more papers than specified in my contract”.

3/24/2016 10:35 AM

“It's almost a requirement of any job in education to overlook these kinds of inconsistencies. For
example, marking
3/23/2016 3:10 PM
students' work is sometimes done outside of work hours, which seems to be the norm in education. A
lot of education
rests on the goodwill and sense of responsibility of the people who work in it. Sessional teachers have it
worse.
Prepping, marking and time spent travelling are all unpaid but teaching cannot happen without any of
these three
things. The contract says that one is engaged to do x, at y rate of pay for z amount of time per week.

31
The reality is the
unspoken "The work must just get finished no matter how long it takes, how many interruptions you
have, or how
many different things you're juggling." So, the z amount of time is, in reality, z + n, in which n =
however much
(unpaid, unacknowledged) extra time is required to get the work done. For example, I was in a situation
at the end of
last year where I worked for nearly 14 days in a row. I worked my usual week, taught on the Saturday,
spent the
Sunday packing and travelling to a training site, trained from Monday to Friday (full day), came back on
the Friday,
taught on the Saturday, prepped for a few hours on the Sunday then trained on the Monday and
Tuesday on site in
Pretoria. I have refused to do that ever again, but saying it was not an easy thing and nor was it well
received”.
4

“No - the job contract is out of date and in the process of being reassessed by the Dean”.

3/22/2016 5:17 PM

5

No

3/22/2016 5:03 PM

6

No

3/22/2016 4:54 PM

7

“Yes because I feel I always have to overlap between the Lecturer contract and that of At risk
Coordinator. In other
words I am almost doing 2 jobs”.

3/22/2016 4:16 PM

8

“Yes, rejected for council funded positions besides my high lecturer evaluation scores and having 3
Masters degrees”.

3/22/2016 4:07 PM

9

“The specifics are not laid out in my contract. But I have to work (mark) during the evenings, and the
weekend. It feels
like there is no relief”.

3/16/2016 1:30 PM

10

“I am definitely overloaded and sometimes asked to do additional tasks (hard to say no) but think this
is common
phenomenon”.

3/14/2016 4:40 PM

11

No

3/8/2016 10:43 AM

12

“Yes. Our manager has said to us that working hours are not necessarily "during work time."

3/8/2016 7:19 AM

13

“Yes two years’ workload was 130%?”

3/8/2016 6:53 AM

14

15
16

“I carried out a demanding admin role relating to postgrad (coordination of honours research project)
while managing a
workload that included management of materials and studios as well as teaching and research/study. I
was
encouraged to take this on as it would count in my favour for future permanent employment. I did the
job for two years
(2013-2014) but was given another one year contract as senior tutor”.
“Not really - contract is very open”.

3/7/2016 3:16 PM

3/7/2016 3:09 PM

Yes, as contract staff, I never get the opportunity for sabbatical, doing PhD part-time despite teaching
load, and when
3/7/2016 2:30 PM
permanent staff members in our department get sabbatical, I must do their work too, while trying to do
mine, and
research, and PhD. How?”

17

“Yes. I teach seven courses!”

3/7/2016 1:38 PM

18

“Our contract states that we are not supposed to engage in teaching, however, maintaining and gaining
teaching
experience is beneficial to our CV's and I have also been asked to contribute to teaching”.

3/7/2016 1:32 PM

32

19
20

21
22

23

24

No

3/7/2016 1:19 PM

“Yes. All I am obligated by my contract to do is to submit 4 articles for publication. However, I have
been asked to take
3/4/2016 12:05 PM
on various admin duties, such as organizing seminars, workshops, and writing retreats, and taking on
unpaid teaching.
Also, the amount that should be spent on my medical aid as stated in my contract is far more than what
the university
is actually spending”.
No

3/3/2016 10:12 PM

“I have taught unpaid for a number of years. This is above and beyond my contract. While I agree with
a number of my
3/3/2016 4:31 PM
colleagues that my unpaid teaching is unfair, I will also be at a disadvantage if I have no teaching on my
CV. As a
result, I have found myself doing a number of first year tutorial, and in the past year, I have lectured
and 10 weeks
including marking of exams and essays. These responsibilities are not acknowledged in my yearly
reports with the
Research Office, who officially signs my renewals. I have also done a number of admin roles including
organizing a
student exchange and creating a work load model for the department. These types of tasks are not
acknowledged and
the remuneration is not commensurate with the labour expended”.
“Inconsistencies have existed in my contract from the beginning. I am employed as a Lecturer, but am
expected to
perform daily duties as a personal assistant as well as a 'tea lady'. Thus my work has to be done when I
get home so
most days I am working a double work day”.
“Yes - the assumption is that the workload we agree to at the beginning of the year, and which,
according to the
workload document that covers more than the working hours in the year, is the minimum that is
expected and
everybody needs to be willing to take on more work while still fulfilling their initial obligations”.

3/3/2016 4:15 PM

3/3/2016 12:52 PM

25

No

3/2/2016 3:59 PM

26

“I do a lot of co-lecturing and post-grad supervisions that I am not paid for, but I guess this was not
imposed to me”.

3/2/2016 9:18 AM

27

“When I started teaching as a sessional staff member my contract only began 2 weeks after I started
teaching, but
other than that and a crazy workload, no”.

3/2/2016 2:50 AM

28

“Yes, I was asked to teach a class. I was also encouraged to do consulting outside of Wits”.

3/1/2016 6:08 PM

29

“Not overlooked but actually expected to do more”.

3/1/2016 5:01 PM

30

No

3/1/2016 4:04 PM

31

“Yes, my contract does not specify any academic responsibilities”.

3/1/2016 4:00 PM

32

“My formal contract does not require I do supervision, but I do this for personal and career
development. I have had to
do project leadership work but without the full project leader salary”.

3/1/2016 3:34 PM

33

“All the time as the numbers of students has doubled over the years and our marking loads are
excessive”.

