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EXECUTIVE 
SUMMARY

“It feels like ‘the wild west’ at the UW as a lecturer. When I get together 
with colleagues from across departments, we are all operating under 
different rules, facing different pressures, and working hard to cobble 
together a living. Many of us are women with kids who did not pursue 
tenure track positions. We have flexibility but no path for advancement, 
and often live from quarter to quarter without security or a sense of 
what our hours will be.” 

Mirroring national trends, the University of 
Washington has become increasingly de-

pendent on lecturers and various types of contin-
gent faculty over the last two decades.  Lecturers 
now comprise the majority of faculty on the 
Bothell and Tacoma campuses, and are a large 
and growing minority on the Seattle campus.  
However, the UW provides no systematic mea-
sures of what lecturers are doing and comments 
little on their changing role within the university.  
Moreover, there is disparate treatment and qual-
ity of life between contingent and tenure-track 
faculty, between “competitively hired” and “non-
competitively hired” faculty, between full-time 
and part-time lecturers, and among contingent 
faculty in general across different programs and 
units.
  

In order to address some of these broader 
concerns, UW Faculty Forward ran a survey of full- 
and part-time UW contingent faculty in July and 
August of 2016. Our findings, based on lecturers’ 
responses, confirm that descriptions of faculty as 
a “two-tier” system are inadequate in describing 
the actual situation of UW faculty. In terms of both 
professional support and basic labor conditions, 
the disparity between part-time and full-time 
lecturers (or at least those “competitively hired” 
full-time lecturers on multi-year contracts) may 
be comparable to the disparity between full-time 
lecturers and tenure-track faculty. Meanwhile, 
many full-time lecturers perform most of the 
same basic functions as tenure-line faculty, with-
out any of the increased job security.

Below we present a few key findings from lectur-
ers, along with our recommendations.
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Full-time Lecturers:
 

• 62% of respondents say they do not understand their 
department or school’s path to seniority.

• 57% say having an active research agenda improves 
evaluations, though only 9% say research is defined as a 
requirement of their job.

• 72% publish or have active research agendas.
• 51% have supervised graduate students.
• 20% have supervised faculty.
• Almost all respondents want more time to work on 

scholarship, even though scholarship is not a formal 
expectation. 

Part-time Lecturers:

• 1/3 of respondents report that in over 20% of their 
quarters, they have been available to teach at UW and 
actively seeking courses, but not been assigned any. 

• Part-time NTT faculty in Bothell and Tacoma experience 
greater insecurity than their counterparts in Seattle.  
They move in and out of benefits more often, receive 
lower pay, and are less hopeful of receiving full-time 
work at UW.

• 91% would seek or are seeking full-time work at UW 
and almost none want to teach less their current assign-
ments. 70% think their chances of securing full-time 
positions are low to impossible.

• 60% majority say that they don’t know how UW calcu-
lates their benefits.  

• 71% report having current employment elsewhere, 
including 33% in non-academic work. 

• There is wide discrepancy in both per-course pay and 
average total pay by campus, with respondents at UW 
Tacoma earning much less than their Seattle or Bothell 
peers.

University of Washington 
Lecturers: 
Top Line Survey Results 

Key Recommendations for the 
University of Washington: 

• Provide more public, regularly updated, systematic and 
transparent data about lecturers. 

• Work with the faculty governance system to create more 
transparent, fair and enforceable treatment of lecturers 
between programs and campuses.

• Create a system-wide, tenure-like system of professional-
ization for all UW full-time faculty. 

• Recognize part-time faculty as members of the academic 
community by creating meaningful paths for part-time 
faculty to achieve job security.

• Respect the demands of lecturers and other faculty for 
neutrality in their effort to unionize and achieve collective 
bargaining.
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Mirroring national trends, the University 
of Washington has become increasingly 

dependent on lecturers and various types of 
contingent faculty over the last two decades.  
Lecturers now comprise the majority of faculty 
on the Bothell and Tacoma campuses, and are a 
large and growing minority on the Seattle cam-
pus. The experience of lecturers varies greatly 
between departments and programs, with some 
performing functions previously reserved only 
for tenure-line faculty, while others have limited 
access to the UW community. None have access 
to tenure or genuine long-term job security.

The UW provides no systematic measures of what 
lecturers are doing and comments little on their 
changing role within the university.  Available 
information provides an inadequate account of 
the number of lecturers employed, their teaching 
loads, their access to benefits and advancement, 
their service and scholarship expectations, 
or lecturer integration within departments or 
divisions. The lecturer count is obfuscated both 
because of the university’s increasing reliance 
upon non-competitively recruited part-time 
lecturers whose appointments are not centrally 
tracked and collated, and by its dependency on 
“extension lecturers,” who are considered Aca-
demic Personnel, but not faculty. 

In addition, lecturers at UW face many of the 
same problems and obstacles as contingent 
faculty throughout the US university system, 
including job insecurity, limited decision-mak-
ing authority, weak integration into faculty life 
including curricular matters, threats to academic 
freedom, and generally worse working conditions 
than their tenure-line colleagues. Many UW 
schools and departments have tried to address 

INTRODUCTION
some of these underlying issues, often through 
advisory decisions from shared governance or 
informal workarounds. These attempts have 
made lecturers’ experiences more varied, and 
often improved work conditions (if not always 
professional development) primarily for compet-
itively hired lecturers. Part-time faculty issues are 
generally neglected, and part-time faculty are 
often treated as non-academics.  There is dispa-
rate treatment and quality of life for part-time 
faculty across programs.

In order to address some of these broader 
concerns, UW Faculty Forward ran a survey of full- 
and part-time UW contingent faculty in July and 
August of 2016.  The survey attempted to under-
stand the wide variety of full-time and part-time 
lecturer experiences at UW. Over 260 lecturers 
responded during the summer, when lecturers 
are generally off campus.  While insufficient to 
provide detailed estimates or statistical inference, 
the voluntary responses do establish noticeable 
trends, as well as problems and inconsistencies 
across ranks and campuses. Quantitative and 
qualitative results also show that while not all 
lecturers want to make the same improvements, 
in aggregate they desire a greater consistency, 
security, transparency and respect in their em-
ployment at the University.

We used a voluntary response survey to known UW lecturers 
and other contingent faculty with valid email addresses who had 
taught at UW in 2014-14 and 2015-16. The survey was conducted 
online over three weeks in July-August of 2016. We contacted 
lecturers with three separate emails directing them to the survey 
website, which was only accessible through the email link.

We emailed:

• 516 full-time lecturers. 37.5% of them opened an email 
and 9% completed the survey.

• 807 part-time lecturers. 28% of them opened an email 
and 7% completed the survey.

• 356 contingent faculty whose full or part-time status we 
didn’t know. 19% of them opened the email and 3% 
completed the survey

We had 129 full-time respondents and 137 part-time respon-
dents. Although response rates varied per question, overall, the 
responses allow a meaningful analysis at the campus level. Given 
our methodological limitations, we only report basic results and 
descriptive statistics, along with responses to open-ended ques-
tions. Additional investigation needs to be done to better establish 
specific department or job class level analysis, and to make statisti-
cal inference.1

Research Methods

 1When cross-tabulating campuses, this analysis leaves out the small number of cases (generally 4-5) that did not  
report their campus.
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SURVEY RESULTS 
Full-Time Lecturers

“Even though I get to do lots of interesting things in my job and I have the 
safety and security of my multi-year contract, what I experienced during all my 
years as a yearly lecturer has scarred me.  No matter what I accomplish, I have 
a fear that someone will say, ‘Well, you know, [they’re] just a lecturer so how 

important could it be?”

Seniority

Table 1.1: 
Year First Hired Full Time at UW

Length Count Percent
Last year 23 18%
2-5 years 55 43%
6-10 years 17 13%
11-20 years 21 17%
21+ years 11 9%

Over 50% of full-time respondents have been at 
UW for five years or less. This partially reflects the 
recent expansion of the lectureship, particularly 
on the Bothell and Tacoma campuses. Over 25% 
of respondents have been at UW over 10 years, 
and almost 10% have been there for over 21 
years. 

