














encouraged to attend Union meetings so that they understand from the
beginning the role and importance of their union.

I have already sought assistance from my UCU rep (who was very helpful and
supportive) and my work load has been lessened to make up for all the extra
hours | have done during the first two terms

Professional development

Training courses should be paid for both time spent and travel costs.

Staff development time allocated for scholarship related to our role as a
Lecturer/Tutor even if we do not do research.

Training

To be fully informed about the disabilities of students before the commencement
of the course in any new academic year and to be offered appropriate training in
advance.

On the bright side ...

My working life is excellent. My employer is the best I've ever had. The

management and efficiency are very good even though the O.U. is a large
organisation.
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7 Conclusion, recommendations, action

There was a high level of agreement among respondents in higher education with
the statement 'l find my job stressful’. Nearly half the respondents in higher
education said their general or average level of stress was high or very high.
Nearly one third of higher education respondents said they often experienced
levels of stress they found unacceptable, and 5% said this was always the case.

The results of occupational stress surveys of higher education academic and
academic-related staff over the past decade in terms of response to the
statement ‘I find my job stressful’ are broadly similar, though with possible
evidence of a slight uplift in stress levels in 2008 compared with earlier studies in
1998 and 2004.

‘Lack of time to undertake research’ was the factor the highest number of
respondents in higher education said made a very high contribution to
unacceptable levels of stress or frustration. Next came ‘Excessive workloads’,
then ‘Lack of resources to undertake research, including problems in obtaining
funding’.

UCU members in higher education consistently reported lower well-being than
the average for the target group (which included the education sector) in the
HSE’s survey ‘Psychosocial Working Conditions in Britain in 2008’. The biggest
‘well-being gap’ to the detriment of UCU members in higher education was in the
area of change, followed by role, then equally demands and managerial support.
Only in the area of control was there a gap in favour of staff working in higher
education.

1=low well-being; Managerial Peer
5=high well-being Demands Control support support Relationships Role Change

HSE 2008 survey target group
average 3.44 3.32 3.77 4.03 4.13 4.61 3.54

UCU members working in
higher education 2.61 3.75 2.94 3.4 3.57 3.72 2.54

‘Well-being gap’ for UCU
members in HE -0.83 0.43 -0.83 -0.63 -0.56 -0.89 -1.00

In higher education, job demands were the most powerful predictors of perceived
stress and work-life conflict; relationship stressors also made a significant
positive contribution to perceived stress. In higher education, for academic
grades, job demands were the most powerful predictor of perceived stress and
work-life conflict. For academic-related staff, while job demands were strong
predictors, relationship stressors were also significant in a positive direction (see
Appendix 1). Analysis of the sample as a whole indicated that social support from
managers and peers to some degree offset the negative impact of low job
control; such support may moderate the negative impact of a high strain job on
well-being. Separate analyses of the HE sector, and of academic and academic-
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related grades within HE, were carried out, with similar findings to the whole
sample, indicating that social support to some degree offset the negative impact
of low control (see Appendix 1 & 2).

The findings of this survey clearly indicate that occupational stress continues to
be a problem in higher education institutions in the UK. In accordance with
several surveys conducted in the sector over the last decade or so, academic and
academic-related employees continue to work long hours and have difficulty
fulfilling the demands made upon them. Reflecting the findings of previous
research in the sector discussed in the introduction, job insecurity, job control
and relationships are considerable sources of strain. Obtaining research funding
and conducting high quality were powerful stressors in this sector.

Tackling occupational stress

To tackle these problems, our members working in higher education would like:

In general

greater esteem and appreciation

greater staffing resources to cope with increased student numbers
quieter working spaces

effective institutional action on bullying and harassment

more mentoring and support

a more collegial work culture

research opportunities for academic-related and teaching-only academics
a complete overhaul of the Research Assessment Exercise / Research
Excellence Framework

Management

less bureaucracy

better management of change
improved planning

more inclusion in decision-making
more communication with management
more training for managers

Employment

B more flexible working patterns
m workload control and guidelines
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greater job security

an end to fixed-term contracts

proper reward and removal of the gender pay gap
greater equality in employment

UCU to take more action on stress and workload

Career

B more opportunity for career progression
B more worthwhile opportunities for professional development

In addition, UCU members who are teachers in higher education would like:

Teaching

B smaller classes
B greater recognition for teaching

The findings of this survey suggest that support from managers and peers may
help to offset the negative impact of low levels of control at work and high levels
of demand. Interventions should be developed that enhance support from these
sources. In addition, the use of temporary or permanent contracts emerged in
the analysis as an important predictor of stress: we strongly urge use of
permanent contracts as good practice in employment policy throughout the
sector.