34

“Yes! Particularly this year where we were explicitly told that everyone needs to work 1300 hours across 3/1/2016 2:40 PM

3/1/2016 3:22 PM

33
the school and
yet I was told the maximum they could offer me for 1800 hours of work was 80% of that which I
earned previously”.
35
36

No
“Not directly. But I am required to be flexible to work more than my 21.25 hours a week when
teaching activities
demand this. This becomes difficult when work that supplements my academic work is not flexible; it
sometimes feels
that more of a full-time load is required of one within a part-time post - but I recognise that this is my
personal current
perception".

3/1/2016 2:32 PM
3/1/2016 1:55 PM

37

No

3/1/2016 1:41 PM

38

“According to my contract I'm only supposed to do research; in reality responsibilities include admin,
mentoring, tutoring
etc.”

3/1/2016 1:40 PM

39

No

3/1/2016 1:37 PM

40

“I have been asked to teach or tutor on undergraduate courses, for which I cannot be paid, several
times. Luckily, I've
been in a position to push back against such requests (they were not coming from my immediate line
manager/boss/host.) I do run several skills-based workshops, and provide post-graduate supervision
through my
position; it's not always clear what forms of academic labour are included in the post-doctoral
contract”.

3/1/2016 1:00 PM

41

no

3/1/2016 12:45 PM

42

“I have no contract”.

3/1/2016 12:29 PM

43

“Yes. I have been expected to operate over and above my position for the last two years and then
judged on my KPA
against the over and above expectations”.

3/1/2016 12:28 PM

44

45

“Yes, in 2014 I was given a double teaching duty which meant I had to do no research as my workload
was already full
with double teaching responsibility. When I went for an interview for a permanent post at the end of
2014 I did not get
the position because I was not involved in research. My contract stated that I had to do research. I was
later told I did
not get the position because I did no research”.
“Yes - elaborated on in 13 above. When I was asked to stay home in July 2014, I was told that in order
for me to get
paid that month, I would have to work extra hours in June and keep a time sheet for those hours so
that that could be
my salary for the month of July! I REFUSED...”

3/1/2016 12:27 PM

3/1/2016 12:25 PM

46

No

3/1/2016 12:24 PM

47

“Not formally”.

3/1/2016 12:11 PM

48

“Yes, my school is under resourced and many of us take on extra duties to compensate”.

3/1/2016 12:10 PM

49

N/A

3/1/2016 12:03 PM

50

No

3/1/2016 12:02 PM
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51

“All the time”.

3/1/2016 12:00 PM

52

No

3/1/2016 11:59 AM

53

“Yes. I teach and supervise up to Masters level. I have designed a Masters level course and yet I am an
Associate
Lecturer”.

3/1/2016 11:55 AM

54

“YES I AM expected to do lots of teaching as well as produce research outputs almost impossible”.

3/1/2016 11:53 AM

55

“No, though I wish I had the space and opportunity to take such an informed position”.

3/1/2016 11:48 AM

56

“My contract is not very specific. There are many add-ons that fall under the category of additional
(unspecified) tasks
when required”.

3/1/2016 11:41 AM

57

No

3/1/2016 11:41 AM

58

“Post-Doctoral contract is very vague; however, I feel I have been allowed to focus on my research
almost exclusively”.

3/1/2016 11:37 AM

59

“I recently applied for NRF rating, and job hopping and consequently inconsistencies in choice of
research field were
highlighted as my shortfalls”.

3/1/2016 11:37 AM

60

“This is common practice at Wits- I think ongoing supervision by retired academics is a very clear
index of how
common it actually is”.

3/1/2016 11:35 AM

61

No

3/1/2016 11:29 AM

62

“My contract states that teaching will be 'appropriately rewarded' but is in fact totally unpaid”.

3/1/2016 11:27 AM

63

“I asked for a job description for my previous contract (as researcher in a paid position) but never
received one. This
had advantages - I did what I thought necessary and enjoyed to some extent - and disadvantages - I
was never in a
position of certainty. I was promised a small amount of Honours teaching but this did not happen”

3/1/2016 11:27 AM

64

No.

3/1/2016 11:26 AM

65

“We're all asked to work above WLM - it kind of goes with the territory”.

3/1/2016 11:25 AM

66

N/A

3/1/2016 11:21 AM

67

No

3/1/2016 11:19 AM

68

No

3/1/2016 11:18 AM

69

No

3/1/2016 11:14 AM

70

No

3/1/2016 11:03 AM
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Q15 Do you have any other concerns about contract work or
precarious conditions that have not been captured in these questions?
If so, please explain.
Answered: 82 Skipped: 128

#

Date

1

Responses
“Yes. I was told that those who are good at research might be retired early because they would work
for free”.

2

Answered in survey sent through yesterday

3/24/2016 12:01 PM

3

“My main issue is applying for grant funding. Other than within my first year of my contract, since then
the end date of
my postdoc has been a major impediment when I have been applying for funding”.

3/24/2016 10:35 AM

4

5

6

7

8

“At the moment, two concerns. The first is the extensive notice period (3 months), which makes it
difficult to plan a
resignation and move to another job unless the contract has come to an end. Considering that the
contracts are of
such short duration, one month should suffice. The second concern is regarding contracts and labour
law, and how
much contract employees don't know about what is legal and what is not. There are a lot of grey areas
and just
recently, I've felt that certain things (e.g. decreasing the percentage of a contract) are being allowed
simply because
employees don't know what their rights are and what the law says”.
“Increased class sizes; inappropriate teaching support; lack of adequate teaching venues; poor and
outdated, broken or
dysfunctional teaching resources/ equipment”.