Recruitment and Contract Status
Full-time respondents included:

• 19 respondents from Bothell 
• 68 respondents from Seattle
• 37 respondents from Tacoma
• 49 Senior Lecturers
• 13 Principal Lecturers
• Many more competitive recruited

• 97 “competitively” recruited
• 17 “non-competitively” recruited
• 14 “don’t know

Table 1.2: 
Contract Length2

Length Count Percent
Quarterly 4 3.1%
Annual 30 23.4%
2 Years 4 3.1%
3 to 5 Years 65 50.8%
5 Years 21 16.4%
Don’t Know 3 2.3%
None 1 0.8%
Total 128 100.0%

The majority of full-time respondents have 3-5 year contracts. 
Many reported that they were originally hired noncompetitively, 
but went through the competitive, national search process for their 
current position. People with one-year contracts represented the 
second-largest group. This does not directly match with the distri-
bution of contract-lengths at UW, where one-year contracts are still 
more prevalent, despite a recent wave of competitive hires. 

2  The four “quarterly” responses here are likely people who did not understand the wording on the question.

“I had to be found by ‘search’ to go ‘full-time’ even 
though I had taught more than 10 years 

(at 6+ courses / year).” 

“Now it’s competitive.  My department dragged it out 
for a year.  There should be a special place in hell for 

anyone who [puts] people with 20+ years of experience 
through that.”

“I was initially hired through a competitive, national 
search in 2008 as a visiting lecturer funded by a 

prestigious endowment. The following year, in 2009, I 
was converted to a part-time lecturer due to a loss of 
funding from the Dean’s office and the fact that the 
endowment money had been expended in paying 

my first year’s salary. When funding became available 
again and my department tried to convert me to a full-
time lecturer in 2012, we were forced to ‘stage’ another 
national search because the university contended that 

my original position as a part-time lecturer was too 
different from the full-time lecturer position for a simple 

promotion.” 
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Promotion Prospects
 

Table 1.3: 
Does your current primary department or position offer a path to 

seniority?

Campus
Don’t 
know % No % Yes % Total

Bothell 0 0.0% 0 0.0% 18 100.0% 18
Seattle 15 22.4% 8 11.9% 44 65.7% 67
Tacoma 2 5.6% 2 5.6% 32 88.9% 36
Total 17 14.0% 11 9.1% 97 80.2% 121

Over 80% of full-time respondents said that their department or 
position offered a path to seniority, such as senior or principal 
lecturer. This was true on all campuses, although 22% of Seat-
tle-based respondents didn’t know if seniority was available to 
them or not. 9% said their department did not offer a path to 
seniority.

Table 1.4: 
If your department or position offers a path to 

seniority, do you understand it?
Campus No % Yes % Total

Bothell 11 57.9% 8 42.1% 19
Seattle 40 65.6% 21 34.4% 61
Tacoma 20 58.8% 14 41.2% 34
Total 71 62.3% 43 37.7% 114

 
However, the existence of a path to seniority 
doesn’t mean that everyone can access it or even 
that they understand it. Only 38% of total respon-
dents said they understood the path to seniority. 
On every campus, the clear majority said they did 
not understand how to achieve seniority, and in 
Seattle, two thirds of respondents said they didn’t 
understand.

“I have made several inquiries about the path to senior lecturer (the first 
about 9 months ago) and haven’t gotten any information back yet. What 
I’ve been told is that there isn’t one path, and that the path to principal 

lecturer is much more clear than the path from lecturer to senior lecturer. 
I’ve also been told that there is very little precedent in my department for 

how it works and so most people just aren’t sure and that it really takes 
initiative on the part of the person wanting to be promoted to sort of 

start a campaign to try to make it happen.”

“The expectations of each rank are not described at UW Tacoma.  The 
guidelines for promotion are supposed to help a bit, but they assume 
that the lecturer’s job is simply the professor job without the research.”

“Not yet, but I’m hopeful. The expectations [for promotion] are new, 
somewhat vague, and evolving.”

“The path to principal is utterly arbitrary and ad hoc.”

“I find these senior ranks to be almost insulting.  If you are ranked as a 
principal lecturer and have been at the University for decades you are 

still ranked beneath a freshly hired Assistant Professor.  I have chosen not 
to pursue promotion to these ranks.  Instead I pursue better positions 

elsewhere.”
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Responsibilities and Actual Work
 

Table 1.5: 
Is having a research agenda or publishing 

scholarly work one of your position’s officially 
listed job requirements?

Campus No % Yes % Total
Bothell 16 88.9% 2 11.1% 18
Seattle 58 86.6% 9 13.4% 67
Tacoma 37 100.0% 0 0.0% 37
Total 111 91.0% 11 9.0% 122

Table 1.6: 
Is your understanding that having an active 
research agenda improves your evaluation?

Campus No % Yes % Total
Bothell 4 21.1% 15 78.9% 19
Seattle 31 49.2% 32 50.8% 63
Tacoma 16 44.4% 20 55.6% 36
Total 51 43.2% 67 56.8% 118

 
The significant majority of full-time respondents 
on all campuses reported that publishing schol-
arly work or having an active research agenda is 
not one of their position’s official requirements. 
This ranged from 87% in Seattle to 100% in 
Tacoma. This is unsurprising, given that lecturers 
traditionally have a primarily instructional mission. 
However, given the number of UW lectures with 
active research agendas, role expectations that 
downplay research are at odds with the aspira-
tions or the quality of lecturers UW actually hires.  

Notably, responses were quite different when 
people were asked if having an active research 
agenda improves job performance evaluations. 
A majority of respondents system-wide felt like it 
did, with anywhere from 51% (in Seattle) to 79% 
(in Bothell) indicating that it did. Some felt infor-
mal pressure to perform research, while others 
said research was strongly discouraged, although 
they would want to do it if they could. 

Table 1.7: 
Do you perform research and/or publish?

Campus No % Yes % Total
Bothell 6 35.3% 11 64.7% 17
Seattle 20 31.7% 43 68.3% 63
Tacoma 7 19.4% 29 80.6% 36
Total 33 28.4% 83 71.6% 116

An overwhelming majority of respondents 
perform research and/or publish, including 81% 
at UW Tacoma (despite that 100% of Tacoma 
respondents said that having a research agenda 
was not a requirement of their work).

Respondents engage in a wide variety of re-
search and publication activities, some of which 
are officially associated with UW, some of which 
are independent, and some of which respon-
dents explicitly stated were for the purpose of 
finding tenure-line work elsewhere. Many had 
published multiple articles, book chapters or 
books, including numerous original research proj-
ects undertaken after lecturers had been hired at 
UW.

“I carry out significant research in my spare time - which 
benefits the University - and I’m not compensated for 

this.  I do this so that I can get a better position at a 
different University.”

“The greatest lack of clarity surrounds 
research expectations. My understanding 

in taking the job was that there were 
none, but some seem to think that 

we should be publishing in pedagogy 
and others suggest that having a few 

peer-reviewed articles is ‘helpful.’”

“The message I have consistently gotten 
from the administration is that they only 
pay me to teach and that my efforts to 

maintain an active research agenda 
on topics of my choosing are 

unwelcome at best.”

 “My first book came out in 2013, and I am currently working on a second book. 
My understanding, however, is that the university only expects me to publish on 

pedagogy and not produce original research. In fact, I feel that the university actively 
discourages me from publishing original scholarship. For instance, there was a great 

deal of debate during my promotion over whether my book (a work of original 
research) should even count toward my promotion to senior lecturer... While I 

understand the university only pays me to teach, I fail to understand why they seem to 
be so insistent on forcing me into a publishing agenda focused solely on pedagogy 

and discouraging me from continuing my research on my own time.”