University and College Union, and its predecessor unions AUT and NATFHE, is
aware of the problem of occupational stress in post-16 education in the UK, and
is committed to taking action to tackle this situation. This survey of occupational
stress was undertaken by UCU with the intention of gathering data leading to
recommendations to inform local and national negotiations. UCU provides
support at a national and local level to inform members of the nature of
occupational stress, and of their employer’s responsibility to ensure that
workloads and working hours are such that employees do not become at risk of
stress or stress-related illness.

UCU has produced a stress toolkit, with guidelines for UCU officers at branch or
local association level on how to deal with stress and on supporting individual
cases. There is also information on treating occupational stress as a health and
safety issue, undertaking a risk assessment and monitoring hours of work. UCU
has also produced a model questionnaire for local use. This toolkit is available at:
http://www.ucu.org.uk/index.cfm?articleid=2562.

UCU 2008 - Tackling stress in higher education 109 mu



UCU’s website provides links to other organisations such as the College and
University Support Network, which is supported by UCU, and the Health and
Safety Executive. UCU also works together with employer bodies, such as the
Association of Colleges and the Universities and Colleges Employers Association,
to tackle occupational stress.

And finally ...

Here are some comments by Philip Burgess, a member of UCU National Executive
Committee, and of the NEC's stress and bullying working group, on the results of
the survey and the next steps for UCU:

"If we take each of the Health and Safety Executive factors in
turn, and examine the data, we can see how UCU might act
to improve the well-being of our members on each one:

Demands: Institutions have allowed demands to escalate and
have failed to introduce mechanisms to control them. By
giving staff resources a status equivalent to that which money
has come to enjoy, we can ensure that those finite personal
resources are husbanded. UCU should propose that
innovations which increase workload in one area must be
balanced by reductions elsewhere, or by increases in staff.

Control: This aspect of our work is already worse in FE than in
the HSE norm. Arguably, HE is heading in the same direction.
The climate of managerialism which has siphoned off the
powers of elected academic governing bodies, academic
departmental boards and individual academics and deposited
those powers in bureaucratic structures of appointed
‘managers’ is responsible for this erosion of control by our
members over their own work. We have become, in effect,
de-professionalised. UCU must try to reverse these trends by
using what democratic mechanisms remain open to us.

Managerial Support: We must expose the failure of the
managerialist philosophy. We must press each institution to
collect the relevant data each year, and to allow discussion of
them in their governing bodies. UCU must engage with those
bodies in order to ameliorate the problems revealed.

Peer support: Support for trade union values is a major factor
in persuading people to join UCU. We must work hard to
recruit a much bigger membership base and explain to
members that mutual support in stressful situations is a core
trade union value. We must counter the dog-eat-dog values
of managerialism.

Relationships: The same argument applies. In addition, we
must continue to emphasise (as expressed in several motions
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adopted by Congress) that harassment and bullying can play
no part in academic life. In addition, we must uphold the
values of academic freedom, and expose those institutions
which restrict it.

Role: We need to clarify to our members what education is,
and what their roles in education are. We must continue to
resist the restrictions imposed by managerialism. In
particular, we must remind our members, and institutions,
that education is a transformation and not a commodity, and
that students are not customers awaiting delivery of a
product.

Change: We must continue to scrutinise how institutions and
their educational processes are changing, and how
successfully institutional changes are implemented. We will
welcome change for the better, particularly when staff are
fully consulted, but we must oppose and reverse changes for
the worse since it is clear that institutions are failing to do
this.

Overall, an important factor contributing to stress among our
members is a mismatch between demands and control. Those
members who entered the profession some decades ago often
remark that demands have always been high, but that this
was compensated at the time by the high levels of personal
control enjoyed over work and working practices. In the
present climate of managerialism, control appears to be
gravitating from academic staff to managers. We must
investigate this phenomenon in further research.