3/24/2016 6:21 PM

3/23/2016 3:10 PM

3/22/2016 6:56 PM

“Staff are promised something verbally by one Dean and then the next Dean does not take that into
account.
3/22/2016 5:17 PM
Stipulations are put into a staff contract without any recognition of the work involved. My contract
stipulates that I must
produce an MSc but the "verbal" agreement that I may be offered a permanent post is conveniently left
out. Hence the
predicament I find myself in is that I end up to retire in three years but am not offered a three year
contract (after a
previous three year contract) but a one year contract and an email that says that "IF" the funds "come
through" Wits
will make sure I get the three year contract. My question is: What happens if the funds don't come
through? Well, that
not Wits' problem is it? It's mine”.
“As a permanent staff member I am concerned about the manner in which lecturing staff receive
contracts which are
renewed on a yearly basis with no promise of anything more permanent. We have junior staff who have
been on
contract for seven years!”
“I got a permanent contract at the beginning of January 2016 but I was on fixed term contract since
2008 which were
renewed yearly. In 2013 I got a fixed two year contract and my position changed to associate lecturer.
The fixed
contract would be converted to permanent provided I would finish my PhD by 31 Dec 2015.
Fortunately, I qualified on
time in July 2015 hence the permanent appointment in 2016 as a lecturer. I however, lost out during
the years I was
on fixed contract because I was told that what I achieved during those 8 years in terms of teaching ( I
won the
humanities undergraduate teaching award for 2013), service (served in many school committees and at
the GDE) and

3/22/2016 5:10 PM

3/22/2016 5:05 PM

36
published articles and supervised post graduate students does not count. It is a new appointment and
therefore
probation. Even my salary was pegged at the lowest level despite all those achievements. I also lost the
5% that is
given to members of staff who get a PhD because I was told my PhD was the condition for permanent
employment”.
9

No

3/22/2016 5:03 PM

10

“I think that Departments are taking advantage of postgraduate students as lecturers and not
compensating them
sufficiently for the amount of time and effort they are putting into teaching courses”.

3/22/2016 4:54 PM

11

“Difficult to expand successful research groups as it is hard (impossible) to motivate for technical
staff”.

3/22/2016 4:31 PM

12

“I happen to be a foreign national and this exerts added pressure when it’s time to renew permits when
contract
3/22/2016 4:16 PM
hasn't been renewed”.

13

“Some academic members of staff also serve on a part time basis as Hall Coordinators/Wardens for
residences. They
are given a one year contract with no expectation of a renewal”.

14
15

16

17

18

19

“No security, with the termination of our contracts due to the briefing of MQA grant funded staff
members”.
“Yes: although I have a permanent position there are often threats made by [removed] or our
Head in line with
: ‘If you have any issues or concerns: there's the door’”.
“I feel that it is shocking that as contract member I receive no benefits. Also I discovered that this not
uniformly applied.
So there are some contract staff who receive benefits and others do not. Why? I have not been able to
apply for any
funding for my PhD research, because the funders insist that I prove that I will be employed by the
same institution in
the forthcoming year. I obviously cannot do this”.
“I do not receive a 13th cheque or get sabbatical leave although I have been given major
responsibilities and I
coordinate 2 big projects (grant funded)”.
“I could note that I was employed for 5 years as a contract staff member (without having received my
PhD yet. I was
then given loads of teaching, often in breach of oral agreements to the contrary - meant to support me
finishing my
PhD-- but with a crisis always happening to pre-empt this. My sense is that many of us who came in
this way have
fought against this kind of treatment, to some extent changing the worst of its practices. But, it has a
long history and
the changes to form should be noted. How new forms which re-embed the principle of precarious
academic layers
remains critical. I applaud ASAWU for exploring experiences”.
“Although I was only permanently employed in March this year after 8 years of contractual service to
this institution, I
feel staff like me could give ASAWU trends that may help in coming up with resolutions. That is,
looking at what it
took for staff to reach where they are, especially considering that some were let off because they could
not meet the
deliverables regardless of them having close to impossible conditions that did not promote
accomplishment of the
outcomes".

3/22/2016 4:12 PM

3/22/2016 4:07 PM
3/18/2016 11:36 AM

3/16/2016 1:30 PM

3/14/2016 4:40 PM

3/10/2016 9:45 AM

3/10/2016 6:36 AM
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20

21

22

23

“Many people on contract are supposed to be completing the PhD but have onerous teaching
obligations as well as
3/9/2016 8:30 AM
publication obligations which makes it almost impossible to complete PhD. Head of disciplines,
schools and deans are
all complicit in this problem. However, full time employment is conditional on attaining a PhD within a
2-3 year time
period and when students fail to complete they are dismissed simply by not having their contract
renewed. I know
many young academics with great potential who have lost employment due to this practice. This
relations is certainly
very one directional with the University benefiting and the staff member losing out. All staff members
should have an
adjusted workload in terms of teaching and publications to allow them to finish PhDs as per university
policy”.
“As a non-South African, have relatively poor chance of obtaining a lectureship/researcher position
because department
way of the BEEE/transformation quotas”.

3/8/2016 10:43 AM

“How informed are staff members new or those renewing contract when they enter into contract with
the University? Is
3/8/2016 8:29 AM
there a way that ASAWU can be involved to assist staff into not binding themselves into dubious
contracts? This may
not be possible with new staff members as ASAWU may not know who they are until they come to
Wits.
Certainly those within Wits can be guided when they have contracts renewed - ASAWU could advertise
this service”.
“Yes, I've repeatedly asked what I am supposed to do to ensure I can continue working, but am always
told it doesn't
matter because I'm "doing a great job." This may sound nice, but I feel like no proper administrative
procedures to
ensure career longevity have been followed”.

3/8/2016 7:19 AM

24

“My concern is our voices are never heard!”

3/8/2016 6:53 AM

25

“Can there be a process whereby contract staff can build up probation portfolios and apply for
promotions even within
the fixed-term context?”

3/7/2016 3:16 PM

26

27

28

29

“That the contract stipulates that I have no security if my contract is not renewed. I think that they may
have moved us
3/7/2016 3:09 PM
to a 5 year contract to get over the regular renewal thing and the obligations that might have been
imposed”.
“I am now a permanent member of staff but was on yearly contracts for seven years. So the survey
perhaps needs to
take account of those people”.
“I would like to see Faculty HR being far more proactive in guiding schools and divisions regarding
contract
appointments - more frequent communication and a more visible presence/voice in this regard is
necessary”.