Table 1.8: 
Does your college or department offer support 

for lecturers to produce scholarly work?
Campus No % Yes % Total

Bothell 3 18.8% 13 81.3% 16
Seattle 18 29.0% 44 71.0% 62
Tacoma 7 20.0% 28 80.0% 35
Total 28 24.8% 85 75.2% 113

Table 1.9:
What type of support does your college 

or department offer?
Campus Cash % Release % Travel % Total
Bothell 1 7.1% 0 0.0% 13 92.9% 14
Seattle 4 8.2% 4 8.2% 41 83.7% 49
Tacoma 1 3.3% 1 3.3% 28 93.3% 30
Total 6 6.5% 5 5.4% 82 88.2% 93

A significant majority of respondents say their departments 
offer at least some support for lecturers to do scholarly work. 
However, the majority of this is in travel funds for conferences, 
rather than course release, extra compensation, or some other 
means. Some departments are able to set aside a specified 
amount of travel funding per person, but others use a general 
pool, where lecturers are often the lowest priority.

“I have outlines 
for a number of articles 

for which much of the research has been 
completed but find I have little time and 

little support or incentive to 
finalize the work.”

Such vastly different perceptions of research 
expectations support anecdotal claims of wide 
disparities between campuses and departments, 
as reflected by some of the comments.
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Table 1.10: 
Is service work one of your position’s official 

job requirements?
Campus No % Yes % Total

Bothell 0 0.0% 17 100.0% 17
Seattle 16 25.8% 46 74.2% 62
Tacoma 1 2.9% 34 97.1% 35
Total 17 14.9% 97 85.1% 114

Table 1.11: 
Do you perform service work?

Campus No % Yes % Total
Bothell 0 0.0% 17 100.0% 17
Seattle 4 6.5% 58 93.5% 62
Tacoma 0 0.0% 35 100.0% 35
Total 4 3.5% 110 96.5% 114

Service work requirements are ubiquitous in Bothell and Tacoma. 
They are slightly lower in Seattle. Unsurprisingly, actual perfor-
mance of service work is basically universal, with only four respon-
dents reporting they don’t do any type of service work.

“Lecturers do as much, if not more, service than tenured faculty. 
They are treated the same, with respect to service, as tenured 

faculty. Some, in my opinion, are taken advantage of.” 

Table 1.12:
If your primary department includes service 

work responsibilities for lecturers, is acting in a 
supervisory function over graduate students an 
official option or expectation for service work?

Campus No % Yes % Total
Bothell 7 41.2% 10 58.8% 17
Seattle 36 62.1% 22 37.9% 58
Tacoma 23 69.7% 10 30.3% 33
Total 66 61.1% 42 38.9% 108

Table 1.13:
In your current role as lecturer, have you ever 
acted in a supervisory function over graduate 

students?

Campus No % Yes % Total
Bothell 9 52.9% 8 47.1% 17
Seattle 19 31.7% 41 68.3% 60
Tacoma 27 77.1% 8 22.9% 35
Total 55 49.1% 57 50.9% 112

 
Things get more complicated when looking at the types of service 
work people perform. According to the UW Handbook, the lectur-
er title is defined as one in which faculty have special instructional 
functions.  Lecturers are commonly informed they are not to en-
gage in service having a high responsibility for oversight of grad-
uate student research programs or other faculty (particularly those 
senior to them). This restriction is related both to pay and power 
differentials within the university, and to the fact that lecturers lack 
guaranteed job security. In practice, however, lecturers’ service 
expectations vary. Some lecturers are expressly forbidden from 
doing these things, while others are required to.  

“In our department no senior lecturers are even allowed 
to hood masters students, much less supervise them 

(even though the lecturers have Ph.Ds.)”

There is wide variety regarding the option to supervise graduate 
students, and even greater variety in whether or not people actu-
ally supervise them. Only 30% of respondents in Tacoma reported 
it as an option, compared to 38% in Seattle and 59% in Bothell. Se-
attle had the greatest percentage of people who actually oversee 
graduate students, at 68%, whereas Tacoma only had 23%. This is 
unsurprising, given that there are many more graduate programs 
in Seattle then there are in Bothell and Tacoma. But the level of 
allowed or expected oversight by lecturers in Bothell and Tacoma 
is telling. It likely reflects the shortage of tenure-line faculty and 
preponderance of lecturers on those campuses (lecturers comprise 
over 50% of faculty on these campuses) and the consequent need 
for lecturers to fulfill roles traditionally taken by tenure-line faculty.

“This role [supervising graduate students] has been approved as an option 
for lecturers without monetary compensation and without research support.”

 “Full time faculty members are designated members of graduate faculty, 
thus making us eligible to participate in graduate committee work.”

“I chair master's thesis committees, I teach graduate 
level courses, I advise graduate students, and I have 

supervised at least 4 graduate students as 
RAs on my grants.”
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Table 1.14:
Is acting in a supervisory function over other 
faculty an official option or expectation for 

service work?
Campus No % Yes % Total

Bothell 6 35.3% 11 64.7% 17
Seattle 49 86.0% 8 14.0% 57
Tacoma 26 76.5% 8 23.5% 34
Total 81 75.0% 27 25.0% 108

Table 1.15:
In your current role as lecturer, have your ever 

acted in a supervisory function over other 
faculty?

Campus No % Yes % Total
Bothell 11 64.7% 6 35.3% 17
Seattle 48 80.0% 12 20.0% 60
Tacoma 31 88.6% 4 11.4% 35
Total 90 80.4% 22 19.6% 112

 

Bothell lecturers are both more likely to have the option of over-
seeing other faculty and to actually do so as part of their service 
work. 65% of Bothell faculty report it as an option or requirement, 
where only 24% of Tacoma faculty and 14% of Seattle faculty do. 
Similarly, 35% of Bothell lecturers actually oversee other faculty, 
where only 11% of Tacoma and 20% of Seattle faculty do. Like with 
overseeing graduate students, the disproportionate expectations 
may have to do with the large ratios of lecturers to tenure-line 
faculty in Bothell.

Table 1.16:
If you were originally ‘non-competitively hired,’ have you had an option to apply for conversion to a 

multi-year eligible position?

Campus
I don’t 
know % No % Yes %

Yes, and I 
successfully 
converted % Total %

Bothell 0 0.0% 1 14.3% 0 0.0% 6 85.7% 7 11.7%
Seattle 9 31.0% 7 24.1% 2 6.9% 11 37.9% 29 48.3%
Tacoma 0 0.0% 6 28.6% 4 19.0% 11 52.4% 21 35.0%
Total 9 15.8% 14 24.6% 6 10.5% 28 49.1% 57 100.0%

Only 57 people provided valid response to our question regarding 
applying for and receiving a multi-year eligible position. This in-
cludes the majority of current non-competitively recruited respon-
dents as well as a few of the “I don’t know” lecturers. A majority of 
respondents to this question on the Bothell and Tacoma campuses 
started in non-competitive positions, only to later apply for and 
receive competitive positions.
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“I am grateful to have earned my (converted) appointment, but there seems 
to be a never-ending ‘opportunity’ for lecturers to serve with the promise 
that it will pay off later somehow in promotion at (their campus) or that we 
will be more competitive elsewhere. This type of argument just devalues 
the work we already do and again perpetuates the myth of the meritocracy, 
that the best people are the ones who will eventually get the tenure-track 
job. If we do want to stay, the administration won’t offer retention offers to 
lecturers. You just have to prove your worth here for way less money!” 

 “It’s an amazing feeling to now have what feels like a long contract.  I spent 
WAY too many years as a yearly lecturer worried sick that I wouldn’t be 
renewed--not because of performance issues on my part but because it was 
never clear how many lecturers they would need. Working under such terms 
makes a joke out of trying to get a research program going.  How can you 
do that when you don’t know if you’ll have a job in six months?”
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Working Conditions (Both Actual and Desired)

Table 1.17: 
In your busiest academic quarter over this last year, how many hours were you working?