More specifically, we must measure how stress levels,
demands and controls are changing over time and how they
impinge on the different sectors and groups within sectors. If,
as I suspect, the advance of managerialism will continue to
erode the control that our members used to have (and which
made academic life so attractive, in spite of the demands), we
must devise ways to shake the complacency of institutional
governing bodies so that this erosion can be halted and
reversed. Otherwise, staff will be subject to burn-out at
earlier stages in their careers, and the most talented and
dedicated staff will never be attracted in the first place.’
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Appendix 1

Multiple regressions predicting perceived stress and work-life conflict for
further and higher education and academic and academic-related staff

A series of hierarchical multiple regression equations was conducted in order to
examine the job stressor factors that made the strongest contribution to
perceived stress and work-life conflict. As working conditions differ in further
and higher education, and between academic and academic-related staff within
higher education, different regressions were conducted for these four groups.
The first and second step of each equation controlled for sex and mode of
employment (temporary/permanent contract).

Predictors of perceived stress and work-life conflict: further education

In the further education sector, the most powerful predictor of perceived stress
was job demands and, to a lesser extent, relationship stressors. Job control, peer
support and management of change also made a significant contribution to the
incremental variance in a negative direction, but managerial support and role
clarity failed to reach significance. Temporary status was also a strong significant
predictor of perceived stress in this sector. The model explained a total of 42%
of variance in perceived stress.

Female sex and temporary employment were significant predictors of work-life
conflict. Of the stressor categories, the only significant contributions were made
by job demands and, to a lesser extent, lack of job control. The model accounted
for 35% of variance in work-life conflict.

Perceived stress

R? beta
Step 1
Sex .001 .028
Step 2
Temporary/permanent L013%*x* - 114%**
Step 3
Demands 480%***
Control -.082%*x*
Managerial Support -.039
Peer Support -.041%*
Relationship stressors .106%***
Role clarity .006
Change -.056%**
409K **
Total R? ‘42K H*
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* = p<.05; ** = p<.01; *** = p<.001

Work-life conflict

R? beta
Step 1
Sex .004 -.062**
Step 2
Temporary/permanent .023%*x* -, 154%*x*
Step 3
Demands 486F**
Control -.116%**
Managerial Support .002
Peer Support -.033
Relationship stressors -.007
Role clarity -.034
Change -.004
320%**
Total R? 347% %%

* = p<.05; ** = p<.01; *** = p<.001

Predictors of perceived stress and work-life conflict: higher education

Similar to further education, the strongest predictors of perceived stress in the
higher education sector were job demands and relationship stressors. Low job
control and peer support were also significant predictors in this sector but, unlike
further education, poor managerial support and lack of role clarity also made
contributions to the incremental variance. As with further education, female sex
and temporary status were also significant predictors of perceived stress. The
model contributed a total of 45% of variance in perceived stress.

Similar to further education, female sex and temporary employment made
significant contributions to the variance in work-life conflict. Job demands and
low job control were powerful predictors of variance but, in contrast to further
education, low levels of peer support also made a significant contribution. The
model accounted for a total of 35% in work-life conflict.

Perceived stress
R? beta

Step 1
Sex .001* -.024%*
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Step 2
Temporary/permanent .007**x*

Step 3

Demands

Control

Managerial Support
Peer Support
Relationship stressors

Role clarity
Change

A44%**
Total R? A52%%*

* = p<.05; ** = p<.01; *** = p<.,001

Work-life conflict

R2
Step 1
Gender .004 ***

Step 2
Temporary/permanent L012%*x*

Step 3

Demands

Control

Managerial Support
Peer Support
Relationship stressors
Role clarity

Change

335Kk

Total R? .351%%%

* = p<.05; ** = p<.01; *** = p<.001

-.087***

4906 **
-.039%%%
-.050%%*
-.049%%%
L1815k *
. 055%%%
-.017

beta

-.062%*

-.110*%**

522%%%
- Q77X**
-.011
-.036%*
.016
-.021
-.014

Predictors of perceived stress and work-life conflict: academic and academic-

related grades

Academic grades
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For the academic grades, female sex and temporary status were significant
predictors of perceived stress. With the exception of change management, all
stressor categories made significant contributions to the variance with the
strongest contributions made by job demands and relationship stressors. The
model accounted for a total of 44% of variance in perceived stress.