3/7/2016 2:57 PM

3/7/2016 2:35 PM

“The issue of transformation of disabled staff is not factored into contracts or the negotiations. I am a
deaf lecturer, and
3/7/2016 2:30 PM
Wits is not meeting its own policy of employment equity, and this is a key point in prioritising deaf staff
members who
can teach sign language to students and conduct research as a deaf researcher in the field that I have
insider
knowledge and experience. Therefore, I feel grossly undervalued and ignored. Instead of resolving this
contract issue,
as per labour law, after 5 years, to become permanent staff, I am still precarious staff. Every year I
stress about what my
position will be the next year. That is unfair labour practice, and unethical. Let me say it this way: 'look
after your staff

38
and your staff will look after your business' Branson, of virgin. I do not feel that is what is happening
with contract staff.
My loyalty to Wits is frayed to snapping point right now. I want to be here, but....(see above points)”.
30
31

32

33

None for now
“I held a contract position for 15 years before becoming a permanent member of staff. During this
time I did not get any
benefits (pension or medical aid) and undertook the lion’s share of the teaching. This obviously
impacted on my career
progression".
“It is frustrating that we have to complete paperwork and have it signed by our host every quarter in
order to guarantee
that we are paid. This contributes to a sense that postdoctoral research fellows are not valued or
respected members
of the academic community at Wits”.
“The current budget cuts due to the zero percent fees increase has resulted in extra workload (which
used to be done
by paid postgraduate students) being mainly shifted to junior members of academic staff. This
development is highly
saddening as it hinges on intimidation, bullying and blackmail. Remember the juniors have to yet raise
through the
ranks and it is extremely difficult, if not impossible, to challenge this unfair labour practice”.

3/7/2016 1:38 PM
3/7/2016 1:32 PM

3/7/2016 1:32 PM

3/7/2016 1:28 PM

34

“Constant restructuring creates a very uncertain workplace environment. The workplace seems not to
want to commit
to me as an employee, in effect I can't commit to it fully for any long-term purpose”.

3/7/2016 1:19 PM

35

“Yes - I've just been informed that grant funding has been withdrawn after the end of this month”.

3/7/2016 1:18 PM

36

37

“Yes. Our contract has a number of issues: 1) It fails to specify the amount of leave or sick days
postdocs are entitled to,
leaving that to be negotiated with each host. 2) It is vague about the terms of teaching. Either it should
specify that
teaching is to be remunerated (and at what rate), or that postdocs have absolutely no obligation to
teach. I know many
postdocs that have been pressured to take up unpaid teaching work. 3) Our contract specifies that we
are entitled to
comprehensive medical insurance, yet the insurance we receive is far from comprehensive”.
“Postdocs are the bottom of the food chain. They are often not treated as well as researchers or
associate lecturers. It
is assumed that if you want an academic job you need to earn it, but if a permanent post never comes,
it is a huge
waste of potential income earning time”.

3/4/2016 12:05 PM

3/3/2016 4:31 PM

38

“The development of research expertise is compromised by contract work because it doesn't encourage
medium and
3/3/2016 4:20 PM
long term planning”.

39

“Yes- I believe contract work allows for situations of abuse of employees”.

40

“A PhD student of mine was asked to teach a course. He was not even given a contract. According to
him, he was
eventually paid, but less than he had been paid the year before for teaching. He had expected the rate
to be the same
or more than in the previous year”.

3/3/2016 4:15 PM
3/3/2016 1:38 PM

41

“The workload is increasing for everybody, relentlessly”.

3/3/2016 12:52 PM

42

“Even though I have a permanent contract this is funding dependent, and those funds need to be
raised by our Centre,
and are not paid by the University”.

3/3/2016 9:19 AM

39

43

“My concern as a permanent staff member is the collapse of the universities in SA. There is very little
money for
research and none for improving teaching. This year all academics are teaching more due to the
increase in student
numbers with very little support”.

3/3/2016 9:03 AM

44

“Would have preferred not to have been forced into retirement at age 65. Your Qs are not designed for
retirees”.
3/2/2016 10:37 AM

45

No

46

“We are not allowed to ride the Wits inter-campus bus, yet there is not enough money for us to get cars
or use taxis on
3/1/2016 6:08 PM
a daily basis”.

47

None

48

49

50

51

52

53
54

“This is a timely survey by ASAWU. Although my attachment to Wits now is in a honorary research
capacity, I think it is
important that issues such as this is being brought to light. Mine is a case in point. I was told my
contract won't be
renewed even when I got excellent student and peer evaluation. On top of that I completed my PhD
while dealing with
a hectic workload. My reward, non-renewal of contract. My position was promptly advertised and
someone of the
correct colour (white - sorry to go this route) was employed. I have since been employed by another
university but
Wits has diminished considerably in my estimation!”
“One major concern is that there is a significant discrepancy in salary and work expectations between
different
researchers doing project based work and administration, sometimes even within the same grant.
Salaries and
expectations are often ad-hoc and discretionary. Teaching work is not included in grant funding”.
“I feel that the way that contract staff have been treated has an impact on how one feels about the
University
management in general. There is no acknowledgement of years of loyal service and hard work every
year we are
stressed about whether or not we will have a new contract. I think that this also impacts on the
permanent staff and
the students as effective planning cannot happen”.
“It has been brought to my attention that my host has the power to end my contract by not signing my
form for payment
(4 times a year). He can do this at his discretion based solely on whether or not he is happy with me.
This even though
the original project description was very vague, meaning that theoretically there is no comeback if he
decides not to
sign".
“The NRF contracts have a paragraph that says if a contract holder resigns before the end of the
contract (e.g. to find a
better job) he/she has to pay back the received money either completely or partially depending on the
time the person
was employed. Many people doubt that this is legal but this are the words of the contract”.
“The insecurity of the post is difficult to deal with”.

3/2/2016 2:50 AM

3/1/2016 5:01 PM
3/1/2016 4:04 PM

3/1/2016 3:34 PM

3/1/2016 3:22 PM

3/1/2016 2:46 PM

3/1/2016 2:32 PM

3/1/2016 1:55 PM

“I had a 3 year associate lecturer contract which I was told could be upgraded to a tenure track,
permanent lecturer
3/1/2016 1:47 PM
contract if I finished my PhD. Once I finished my PhD I was told I would not be offered a lectureship
after all. I was
informed of this 5 months to go before the end of my contract and put me in a very difficult position”.