Campus

Campus 
Median  

Highest Hours

Campus 
Absolute 

Highest Hours
% Over 60 

Hours
% Over 70 

Hours Total Respondents
Bothell 50 70 43% 21% 16
Seattle 50 80 27% 11% 58
Tacoma 50 80 28% 9% 35
Total 50 80 29% 12% 109

The median highest weekly hours that anyone worked on any of 
the three campuses in the last year was 50. However, on all three 
campuses, at least several respondents reported working over 70 
hours a week, including 21% of respondents in Bothell, 11% in 
Seattle and 9% in Tacoma.  43% of Bothell respondents worked 
over 60 hours a week. One Seattle respondent simply responded 
“it’s too depressing to keep track.”

Table 1.18:
In this quarter, what percentage of your work went into:

Campus Median Highest 
Instruction

Median Highest 
Service

Median Highest 
Scholarship

Median Highest 
Other

Bothell 65% 15% 5% 0%
Seattle 45% 10% 5% 15%
Tacoma 60% 15% 5% 0%

A significant majority of respondents spent the greatest percent-
age of their time on instruction. The highest median time spent on 
instruction was at Bothell, at 65%. However, one Seattle respon-
dent reported spending 100% of their time on instruction, and 
one Tacoma respondent reported 95%. Respondents in Bothell 
and Tacoma had higher median level of service, at 15%. Seattle 
and Tacoma individuals reported service load as high as 70% and 
65%, respectively. The median level of scholarship was 5% on all 
campuses, and no one reported spending more than 50% of their 
time on scholarship.

Likewise, the clear majority of respondents felt that their busiest 
quarter wasn’t different from their average quarters. 88% of Both-
ell respondents said it was similar, as did 64% of Seattle and 63% 
of Tacoma respondents.

Table 1.19:
In your ideal quarter, what percentage of your work would go into:

Campus Median Instruction Median Service Median Scholarship Median Other

Bothell 60% 20% 20% 0%
Seattle 50% 10% 15% 5%
Tacoma 65% 15% 20% 0%

In their ideal quarter, Bothell respondents would want to spend 
slightly less time on instruction. Both Seattle and Tacoma respon-
dents would prefer to spend slightly more time on it. Bothell 
respondents would want slightly more service, whereas Tacoma 
and Seattle respondents would want roughly the same amount. 
However, all three campuses report wanting much higher percent-
ages of time available for scholarship (at rates 10%-15% higher 
than what lecturers actually spend on scholarship). This is in line 
with the idea that most lecturers see themselves as scholars as well 
as teachers.

Table 1.20:
How is reappointment notification time between contracts changing?

Competitive Status Longer % Shorter % Similar % Total
Competitively Recruited 18 36.7% 6 12.2% 25 51.0% 49
Non-Competitively Recruited 1 10.0% 4 40.0% 5 50.0% 10
Don’t Know 1 20.0% 3 60.0% 1 20.0% 5
Total 20 31.3% 13 20.3% 31 48.4% 64

 
The median advance time between a job offer for 
the following year and the beginning of the position 
is 3-4 months on all campuses. Unsurprisingly, it’s 
longer for competitive hires than noncompetitive 
hires (at 4 months and 3 months, respectively). 

Most respondents report that the advance time 
between their job offer for the following year and the 
beginning of the position has stayed relatively similar 
over time.  40% of all Bothell and 36% of all Tacoma 
respondents report that the gap has gotten longer, 
meaning that they are receiving their offers earlier. 
However, non-competitively hired lecturers and 
those who don’t know their status report that the gap 
is either staying similar or getting shorter, meaning 
they are receiving notifications later. 

“At UW Seattle others receive written 
contracts by December 15 for the 

next year, at UW Bothell we still 
haven’t received a WRITTEN 3 year 
contract by August 15 for contracts 

starting September 15, 2016.”
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Table 1.21:

Total Years in Higher Ed
Years Count Percent

1 to 5 8 7.3%
6 to 10 32 29.1%
11 to 15 26 23.6%
16-20 18 16.4%
21-25 8 7.3%
26+ 18 16.4%
Total 110 100%

110 full-time respondents listed the number of 
years they had been working in higher educa-
tion. The most common response was ten years 
and the median was 13. However, over 16% of 
respondents have been working in higher edu-
cation over 26 years. One respondent in Tacoma 
noted she is retiring after 20+ years there, has 
no real UW retirement, and has not been offered 
part-time teaching option as an emeritus benefit.

Experience in Higher Education

Table 1.22:
Have you ever served as Tenure Track Faculty at 

another institution?
Campus No % Yes % Total

Bothell 10 58.8% 7 41.2% 17
Seattle 47 85.5% 8 14.5% 55
Tacoma 28 82.4% 6 17.6% 34
Total 85 80.2% 21 19.8% 106

80% of respondents have never worked in a 
tenure-line position. Of the 20% who have, the 
majority are senior lecturers or competitively 
hired lecturers, and many were from Bothell. 
Relative to the Seattle campus, Bothell and Taco-
ma had slightly higher rates of faculty who have 
worked previously in tenure-line positions. This 
is unsurprising, given the growth of competitive-
ly-hired lecturers on those campuses in recent 
years.

Table 1.24: 
Full-time 9-month gross pay from UW

Campus Mean 9-month pay Median 9-month pay Valid Responses
Bothell $73,194 $65,250 22
Seattle $69,571 $63,000 35
Tacoma $57,995 $45,331 9
Total $66,332 $62,496 66

 

Table 1.23:
In terms of your own professional mobility,  
How do you assess your position at UW?

Campus
Downwardly 

mobile % Neutral %
Upwardly 

mobile % Total
Bothell 3 17.6% 8 47.1% 6 35.3% 17
Seattle 7 13.0% 36 66.7% 11 20.4% 54
Tacoma 7 20.0% 14 40.0% 14 40.0% 35
Total 17 16.0% 58 54.7% 31 29.2% 106

55% of respondents saw their position as neither upwardly nor 
downwardly mobile. 30% saw their positions as upwardly mobile 
and only 16% saw their positions as downwardly mobile. 

Respondents in Seattle were much more likely to see their situ-
ation as neutral than in Bothell and Tacoma, where people were 
more likely to view their position as either downwardly or up-
wardly mobile, possibly highlighting the precarious employment 
situations on those campuses, but also the very active movement 
among full-time lecturers to improve conditions. 38% of compet-
itively hired lecturers saw their positions as upwardly mobile, as 
opposed to 30% of noncompetitively hired and 24% of senior 
lecturers. Conversely, 30% of non-competitive lecturers reported 
downward mobility.

Perhaps the most noticeable differences are in pay, which supports 
anecdotal evidence and salary information reported by the State 
of Washington, although the response rate to the pay question 
was low.  Tacoma’s mean pay is almost $12,000 a year less than 
Seattle and almost $16,000 lower than Bothell. This is partially due 
to the concentration of Senior Lecturer respondents in Seattle and 
Bothell and most one-year Tacoma lecturers receiving a generally 
fixed rate of around $45,000. But Tacoma faculty also reported 
lower 9-month salaries almost across the board, regardless of rank.
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SURVEY RESULTS 
Part-Time Lecturers

“As an adjunct, I teach in Seattle, in Tacoma and in Bellingham - Each 
quarter / year I patch together part-time teaching to try to teach full time. 

I have a mortgage and bills to pay with no comfort or 
security in future classes to teach.”

Recruitment and Contract Status 
 Part-time respondents included:

• 24 respondents from Bothell 
• 81 respondents from Seattle
• 25 respondents from Tacoma
• 11 PT Senior Lecturers
• Very few competitive recruited

• 14 “competitively” recruited
• 67 “noncompetitively” recruited
• 54 “don’t know” 

The significant majority of respondents are 
noncompetitively recruited. Only 14 were com-
petitively recruited, and almost all of those are 
part-time Senior Lecturers who likely started out 
as full-time. One was a Professor Emeritus.