For work-life conflict, the most powerful predictor was job demands, although
female sex, temporary status, and low job control, peer support and role clarity
all made significant contributions. Manager support, relationship stressors and
change management were all non significant. The model accounted for a total of
34% of variance in work-life conflict.

Perceived stress

R? beta
Step 1
Sex .001** -.031**
Step 2
Temporary/permanent .007**x* -.088**x*
Step 3
Demands 496 **
Control -.066***
Managerial Support -.044x*x*
Peer Support -.046%**
Relationship stressors -.155%%x*
Role clarity -.032%*
Change .003
428X **
Total R? 436X **

*= p<.05; ** = p<.01; *** = p<.001

Work-life conflict

R? beta
Step 1
Sex .004*** -.063**
Step 2
Temporary/permanent L013%*x* - 116%**
Step 3
Demands LS17%**
Control -.087%*x*
Managerial Support -.001
Peer Support -.037%*
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Relationship stressors .015

Role clarity -.029**

Change -.005
327 *x*

Total R? 344% %%

* = p<.05; ** = p<.01; *** = p<.001

Academic-related grades

As with the academic grades, female sex and temporary status were significant
predictors of perceived stress. Again, similar to the academic grades, job
demands and relationship stressors made the strongest contribution to stress
perceptions, but job control, managerial support and role clarity were also
significant in a negative direction. Neither change management nor peer support
made significant contributions. The model accounted for a total of 47% of
variance in perceived stress.

The significant predictors of work-life conflict were job demands, job control and,
to a lesser extent, peer support and relationship stressors. Female sex and
temporary status also accounted for a significant proportion of variance in work-
life conflict. The model explained a total of 34% of variance.

Perceived stress

R? beta
Step 1
Sex .003** -.054*x*
Step 2
Temporary/permanent .007**x* -.086***
Step 3
Demands 47 1Fx*
Control -.050**
Managerial Support -.059**
Peer Support -.023
Relationship stressors 204 % *x*
Role clarity -.065**
Change -.007
455Kk
Total R? 465X **

* = p<.05; ** = p<.01; *** = p<.,001
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Work-life conflict

Step 1
Gender

Step 2
Temporary/permanent

Step 3

Demands

Control

Managerial Support
Peer Support
Relationship stressors
Role clarity

Change

Total R?

* = p<.05; ** = p<.01; *** = p<.001

R2

L011%k%*

.019%**

307%%*

337%Kk*
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- 141Kk

A7 1Hk*
- 099X **

-.009

-.044*
.045%*

-.012
.018
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Appendix 2

Testing the job demand-control-support (JDCS) model

Hierarchical multiple regression analyses were computed in which the dimensions
of the JDCS model were regressed on perceived stress. The independent
variables were entered into the equation in five steps. At the first step, sex was
entered to control for its effects. At the second step, the job-related variables job
status (temporary/permanent), sector (further/higher education) and job type
(academic/academic-related. At the third step, job demands, job control and
social support (a variable that combined peer support and management support
- Cronbach’s alpha for composite variable = .91) were entered simultaneously in
order to examine their main effects. At the fourth step, the two-way interaction
terms (a) demands x control, b) demands x social support, c) control x social
support) were entered to examine whether a) control moderated the negative
impact of high demands; b) social support moderated the negative impact of job
demands; c) social support moderated the negative impact of low control. In the
fifth and final step, the three-way interaction term (demands x control x support)
was entered in order to examine whether support moderated the negative impact
of a job high in demands and low in control. Because findings are very similar for
further education and higher education, and for academic and academic related
grades (the total r square is almost identical and the effects of the interactions
are similar), the findings for the sample as a whole are reported, while
controlling for sector and job type.

Sample as a whole

Female sex and temporary employment, entered in Steps 1 and 2, were
significant predictors of perceived stress for the sample as a whole. The job-
related variables also accounted for additional variance, with temporary status,
working in further education and an academic job being significant predictors of
stress. Significant main effects were found for all three components of the JDCS
model entered in Step 3, with particularly strong effects found for job demands.
The two-way interaction between control and support entered in Step 4 made a
significant contribution to the variance in perceived stress, but the other
interactions did not. This suggests that social support from managers and peers
to some degree offsets the negative impact of low control. Evidence for a
significant three-way interaction was also found, indicating that support may
moderate the negative impact of a high strain job on wellbeing.