40

55

“Insecurity of DOE funding coming to an end”.

3/1/2016 1:41 PM

56

“No social benefits on postdoc contracts (such as maternity leave for example)”.

3/1/2016 1:40 PM

57

“I am amongst a group of about sixty active retired academics at Wits. Many of us are the most
productive members of
our departments/schools but no workable policy has been developed by the university”.

3/1/2016 12:29 PM

58

59

60

“I would like ASAWU to look at what I feel is essentially a "legal loophole" in these "grant-funded"
fixed term contracts. I
do not know of and have never seen evidence of specific grants being given to Wits Language School
in order to fund
units, projects or staff. As I mentioned above, we are expected to and do function as a business”.
“I feel like I am being taken advantage of by SEBS. I am being treated as a temp worker where every
year my future is
not certain and always last minute they renew my contract. It is very frustration as I need to stress
about paying my
bills if they don’t renew it. For 6 years I had no job security”.

3/1/2016 12:28 PM

3/1/2016 12:27 PM

“Mine is a complex situation. This post was advertised in 2010 as a Senior Lecturer/Lecturer position.
No teaching
3/1/2016 12:25 PM
responsibilities were attached to it, but there were research responsibilities - that is why I applied for
the post as I was
never looking for a teaching post. The post has been problematic from the very beginning as it was
created for
Community-Based Education - something that the Faculty of Health Sciences is still battling to make
sense of and
commit to. I have for the longest time been asking for clarity on this post - I never received much help.
It was only last
year - 2015 when I raised the question of the salary which was below the Lecturer level that HR and my
director
started doing something about it. The position had to be graded and they then decided to draft a new
job description
which includes teaching responsibilities. I have been told that I have to find opportunities for teaching
and I am NOT
even given the guidance on what exactly I'm supposed to do. Everything that was done was to correct
the mistakes
that were part of the creation of this post but to a very large extent, I am still feeling confused”.

61

No

3/1/2016 12:24 PM

62

“Not eligible to apply for funding in first year of employment as the context of holding 3 year contract
automatically restricts
type of research I undertake”.

3/1/2016 12:11 PM

63

“As an associate lecturer I was expected to just get on with it. There is little or no career development
and mentorship
within my School for younger staff”.

3/1/2016 12:10 PM

64

N/A

3/1/2016 12:03 PM

65

“It forces one to be continually aware of the need to secure renewal or find work elsewhere. That is not
productive”.
3/1/2016 12:02 PM

66

N/A

3/1/2016 12:00 PM

67

No

3/1/2016 11:59 AM

68

“I find it ironic that in a country with few African academics, a double Masters degree, teaching and
supervision ability
to Masters level as well as producing publications while working on a PhD is not enough to be
appointed as a lecturer

3/1/2016 11:55 AM

41
even if it is on contract! What is the role of an Associate Lecturer? How is this label understood in
international
nomenclature? What is even worse is the School of Education use of labels such as tutor and senior
tutor or principal
tutor. Why can't these posts be converted to suit universal university job titles? They sound archaic and
not fit for a
21st century university which aims to be within the top 300 globally!”
69

70

71

72

73

74

“The daily insecurity one lives with results in lower motivation towards ones academic responsibilities.
This often
results in heightened emotional labour. Furthermore and more importantly, academic opportunities
become far more
limited and difficult to access in being a contract member of staff. Such missed opportunities include
lack of
provisions for NRF funding, having no RINK money to attend conferences or apply for buyouts and
sabbatical. These
opportunities for space are imperative in pursuing research and developing scholarship in the academy.
Yet without
access to such provisions, how can ones academic trajectory ever grow? The inequitable working
structure of the
university in its entirety”.
“I am committed to doing my work to the best of my ability, but without assurances of a continued
contract or
permanent employment, it casts doubt on the value of the role I am playing and the initiatives I
implement”.
“Being a Postdoc is greatly restricting my career development as I am also hesitant to start any
collaborative work with
other Scientist, and apply for research funding”.
“As someone who has run divisions and on occasion a school, I think the system is bad for both the
divisions and the
schools. It impacts severely on attempts to build coherent understandings of our intellectual
endeavours, stifles
meaningful debate, and curtails innovation as insecure contract employees cling desperately to their
jobs”.
“Why does the university offer contract positions in situations of permanent need if it is an internally
funded position. I
think after 2yrs/3yrs of fulltime employment in an internally funded position one must be offered a
permanent position”.
“Whilst all other academic staff are on pay scales (which are all well over double the postdoc pay rate)
where annual
increments in line with or above inflation have been negotiated and put in place postdoc pay is
currently frozen, with
no apparent recourse available”.

3/1/2016 11:48 AM

3/1/2016 11:41 AM

3/1/2016 11:37 AM

3/1/2016 11:35 AM

3/1/2016 11:29 AM

3/1/2016 11:27 AM

75

“Contracts very often are offered to women rather than men”.

3/1/2016 11:27 AM

76

“No pension, etc.”

3/1/2016 11:26 AM

77

“With regard to contracted colleagues (who are on short-term / sessional contracts) they have had
much of their work
taken from them (sometimes because of pale male syndrome) and so are now lecturing at other
institutions as well. We
have therefore lost their loyalty and support, apart from their talents”.

3/1/2016 11:25 AM

78

N/A

3/1/2016 11:21 AM

79

“I am concerned that I will be overlooked for promotion because I will not be able to increase my
salary when I ask to
be promoted from Researcher to Senior Researcher”.