Seniority
 

Table 2.1:
Year First Hired Part Time at UW

Length Count Percent
Last year 12 9%
2-5 years 59 44%
6-10 years 34 25%
11-20 years 23 17%
21+ years 6 4%

Like their full-time counterparts, over 50% of 
UW’s part-time faculty have been here five years 
or less. Over 20% of part-time respondents have 
been at UW over 10 years, and 4% have been 
there over 21 years. 

“My department considers my appointment to be competitively 
recruited. However, UW HR does not consider me to be 

competitively recruited. I don’t exactly understand how the 
department search was conducted and how it violated 

the UW HR rules about competitive recruitment.”

Table 2.2:
What is your current contract length?

Campus Quarterly %
Other, less than 

one year % Annual % Multi-Year % Total
Bothell 14 58.3% 1 4.2% 8 33.3% 1 4.2% 24
Seattle 37 45.7% 8 9.9% 31 38.3% 5 6.2% 81
Tacoma 19 79.2% 1 4.2% 3 12.5% 1 4.2% 24
Total 70 54.3% 10 7.8% 42 32.6% 7 5.4% 129

62% of respondents have contracts for shorter than one year. 63% 
at Bothell and 84% at UW Tacoma do, while only 56% at Seattle 
do. A very small group reported having multi-year contracts. 33% 
report having annual contracts, and annual and multi-year con-
tracts are more likely in Seattle.

 “I’m not really sure I have a 
contract.  I was offered courses 

through the next academic year, 
contingent on enrollment.”

“I think it is annual, although I never 
signed a contract.”

Table 2.3:
Did you receive a letter of appointment for 

your primary academic position?
Campus No % Yes % Total

Bothell 8 33.3% 16 66.7% 24
Seattle 10 12.3% 68 84.0% 81
Tacoma 4 16.0% 21 84.0% 25
Total 22 16.9% 105 80.8% 130

Table 2.4:
Does Letter specify the conditions and duration 

your employment
Campus No % Yes % Total

Bothell 9 47.4% 10 52.6% 19
Seattle 23 33.3% 46 66.7% 69
Tacoma 10 43.5% 13 56.5% 23
Total 42 37.8% 69 62.2% 111

 
81% of valid respondents receive letters of appointment for 
their primary position, and the majority of them report that the 
letter includes information about the conditions and duration of 
employment. Letters were less likely on the Bothell campus, where 
a third of respondents did not receive them, than in Tacoma and 
Seattle, where only 16% and 12% didn’t, respectively. A majority 
of respondents on all three campuses reported that the conditions 
and duration of employment and re-appointment were specified in 
their letters, although this was higher in Seattle.
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Promotion Prospects 

Table 2.5:
In what percentage of the quarters where you were available to teach at UW and seeking to teach a 

course have you not been assigned one?

Percent 0-10% 11-20% 21-30% 31-40% 41-50% >50% >20%
I don’t 
know Total

Bothell 33.3% 16.7% 8.3% 0.0% 12.5% 20.8% 41.7% 8.3% 24
Seattle 50.6% 3.7% 8.6% 1.2% 4.9% 13.6% 28.4% 12.3% 81
Tacoma 44.0% 4.0% 16.0% 0.0% 8.0% 12.0% 36.0% 16.0% 25
Total 47.6% 6.0% 10.0% 1.5% 7.6% 14.6% 33.7% 13.0% 130

Table 2.6:
At your current compensation within the UW, would you prefer to teach:

Campus Less % The Same %
More, but 

not full time % Full time % Total
Bothell 1 4.3% 6 26.1% 9 39.1% 7 30.4% 23
Seattle 5 6.5% 40 51.9% 12 15.6% 20 26.0% 77
Tacoma 2 8.3% 8 33.3% 7 29.2% 7 29.2% 24
Total 8 6.5% 54 43.5% 28 22.6% 34 27.4% 124

Over 1/3 of part-time respondents report that in over 20% of their 
quarters, they did not receive any courses even though they were 
available to teach at UW and seeking courses. 36% of respondents 
in Tacoma reported this, as did 42% of respondents in Bothell. 
Over 20% of Bothell respondents report this happening more than 
50% of the time.

Many respondents want to teach more. Only in Seattle did a ma-
jority say they would like to teach the same amount. Moreover, in 
all locations, respondents were at least as likely to report wanting 
full-time work as they were to report wanting something less than 
full-time. Few said they would prefer to be teaching less.

“My teaching experience in Washington has been 
extremely disappointing. I wish to teach in a more 

professional environment with a pay scale set in place.” 

“I am looking for more stability and reliability 
in teaching classes.  I have had a number of 

classes cancelled due to low enrollment.”
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Table 2.7:
Are you seeking, or would you consider a full-time teaching position:

Campus

At another 
institution 

in the 
Seattle 

area %

At 
another 

institution 
outside 

the 
Seattle 

area %

At 
the 
UW %

At UW 
and other 

institutions %
UW 

Total % Total
Bothell 0 0.0% 1 4.8% 10 47.6% 10 47.6% 20 95.2% 21
Seattle 2 4.1% 2 4.1% 29 59.2% 16 32.7% 45 91.8% 49
Tacoma 1 6.7% 2 13.3% 9 60.0% 3 20.0% 12 80.0% 15
Total 3 3.5% 5 5.9% 48 56.5% 29 34.1% 77 90.6% 85

“I am exploring 
alternatives to my 

current position at UW that will allow 
me to continue with the work I already 

do and also get reasonably 
paid for it.” 

Almost every respondent who is seeking or would consider a full-
time position would want one at UW. A large number would seek 
full-time employment anywhere, at UW or elsewhere, and very few 
would only pursue it at another institution without considering UW. 
This is true across campuses.

“I have taught between nine and twelve classes a year between UW 
and another institution. Although my title is ‘part-time lecturer’ it should 

actually be ‘full-time lecturer with lower pay and little job security.’ 
When FT positions come up, I do apply, but it is time-consuming 
for someone with my course load, and I’m actually thinking of not 
applying for FT positions any more, unless UW comes up with a 

process for converting PT to FT positions without a national search. I 
just don’t have the extra time.”

Table 2.8:
If you would like a full-time teaching position at UW, would you saw your chances to get it are:

Campus Impossible % Low % Medium % High % Total
Bothell 2 9.5% 12 57.1% 6 28.6% 1 4.8% 21
Seattle 18 28.6% 26 41.3% 12 19.0% 7 11.1% 63
Tacoma 5 25.0% 10 50.0% 2 10.0% 3 15.0% 20
Total 25 24.0% 48 46.2% 20 19.2% 11 10.6% 104

70% of 104 respondents feel their chances of getting a full-time 
position at UW are impossible or low. This goes up to 75% in Ta-
coma. Only 11% of respondents think they have a high chance of 
securing a full-time position, including only one person in Bothell.

Table 2.9:
Do you generally teach greater than 50% Full-Time Equivalent (FTE) or less?

Campus <50% %
50% or 
greater %

I don’t 
know % Variable % Total

Bothell 8 34.8% 11 47.8% 0 0.0% 4 17.4% 23
Seattle 16 21.3% 35 46.7% 4 5.3% 20 26.7% 75
Tacoma 9 37.5% 6 25.0% 0 0.0% 9 37.5% 24
Total 33 27.0% 52 42.6% 4 3.3% 34 27.9% 122

27% of respondents reported generally teaching less than .5 FTE 
per quarter, although 35% did at Bothell and 38% did at Tacoma. 
Another 28% system-wide responded that they had variable 
schedules, as did 38% in Tacoma. Only a quarter of Tacoma 
respondents reported working more than .5 FTE in an average 
quarter.

“I feel stuck in an awkward position.  As a UW PhD, I am easy for the University to 
hire on a contingent basis.  But for a competitive position, especially on a tenure 

track, I expect they will look elsewhere for a ‘better’ candidate.  I have applied 
for one competitive lecturer position, but was not interviewed, despite excellent 

qualifications.”
 