Perceived stress

R? beta
Step 1
Sex 001 *** -.031%**
Step 2
Temporary/permanent -.080***
Sector -.060%**

UCU 2008 - Tackling stress in higher education 120 mu



Job-type -.100%**

020 **
Step 3
Demands LS11xxx
Control -.094*%**
Support -.186%**
407 *k*
Step 4
Demand x Control .021
Demand x Support .023%*x*
Control x Support 255%**
.004***
Step 5
Demand x Control x Support .001*** .180%***
Total R? 433%**

* = p<.05; ** = p<.01; *** = p<.001
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Appendix 3

Reliability scores for responses in UCU survey relating to HSE stressors

These scores describe the extent to which respondents answered questions
relating to the HSE stressors consistently. Chronbach’s alpha can take values
between negative infinity and 1; the nearer to 1, the more consistent the
responses are considered to be. The scores below indicate a high level of
consistency in the survey responses.

Reliability - role clarity

Reliability Statistics

Cronbach's
Alpha N of ltems

.834 5

Reliability - demands

Reliability Statistics

Cronbach's
Alpha N of ltems

.873 8

Reliability - control

Reliability Statistics

Cronbach's
Alpha N of Items

.864 6

Reliability - managerial support

Reliability Statistics

Cronbach's
Alpha N of ltems

.897 5

Reliability - peer support

Reliability Statistics

Cronbach's
Alpha N of ltems

.848 4
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Reliability - relationship stress

Reliability Statistics

Cronbach's
Alpha

N of ltems

.837

4

Reliability - management of change

Reliability Statistics

Cronbach's
Alpha

N of ltems

.819

3
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Appendix 4

The questionnaire
++++++++++++++++++ AR+
University and College Union

Occupational stress survey 2008
Introduction

This questionnaire about your experience of occupational stress is anonymous,
and all information will be treated with confidentiality.

If you have any enquiries, please contact UCU senior research officer Stephen
Court at scourt@ucu.org.uk

If you have more than one employer, please refer where possible to your
principal employer.

Questions 1-35 are from the Health and Safety Executive’s Management
Standards Indicator Tool.

Please respond to closed questions by putting an 'x’ in the appropriate box.

Questions 5 and 21 refer to harassment and bullying. Bullying is not against the
law, but is understood as a form of harassment. ACAS definition: ‘Bullying may
be characterised as offensive, intimidating, malicious or insulting behaviour’.
Harassment is legally defined as violating a person's dignity or creating a
hostile working environment. It is illegal when on grounds of sex, race,
disability, sexual orientation, gender reassignment, religion/belief or age.

Question 52 asks about your socio-economic background. There is currently
very little data on the socio-economic background of staff in FE and HE; it
would be very helpful, in the interests of promoting widening participation, to
know something about this.

The survey should take 10-15 minutes to complete.

Please respond by Friday 2 May 2008.
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Never Seldom Sometimes Often Always
1 I am clear what is expected of me at work I:l ! D 2 D 3
(1. L[,
Never Seldom Sometimes Often Always
2 I can decide when to take a break D 1 D 2 |:| 3
(1. L[,
Never Seldom Sometimes Often Always
3 Different groups at work demand things from me that I:l 5 I:l 4 D 3
are hard to combine
(1. L[,
Never Seldom Sometimes Often Always
4 I know how to go about getting my job done D ! D 2 |:| 3
(1. L.
Never Seldom Sometimes Often Always
5 I am subject to personal harassment at work (see I:l 5 I:l a |:| 3
definition in introduction)
(1. L[,
Never Seldom Sometimes Often Always
6 I have unachievable deadlines D 5 D 4 |:| 3
(1. L[,
Never Seldom Sometimes Often Always
7 If work gets difficult, my colleagues will help me D 1 D 2 |:| 3
(1. L[,
Never Seldom Sometimes Often Always
8 I am given supportive feedback on the work I do D ! D 2 |:| 3
(1. L.
Never Seldom Sometimes Often Always
9 I have to work very intensively D 5 D 4 |:| 3
(1. L[,
Never Seldom Sometimes Often Always
10 I have a say in my own work speed D 1 D 2 |:| 3
(1. L[,
Never Seldom Sometimes Often Always
11 I am clear what my duties and responsibilities are D 1 D 2 |:| 3
(1. L[,
Never Seldom Sometimes Often Always
12 I have to neglect some tasks because I have too much I:l 5 I:l 4 |:| 3
to do
(1. L[,
Never Seldom Sometimes Often Always
13 I am clear about the goals and objectives for my I:l 1 I:I 2 I:l 3
department
(1. L.
Never Seldom Sometimes Often Always
14 There is friction or anger between colleagues
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L.