3/1/2016 11:19 AM

42
80

No

3/1/2016 11:18 AM

81

No

3/1/2016 11:14 AM

82

No

3/1/2016 11:03 AM

Q16 How would you like to see ASAWU helping to improve your
work environment?
Answered: 85 Skipped: 125

#
1
2

3

4
5

6
7

Responses
Answered in survey sent through yesterday
“There needs to be a solution to the problem of applying to the NRF and MRC for funding when
you're on a fixed term
contract and they need you to have confirmed employment for several more years. If ASAWU could
help with that, it
would be great”.
“I really think it would be beneficial for contract employees to be given training on their contracts, as
well as what the
law say around things like changes to the contract, renewal of contracts and so on. I think there is
unquestioning
acceptance of certain things simply through sheer lack of knowledge”.
“Making the University Leadership's jobs and lives so difficult that they resign”.
“ASAWU represents all staff at Wits and fortunately I believe they do not differentiate between
academic permanent
staff and contract staff. ASAWU can stand up and say #SayNToContracting. Academic Staff have to
be consulted
fairly on an individual basis. ASAWU could help Wits with their Staff Planning as Wits cannot see the
wood for the
trees. The academic endeavour has become a "business as usual" endeavour but the academic
endeavour is not
about profit margins - it is about academic excellence”.
“To apply pressure to ensure greater work equity and conditions of employment for contract staff”.
“This survey is a wonderful step. Once you get this information, you should help us with information
and steps that we
need to take to stop the system from exploiting us. In this case I feel that the HR office is the one that
robbed me of
what is due to me at the point of permanent appointment”.

Date
3/24/2016 12:01 PM
3/24/2016 10:35 AM

3/23/2016 3:10 PM

3/22/2016 6:56 PM
3/22/2016 5:17 PM

3/22/2016 5:10 PM
3/22/2016 5:05 PM

8

“A fair wage for professional work”.

3/22/2016 5:03 PM

9

“Push for a standardized payment rate for student lecturers to make their efforts financially
worthwhile”.

3/22/2016 4:54 PM

10

“Facilitating research at all levels”.

3/22/2016 4:31 PM

11

“Collecting this data is a great starting point. Even if it may not help me directly, the information may
help someone in
similar circumstances”.

3/22/2016 4:16 PM
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12

“The condition that subsists in my response makes planning very difficult and in some manner could
be exploited to
'instil fear" in the members. It also makes forward planning very difficult”.

3/22/2016 4:12 PM

13

“Assess the contract security and renewals, consistency in the recruitment, promotion and staffing
policy
implementation".

3/22/2016 4:07 PM

14

“Find ways for bullying to be a serious offence”.

3/18/2016 11:36 AM

15

16

17

18

19
20

“Yes. I would like ASAWU to arrange for a labour lawyer to meet all contract staff and inform us of
our rights. In a talk to
3/16/2016 1:30 PM
the staff last year, Adam Habib let slip that it was illegal to employ contract staff after three months. I
would like us
contract workers to bring a class action against the University, especially if they know that they are
acting illegally. I
have discussed this with a number of colleagues, but people are too scared they will lose their jobs if
they try to take
action against the University. We are also too poor to seek legal services. Certainly, my salary would not
enable me to
see a lawyer”.
“Questioning the legality of employing/ exploiting contract staff and supporting their applications for
permanent posts
after several years of service. Addressing the overload issue - that contract staff do more teaching/
student
development/ coordination work and have less time for research”.
“An analysis of the data should help identify areas of need and that should be a starting point for
ASAWU in trying to
help our work environment”.
“I think ASAWU should call for the strict upholding of giving staff time to complete PhDs. Although
we have University
policy to enforce this, it is blissfully ignored by management who prioritise teaching and publishing
over staff
development. I even know of staff who have had their probation periods extended by 2 years because
they chose to
focus on PhD completion and only produced 1 out of the 2 annual articles which was imposed on
them by their school.
How can we be expected to grow new academics with practices like this?”
“I have no hope of becoming a permanent staff member after being on a yearly contract for the
seventh year”.
“Ensure staff is tightly involved with transformation processes. Perhaps review the policy framework
that allows permanent
staff to be recruited without advertising post if they are from a disadvantage category, and below rank
of professor.
This year two staff members have been recruited without advertising in this way”.

3/14/2016 4:40 PM

3/10/2016 6:36 AM

3/9/2016 8:30 AM

3/8/2016 12:40 PM
3/8/2016 10:43 AM

21

“There are spaces within Wits where transformation conversations are being blocked from taking
place even if no one is
under threat to lose his/her job. How can ASAWU facilitate such conversations?”

3/8/2016 8:29 AM

22

“If I am unfairly passed over for someone else, even though I have been doing a full-time teaching job
despite the
'developmental' nature of my contract, I would like support from the union”.

3/8/2016 7:19 AM

23

“Secure permanent work, acknowledging that we are core staff”.

3/8/2016 6:53 AM

24

“The Wits medical aid is certainly not a benefit. It is far more expensive than other medical aids that
academics pay on
other campuses. Also ASAWU needs to address the serious overworking of staff. Staff who deliver on

3/7/2016 11:17 PM

44
all Wits
requirements of teaching, research, admin and academic engagement are putting in tons of
unremunerated overtime.
This work is never acknowledged by HoDs, HoSs or higher levels of management and competent staff
get lumped
with even more work. Staff who do not perform to the levels required are never taken to task and
research productivity
or non-productivity does not make an appearance on staff appraisals except maybe for probation or
promotion - for
those who are not in that category there is no accountability if you do not perform and no reward or
acknowledgement
if you do”.
25

“I understand that contract staff is eligible for sabbaticals? Unfortunately at certain schools this is not
the case. The
contract conditions create an obstacle course for people trying to complete PhDs”.

3/7/2016 3:16 PM

26

“I think it is more for other people - but being employed on contract is insecure and I think can allow
the University to
employ people at a lower pay scale. I work for a research institute which is housed by Wits”.

3/7/2016 3:09 PM

27

28

“I would like to see ASAWU make better connections between transformation and long term
temporary staff. We have
staff at the level of associate professor who have been at Wits for 10 years and still have no
permanence. This is
complex because I fear Wits will simply respond by getting rid of such people. So we traverse a
complicated terrain
and I think meeting to discuss these issues will be far more effective than a survey”.