“Although people are careful with their use of words, 
several have made clear that my age is a factor in being 

hired for a permanent, full-time position.”

“I am a female in my 50s.”
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How part-time status relates to benefits eligibility

Table 2.11:
Have you ever lost or regained your healthcare or retirement benefits from UW within the same 

academic year because you were not consistently scheduled quarter-to-quarter?
Campus No % Yes % Total

Bothell 19 86.4% 3 13.6% 22
Seattle 50 67.6% 24 32.4% 74
Tacoma 14 66.7% 7 33.3% 21
Total 85 70.8% 35 29.2% 120

Table 2.10:
When you are working greater than 50% FTE, do you generally receive healthcare 

benefits from UW?

Campus
I don’t 
know % No % Yes % Total

Bothell 1 5.3% 7 36.8% 11 57.9% 19
Seattle 4 6.3% 10 15.6% 50 78.1% 64
Tacoma 1 5.6% 11 61.1% 6 33.3% 18
Total 6 5.9% 28 27.7% 67 66.3% 101

In general, UW only gives benefits to part-time who faculty who 
teach 10 or more credits, two quarters in a row. 66% of respon-
dents reported receiving medical benefits from UW when they are 
working more than 50% FTE. However, only 58% of Bothell and 
33% of Tacoma respondents did. This is likely due to the greater 
proportion of people who are unable to secure consistent schedul-
ing on those campuses.

29% of respondents said they had lost or regained their healthcare 
or retirement benefits because they were not consistently sched-
uled across quarters. This ranged from 14% in Bothell to 33% in 
Tacoma. This fits with earlier results suggesting Tacoma has the 
lowest level of over .5 FTE employment and the most variability in 
teaching load across quarters.

“Typically my family of 3 will go without health insurance for 2 months 
when the UW insurance goes away.”

“These policies are very troubling, with a labyrinth of 
rules that result in dropped coverage. The policies seem 

only to keep the bureaucracy [running] and employ 
people to carry out a system that is not for the good of 

those in need of stable, consistent health care. It furthers 
the difficulties of teaching part-time and 

is quite upsetting.” 

“15 years after my initial appointment and with 
continuous 2-term/year employment, I finally discovered 

that I qualified for full year health benefits under the 
‘averaging’ program. I had been on and off them 

each year until then, wasting thousands of dollars and 
weeks of effort. It was finally straightened out by one 
of my department’s administrators and UW Benefits 

awkwardly complied. They tried once more to deny me 
health benefits last year but withdrew the effort once I 

complained and referred to the above findings.” 
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Table 2.12:
When you are eligible for healthcare benefits for a quarter, 

do you generally have access to those benefits:

Campus

Before 
the first 

day 
of the 

quarter %

On the 
first 
day 

of the 
quarter %

Within 
the first 
week 
of the 

quarter %

Sometime 
after the 

first week 
of the 

quarter %
I don’t 
know % Total

Bothell 3 15.8% 0 0.0% 1 5.3% 0 0.0% 15 78.9% 19
Seattle 19 34.5% 4 7.3% 3 5.5% 1 1.8% 28 50.9% 55
Tacoma 3 18.8% 1 6.3% 0 0.0% 0 0.0% 12 75.0% 16
Total 25 27.8% 5 5.6% 4 4.4% 1 1.1% 55 61.1% 90

61% of all respondents reported not knowing when they get 
access to their healthcare benefits, including 75% of Tacoma re-
spondents and 79% of Bothell respondents. Multiple respondents 
reported that this created problems with arranging care or proce-
dures, and with medical billing. The next largest group said they 
get their benefits before the quarter starts.

“Last year I received my dental information after the quarter ended 
and I was no longer eligible.  Many, many quarters I have been 

effectively unable to access Group Health because I have had to 
re-apply for insurance. There is no process by which the in-and-out 

faculty can get automatically re-upped for insurance.”

Table 2.13:
Would you say you have a clear understanding 
of how UW calculates your benefits eligibility 

quarter-to-quarter?
Campus No % Yes % Total
Bothell 14 60.9% 9 39.1% 23
Seattle 42 56.8% 32 43.2% 74
Tacoma 13 68.4% 6 31.6% 19
Total 69 59.5% 47 40.5% 116

Only 41% of respondents reported having a 
clear understanding of how UW calculates their 
benefits eligibility quarter to quarter. In Tacoma, 
only 32% reported having a clear understanding.

Responsibilities and Actual Work

Table 2.14:
Do you perform research and/or publish for 

UW or another institution?

Campus No % Yes % Total
Bothell 18 78.3% 5 21.7% 23
Seattle 51 68.9% 23 31.1% 74
Tacoma 14 60.9% 9 39.1% 23
Total 83 69.2% 37 30.8% 120

Table 2.15:
Does your UW college or department offer 

support for part-time faculty to produce schol-
arly work, present at conferences or publish 

their research?

Campus No % Yes % Total
Bothell 20 87.0% 3 13.0% 23
Seattle 49 73.1% 18 26.9% 67
Tacoma 16 80.0% 4 20.0% 20
Total 85 77.3% 25 22.7% 110

Unsurprisingly, the significant majority of part-time faculty at 
UW do not do research work or publish. This ranges from 61% in 
Tacoma to 78% in Bothell. Many respondents reported working at 
multiple jobs and not having the time to pursue an active research 
agenda. Those that are doing research are very active, but often 
unsure of how to tie their research experience to their work at UW. 

However, there are clearly a number of faculty on every campus 
doing research with little support form UW. The number of respon-
dents actively doing research work in Tacoma was double the num-
ber who reported receiving any kind of support. 12 respondents 
system-wide reported that UW gave them travel funds for confer-
ences. 11 were from Seattle and one was from Tacoma. Only two 
reported receiving additional compensation. The others reported 
receiving very small amounts or professional development funds. 
One said they were compensated only with “encouragement.”  

“I am currently publishing 
but really have no idea 

what institution to publish 
under since I work at two 
different ones on a part 

time basis.”

“[I do] independent research to stay competitive, but 
each year it looks more and more bleak. It’s very difficult 
to self-fund, so each year I basically slip behind more.”
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“I would like to publish my work, but I am currently working five jobs - one 
teaching position (UW), independent research positions, two part-time 
jobs in the food service industry, and I manage my apartment building. 

There’s just no time for publishing right now.”

Table 2.16:
Do you perform service work at UW?

Campus No % Yes % Total
Bothell 15 68.2% 7 31.8% 22
Seattle 39 52.7% 35 47.3% 74
Tacoma 11 52.4% 10 47.6% 21
Total 65 55.6% 52 44.4% 117

Over 44% of respondents report doing service 
work, despite the fact that there are no formal 
expectations for part-time faculty to perform ser-
vice, and they are often expressly restricted from 
doing service. This ranged from 32% in Bothell to 
48% in Tacoma, and somewhat mirrors trends on 
differences in research work between campuses.

“I regularly mentor undergraduate 
students who have interests in my 

areas of expertise, serve on scholarship 
committees, and as advisor and 
committee member for masters’ 

students.  None of this work is 
compensated.”

“I read admissions applications and 
scholarship applications, partly because 

I’ve always done service as part of my 
academic work and partly to have not-

white-guy eyes reading the applications.”

"Why should I [do service?]"

Table 2.17:
Do you perform required work between 

quarters, like curriculum design or course 
preparation, that is uncompensated?

Campus No % Yes % Total
Bothell 1 4.3% 22 95.7% 23
Seattle 11 15.5% 60 84.5% 71
Tacoma 4 17.4% 19 82.6% 23
Total 16 13.7% 101 86.3% 117

86% of respondents reported doing unpaid 
required work between quarters. Responses 
were very similar across campuses, ranging 
from 83% yes in Tacoma to 96% yes in Bothell. 
Some reported doing massive amounts of work 
between quarters.