Never Seldom Sometimes Often Always
15 1 have a choice in deciding how I do my work D ! D 2 |:| 3

(1. L[,

Never Seldom Sometimes Often Always
16 I am unable to take sufficient breaks D 5 D4 |:| 3

(1. L[,

Never Seldom Sometimes Often Always
17 I understand how my work fits into the overall aim of I:l 1 I:l 2 I:l 3

the organisation

(1. L[,

Never Seldom Sometimes Often Always
18 I am pressured to work long hours D 5 D“ |:| 3

(1. L[,

Never Seldom Sometimes Often Always
19 I have a choice in deciding what I do at work I:l 1 D 2 D 3

(1. L[,

Never Seldom Sometimes Often Always
20 I have to work very fast D 5 D 4 |:| 3

(1. L[,

Never Seldom Sometimes Often Always
21 I am subject to bullying at work (see definition in I:l 5 I:l4 |:| 3

introduction)

(1. L[,

Never Seldom Sometimes Often Always
22 I have unrealistic time pressures D 5 D 4 |:| 3

(1. L[,

Never Seldom Sometimes Often Always
23 I can rely on my line manager to help me out with a I:l 1 I:I 2 I:l 3
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Strongly Strongly
disagree Disagree Neutral Agree agree
I get help and support I need from |:| I:l |:| |:|
24 9 P PP 1 2 3 4
colleagues
[
Strongly Strongly
disagree Disagree Neutral Agree agree
25 I have some say over the way I work I:l 1 I:I 2 I:l 3 I:l4
[
Strongly Strongly
disagree Disagree Neutral Agree agree
I have sufficient opportunities to question |:| I:I |:| I:l
26 1 2 3 4
managers about change at work
[
Strongly Strongly
disagree Disagree Neutral Agree agree
,7  Ireceive the respect at work I deserve from |:| . I:I 5 |:| 5 I:l .
my colleagues
[
Strongly Strongly
disagree Disagree Neutral Agree agree
Staff are always consulted about change at |:| I:I |:| I:l
28 1 2 3 4
work
[
Strongly Strongly
disagree Disagree Neutral Agree agree
I can talk to my line manager about
29 something that has upset or annoyed me I:I 1 I:I 2 I:I 3 I:I 4
about work
[
Strongly Strongly
disagree Disagree Neutral Agree agree
30 My working time can be flexible I:l 1 I:I 2 I:l 3 I:l4
[
Strongly Strongly
disagree Disagree Neutral Agree agree
31 My colleagues are willing to listen to my |:| . I:I ) |:| 3 |:|4
work-related problems
[
Strongly Strongly
disagree Disagree Neutral Agree agree
When changes are made at work, I am
32 clear about how they will work out in I:l 1 I:I 2 I:l 3 I:l 4
practice
[
Strongly Strongly
disagree Disagree Neutral Agree agree
53 1 am supported through emotionally |:| . I:I 5 |:| 5 I:l .
demanding work
[
Strongly Strongly
disagree Disagree Neutral Agree agree
34 Relationships at work are strained I:l 1 I:I 2 I:l 3 I:l 4
[
Strongly Strongly
disagree Disagree Neutral Agree agree
35 My line manager encourages me at work I:l 1 I:I 2 I:l 3 I:l4
s
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Strongly
disagree

L1,

Disagree

1.