3/7/2016 2:57 PM

“Propose frameworks for contract appointments that are transparent, communicated clearly and openly
to all staff”.
3/7/2016 2:35 PM

29

“Following up on the grievance that has been tabled last year. This mater reflects these concerns
explicitly and have not
been resolved. Take this to CCMA?”

3/7/2016 2:30 PM

30

Yes

3/7/2016 1:38 PM

31

“To promote the fact that postdoctoral fellows are not students but staff members and that we should
be afforded
similar conditions to those on permanent contracts with a similar level of academic qualifications”.

3/7/2016 1:32 PM

32

“ASAWU need to speak for the voiceless and oppressed little known junior members of academic
staff”.

3/7/2016 1:28 PM

33

“To intervene with respect to these unethical practices”.

3/7/2016 1:18 PM

34

“Three major issues: 1) Medical aid. Postdoc medical aid is extremely low quality, and far from
comprehensive. There
3/4/2016 12:05 PM
is no reason that postdocs should receive different medical aid from lecturers or professors. 2)
Pressure to do unpaid
teaching. This is extremely exploitative -- it creates value for the university, the university charges
students for this
service, it takes pressure and work off professors and lecturers, yet postdocs are not remunerated for it.
(Or are in an
adhoc way in some departments.). I think some arrangement, standardized across all departments, with
postdocs
receiving research fund top-up or some other kind of remuneration (it doesn't have to be a formal
salary if visas don't
allow for that), is extremely important. Or postdocs shouldn't teach at all. 3) Contracts: Postdoc
contract say that
postdocs have the status of graduate students, which is ridiculous -- everywhere else in the world
postdoc are
considered staff. Our contracts don't specify sick days or leave allocation, which leaves room for
exploitation within

45
individual departments. Our contracts should give us the same rights and privileges as other academic
staff, including
the same amount of sick days and leave”.
35

“Form a bargaining unit for postdocs”.

3/3/2016 4:31 PM

36

“I would like to see that any individual in a contract position for more than two years is automatically
converted to a
permanent position. I would also like monitoring of working environments and working hours”.

3/3/2016 4:15 PM

37

“I'd like you to respond when I ask questions related to academic work. In recent months I have
written to you several
times, but received no response”.

3/3/2016 1:38 PM

38

“I don't know. Maybe by teaching us how to cut corners without losing our academic integrity?”

3/3/2016 12:52 PM

39

“The University is letting the plight of the students over-ride the problems that academics are facing. I
would like
ASAWU to highlight the fact that academics are the people who have really suffered under the lack of
government
funds coming to the University. This is the workforce upon which is asked to do more under difficult
circumstances and
no thanks or significant help is offered. The morale is low as many academics are very worried that SA
universities will
become just training institutions and Wits will lose its international reputation”.

3/3/2016 9:03 AM

40

“It would be great, though I realise difficult, for ASAWU to fight for: a) a raise in stipend amounts; b)
better health
insurance/medical aid (the Vitality Plus covers is virtually nothing)”.

3/2/2016 3:59 PM

41

See Q15

3/2/2016 10:37 AM

42

43

44

“We all know inflation is high. I have got a family with school going kids. School fees are going up. But
my contract
3/2/2016 9:18 AM
doesn’t say anything on inflation adjustment or salary annual increment. It is the same income for the
first three year
contract, and probably will remain unchanged if renewed again for the next three years after the last
tenure of the
first contract. It seems me that I don’t have a choice if I don’t get a job, but leave. I am sure ASAWU
can intervene
to convince the funders at least the minimum inflation adjustment on my salary”.
“It would be great to have a sense of clarity on some of the processes that seem quite invisible and
perhaps to have a
bit of time on the possibility of a renewal/ extension/ promotion or whatever the next step might be.
Having less than 6
months left on an academic post and no sense of whether it will be renewed is worrying not only in a
personal sense,
but also for my planned teaching and supervision”.
“We must have a higher research cost amount so postdocs can start their research as soon as they get
here, otherwise
the school wastes time and money on postdocs who spend more than a year trying to find funding to
start their
research at Wits. If Wits doesn't fix this and provide research support for its postdocs, then only rich
postdocs from
abroad will be able to come to Wits”.

3/2/2016 2:50 AM

3/1/2016 6:08 PM

45

“To be for us when there are irregularities to our work and relationships at work”.

3/1/2016 5:01 PM

46

“No longer a paid employee at Wits”.

3/1/2016 4:04 PM

47

“Removing distinctions between contract and permanent staff in relation to minimum wages in each
academic band,

3/1/2016 4:00 PM

46
mobilising staff across professional and support categories”.
48

49

50

51

52

53

54

“It would help a great deal to appeal more to academics on short term contracts (a few years ago
membership of
ASAWU was not even possible), to invite us into membership, and also to clarify our rights,
particularly as regard to
not having grant funding to continue employment, and whether or not this constitutes constructive
dismissal if contracts
are not renewed”.
“I am not sure as management have acknowledged that contracts are not necessarily legal but they rely
on our
dedicated commitment to the students”.
“Postdocs need to be acknowledged as full members of the research community. Projects should be
better evaluated
(including timelines and clear and realistic deliverables) before acceptance. it is not fair or realistic to
only do this half
way through the project, subject to renewal”.
“I would like ASAWU to visit the Wits School of Education and meet with its contract staff to give us
a voice as I do not
believe that this is in any way fair treatment”.
“Keep us informed. Let us participate directly in plenary meetings and meetings concerning us so that
we can voice our
opinions. Last time the postdocs were informed ~ two hrs before the meeting that there was a plenary
meeting”.
“Increase length of contract (previous contract 14 months); Provision of a full time post would greatly
increase the
contribution I am able to make to my department and will likely also improve my research outputs”.
“There seems to be no way to improve your salary unless you get promoted. Now that I am at the top
of my track, is
this where I sit forever? My HOS is not willing to assist me in getting from the bottom to the top of
my salary scale. The sheer volume of students is beginning to become unmanageable and I am taking
strain. We just never seem to be off duty.
Get rid of the deadwood and employ new staff as well as more staff. Wits seems to be using online
tutorials with the
textbook suppliers across a lot of courses. Could we not get someone on Campus to deal with all the
million e-mails
that come through "I can't log on". I spend hours on meaningless stuff because students are too
lazy/stupid to do what
they are told”.