“I rarely teach the same course more than 
once.  I have taught 8 different courses 

in the past two years at UWT.  That makes 
for a great deal of prep.”

“In my first year at UWT I taught 7 
courses, 5 of which were new courses 

to me and required a great deal of 
curriculum design and course prep that 

was uncompensated work.”

 “It is volunteer work.”
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Working Conditions (Both Actual and Desired)

Table 2.19:
Have you ever had a course you were slated to 
teach canceled before you received any pay for 

teaching the course?
Campus Yes % No % Total
Bothell 8 36.4% 14 63.6% 22
Seattle 17 24.3% 53 75.7% 70
Tacoma 6 26.1% 17 73.9% 23
Total 31 27.0% 84 73.0% 115

Only 27% of respondents report having a course 
they were slated to teach canceled before they 
received any pay for teaching the course. This 
ranged from a low of 24% in Seattle to a high 
of 36% in Bothell. The median time before the 
start date of the class was 1-2 weeks, although 
respondents in Seattle were more likely to re-
port it being a month or more. Only 35 people 
responded to our question on how long it took. 
Only 5 of 45 respondents reported receiving any 
type of compensation for canceled courses.

Table 2.20:
Would you say you have adequate office space 

at UW?

Campus No % Yes % Total
Bothell 16 69.6% 7 30.4% 23
Seattle 29 43.9% 37 56.1% 66
Tacoma 11 55.0% 9 45.0% 20
Total 56 51.4% 53 48.6% 109

A majority of respondents reported not having 
enough office space, including 55% of respon-
dents in Tacoma and 70% in Bothell.  Respondents 
said this had a huge impact on their ability to 
conduct basic faculty business such as grading 
and meeting in students in private. Several made 
humorous remarks about how difficult their situa-
tion was.

“I had more office space on a WWII vintage submarine. 
In addition I have always had to share with another 

victim.”

“I guess, if a shared office in a basement with no 
windows is considered ‘adequate.’”

“My office this past academic year was a windowless 
closet.”

Table 2.18:
Do you provide any uncompensated mentoring 

or advising work for students at UW?
Campus No % Yes % Total

Bothell 9 40.9% 13 59.1% 22
Seattle 24 33.8% 47 66.2% 71
Tacoma 7 33.3% 14 66.7% 21
Total 40 35.1% 74 64.9% 114

Over two-thirds of respondents reporting doing some kind of 
uncompensated mentoring of graduate or undergraduate students 

as part of their work. This was highest in Tacoma. Several respon-
dents reported providing unpaid cultural mentoring to student 
who come from their shared under-represented groups, such 

as LGBTQ students and students of color. People in this type of 
position end up doing much greater mentoring than most of their 
colleagues, as the number of students from these communities is 

disproportionate to faculty.

“I mentor students year-around. I am also out as queer and gender-queer and 
have an active racial justice pedagogical approach, hence students seek me out 

as a mentor and as a support. I am not compensated for the mentoring, advising, 
academic work I do with students, etc.”

“I have many students who seek mentorship, advice, 
and letters of recommendation. Many of them are non-

traditional students including transfer students and 
veterans. It is an injustice that non-traditional students 

feel unsupported at UW. I am happy to work with them, 
but the reality is, I am not getting paid and tenured 

faculty aren’t paying enough attention.”

“I served on a MA student’s committee during a quarter when I 
was not compensated.  I also regularly respond to graduate and 

undergraduate emails and sometimes meet with students.  I do these 
things without bitterness because I genuinely care about my students.  
At the same time … doing this while uncompensated sends the UW a 
message that it is permissible to treat part-time faculty in these ways.”
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Table 2.21:
Do you currently teach at any other colleges or universities, 

or have another academic appointment within the UW?

Campus
UW 

Academic
Elsewhere 
Academic

UW 
Non-academic

Elsewhere 
Non-academic

Any other 
Employment

Total 
responses

 Yes % Yes % Yes % Yes % Yes %  
Bothell 5 22.7% 10 45.5% 4 18.2% 4 18.2% 17 77.3% 22
Seattle 13 22.0% 11 18.6% 6 10.2% 25 42.4% 44 74.6% 59
Tacoma 1 4.8% 7 33.3% 3 14.3% 5 23.8% 11 52.4% 21
Total 19 18.6% 28 27.5% 13 12.7% 34 33.3% 72 70.6% 102

In one of the most telling results, over 71% of respondents report having other employment outside 
of their part-time teaching position at UW. This ranges from 52% in Tacoma to 77% in Bothell. 19% of 
respondents have other academic UW employment, and 78% have academic employment outside 
of UW. Only 19% of Seattle respondents have academic employment outside of UW, where 33% of 
Tacoma and 46% of Bothell respondents do. Many people reported having more than two jobs.

Table 2.22:
Number of universities where faculty have taught over the years 

(including graduate school)
Campus Minimum Maximum Median Total

Bothell 1 7 3 23
Seattle 1 8 2 68
Tacoma 1 10 4 23
Total 1 10 3 114

The majority of faculty have taught at 3 schools or fewer over the 
course of their academic career. However, in each school, there 
were several who had taught at more than five, and in Tacoma, 
there were two who have taught at 10.
 

Table 2.23:
Total years in higher ed

Years Count Percent
1 to 5 15 13.4%
6 to 10 38 33.9%
11 to 15 31 27.7%
16 to 20 13 11.6%
21 to 25 5 4.5%
26+ 10 8.9%
Total 112 100.0%

  
112 part-time respondents listed their total years 
in higher ed. The most common response was 
ten years and the median was 11. However, 9% 
of respondents have worked in higher ed over 
26 years. One Tacoma respondent reported 28 
years, two Bothell respondents reported 40, and 
one UW Seattle respondent reported 45 years.

 

“I also teach at a community college. It pays a lot less, 
but we have a union contract and I have priority hire 
status which guarantees load. I can’t give up the one 

kind of job security I have.”

Table 2.24:
Have you ever served as a tenure-track faculty 

member at another institution
Campus No % Yes % Total
Bothell 18 81.8% 4 18.2% 22
Seattle 60 89.6% 7 10.4% 67
Tacoma 15 71.4% 6 28.6% 21
Total 93 84.5% 17 15.5% 110

Only one respondent had ever worked as a 
tenure-line faculty member at UW. 16% of total 
respondents had worked as tenure-line faculty at 
another institution. This ranges from 10% in Seat-
tle to 29% in Tacoma. The higher rates of people 
with former tenure-line positions in Bothell and 
Tacoma intuitively make sense, as the campuses 
there, following national trends, are increasingly 
dependent on competitively hired lecturers as 
core faculty, whereas Seattle’s numbers suggest 
it still often uses lecturers in the traditional 
sense—as undergraduate instructors only. This is 
also interesting given the much larger number 
of respondents in Seattle. One respondent from 
Tacoma was the tenured chair of the Visual Arts 
department at Pierce College.

Experience in Higher Education
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Table 2.25:
In terms of your own professional mobility, do you assess your position at UW as:

Campus
Downwardly 

Mobile % Neutral %
Upwardly 

Mobile % Total
Bothell 7 31.8% 14 63.6% 1 4.5% 22
Seattle 23 33.3% 40 58.0% 6 8.7% 69
Tacoma 6 26.1% 15 65.2% 2 8.7% 23
Total 36 31.6% 69 60.5% 6 5.3% 114

While the majority of respondents on all three campuses see their 
positions at UW as neither upwardly nor downwardly mobile, 
nearly a third—32% system-wide, and slightly more at Seattle—see 
their positions as downwardly mobile. Very few saw their positions 
as upwardly mobile.