Neutral Agree

HE

Strongly
agree

L1

36a I find my job stressful
[
Very low Low Moderate High Very high
How would you characterise your general or D . D . |:| 5 I:l ,
36b average level of stress?
L.
Never Seldom Sometimes Often Always
37 Do you experience levels of stress that you I:l 5 I:l 4 |:| 3 |:| 2
find unacceptable? I:l
1
For each of the following factors, please
indicate the extent to which they contribute
to unacceptable levels of stress or
38 frustration by marking them 0 to 5, with 5

indicating a very high contribution (items
which may not be applicable to all UCU
members have a n/a response category):

(a) Job insecurity

(b) Lack of promotion opportunities

(c) Discrimination

(d) Bullying (see definition in introduction)

(e) Complaints by other members of staff

(f) Excessive workloads

(g) Unreasonable expectations from
colleagues, students or your head of
department

(h) Lack of opportunities for training and
career development

L1,

L1,

HE

HE

L.

HE

(i) Poor work-life balance

L1,

L1,

HE

HE

L.

HE

(j) Harassment (see definition in
introduction)

L1,

L1,

HE

HE

L.

HE

(k) Complaints by students

L1,
L.

L1,

HE

HE

L1

HE

(1) Lack of time to undertake research

D n/a

HE

HE

L1

(m) Lack of resources to undertake
research, including problems in obtaining
funding
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(n) Lack of time or opportunities to develop
your teaching

L1,
L.

(o) Insufficient time to respond to student
queries

D n/a

(p) Teaching large classes

L1,
L1

(q) Lack of choice in the subjects you teach
or carry out research on

D n/a

(r) Other, please provide details:

L1,

(r) Other details:

39 Please provide brief details of any of the
above factors in question 38 which make a
significant contribution to stress or
frustration:
X L. Further education Higher education
40 (@) Which sector do you (principally) work

in?

L.

e

(b) What is the name of the FE or
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HE institution where you (principally) work:

Female Male Transgender/
Transsexual
41 Your gender
L. [1. L.
Bisexual Heterosexual Lesbian
. . or gay
42 Your sexual orientation
L. [1. L.
i ) Yes No Not sure
43 If you are lesbian, gay, bisexual or trans,
does your employer know? D 1 D 5 |:| 3
44 Your ethnicity

(a) Black or Black British — Caribbean

L1,

(b) Black or Black British — African

L1,

(c) Other Black background

L1,

(d) Asian or Asian British - Indian

L1,

(e) Asian or Asian British — Pakistani

L1,

(f) Asian or Asian British — Bangladeshi
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(g) Chinese

(h) Other Asian background

(i) Other (including mixed)

(j) White [,
45  Disability
Yes No Not sure
(@) Do you consider yourself disabled? I:l ) I:l R D 5
(b) If yes, does your employer know you ves N ot sure
are disabled? I:l1 I:lz D3
46  Your job
Academic function
(a) Teaching or teaching-only |:| 1
(b) Research-only |:| 1
(c) Teaching-and-research |:| 1
Academic-related/support occupation
(d) Manager |:| 1
(e) Administrator |:| 1
(f) Computing staff D 1
(g) Librarian |:| 1
(h) Other [,
(i) Not applicable [,
47  Title of your department:
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48

Your mode of employment

(@) Full-time

(b) Part-time

(c) Hourly-paid

(d) Other [,
49  Your terms of employment
(a) Open-ended/permanent contract |:| 1
(b) Fixed-term contract |:| )
(c) Zero hours contract l:l "
(d) Variable hours contract |:| "
(e) Other [,
50 Current job grade or main pay level
(a) job or grade title:
(b) spine point:
(c) hourly-paid, usual hourly rate: £
(d) other:
The average number of hours you work per
51 week (on/off site) during term-time (work

means any task related to your contract of

employment)

(a) 0-10

(b) 11-15

(c) 16-20

(d) 21-25

(e) 26-30
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(g) 36-40

(h) 41-45

(i) 46-50

() 51-55

(k) 56-60

(1) Over 60

52

Socio-economic background

Please indicate the occupation of your
father, mother, carer or guardian (whoever
was the main income earner) when you
were a teenager:

(a) manager or senior official

(b) professional occupation

(c) associate professional or technical
occupation

(d) administrative or secretarial occupation

(e) skilled trades occupation

(f) personal service occupation

(g) sales or customer service occupation

(h) process, plant or machine operative

(i) elementary occupation

(j) not known/applicable
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53  What measures would you like to see taken
to improve your working life?

Follow-up

If you would be happy to take part in
54  follow-up research about employment in UK

further or higher education, please provide
your email address:

Thank you for completing this questionnaire
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