3/1/2016 3:34 PM

3/1/2016 3:22 PM

3/1/2016 2:46 PM

3/1/2016 2:40 PM

3/1/2016 2:32 PM

3/1/2016 1:55 PM

3/1/2016 1:50 PM

55

“Security in employment options - if this is possible”.

3/1/2016 1:41 PM

56

“Better job security; better benefits”.

3/1/2016 1:40 PM

57

“I don't know - I spend a lot of my time applying for permanent jobs in order to get out of this work
environment”.

3/1/2016 1:00 PM

58

59

“Call a meeting of active retired academics, hear what they have to say, and take it from there. The
point is the
demographics have changed and people work for twenty years after their retirement but are not
properly rewarded .
Indeed they have become precarious workers as the pension is roughly half of what you used to earn
and it no
longer caters for the changing world of growing old. My proposal is that the ASA sees active retirees as
normal
academics and members of ASA”.
“Perhaps collaborate with other staff unions at Wits and then come and inform staff of their rights.
There seem to be

3/1/2016 12:29 PM

3/1/2016 12:28 PM

47
complications and confusion around job descriptions, KPAs and whether rolling over of contracts is
strictly correct
especially when staff members' new contracts are at a lesser percentage than previously and for a
shorter duration
and only finalised at the last minute without proper discussion and negotiation. There seem to be
different rules
depending on income level. Also, surely a change in contract constitutes a new contract?”
60

“Fight for us!”

3/1/2016 12:27 PM

61

“Please help me get more clarity on my post - roles and responsibilities. Can I be forced to take on
teaching
responsibilities that were never part of the initial advert and contract I signed with Wits?”

3/1/2016 12:25 PM

62

“Hold small meeting with its members to raise the points that we have concerns about”.

3/1/2016 12:24 PM

63

“Get the University to make public pay scales. Get the university to publish generic workload models
per
contract/position. Remove eligibility limits for those on contract in applying for research funding”.

3/1/2016 12:11 PM

64

“Have the University commit to setting an appropriate staff student ratio in each school and then
allocate resources to
achieve that. (My school has a 54:1 ratio)”.

3/1/2016 12:10 PM

65

N/A

3/1/2016 12:03 PM

66

“Prevent Wits from exploiting contract employees by making renewal uncertain. The levels of stress
associated with
having a short term contract are enormous and unfair”.

3/1/2016 12:02 PM

67

“Appoint people on ASAWU who actually do their work and are not just there to make up numbers”.

3/1/2016 12:00 PM

68

“This kind of research is good”.

3/1/2016 11:59 AM

69

70
71

“This survey is a very good start. Policies and regulations governing appointments and promotions
should be applied
fairly regardless of identity categories. These policies need to be reviewed to create an enabling
academic
environment regardless of whether one is a contract employee or tenured one. The management
should be sensitised
as to how they interact in a positive manner to motivate rather than demotivate contract academics by
telling them
regardless of their publication and teaching or supervision efforts they will not be considered for
promotion because
they are on contract. It is only after acquiring the PhD that the institution will start counting the
contributions from zero!”
“RACE RELATIONS AND GENDER”.
“Perhaps provide a safe and open forum for such difficulties to be heard. Help extend and share
policies on what the
current labour legislation is regarding working contracts and how to work with these. Help us in
fighting for contract
staff who often form the bedrock of the academy; find a permanent place and position in the
university”.

3/1/2016 11:55 AM

3/1/2016 11:53 AM
3/1/2016 11:48 AM

72

“Assist with converting my contract into permanent employment. This will improve my work
environment as I won't be
doubting my continued employment”.

3/1/2016 11:41 AM

73

“Clearer definitions of post-doctoral work and expectations of hosts; remuneration is too low in many
cases; quarterly
stipend payment prevent getting loans, etc.”

3/1/2016 11:37 AM

48
74

Create more opportunities for Research Scientists as we are now forced to opt for Lecturer positions.

75

“Resist institutionalised age-ism (both vis a vis young staff and old staff) and make sure that senior staff
do enough
3/1/2016 11:35 AM
undergraduate teaching to enable junior staff to get their qualifications completed”.

76

“I would like for ASAWU to investigate such matters further as this type of marginalization is
experienced only by people
of a certain gender and or race”.

77

“Push to negotiate postdoc pay and conditions with management, especially with regard to ensuring
parity of esteem
between postdocs and other academic staff and (if possible) remuneration comparable to other PhD
qualified staff,
remuneration for teaching and for pay increases (or lack thereof) to no longer be arbitrarily dictated
from on high”.

3/1/2016 11:37 AM

3/1/2016 11:29 AM

3/1/2016 11:27 AM

78

“It's OK at the moment. Thanks for help in the past”.

3/1/2016 11:27 AM

79

“More benefits such as pension and UIF, especially given uncertainty”.

3/1/2016 11:26 AM

80

“Just keep lobbying for fairness. And remember that the Labour Relations Act, as far as I understand it,
states that a
3/1/2016 11:25 AM
contract worker who continuously has a contract renewed de facto becomes a full-time employee.
Perhaps that should
be brought to the attention of the administration. And perhaps we can get the students to apply the
same pressure for
academics as they have over other contract workers?”

81

“Keep fighting for teaching staff. Thank you”.

3/1/2016 11:21 AM

82

“If ASAWU could encourage the university to top up my salary to match inflation (at the very least)
and to allow me to
be promoted, that would be wonderful”.

3/1/2016 11:19 AM

83

“Outsourcing includes contract staff. If the University needs our services so much that it consistently
renews contracts,
why not appoint us permanently?”

3/1/2016 11:18 AM

84

“More recognition for teaching rather than just research”.

3/1/2016 11:16 AM

85

“It has already”.

3/1/2016 11:14 AM