Table 2.26:
Per course and annual gross pay from UW

Campus
Min per 

course pay
Mean per 

course pay
Median per 
course pay

Max per 
course pay

Mean annual 
pay

Median 
annual pay

Bothell $3,309 $6,191 $6,000 $8,000 $41,037 $40,500 
Seattle $550 $6,490 $6,405 $15,039 $41,137 $32,000 
Tacoma $700 $4,604 $5,000 $7,500 $20,778 $15,990 

Part-time faculty at UW Tacoma report much lower per course pay 
and annual pay than faculty on the Bothell and Seattle campuses. 
This is likely due both to receiving lower pay per course in general, 
and to working more inconsistent schedules with lower total hours. 
Tacoma respondents were also the most likely to teach less than .5 
FTE, not be benefits eligible, or to have lost benefits due to incon-
sistent scheduling.

“I switch between the Seattle and Tacoma campuses. 
The Seattle campus pays much more.”

“I believe my compensation is very low for my skill set, 
but I have been told it is as high as it can be at UW.” 

 “My current compensation is 2/3 of what a regular 
lecturer is paid per course. If I were hired as a full-time 

lecturer with, say, a 3-year contract, my income would be 
about $55,000 for teaching six courses per academic 

year and extra income for summer courses. That is about 
$9,000 per course. Currently, I’m paid $6,000 per course 

minus deductibles and taxes. I hold a Ph.D. degree.”

“I'm old. I'm female. I'm of mixed heritage.  We live in 
the U.S. ... need I say more?”
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FINAL ANALYSIS AND 
RECOMMENDATIONS
UW’s contingent faculty have diverse working 

experiences based on their campus, depart-
ment, job class and full VS. part-time status. 

Based on results here and other anecdotal evi-
dence, it appears that contingent faculty (partic-
ularly full-time) in Seattle are treated like more 
traditional “adjunct” lecturers—responsible only 
for instruction of undergraduates. They report 
lower service work requirements, and lower 
expectations of research and publishing.  In par-
ticular, Seattle’s full-time lecturers are less likely 
to report formal requirements that they supervise 
graduate students or other faculty. However, 
they still perform a wide variety of research and 
supervisory functions, as do a number of Seattle’s 
part-time lecturers. Seattle’s full-time faculty are 
the least likely to say they understand a path to 
seniority, possibly indicating that many depart-
ments have not tried to tackle this issue. They are 
also generally paid better.

The Bothell and Tacoma campuses seem more 
likely to have more senior, competitively hired 
lecturers acting like tenured or “core” faculty, 
but also greater dependency on inconsistently 
employed part-time lecturers.  This makes sense, 
given the huge dependency on lecturers on both 
campuses and the need to fill committees and 
other service roles in order to compensate for a 
shortage of tenure-line faculty. They generally re-
port higher pressure to conduct research, higher 

formal service pressures and a greater likelihood 
to have served as tenure-line faculty elsewhere 
(this is true both for full-time and part-time facul-
ty).  

But part-time lecturers at Bothell and Tacoma are 
more likely to lose benefits eligibility, less likely 
to get the classes they want, more likely to want a 
greater teaching load, and less likely to think they 
will ever achieve full-time employment. They are 
the embodiment of academic precarity. Tacoma 
faculty seem the most vulnerable and the lowest 
paid.

There are certain trends and problems affecting 
all of the respondents. The clear majority of 
full-time faculty system-wide are taking on ser-
vice roles traditionally reserved for tenure-line 
faculty. Most respondents do not have a clear 
understanding of their access to seniority. The 
majority of full-time respondents value scholarly 
and research work and perform it even if they are 
uncompensated, and many part-time lecturers 
wish they had the time and resources to do schol-
arly work. 

Perhaps most importantly, the vast majority of 
part-time faculty are seeking or would seek full-
time work at UW, and most of them have other 
employment inside or outside of academia. This 
indicates systemic problems with their employ-
ment, pay and security, and it perpetuates a 
system and culture of higher education in which 
university professors are spread so thin that it 
could harm student outcomes. 

Given all this, UW Faculty Forward makes the fol-
lowing recommendations for addressing lecturer 
issues at the University of Washington. We also 
commit ourselves to working with the university, 
the shared governance structure and faculty 
system-wide to bring about these changes.

The University of Washington must create a 
tenure-like system of professionalization for full-
time lecturer faculty.

• This system needs to re-evaluate 
formal and informal expectations of 
scholarship and service, particularly 
regarding oversight of graduate stu-
dents and other faculty.

• The UW should recognize its diverse 
uses of lecturers and clarify multiple 
pathways to seniority and long-term 
security.

• UW must create more parity in credit 
teaching load expectations between 
campuses.

• Faculty governance must have a full 
and non-advisory role in creating this 
system.

UW needs to more fully recognize part-time 
faculty as members of the academic community 
and create meaningful paths for part-time 
faculty to achieve job security, including full-time 
employment, particularly in Bothell and Tacoma.

• UW needs to reform its benefits 
eligibility and healthcare access for 
part-time lecturers .

• UW must recognize experienced, 
well-evaluated part-time faculty by 
giving them first choice at teaching 
classes they’ve previously taught.

The UW administration must provide public, 
systemic and transparent data about its lecturer 
population, including:

• How many lecturers it employs (both 
as faculty and as academic personnel) 
in any given quarter.

• Quarterly updated teaching break-
downs between contingent and 
tenure-line faculty.

• Publicly available information about 
access to promotion and seniority, 
both for full-and part-time faculty, and 
resources to understand and appeal 
the central administration’s decisions 
concerning promotion and seniority .
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UW needs to recognize demands of lecturers and other faculty 
for neutrality in their effort to unionize and achieve collective 
bargaining (which could effectively address many of the central 
issues here).

This analysis is a small window into the experiences of some lectur-
ers in the UW system. While there are obvious campus-specific and 
system-wide trends, our sample size was too small to say anything 
completely conclusive.  Various faculty groups have demanded 
more clear and transparent data for years, and several have done 
their own surveys. But the University administration has unfortu-
nately has to date not done any systematic analysis of lecturer 
employment conditions or the dimensions of contingent employ-
ment, and indicators of lecturer experience are sorely lacking, 
particularly at the institutional level. 

Before any real change can occur, we need better data. UW Faculty 
Forward intends to run similar surveys in the future, particularly 
during the academic year, and to collaborate extensively with 
UW's system of governance. But ultimately, it is the administra-
tion's responsibility to provide this data.

Conditions will not become more transparent or improve signifi-
cantly without concerted effort by faculty leaders on all three cam-
puses. This will require action through traditional means such as 
shared governance. Shared governance, however, is not enough, 
given administrative prerogatives on faculty hiring, and given the 
rapid and widespread turnover of senior administrators at both the 
campus and system levels. 

Real change will only occur through creating systematic trans-
parency and paths to job security. The best way to achieve this is 
through a binding collective bargaining agreement that can tran-
scend any particular UW administration.

NOTES
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This document was created by the UW Faculty Forward Lecturer 
Issues Working Group. 

UW Faculty Forward is a campaign to form a faculty union at the 
University of Washington. We are led by a core faculty organizing 
committee with voluntary, dues-paying members across campuses, 
departments, tenure status and ranks.

UW Faculty Forward supporters are committed to quality edu-
cation for all students, affordable access to higher education, 
excellence in research and scholarship, and fairness for all faculty. 
We believe we can help steer higher education in the right direc-
tion if we act collectively, as members of our union. For us, equity 
is excellence. We hope you’ll join us in preserving the mission of 
higher education.

We work in partnership with SEIU Local 925, a chapter of one of 
the largest education unions in the country. SEIU contributes staff 
time and expertise to a faculty-governed movement.

SEIU represents contingent faculty at schools including the Uni-
versity of Chicago, Duke, the University of Southern California, 
Washington University, Tufts, Boston University, and both tenure 
track and non tenure track faculty in the Cal State system. Faculty 
members at the University of Minnesota, a state university similar 
in mission and size to the UW, are in the process of forming a union 
with SEIU. In Washington State, SEIU Local 925 represents faculty 
at Antioch University and Seattle University, as well as the classified 
staff at the UW.

www.UWFacultyForward.com info@uwfacultyforward.org


